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•	 Sponsorship of employees from diverse groups to 
attend events e.g. Women in Firefighting and Diversity in 
Emergency Services conferences;

•	 Ensuring that selection criteria and standards accurately 
reflect the requirements of any jobs being advertised 
e.g. the Tasmanian Fire Service’s joint research with the 
University of Tasmania into physical fitness standards and 
assessments for female firefighters;

•	 Delivery of annual pre-employment training targeted 
at the long-term unemployed, parents returning to the 
workforce and people with few skills in tourism and 
hospitality; and

•	 Review of the working environment to ensure that it is 
accessible to all employees and provision of specialist 
equipment where required (e.g. audio equipment for 
a hearing impaired employee, re-allocation of work car 
parking and individually-assessed workplace furniture).

A closer look at ‘Right Person, Right Job’

DHHS is in the process of developing a recruitment and 
selection resource as a pilot project under the umbrella 
of PSMO strategic human resource framework, People – 
Directions for the Future. Right Person, Right Job aims to 
ensure that the most appropriate person is employed based 
on the principle of merit and evidence-based selection. The 
resource will be a toolkit for managers, following a project 
management approach that builds a range of considerations 
into the process, including diversity. One component of this 
involves examining the current characteristics of the work 
team, such as working styles, behaviours and current diversity 
characteristics.

Attracting young workers – The Audit Office’s Cadetship Program

TAO’s annual Cadetship Program has been highly successful 
as a recruitment aid for the Agency, ensuring that there 
has been a steady flow of new employees. In the main the 
program attracts younger applicants, which is desirable given 
the ageing profile of the Agency and assists the Agency to 
address identified skill shortages. For employees, the cadetship 
program represents the start of a career pathway in audit 
services: in 2007 three of the five cadets who completed their 
cadetship remained in the Agency in auditor positions, and 
four were still in the process of completing their cadetship. 

Celebrating diverse cultural and linguistic backgrounds –  
The Tasmanian Government Work Placement Program

The Tasmanian Government Work Placement Program 
was established in 2003 as a joint project between PSMO 
and Multicultural Tasmania (within DPAC). The aim of the 
program is to support improved settlement and employment 
outcomes by helping recent arrivals become job ready by 
providing them with opportunities to improve their skills and 
confidence and develop important networks within State and 
Local Government agencies and organisations.  DOE, DHHS, 
DIER, DPAC, DPIW, DEPHA (formerly DTAE), DOTAF and TAFE 
participated in the program in 2007.
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4.7 Balancing work and other responsibilities

Assessment Key:

     Complies with requirements of Commissioner’s Direction No. 3            Does not comply with requirements of  Commissioner’s Direction No. 3       
     No endorsed WDP in place       					      
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4.7
The Agency has supported employees and officers in achieving 
a balance between their work, family and other caring 
responsibilities (s 2(d), CD No. 3)	

										        
Comments

All twelve Agencies with an endorsed WDP in place have shown a clear commitment to supporting employees in balancing their 
work and family responsibilities. Several Agencies (DIER, DPIW and TPT) consider the implementation of a flexible working policy 
to be the Agency’s most successful workplace diversity strategy, with regular positive feedback received from employees. DOE 
and DPAC have also written flexible work practices into their draft WDPs.

Agencies are supporting employees in maintaining a balance between work and other responsibilities through:

•	 Development and promotion of a flexible working arrangements policy and associated guidelines, covering areas such as access 
to personal leave, carer’s leave and leave without pay, general hours of attendance, part-time employment, working from home 
arrangements, work and breastfeeding guidelines, phased-in retirement, SSALS, flexible working hours and flex-time, employee-
initiated shift swapping, non-rostered shiftwork opportunities, study assistance program etc;

•	 Provision of information on the Agency intranet or via support resources such as employee handbooks, 

•	 Implementation of the newly revised General Conditions of Employment Award;

•	 Provision of one-on-one information and advice to employees in relation to their individual circumstances; 

•	 Provision of additional assistance to employees in areas such as financial management and via Agency health and wellbeing 
programs;

•	 Encouragement of employees to make use of the Employee Assistance Program and to attend training courses such as the TTC’s 
‘Achieving a Work/Life Balance’;

•	 Delivery of information sessions on flexible working arrangements by Human Resources staff;

•	 Requirement that work/life balance be discussed as part of each employee’s performance management review; and

•	 Offer of additional flexibility in selected policy areas e.g. allowing access to maternity leave on a pro-rata basis with no time limits 
for service.

Some innovative approaches to flexible work arrangements

DIER is one Agency that has facilitated a range of very flexible working arrangements for employees. These include part-time 
work and regular leave without pay for some employees, to enable them to balance work and personal/family responsibilities. 
This has proven to be a successful retention strategy for the Agency.

The negotiations around the development of DIER’s Engineer’s Industrial Agreement also had a focus on managing for diversity 
in that the particular needs of engineers at different life stages were considered and an attempt was made to create provisions 
to meet these needs. 

DEDT has adopted an approach which provides for greater freedom for employees in terms of seeking flexible working 
arrangements. The onus in this Agency has been placed on Agency management to justify why flexible working arrangements 
should not be granted, rather than falling to employees.
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5. �Evaluation and Assessment of the Workplace 

Diversity Program

This section provides an overview of the measures Agencies have implemented to monitor and report on the progress of 
Workplace Diversity Programs (WDPs) and their associated activities. 

5.1 Performance indicators

Assessment Key:

     Complies with requirements of Commissioner’s Direction No. 3       		       Assessment Criteria met       
     Does not comply with requirements of  Commissioner’s Direction No. 3       	      Assessment Criteria not met 
     No endorsed WDP in place       					     NA   Not Assessable	
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5.1
The Agency’s Workplace Diversity Program includes a set of 
performance indicators (s 4(a)(i), CD No. 3)

5.1.1
The Agency’s performance indicators have been used to 
evaluate the Workplace Diversity Program 

Comments

Commissioner’s Direction No. 3 (CD No. 3) requires that a Head of Agency develop performance indicators to evaluate the 
effectiveness and outcomes of the WDP. Eleven out of the twelve Agencies with an endorsed WDP in place met the requirement 
to have included a set of performance indicators in the Agency’s WDP. However, only three of these eleven Agencies have used 
these performance indicators to formally evaluate the WDP.

Performance indicators included in Agency WDP documents covered a range of areas, including increasing awareness of diversity 
in the workplace, balancing work, family, career and cultural needs and responsibilities, elimination of workplace discrimination, 
bullying and harassment, encouragement of cultural awareness, promotion of equity in employment, manager and team leader 
development, monitoring and reporting requirements, attendance at training sessions and other activities, role and performance 
of Workplace Diversity Contact Employees. The desired outcomes relating to each performance indicator focused on meeting 
targets (e.g. in terms of statistics), completion of actions, and developing and implementing processes and procedures.

The following observations have been made in relation to the development and use of performance indicators by Agencies:

•	 Many of the performance indicators in WDP documents were qualitative in nature, meaning that measuring performance 
may prove difficult;

•	 There are challenges associated with reporting on areas that require employee self-disclosure, given the sensitive nature of 
workplace diversity characteristics;

•	 To be useful performance indicators need to be specific, realistic, achievable, have set targets or timeframes and be updated 
regularly; and

•	 Performance indicators should also be able to be used as the basis for evaluation and assessment, whether through reports 
to management, or as a key element in the required four-yearly program review.

One Agency chose to include performance indicators in a complementary Human Resources Strategic Plan, in order that 
monitoring of WDP progress becomes an operational issue, in line with other areas of human resource management.

Section 7.11 of this report examines Agency use of the performance indicators that were included in the Commissioner’s Guidelines for 
Implementing a Workplace Diversity Program accompanying CD No. 3. 
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5.2 Evaluating the Workplace Diversity Program

Assessment Key:

     Complies with requirements of Commissioner’s Direction No. 3            Does not comply with requirements of  Commissioner’s Direction No. 3       
     No endorsed WDP in place       					      
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5.2
The Head of Agency has put in place measures to evaluate 
the effectiveness and outcomes of the Workplace Diversity 
Program (s 4(a)(i), CD No. 3)

Comments

Eleven of the twelve Agencies with an endorsed WDP in place met the requirement to have measures in place to evaluate the 
effectiveness and outcomes of the Program. DHHS reported that this is an area to be addressed.

CD No. 3 requires that performance indicators be used as the means to address this, however this evaluation also sought to 
identify other measures that might be in place within Agencies to review the effectiveness of the WDP. The following measures 
were uncovered:

•	 Surveys of the Agency, including annual climate surveys and more regular opinion surveys;

•	 Participation in external surveying processes such as the annual Hewitt Best Employers in Australia and New Zealand Study;

•	 Development of performance indicators and/or targets for the WDP and individual workplace diversity activities;

•	 Review of progress against performance indicators (as outlined in the WDP);

•	 Annual progress reports to the Executive Management Group or equivalent on the activities of the WDP (generally on a financial 
year basis);

•	 Gathering of feedback in relation to individual workplace diversity activities (e.g. reports from the activity facilitator on participant 
feedback);

•	 Reporting on the progress of WDP activities in the Agency’s Annual Report;

•	 Collection and review of workplace diversity statistics as part of annual Budget Estimates;

•	 Review of the outcomes of grievances, Code of Conduct investigations, external review and referrals to OSSC;

•	 Review of ongoing employee conformity with Agency policies and guidelines; 

•	 Review of exit interviews, separation questionnaires, performance feedback summaries in relation to workplace diversity issues;

•	 Statistical analysis of diversity-related demographic information;

•	 Review of types of information sought from Human Resources, relating to workplace diversity;

•	 Monitoring of activity of Workplace Diversity Contact Employees (e.g. via quarterly reports);

•	 Feedback from a representative focus group;

•	 Establishment of a Diversity Action Group to oversee implementation of the WDP and monitor progress;

•	 Feedback from State Service Employee Surveys;

•	 Involvement in benchmarking projects with other jurisdictions/offices, which include diversity-related indicators; and

•	 Review of the WDP as part of the regular schedule of policy and process review.
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A closer look at TAFE’s Diversity Advisory Group

TAFE has established a Diversity Advisory Group to oversee the implementation of the WDP and monitor progress against 
established program goals. The Group is composed of representative employees drawn from across the State who are supported 
in attending regular group meetings. 

The Group was responsible for the development of the TAFE WDP and is charged with overseeing workplace diversity activities 
and measures, as well as initiating promotional activity and formally measuring the outcomes of the Program. The Group is 
probably best known in the Agency for its involvement in running annual team and individual equity awards and events such as 
Harmony Day, NAIDOC (indigenous culture) and refugee week.

5.3 Reporting

Assessment Key:

     Complies with requirements of Commissioner’s Direction No. 3       		       Assessment Criteria met       
     Does not comply with requirements of  Commissioner’s Direction No. 3       	      Assessment Criteria not met 
     No endorsed WDP in place       					     NA    Not Assessable	  
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5.3
The Agency reports on employment policies, practices and 
statistics concerning the Workplace Diversity Program (s 4(a)(ii), 
CD No. 3)

5.3.1
The Head of Agency reports on the progress of the Workplace 
Diversity Program in the Agency’s annual report

Comments

All twelve Agencies with an endorsed WDP in place met the requirement to report on employment policies, practices and statistics 
concerning the WDP. Seven of these Agencies used the annual report as a means to promote and recognise the progress of the 
WDP and its activities and achievements and/or to list diversity-related statistics. At a minimum the latter included a breakdown 
of the Agency population by gender, age, and full-time/part-time status, however Agencies also covered areas such as salary 
and years of service, recruitment statistics, participation in training, and the results of specific diversity group initiatives. Some 
Agencies, such as DIER, report on the progress of individual workplace activities such as the Disability Action Plan in the annual 
report, but not on the WDP in broader terms.

In addition to the Annual Report, Agencies make use of the following reporting methods:

•	 Production of informal reports on individual measures (e.g. the success of workplace diversity initiatives, training statistics, 
Workplace Diversity Contact Employee network activity); 

•	 Production of detailed reports on the results of employee surveys;

•	 Production of regular reports for management groups, most often as part of more general human resource reporting;

•	 Production of an annual report on the progress of the WDP (independent to the Agency’s annual report); and

•	 Production of reports for external bodies such as OSSC.

The reporting framework typically involves human resource management divisions collating and producing a report, which is 
then presented to higher levels of management such as the Executive Management Team or Board. This evaluation revealed 
that in the main, reporting on certain types of workplace diversity activities (e.g. training delivery) appears to be well organised, 
however general reporting across the range of WDP activities is more limited. 
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5.4 Compliance with the Commissioner’s requirements

Assessment Key:

     Complies with requirements of Commissioner’s Direction No. 3            Does not comply with requirements of  Commissioner’s Direction No. 3       
     No endorsed WDP in place       					      
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5.4
The latest version of the Workplace Diversity Program has been 
lodged with the Commissioner (s 3(a)(b), CD No. 3)

5.5
The Head of Agency has provided the Commissioner with 
the required information to evaluate the Workplace Diversity 
Program (s 4(b)(i), CD No. 3)

5.6
The Head of Agency has provided the Commissioner with 
the required Workplace Diversity Program information for the 
Commissioner’s Annual Report (s 4(b)(ii), CD No. 3)

Comments

All fourteen Agencies were willing participants in the Evaluation of Agency Workplace Diversity Programs and have to date 
provided the necessary information to support the State Service Commissioner’s annual reporting processes. The State Service 
Commissioner appreciates the time and effort contributed to these processes by Agency contact personnel. 

Please note that for the purpose of the evaluation criteria listed above, DOE and DPAC received three ratings of ‘No endorsed 
WDP in place’ given that as at 30 June 2008, their WDP was still in draft form.

Agencies should also note that it is a requirement to lodge an updated copy of the WDP with the Commissioner as soon as 
practicable after establishing, altering or revising the program. Failure to do so has a potential impact on the Commissioner’s 
capacity to access current Agency policy information in undertaking his statutory review function.
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6. Workplace Diversity Program Review

This section examines the requirement for Agencies to undertake a regular, formal review of the WDP and provides an overview 
of the means by which Agencies measure the success of the program in achieving the desired outcomes.

6.1 Review of the Program

Assessment Key:
     Complies with requirements of Commissioner’s Direction No. 3            Does not comply with requirements of  Commissioner’s Direction No. 3       
     No endorsed WDP in place        			           NA     Not Assessable	  
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6.1
The Head of Agency has reviewed the Workplace Diversity 
Program in the past 4 years (s 5, CD No. 3) N

A

N
A

N
A

Comments

Commissioner’s Direction No. 3 (CD No. 3) requires that a Head of Agency must review the Agency’s WDP at least once every four 
years. Seven of the twelve Agencies with an endorsed WDP in place met this criterion. Three Agencies (DEDT, DEPHA and DOTAF) 
did not receive an assessment given that their WDP had been implemented for less than four years. However, it should be noted 
that it has been a requirement for Heads of Agency to have developed and implemented a WDP since the commencement of 
the State Service Act 2000 in May 2001.

Two Agencies, DHHS and DOJ, have not undertaken a formal review of the WDP in the past four years and therefore did not meet 
this compliance criterion. DOJ has reported that the WDP is currently under review.

Table 1 provides a snapshot of the status of each Agency’s WDP.

TABLE 1: Implementation and review schedules for Agency WDPs

Agency Date current WDP implemented Date last reviewed

DEDT July 2005 To be reviewed by end 2008

DOE To be implemented N/A

DEPHA April 2008 N/A

DHHS 2005 N/A

DIER April 2008 April 2008

DOJ September 2003 Currently under review

DPEM June 2008 August 2006

DPAC To be implemented N/A

DPIW June 2008 June 2008

DOTAF October 2004 N/A

PAHSMA October 2006 June 2008

TAFE June 2008 June 2008

TAO May 2007 May 2007

TPT 2004 July 2007
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6.2 Success in Achieving Outcomes

Assessment Key:
     Complies with requirements of Commissioner’s Direction No. 3            Does not comply with requirements of  Commissioner’s Direction No. 3      
     No endorsed WDP in place  

 

D
ED

T

D
O

E

D
EP

H
A

D
H

H
S

D
IE

R

D
O

J

D
PE

M

D
PA

C

D
PI

W

D
O

TA
F

PA
H

SM
A

TA
FE

TA
O

TP
T

6.2
The Workplace Diversity Program is achieving the outcomes 
determined by the Agency (s 5(a)(b), CD No. 3)

Comments

CD No. 3 requires that the four-yearly review of the WDP must ensure that the program continues to assist in giving effect to the 
State Service Principles and achieve the outcomes determined for workplace diversity program measures. This evaluation has 
shown that only a small number of Agencies have used their performance indicators to evaluate their WDP and thus this Office has 
some difficulty in understanding how Agencies are able to ascertain that they are achieving their desired outcomes. Nevertheless, 
it is accepted that Agencies are using a range of methods to assess the achievement of workplace diversity outcomes.

All twelve Agencies with an endorsed WDP indicated that they met this requirement. The range of methods employed to  measure 
the success of their WDP included: 

•	 Demonstration through lack of breaches of legislation, State Service Principles and Code of Conduct and Agency policies  
and procedures;

•	 Provision of an open, supportive environment in which to raise concerns in relation to issues such as discrimination, bullying 
and/or harassment;

•	 Support of merit-based employment and access to promotion and career development opportunities for all employees;

•	 Incorporation of workplace diversity principles into the Agency’s values framework, behavioural standards and culture;

•	 Value-adding of broader perspectives that workplace diversity brings;

•	 Promotion and maintenance of a healthy work/life balance through access to flexible working arrangements;

•	 Meeting the objectives of each workplace diversity activity;

•	 Positive anecdotal feedback from Workplace Diversity Contact Employees and other employees;

•	 Review of statistical information, particularly trends e.g. average decline in the number of grievances reported, number of 
people entering and leaving the Agency, number of opportunities to access training and development etc;

•	 Development and use of performance indicators to monitor the success of the WDP; and

•	 Notable successes of individual workplace diversity initiatives.
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7. Additional Criteria

This section provides an overview of each Agency’s assessment against the additional criteria incorporated in the evaluation 
of Agency Workplace Diversity Programs (WDPs). These additional criteria were included in the assessment to obtain further 
information on the operation of WDPs within Agencies, in addition to the legislative and CD requirements outlined earlier in this 
report.

These criteria were principally drawn from the Commissioner’s Guidelines for Implementing a Workplace Diversity Program, which 
were released to support Commissioner’s Direction No. 3 (CD No. 3) in 2002.

Note: Where no assessment has been given for an Agency, the additional criterion is not in place.

7.1 Stakeholder Consultation 

Assessment Key:
     Additional Criterion in place         No endorsed WDP in place
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7.1
Employees and other stakeholders were consulted in the 
development of the Workplace Diversity Program

The Commissioner’s Guidelines for Implementing a Workplace Diversity Program suggest that establishing an effective workplace 
diversity program involves undertaking consultation with employees and management. This part of the evaluation sought to 
examine what stakeholder consultation had been undertaken by Agencies in the development of their WDP.

Each Agency with an endorsed WDP in place indicated that it had undertaken some form of consultation with employees,  
usually via working group or human resource project employees. The range of methods employed included:

•	 Providing opportunities for all employees to give feedback on a draft WDP document;

•	 Requesting input from Senior Management Group, Agency Executive Committee, Divisional Heads;

•	 Involvement of Workplace Diversity Contact Employees in promoting the consultation process;

•	 Feedback sought from attendees at diversity awareness training sessions;

•	 Completion of a whole-of-agency diversity survey and analysis of the results;

•	 Production of a discussion paper for distribution;

•	 Development of a separate information page on the Agency intranet to support the Program development and consultation 
phase;

•	 Convening of focus groups, with sampling drawn from employees across all business units;

•	 Delivery of information/feedback sessions around the State;

•	 Request for feedback through regular employee meetings and Agency newsletters;

•	 Development of arrangements to collect feedback via the phone, in person or in writing;

•	 Appointment of a Workplace Diversity Project Officer and Project Steering Committee to oversee the development and 
implementation of the WDP, including managing the consultation process;

•	 Representation on working groups/Project Steering Committee by diversity groups (women, youth, Aboriginal and Torres 
Strait Islanders, people from diverse linguistic and cultural backgrounds);

•	 Involvement of union representatives; and

•	 Advice sought from external stakeholders e.g. other State and Territory jurisdictions, State government departments, the  
Anti-Discrimination Commission.
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While this part of the evaluation focused on consultation processes in relation to the original development of the WDP, the 
approach and activities undertaken by Agencies may be useful in light of formal review processes for WDPs. 

DEPHA’s WDP consultation process

DEPHA is one Agency that has undertaken extensive consultation processes in the development of the Agency’s WDP. The Agency 
has found employee consultation to be extremely beneficial – not only did it provide employees with a forum to have a say about 
issues important to them, but it also reinforced to management that not all workplaces face the same issues. For example, the 
consultation process highlighted that people working and living together in remote and isolated areas are often exposed to a 
different range of issues than those working in higher populated areas.

7.2 Format of the Workplace Diversity Program

Assessment Key:
     Additional Criterion in place         No endorsed WDP in place  
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7.2 The Workplace Diversity Program is available to employees: 

7.2.1 In a single document, or

7.2.1 In a series of documents

Agency WDPs vary in their organisation and level of documentation. For eight of the twelve Agencies with an endorsed WDP in 
place, the WDP consists of a stand-alone document, often supported by a number of other guidelines and support materials. For the 
remaining four Agencies, the WDP consists of a series of documents which are brought together under the one program banner.

Several Agencies have separated an overarching statement of workplace diversity objectives and principles from an action plan, 
in order to retain the latter as an easily-updated operational document. The action plan has most often been included as an 
attachment to the primary WDP document. 

7.3 Development of an Action Plan

Assessment Key:
     Additional Criterion in place         No endorsed WDP in place  
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7.3
The Agency’s Workplace Diversity Program has defined specific 
activities and actions, including timetables.

All twelve Agencies with an endorsed WDP in place have developed an action plan to implement the program. At a minimum, 
these outline the desired outcomes, strategies to achieve them and performance indicators to measure progress. The more 
comprehensive action plans include the following information:

•	 Program goals/outcomes;

•	 Workplace diversity strategies;
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•	 Individual actions/activities;

•	 Action agents;

•	 Performance indicators (including targets for quantitative measures);

•	 Timeframes; and

•	 Progress against each action item or strategy (e.g. in the form of a checklist).

7.4 Allocation of Responsibility for the Workplace Diversity Program

Assessment Key:
     Additional Criterion in place         No endorsed WDP in place  
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7.4
The Agency has allocated responsibility for the management of 
workplace diversity activities and actions.

Responsibility for implementing the WDP must fall to someone and this evaluation has shown that this generally falls to Agency 
human resources branches. In some Agencies, designated personnel have been appointed as Workplace Diversity Coordinators, 
however in most Agencies this function is assumed by the Human Resources Manager or a Human Resources employee.

This evaluation has revealed the following in relation to allocation of responsibility for the WDP:

•	 While human resources employees have the primary responsibility for the WDP, implementation occurs in partnership with 
other groups, such as the Executive Management Group, Strategic Management Group and Business Unit Managers;

•	 Steering Committees have been retained to oversee the implementation process;

•	 The network of Workplace Diversity Contact Employees is generally overseen by the Human Resources Branch; and

•	 A number of the action plans in Agency WDPs allocate responsibility for individual activities to the Corporate Services Director/
Manager, Human Resources Manager, Human Resources employees, Workplace Diversity Contact Employees or equivalent, 
managers/supervisors and/or all Agency employees.

7.5 Allocation of resources for the Workplace Diversity Program

Assessment Key:
     Additional Criterion in place         No endorsed WDP in place  
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7.5
Resources have been allocated to the Agency’s Workplace 
Diversity Program.

All twelve Agencies with an endorsed WDP in place have allocated resources in the form of financial support and employment 
of Agency personnel to implement the program. The majority of Agencies have reported that specific funding for the WDP 
has not been allocated, but financial resources are available under the broader human resources or corporate services budget. 
Application for funds is generally made in relation to individual workplace diversity activities.
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The range of resources provided by Agencies includes:

•	 Resources to support the development of online materials on the Agency’s intranet;

•	 Resources to support delivery of workplace diversity training and employee information sessions, and associated materials;

•	 Resources to support the production of WDP promotional materials e.g. posters, brochures, printing of Fact Sheets, development 
of toolkits;

•	 Resources to support events relating to the WDP e.g. cultural days, prizes for diversity awards;

•	 Funding for employees to attend diversity-related events such as conferences;

•	 Funding for human resources personnel assigned to implement workplace diversity activities;

•	 Funding for the time and training of Workplace Diversity Contact Employees (drawn from across functional areas of the 
Agency); and

•	 Funding for external consultants employed at various stages of the development and implementation process.

7.6 Collection and Review of Statistical Data

Assessment Key:
     Additional Criterion in place         No endorsed WDP in place  
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7.6
Statistical data has been collected and reviewed in relation to 
the Agency’s Workplace Diversity Program.

All twelve Agencies with an endorsed WDP in place indicated that they collect and review statistical data in relation to the WDP. 
This section provides an overall snapshot of the types of data that are of interest to Agencies and how it is used. Section 7.12 of 
this report examines some of these areas in more detail. 

Overall, Agencies reported that they collect and review statistical data in relation to the following:

•	 Employees accessing training and development programs;

•	 Employees attendance at diversity information sessions and other activities;

•	 Numbers of reported grievances and their means of resolution;

•	 Employees accessing flexible working arrangements;

•	 Employee recruitment and resignation rates;

•	 Numbers of Workplace Diversity Contact Employees and their range of activities;

•	 Number of work placements/employment program participants;

•	 Information to support the Budget Estimates process;

•	 The results of the biennial OSSC Employee Survey; and

•	 General demographics of the Agency.

Data is collected through Workplace Diversity Contact Employees, contact with human resource employees, information from 
the Agency’s Employee Assistance Program, exit interviews, employee surveys, evaluation sheets following training sessions, and 
external surveys such as the Hewitt Best Employers in Australia and New Zealand Study. The Budget Estimates process, OSSC 
Agency survey and Workforce Analysis and Comparison Analysis (WACA) data reporting require Agencies to collect and collate 
annual statistical breakdowns across a number of areas, including diversity indicators. Some of this information is reported in the 
Agency’s own Annual Report. 
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While Agencies collect a broad range of data, only some areas are examined and analysed given human resource restraints and 
lack of direct need to do so. It is also recognised that some workplace diversity related activities are occurring informally (e.g. 
access to flexible working arrangements) and thus are unable to be captured statistically. 

Agencies have taken quite different approaches to the collection and review of statistics. DPIW indicated as part of this evaluation 
that the Agency has purposely moved away from a heavy reliance on statistical reporting towards a WDP that is measured more in 
terms of behavioural change. At the other end of the scale, PAHSMA has recognised the need to gather baseline data to use as a 
benchmark for annual reporting processes and to measure the operation of the WDP. Some Agencies have introduced innovative 
ways to review data on an ongoing basis: TAO examines diversity related statistics as part of broader, electronic balanced scorecard 
reporting and TPT has developed indices to measure areas such as employee engagement and capability.

7.7 Cross Referencing with Other Agency Procedures and Processes

Assessment Key:
     Additional Criterion in place         No endorsed WDP in place  
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7.7
The Workplace Diversity Program is referenced in other Agency 
procedural documents

Workplace diversity relates closely to a range of other Agency processes and procedures. This evaluation revealed that ten of the 
twelve Agencies with an endorsed WDP in place made reference to these in their formal WDP document.

The following areas were cross-referenced:

•	 Internal grievance resolution policy;

•	 Performance management system;

•	 Alcohol consumption at departmental functions policy; 

•	 Email and internet usage guidelines;

•	 Work/life balance policy;

•	 Balancing work and caring guidelines;

•	 Flex-time policy;

•	 Induction checklist; 

•	 Exit interview process;

•	 Recruitment and selection policy;

•	 Prevention of workplace discrimination, bullying and harassment policy;

•	 Workplace feedback policy;

•	 Roles and responsibilities of Workplace Diversity Contact Employees;

•	 Guidelines for Boards and Committees;

•	 Employee Statements of Duty;

•	 Corporate training programs;

•	 Agency Disability Action Plan;

•	 Employee Assistance Program;

•	 Agency Corporate Plans and/or Human Resource Strategic Plans;

•	 Agency values and behaviours program; and

•	 General human resources intranet materials.



agency Workplace Diversity Programs evaluation report 2008

37

7.8 Communication of the Workplace Diversity Program

Assessment Key:
     Additional Criterion in place         No endorsed WDP in place  
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7.8
The Workplace Diversity Program has been communicated to 
employees

Communicating an Agency program to employees can be achieved in a number of ways. The Commissioner’s Guidelines for 
Implementing a Workplace Diversity Program suggest that the WDP “is communicated to employees who are encouraged to 
discuss and respond”. All of the Agencies with an endorsed WDP in place indicated that they have communicated the WDP to 
employees. 

This has been achieved via a number of different communication strategies:

•	 Correspondence from the Head of Agency to employees;

•	 Provision of diversity awareness training and information sessions;

•	 Endorsement in the Agency’s newsletters;

•	 Inclusion of promotional materials in employee payslips;

•	 Distribution of posters, brochures;

•	 Use of Human Resource Consultants;

•	 Use of the Workplace Diversity Contact Employee network;

•	 Use of steering committees/working groups;

•	 Use of staff and management meetings (and following reports);

•	 Promotion via the Agency’s induction program;

•	 References in other Agency systems such as performance management;

•	 Inclusion of the WDP in the employee handbook;

•	 Use of the Agency intranet; and

•	 Easy access to a copy of the WDP document and supporting materials on the Agency’s computer system.
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7.9 Use of Workplace Diversity Contact Employees

Assessment Key:
     Additional Criterion in place         No endorsed WDP in place  
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7.9
The Workplace Diversity Program has designated personnel 
or Workplace Diversity Contact Employees to support the 
implementation of the Workforce Diversity Program

Workplace Diversity Contact Employees within Agencies are variously referred to as Diversity Contact Officers, Contact Officers and 
Workplace Behaviour Contact Officers. This is terminology used by individual Agencies and given that these employees are not 
‘officers’ in terms of the Act, for the purposes of this report they will be referred to as Workplace Diversity Contact Employees.

Nine of the twelve Agencies with an endorsed WDP in place have Workplace Diversity Contact Employees. The remaining Agency, 
DEPHA, reports that this role has been filled in the past and that the Agency intends to re-instigate the Contact Employee network 
as a strategy under the new WDP.

The role and support structures available to Workplace Diversity Contact Employees vary according to the size of the Agency. At one 
end of the scale Agencies such as DPEM have appointed over 80 Access and Equity employees state wide, while smaller Agencies such 
as TAO maintain a smaller number of ‘Legislative Responsible Officers’ with roles relevant to workplace diversity (‘Equal Employment 
Opportunity Officer’, ‘Grievance Officer’, and ‘Diversity Contact Officers’, which can be represented by the same personnel). 

The range of Agency mechanisms in place to support Workplace Diversity Contact Employees includes:

•	 Selection of at least one Workplace Diversity Contact Employee from each Agency work location or region of the State;

•	 Provision of the list of Workplace Diversity Contact Employees and their contact details to new employees as part of the 
induction process;

•	 Posting of Workplace Diversity Contact Employee details in every workplace, subject to site inspections;

•	 Posting of information on the Workplace Diversity Contact Employee network on the Agency intranet;

•	 Management of the network by a Workplace Diversity Coordinator;

•	 Requirement for all Workplace Diversity Contact Employees to attend initial training (such as external training delivered through 
the ADC);

•	 Requirement for all Workplace Diversity Contact Employees to attend regular refresher training (at least once per year);

•	 Development of a separate Statement of Duties for Workplace Diversity Contact Employees, outlining their role and responsibilities;

•	 Implementation of regular network meetings (e.g. quarterly or bi-annual) with a formal Chairperson;

•	 Requirement for Workplace Diversity Contact Employees to report on their activity (e.g. every quarter), which is then collated and 
distributed to the Workplace Diversity Contact Employees network;

•	 Conduct of a quarterly survey to gather information and feedback from Workplace Diversity Contact Employees;

•	 Production of an annual report on the activities of the Workplace Diversity Contact Employees network;

•	 Distribution of relevant information materials to support the work of Workplace Diversity Contact Employees, e.g. the ADC 
newsletter;

•	 Requirement for Workplace Diversity Contact Employees to work alongside employees with related roles within the Agency, such as 
Multicultural Liaison Officers, human resource consultants and employees from organisations such as the Disability Bureau; and

•	 Recognition of the contribution of Workplace Diversity Contact Employees through social networking activities.
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7.10 Ongoing Evaluation of the Workplace Diversity Program

Assessment Key:
     Additional Criterion in place         No endorsed WDP in place  
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7.10
The Workplace Diversity Program is evaluated between the 
required 4 yearly program review

7.10.1 The Agency measures changes to the employment profile

This question was designed to identify the activities and measures Agencies have implemented to monitor and evaluate the WDP 
on an ongoing basis. All Agencies keep a watching brief on progress of workplace diversity activities, however some address this 
in a more organised way. 

Ten of the twelve Agencies indicated that the WDP has been evaluated between the required 4 yearly program review.  The same 
number of Agencies reported that they measure changes to the employment profile of the Agency. These statistics are used as 
the basis for quarterly reporting to senior management, human resource sub-committees and boards.

In order to monitor and assess the ongoing effectiveness of the WDP, Agencies have employed the following:

•	 Collation of a detailed quarterly report on human resource practices, based on a statistical breakdown of the Agency;

•	 Collation of information on the WDP for the Agency’s annual report;

•	 Review of feedback gathered from employees in consultative groups, employee meetings, and as a result of training activities 
and/or the performance management system;

•	 Workplace Diversity Contact Employee network reports;

•	 Use of a nominated group to monitor progress (Steering Committee, Diversity Advisory Group);

•	 Collation of data to support internal processes e.g. recruitment and retention, development of internal policy;

•	 Internal review of data gathering for external reporting purposes (e.g. the annual OSSC Survey, WACA reporting);

•	 Review of information provided by external sources such as OSSC and the Hewitt Best Employer in Australia and New Zealand survey;

•	 Review of the WDP as part of the rolling cycle of internal policy review (generally two to three yearly); and

•	 Annual reviews of the WDP against the performance indicators outlined in the WDP document.
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7.11 Use of Performance Indicators Drawn from the Commissioner’s Guidelines

Assessment Key:
     Additional Criterion in place         No endorsed WDP in place  
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7.11
The Agency makes use of the following performance indicators 
in evaluating the Workplace Diversity Program:

7.11.1
Recognition of workplace diversity achievements through the 
performance management process

7.11.2
Degree of participation of employees on steering groups, 
boards, working groups and committees in the development 
and achievement of work plans

7.11.3 Extent of promotion of workplace diversity issues in the Agency

7.11.4
Satisfaction of management with the outcomes of the 
Workplace Diversity Program

7.11.5 Degree of change in the Agency’s employee profile

7.11.6 Level of satisfaction with the selection process

7.11.7
Degree of satisfaction of employees in balancing their work and 
personal lifestyle responsibilities, through feedback received via 
performance management

7.11.8
Extent of flexible work practices in place to balance work and 
performance lifestyle responsibilities

7.11.9 Feedback on the results of specific initiatives

7.11.10
Number of grievances and incidents of workplace harassment 
and their resolution

7.11.11
Availability of relevant documentation to deal with incidents of 
workplace harassment and feedback from employees on the 
adequacy of the documentation

7.11.12 Demographic composition, including:

1.	  �numbers of employees in designated groups and patterns 
of participation, including at senior levels

2.	  �distribution of designated groups across occupation and 
classification/salary levels

3.	  �part-time/job-sharing participation

4.	  �recruitment and promotion numbers

5.	  �retention and separation rates

6.	  �returns from maternity leave

7.	  �training patterns

7.11.13 Grievance patterns

7.11.14 Attitudinal surveys/culture audits

7.11.15
Peer reviews to help provide an accurate and objective 
assessment of how well employees and managers are doing

7.11.16 Requests for review of actions

7.11.17 Turnover and absenteeism statistics

7.11.18
Diversity surveys that identify issues in connection with job 
satisfaction, career development, management, support and 
discrimination or harassment in the workplace
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The Commissioner’s Guidelines for Implementing a Workplace 
Diversity Program include a number of performance indicators 
as an aid for Agencies in the development of their WDP. While 
this list was not designed to be exhaustive or mandatory 
upon Agencies, it provides a framework to review the types of 
indicators Agencies are using to monitor and evaluate the WDP.

The following performance indicators, from the above list, 
were the most commonly used by Agencies:

•	 Number of grievances and incidents of workplace 
harassment and their resolution (10 Agencies);

•	 Degree of change in the Agency’s employee profile  
(9 Agencies);

•	 Demographic composition - retention and separation 
rates (9 Agencies);

•	 Demographic composition - returns from maternity leave 
(9 Agencies);

•	 Demographic composition - training patterns (9 Agencies);

•	 Level of satisfaction with the selection process (8 Agencies);

•	 Degree of satisfaction of employees in balancing their work 
and personal lifestyle responsibilities, through feedback 
received via performance management (8 Agencies);

•	 Feedback on the results of specific initiatives (8 Agencies);

•	 Availability of relevant documentation to deal with incidents 
of workplace harassment and feedback from employees on 
the adequacy of the documentation (8 Agencies);

•	 Demographic composition - numbers of employees in 
designated groups and patterns of participation, including 
at senior levels (8 Agencies);

•	 Demographic composition - distribution of designated 
groups across occupation and classification/salary levels 
(8 Agencies);

•	 Demographic composition - recruitment and promotion 
numbers (8 Agencies); and

•	 Turnover and absenteeism statistics (8 Agencies).

It is recognised that there are difficulties in collecting data to 
support some of these performance indicators. For example, 
a number of flexible work practices occur informally and thus 
are unable to be captured statistically.

Performance indicators relating to employee satisfaction levels 
(e.g. selection processes, access to flexible work arrangements) 
are collected via external surveys such as the biennial OSSC 
Employee Survey and/or the Hewitt Best Employer in Australia 
and New Zealand study. This information is collected internally 

in some smaller Agencies through their own employee 
surveys, and across the board through exit interviews. 

The following indicators were less commonly used by 
Agencies:

•	 Degree of participation of employees on steering groups, 
boards, working groups and committees in the development 
and achievement of work plans (7 Agencies);

•	 Extent of promotion of workplace diversity issues in the 
Agency (7 Agencies);

•	 Attitudinal surveys/culture audits (7 Agencies);

•	 Requests for review of actions (7 Agencies);

•	 Diversity surveys that identify issues in connection with job 
satisfaction, career development, management, support and 
discrimination or harassment in the workplace (7 Agencies);

•	 Recognition of workplace diversity achievements through 
the performance management process (6 Agencies);

•	 Satisfaction of management with the outcomes of the 
Workplace Diversity Program (6 Agencies);

•	 Peer reviews to help provide an accurate and objective 
assessment of how well employees and managers are 
doing (6 Agencies); and

•	 Grievance patterns (5 Agencies). 

Several Agencies raised an issue relating to the use of the 
performance management system in gathering information 
on employee satisfaction in relation to diversity issues and/or 
recognising workplace diversity achievements. While employee 
performance in the areas covered by the WDP are generally 
covered during performance management discussions, a 
number of Agencies do not report this centrally, as the contents 
of performance feedback discussions are confidential. 

Similarly, there are privacy issues associated with what can be 
asked as part of workplace diversity surveys. 
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7.12 Capture and Use of Statistical Data

Assessment Key:
     Additional Criterion in place         No endorsed WDP in place  
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7.12
The Agency captures data and/or undertakes statistical analysis 
in the following areas:

7.12.1 1.	�� Participation rates for SSALS by male and female

7.12.2
2.	�� Participation rates for SSALS over level 10 by male  

and female

7.12.3
3.	�� Employees moving from full-time (F/T) to part-time  

(P/T) employment by male and female

7.12.4
4.	�� Employees returning from maternity leave to P/T or 

 F/T employment 

7.12.5
5.	�� Employees returning from paternity leave to P/T or 

 F/T employment

7.12.6
6.	�� Part-time employment for employees higher than  

A&C level 10 by male and female

7.12.7 7.	�� Job share employment numbers by male and female

7.12.8 8.	�� Breast feeding facilities provided

7.12.9 9.	�� Flexible work arrangements accessed by male and female

7.12.10 10.	�� Access to Agency child care facilities by male and female

7.12.11
11.	�� Number of employees working from home by male  

and female

A number of statistical indicators relating to workplace diversity were examined as part of this evaluation. This Office was 
interested in examining  not only whether Agencies are analysing and reporting on any of these indices, but also whether 
Agency human resource information systems currently capture this information and therefore have the capability of producing 
reports if required.

The following statistical indicators were the most commonly being used to capture and/or analyse data by Agencies:

•	 Participation rates for SSALS by male and female (12 Agencies);

•	 Participation rates for SSALS over A&C Level 10 by male and female (12 Agencies);

•	 Employees moving from full-time (F/T) to part-time (P/T) employment by male and female (12 Agencies);

•	 Employees returning from maternity leave to P/T or F/T employment (10 Agencies);

•	 Employees returning from paternity leave to P/T or F/T employment (10 Agencies); and

•	 Part-time employment for employees higher than A&C Level 10 by male and female (10 Agencies).

The following statistical indicators were less commonly used by Agencies:

•	 Job share employment numbers by male and female (8 Agencies);

•	 Flexible work arrangements accessed by male and female (7 Agencies);

•	 Breast feeding facilities provided (6 Agencies); and

•	 Number of employees working from home by male and female (3 Agencies).
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Agency feedback as part of this evaluation indicated that much of this information is not routinely captured or reported, but can 
be reported on if necessary. If the information is reported, often it is in relation to activities outside the WDP, such as the general 
statistics in the annual report, or individual Agency employee surveys. In addition to this, some of this information is available in 
aggregate, but not broken down by classification or gender. 

7.13 Benchmarking

Assessment Key:
     Additional Criterion in place         No endorsed WDP in place  
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7.13
The Agency uses some form of benchmarking in evaluating 
the Workplace Diversity Program

This evaluation examined whether Agencies undertake any form of benchmarking in relation to the WDP. Nine of the twelve 
Agencies with an endorsed WDP indicated that they have used some form of benchmarking in evaluating their program. 

Informal and formal benchmarking processes have been used by Agencies as follows:

•	 Consideration of the workplace diversity activities of other Agencies, as detailed in their annual reports;

•	 Discussions with human resource employees from other Agencies and with employees from like organisations interstate;

•	 Involvement in the Hewitt Best Employers in Australia and New Zealand Study and the Mercer Human Resources Effectiveness 
Monitor Study;

•	 Use of the OSSC State Service Employee Survey as a whole-of-government benchmark;

•	 Use of Tasmania Together benchmarks to set targets for the WDP and for reporting purposes; and

•	 Use of industry benchmarks such as the Police Human Resources Benchmarking Report, fire industry national benchmarks 
and Public Trustee organisation benchmarks.

TAO is currently championing the development of a human resources benchmarking process with other State and Territory Audit 
Offices in the Council of Auditors-General. This is already undertaken in relation to auditing services and corporate services, but 
has not yet been undertaken in the human resources area. The benchmarking would focus on areas that impact the operation 
of the organisation e.g. recruitment times, amount of sick leave taken etc. 
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7.14 Workforce Planning

Assessment Key:
     Additional Criterion in place         No endorsed WDP in place  
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7.14 The Agency undertakes some form of workplace planning

									       

Workplace diversity is a key component of workforce planning and thus this evaluation sought to uncover what, if any, workforce 
planning is being undertaken by Agencies. All twelve Agencies with an endorsed WDP in place reported that the Agency 
undertakes some form of workforce planning. This has principally involved:

•	 Organised succession planning, including the development of an Agency succession plan;

•	 Completion of a skills review of every managerial role in the Agency, also considering the age profile and skill gaps;

•	 Consideration of attraction and retention strategies, leave management, phased-in retirement, career development and 
employee mobility;

•	 Monitoring of sector, industry and labour market factors which affect supply and demand in relation to key Agency occupational 
groups;

•	 Statistical analysis of changes in the employee profile over time, population projections and forecast training demand;

•	 Matching skill sets to service needs and delivery models, including review of vocational education and training and other 
professional education opportunities;

•	 Research and adoption of revised recruitment and retention strategies e.g. specific strategies for advertising for some 
occupations, adequacy of resourcing levels, and employee engagement;

•	 Convening of a retention workshop based on national expertise in this area, for managers and supervisors; and

•	 Consideration of the representativeness of the workforce, given the community in which it operates.

Most Agencies do not use a formal model or framework for workforce planning, but undertake these processes on a needs basis, 
or to gain an understanding of the business’ directions as part of the annual business planning process. A number of Agencies 
have undertaken more detailed examination of workforce planning issues as part of broader, strategic human resource planning. 
TPT has recently undertaken work in developing a conceptual retention cycle model, which includes detailed plans for succession 
and knowledge management. 
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8. �Learnings in Implementing 
a Workplace Diversity 
Program

As part of this evaluation, Agencies were also asked about 
the key lessons learnt in implementing a Workplace Diversity 
Program. The following key themes emerged from this:

1.	 The benefits of increasing awareness of workplace 
diversity

•	 �A higher level of understanding of access, equity and 
diversity policy across the whole of the Agency;

•	 �More willingness by employees to accommodate (and 
for some, to value) differences in the workplace; and

•	 �Better employee understanding of their rights and 
support options available.

2.	 Incorporation of workplace diversity into everyday 
Agency activities

•	 Moving respect of diversity beyond a compliance 
framework to that of being an inclusive component 
within our workplace;

•	 Better employee understanding of expectations of the 
State Service and society in general;

•	 More employee confidence in the organisation’s ability 
to address behavioural issues;

•	 The critical importance of looking after the people in 
the organisation, and striving for a positive culture;

•	 The need to address attitudes first to avoid having 
‘token’ diverse employees; and

•	 The need to be really creative in engaging employees 
in considering the value and practical application of 
honouring workplace diversity.

3.	 Effect of implementing workplace diversity measures 
on employees

•	 Positive acknowledgement from employees who have 
changed their work/life balance;

•	 The impact on full-time employees of an increasing 
number of part-time employees; and

•	 The impact of measures such as flexible work practices 
on service delivery.

4.	 Difficulties in measuring and reporting on workplace 
diversity outcomes

•	 Previous workplace diversity programs have been too 
onerous and have focused too much on statistics and 
reporting, with little done to change behaviour and 
thinking;

•	 Difficulty in reporting on figures that require self-
identification, leading to a focus on the practices that 
facilitate a diverse workforce; and

•	 Difficulty in measuring outcomes against set key 
performance indicators.
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9. �Individual Agency 
Evaluation Summaries 
– Agencies with a 
Workplace Diversity 
Program

The individual Agency Evaluation Assessment Summaries 
included in the CD Appendix to this report represent the 
documented outcomes of the OSSC evaluation of each 
Agency’s Workplace Diversity Program against the minimum 
requirements of Commissioner’s Direction No. 3 (CD No. 3) 
and additional workplace diversity criteria.

Agencies in this category were:
Department of Economic Development and Tourism
Department of Environment, Parks, Heritage and the Arts
Department of Health and Human Services
Department of Infrastructure, Energy and Resources
Department of Justice
Department of Police and Emergency Management
Department of Primary Industry and Water
Department of Treasury and Finance
Port Arthur Historic Site Management Authority
TAFE Tasmania
Tasmanian Audit Office
The Public Trustee

9.1	Ass essment Content

Each individual Agency Evaluation Assessment contains 
information under the following headings:

•	 Project Overview

	 This provides a brief descriptive overview of the OSSC 
Workplace Diversity Program Evaluation in terms of 
background, objectives and methodology.

•	 Agency Workplace Diversity Assessment

	 This section provides an overview of each Agency’s 
Workplace Diversity Program against the requirements 
set out in CD No. 3 and additional criteria drawn from the 
Commissioner’s Guidelines for Implementing Workplace 
Diversity Program. The assessment outlines: 

•	 Key Positive Findings – these are areas in the  
assessment where the Agency complies with CD No. 3.

•	 Key Opportunities for Improvement – these are areas 
in the assessment where the Agency did not comply with 
CD No. 3 or where the Agency has met the minimum 
standard but could potentially enhance its process.

•	 Additional Workplace Diversity Criteria – These 
additional criteria were included in the evaluation to 
explore further information on the implementation and 
operation of Agency workplace diversity programs. The 
majority of these additional criteria were drawn from 
the Guidelines for Implementing a Workplace Diversity 
Program attached to CD No. 3. 

These comments are accompanied by an Agency Evaluation 
Assessment Sheet, which details the Agency’s assessment 
against each of the compliance criteria from CD No. 3 and 
additional evaluation criteria.
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10.	�Individual Agency 
Evaluation Summaries 
- Agencies without an 
endorsed Workplace 
Diversity Program

The individual Agency Response Summaries included in 
the CD Appendix to this report represent the documented 
outcomes of the OSSC evaluation of those Agencies without 
an endorsed Workplace Diversity Program (WDP), as at 30 June 
2008.

Agencies in this category were:

Department of Education
Department of Premier and Cabinet

10.1  Response Content

Each individual Agency Response Summary contains 
information under the following headings:

•	 Project Overview

	 This provides a brief descriptive overview of the OSSC 
Workplace Diversity Program Evaluation in terms of 
background, objectives and methodology.

•	 Agency Response Summary

	 This section provides an overview of each Agency’s progress 
towards implementing a WDP, and provides opportunities 
for these Agencies to outline any workplace diversity 
activities that are already under way.

Each individual Agency Response Summary contains 
information under the following headings:

•	 Overview

	 This provides a brief summary of the Agency’s WDP 
situation.

•	 Progress

	 This section outlines the progress being made by the Agency 
in planning, developing and implementing a WDP.

•	 Current Activities

	 This provides an outline of any existing performance 
management arrangements that may be operating within 
the Agency.
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Appendix 1 -  
CD and cd contents

1.	 State Service Workplace Diversity Program Evaluation 
Report 2006

2.	 Commissioner’s Direction No. 3 – Workplace Diversity

3.	 Commissioner’s Guidelines for Implementing a Workplace 
Diversity Program

4.	 Agency Evaluation Summaries

	 Department of Economic Development and Tourism
	 Department of Environment, Parks, Heritage and the Arts
	 Department of Health and Human Services
	 Department of Infrastructure, Energy and Resources
	 Department of Justice
	 Department of Police and Emergency Management
	 Department of Primary Industries and Water
	 Department of Treasury and Finance
	 Port Arthur Historic Site Management Authority
	 TAFE Tasmania
	 Tasmanian Audit Office
	 The Public Trustee

5.	 Agency Response Summaries

	 Department of Education
	 Department of Premier and Cabinet

6.	 State Service Principles

7.	 State Service Code of Conduct

8.	 State Service Commissioner’s Annual Report 2007-2008
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