State Library of Western Australia

The Diversity of the State Library of Western Australia e Commitment to employing people with disabilities. People
with disabilities have been employed to work on the
The following statistics represents the equity and diversity of State Historical Records Rescue Consortium Project as well as other
Library’s workforce: areas of the organisation.
o Offering work-based placements for high school, TAFE, and
Statfe Library of WA Community university students, giving an infroduction to libraries and
Representation library professions, and the opportunity to participate in

(%) (%) service delivery throughout the organisation.
Women in Management 66.7 50.0 Key Priorities
(Tiers 2 and 3)
Indigenous Australians 1.3 3.2 In addition to the Culture and the Arts' Portfolio priorities, the State
People with Disabilities 7.3 4.0 Library's key priority is to:
Culturally diverse 17.8 17.0
Young people 1.5 1.5 e Increase workforce diversity by increasing the number of
Mature workers 61.4 354 Indigenous Australians and Young People.
Significant Achievements Key Initiatives
The State Library of Western Australia values the importance of The State Library of Western Australia will contribute to the
having a varied and well skilled staff at all levels to best fulfil implementation of portfolio-wide objectives as well as put into
strategic directions outcomes. Achievements have included: effect organisation-based initiatives. These include:

e A new Graduate Program has been developed as an
opportunity for graduates to participate in a structured,
developmental program consisting of work placements plus
fraining and development opportunities.

e Actively supporting part-time and flexible work
arrangements at all levels of the organisation.

e Strong representation of women in management. Women
are encouraged and supported to attend Aurora 7[1]
leadership training.

1 . . . s PP . . . .
The Aurora Library Leadership Institute’s mission is to assist future leaders in the library and associated

cultural and information industry to maximise their leadership skills and potential. It aims to position

leaders to be proactive and effective voices in a dynamic and sophisticated information environment.
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Western Australian Museum

The Diversity of the Western Australian Museum

The following statistics represents the equity and diversity of the
Western Australian Museum'’s workforce:

WA Museum Community
Representation

(%) (%)
Women in Management 77.8 50.0
(Tiers 2 and 3)
Indigenous Australians 3.0 3.2
People with Disabilities 10.2 4.0
Culturally diverse 20.4 17.0
Young people 6.5 11.5
Mature workers 52.2 35.4

Significant Achievements

The WA Museum has reached many significant achievements in the
areas of fraining, fraineeships and work experience. These have
included:

e Traineeships for high school students provided by the
Education and Learning department.
Disability awareness training provided to staff.
Indigenous Traineeship program.
School-based work experience program.
Post-Graduate Student practicum program in conjunction
with the University of Western Australia.

e Utilising research grants to employ recent graduates as part of
workforce planning strategies.

Key Priorities

In addition to the Culture and the Arts’ Portfolio priorities, the WA
Museum'’s key priority is to:

¢ Increase workforce diversity by employing people from
culturally diverse backgrounds.

Key Initiatives

The Western Australion  Museum  will  confribute to the
implementation of portfolio-wide objectives as well as put into
effect organisation-based initiatives. These include:

e Place recruitment advertisements in multicultural media.

¢ Use innovative recruitment practices to employ diverse staff.

¢ Investigate the creation of 50D Visitor Services Officer
positions.

e Encourage part-time work options for mature workers to
facilitate succession planning.

e Develop arecruitment strategy to support the recruitment of
a diverse staff.

||||||||
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Section 3: The Porifolio Workforce

Representation

.. 2005 2006
Diversity Group (%) (%)
Women in Management 55.8 58.3
Indigenous Australians 2.7 2.5
People with Disabilities 12.9 7.3
Culturally Diverse 28.8 17.3
Young People 4.4 4.8

Distribution (Equity Index)

Diversity Group 2005 2006
Women in Management 75 74
Indigenous Australians 321 170
People with Disabilities 84 69
Culturally Diverse 98 103

3.1 The Porifolio Workforce

The Culture and the Arts Portfolio has consistently performed above
the public sector objectives in the areas of women in management,
people with disabilities and people from culturally diverse
backgrounds.

The Culture and the Arts Portfolio is comprised of employees from
more than 50 nationalities and who speak 30 different languages.

In October 2006, employees were resurveyed on their EEO
information. Therefore, the statistics have been updated and are

included in this plan. Since 2005 the statistics show a decrease in
representation and distribution. It is highly probable that the change
in stafistics is due to a larger number of employees from non-EEO
categories responding to the new questionnaire.

As per the Portfolio key priorities, areas of improvement are the
representation of Indigenous Australians and young people and
improving the distribution of people with disabilities across all levels
of the organisation.
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3.1 Objectives

% Representation
2007 2007 2009 2009 Community
Portfolio Sector Portffolio Sector Representation
Objective Objective Objective Objective
Women in Management 50.0 * 50.0 * 50.0
Indigenous Australians 3.2 28 3.5 3.5 3.2
People with Disabilities 9.0 3.6 9.0 3.7 4.0
Culturally Diverse 17.0 10.5 17.0 13.0 17.0
Young people 7.0 7.0 8.0 8.0 11.5
Equity Index
2007 2007 Sector 2009 2009
Porffolio Objective Portfolio Sector
Objective Objective Objective
Women 70 70 78 78
Indigenous Australians 39 39 45 45
People with Disabilities 100 100 100 100
Culturally Diverse 100 100 100 100
The Portfolio is required to consider both sector-wide objectives and Objectives exceeding sector-wide figures were set for

agency-specific (Portfolio) objectives for 2007 and 2009. The Office
of Equal Employment Opportunity recommends that where diversity
groups have a higher level of representation in client communities
than exists in the general community, agencies will strive to achieve
levels of representation appropriate to the client profile that is
above the sector-wide benchmark.

The Equity and Diversity Reference Group met to determine our
Portfolio Objectives for 2007 and 2009. Representation objectives
were maintained at 17% for culturally diverse employees in order to
maintain a match with community representation.

representation of Indigenous Australians and people with disabilities
due to the higher representation of this client community in our
organisatfion. Young people objectives were set according to a
realistic analysis of the organisation’s capacity to implement
strategies to meet our new objectives.

* There are no set sector objectives for women in management.
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3.2 Statistics

To develop our workforce profile, we need to look at both
representation and distribution of diversity group members in the
Portfolio.

This section highlights figures across the Portfolio.

Representation is the percentage of the relevant diversity group
within the total sample size of employees.

Distribution is the spread of a diversity group across all classification
levels.

The Equity Index is a measure of ‘compression’: the extent to which
a given diversity group is primarily found to be at the lower
classification levels. If the distribution for the diversity group is the
same as for all employees in the Portfolio, then the equity index is
100.

An index of less than 100 indicates that staff from a diversity group
are more likely to be concentrated, or compressed, at the lower
levels of the organisation.

An index of more than 100 means that the staff from the diversity
group are more likely to be found at the higher levels of the
organisation.

Sample Rates

Over the years, data on employees has been collected. The
Human Resources area of the Portfolio currently holds confidential
equity and diversity information on approximately 520 current staff.

Sample Size

While data on gender and age are compulsory employee
information, reporting of Indigenous status, disability or cultural
diversity is through self-identification.

Some people may not choose to identify themselves as members of
a particular  diversity group. Sensitivity to the privacy and
confidentiality of people providing their equity and diversity
information is stfrongly maintained.

For women and young people, the total sample size is the total
Portfolio workforce, currently 892 as of November 2006.
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Section 4: The Plan

The Culture and the Arts Portfolio EEO Management Plan 2007-2009 is underpinned by a number of key initiatives which drive the
achievement of the proposed outcomes and objectives. The employment of an Equity and Diversity Officer (Initiative 3.2.7) is an integral
component of the Plan, to enable the realisation of key initiatives including training and development for staff on diversity issues, the
creation of an Indigenous Employment Strategy for the Portfolio and recruitment, selection and retention programs targeted at diversity
groups. The initiatives below reflect a continued commitment to improving the equity and diversity of Portfolio Priority areas; increasing
the number of Indigenous Australians and young people employed, and increasing the distribution of people with disabilities within our
workforce.

Outcome 1
The organisation values equity and diversity and is free from racial and sexual harassment
Requires
Portfolio Responsible for New

Initiative Organisation Implementation Timeframe Measurement Resources
Strategy 1.1 Accountability and governance: ensure a fransparent accountability and governance framework for EEO and Diversity
1.1.1 Equity and Diversity Reference Group established to Portfolio-wide HR; 6 months Meet every 6 months
plan and monitor outcomes and to champion EEO Reference Group
strategies
1.1.2 Implement a reporting framework for briefing PVOT on Portfolio-wide HR 6 months Six-monthly report to
completion of plan strategies and progress towards PVOT in line with annual
performance objectives. reporting
1.1.3 Information on equity and diversity plan to be Portfolio-wide HR Ongoing Information is included in
included in staff induction the induction
1.1.4 Management job descriptions and selection criteria Portfolio-wide Line managers; Ongoing Statement is included in
include criteria to identify and assess the management of a HR the selection criteria
diverse staff and ensuring the provision of appropriate
services to clients
1.1.5 Equity and Diversity information included in annual Portfolio-wide AGWA; Annual reports | Information is included in Yes
reports and the HR sub-site and employment pages of DCA; due August annual reports and
Portfolio Organisations PTT; 2007 websites

SWEST;

SLWA; Websites due

WAM March 2007

Requires
Portfolio Responsible for New

Initiative Organisation Implementation Timeframe Measurement Resources




Strategy 1.2 EEO Plans integrate with organisational plans

1.2.1 Relate EEO Management Plan with other business All AGWA; Ongoing Integrated in
plans, HR priorities and management practice DCA; « CEO and Director’s
PTT; Performance
SWEST; Agreements
WAM e Business Plans
« JDFs
Strategy 1.3 Harassment-free work environment: structures, policies and procedures are in place to ensure the workplace is free of harassment
1.3.1 Incorporate awareness-raising sessions on the Portfolio-wide HR Ongoing Prevention of sexual and Yes
prevention of sexual and racial harassment in tfraining racial Harassment
programs content included in
fraining programs
1.3.2 Update the harassment policy fo include the Portfolio-wide HR March 2007 Policy updated
expanded definitions of sexual harassment and racial
harassment
Strategy 1.4 Build an inclusive workplace culture: inclusive values and a ‘diversity-friendly’ culture are actively promoted
1.4.1 Coordinate corporate celebrations of diversity for Portfolio-wide HR Ongoing Equity and Diversity Yes
employees through related events such as NAIDOC week, Officer employed to
Harmony week (Part of Equity and Diversity Officer’s role) coordinate activities to
run on a yearly basis
1.4.2 Involve staff in disability awareness training Portfolio-wide HR to Coordinate; Ongoing Training program run on Yes
AGWA; a yearly basis
DCA;
PTT;
SLWA;
SWEST;
WAM
1.4.3 Conduct exit interviews to monitor unwelcome Portfolio-wide AGWA; March 2007 Exit Interviews Yes
behaviour and why staff from EEO groups leave the DCA; conducted
organisation PTT; Creation of exit interview
SLWA; template, including
SWEST*: details for EEO groups
WAM and reasons for leaving

e ScreenWest has expressed reservation regarding this initiative and may explore alternative methodologies
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Ovutcome 2

Workplaces are free from employment practices that are biased or discriminate unlawfully against employees or potential

employees
Requires
Portfolio Responsible for New

Initiative Organisation Implementation Timeframe Measurement Resources
Strategy 2.1 Eliminate bias from policies and procedures
2.1.1 Establish and maintain accurate and up-to-date data Portfolio-wide HR Ongoing Data updated every two
information on diversity group status for all staff as part of years, e.g. 2008
workforce planning and review
Strategy 2.2 Develop policies that encourage diversity
2.2.1 Simplify selection criteria and duty statements to Portfolio-wide AGWA; Ongoing Criteria simplified
ensure that they are written in plain English and recognise DCA;
the value of diverse experience and perspectives PTT;

SWEST;

SLWA;

WAM
2.2.3 Recruitment and selection processes are reviewed Portfolio-wide HR Ongoing Recruitment and selection
and adapted to suit people of diverse backgrounds and to process cater for people
assist in achieving an appropriate workforce profile of EEO groups
2.2.4 Workforce planning conducted in key areas for Portfolio-wide HR July 2008 A workforce planning Yes
service/operational outcomes framework is in place

Workforce Plans are
completed in key areas
for service/operational
outcomes

2.2.5 Develop a policy on franslation services (in DCA HR December 2007 A Policy on Translation

conjunction with OMI)

Services is approved by
PVOT by December 2007
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Ovutcome 3

Employment programs and practices recognise and include strategies for EEO groups to achieve workforce diversity

includes a recruitment, support and retention program:

e Targeted recruitment initiatives including
cadetships, fraineeships

e Indigenous recruitment actively encouraged across
all levels of the organisation, using identified and
mainstream positions

e Selection panels given guidelines to adapt
methods to meet different styles of presenting
competencies
Mentoring support
General induction conducted by an Indigenous
colleague
Career development including job rotation
Secondments and career planning advice

Strategy in place

Requires
Portfolio Responsible for New
Initiative Organisation Implementation Timeframe Measurement Resources
Strategy 3.1 Women in senior management
3.1.1 Encourage and sponsor talented women to undertake Portfolio-wide HR Ongoing Participation of women Yes
executive and leadership development, scholarships and in development,
study leave executive development
opportunities and further
study
3.1.3 Flexible work practices such as part-time Portfolio-wide HR Ongoing Statements appearin
arrangements and telecommuting are available at all job advertisements or on
levels of the organisation and are promoted in job Portfolio Organisation,
advertisements and websites DCA websites
3.1.4 Staff on parental leave are offered information, Portfolio-wide AGWA; Ongoing Staff report being kept in
training and ‘keeping in fouch’ opportunities DCA; touch; Reference Group
PTT; to provide feedback
SWEST; and updates at bi-
SLWA; annual meetings
WAM
Strategy 3.2 Improved outcomes for Indigenous Australians
3.2.1 Establish an Indigenous Employment Strategy which Portfolio-wide HR June 2007 Indigenous Employment Yes
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Requires

Porffolio Responsible for New
Initiative Organisation Implementation Timeframe Measurement Resources
3.2.3 Provide Indigenous and non-Indigenous cross-cultural Portfolio-wide HR Ongoing Training program in Yes
awareness programs for all staff place
3.2.5 Embrace cultural protocols, including recognition of, Portfolio-wide AGWA; Ongoing Culture protocols in
and welcome to, country to reinforce inclusive values and DCA; place
to recognise Aboriginal culture PTT;
SWEST;
SLWA;
WAM
3.2.7 Employ Equity and Diversity Officer: Human Resources DCA DCA 30 June 2007 Equity and Diversity Yes
tfo undertake work in the following areas: Officer employed
e Induction programs
e Cross-cultural training
¢ Mentoring programs
e Counselling services
e  Networking groups
e Career development
e |dentify opportunities for employment
e Key role in advocating the EEO Management Plan
The Equity and Diversity Officer will work across all priority
areas of the EEO Management Plan with a focus on
Indigenous Australians
Strategy 3.3 Improved Outcomes for Young people
3.3.1 Promote career opportunities for young people, Portfolio-wide AGWA; Ongoing Statements that promote
including entry level and graduate advancement in DCA; career opportunities for
aftraction strategies PTT; young people appear in
SWEST; recruitment information
SLWA; and websites
WAM
3.3.4 Investigate the establishment of: Portfolio-wide HR March 2007 Proposal paper

e Cadeftship program

e Graduate program

e Training and employment program, including work
experience and apprenticeships

e Scholarship program, which encourages students
to study specific subjects at university and TAFE

e Public Sector School Based Traineeship program

developed for discussion
at March Reference
Group meeting

% of endorsed programs
established
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Requires

Porffolio Responsible for New
Initiative Organisation Implementation Timeframe Measurement Resources
3.3.8 Consult with young people working in the Portfolio fo Portfolio-wide Reference Group March 2007 Feedback from young
ascertain what development strategies will meet their members people in the Portfolio
needs, for example attending fraining courses and
networking with other graduates or trainees Development of
strategies according to
feedback received
Strategy 3.4 Improved outcomes for people from culturally diverse backgrounds
3.4.1 Staff from culturally diverse backgrounds, where AGWA AGWA Ongoing People from culturally
appropriate, are included on selection panels, particularly WAM WAM diverse backgrounds are
for jobs where there is a diverse client profile members of selection
panels; panel register
established
3.4.3 Advertise vacant positions in multicultural media and WAM WAM Ongoing People from culturally
community centres to recruit suitably qualified employees diverse backgrounds
from culturally and linguistically diverse backgrounds recruited fo the WA
Museum
3.4.5 Identify positions where the Portfolio can achieve a WAM WAM June 2007 Cultural profile Yes
better match between the workforce and customer base: AGWA AGWA developed and gaps
e Analyse workforce information for each agency: determined
cultural profile
e Analyse the customer-base information for each
agency
Determine the gaps
Identify relevant positions and recruit staff with the
necessary language and cultural skills
3.4.6 Arecruitment plan to obtain staff with the necessary WAM WAM September Recruitment plan
language and cultural competencies is developed. This AGWA AGWA 2007 completed
should include identifying existing staff who meet criteria
and are encouraged and supported to apply for relevant
vacancies
3.4.7 |dentify current employees who have relevant Portfolio-wide HR June 2007 Database created and Yes

language skills and who are willing to either assist in
interpreting (including Auslan), or are registered as
franslators

placed on the intranet
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Requires

Portfolio Responsible for New
Initiative Organisation Implementation Timeframe Measurement Resources
Strategy 3.5 Improved outcomes for people with disabilities
3.5.1 Make disability recruitment agencies aware of Portfolio-wide HR Ongoing Disability recruitment
Portfolio vacancies to ensure people with disabilities are agencies advised of
included in applicant pools vacancies. Changes

made to Notice to Fill
Vacancy form

3.5.2 Ensure staff receive disability awareness training (link to Portfolio-wide Disability Services Ongoing Disability awareness Yes
Disability Access and Inclusion Plan) Committee fraining delivered
3.5.3 Utilise the people-with-disabilities entry level Portfolio-wide HR Ongoing Jobs referred to disability

recruitment program run by the Public Sector Management
Division of the Department of the Premier and Cabinet

entry level recruitment
program
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Appendix 5: Findings from Public Consultation 2007

Arts, Disability and Access — Let’s Talk Consultation

Monday 2 April 2007
10am — 12pm at the Western Australian Museum

Issues for Artists, Space:

Availability to accessible arts spaces for visual and performing artists to practice, develop,
have residencies and perform / exhibit.

Residential Studio options would be more appropriate than City or Fremantle

Studio leases to be flexible, to be leased or provided in short-term slots (less than 6
months) to accommodate issues regarding health and changes in circumstances.

Accessible backstage, dressing rooms, toilets and performance areas for performing artists
To look at the accessibility of short-term artist in residency programs — allow flexibility

To explore the possibility of an Artist in Residency program with the Disability Services
Commission

Issues for Artists, Materials:

Access to financial support to purchase materials

Access to various support to transport, liftfmanoeuvre, purchase materials (may be funding
or may be buddy, Pas, equipment)

Issues for Artists, Funding and others:

Parental support and childcare costs to be taken into consideration

Parking and transport; including more ACROD bays, bigger bays for accessible buses and
taxis

Grants programs; very difficult to interpret, very difficult to know what's out there (if
anything) unless you are securely visible and accessing other arts services and involved in
membership organisations (i.e. artsource)

Funding specific for ‘Disability Arts’ as an artform



Issues for all, attitudes and perceptions — education and awareness raising within the
wider community for people with disabilities

More programs on the value of people with disabilities as artists (linked to ‘Disability Arts’
as an artform), audiences, consumers and participators in everyday activities

More promotion of the Disability Arts scene and more support to this artform from the wider
community

Reducing assumptions

Ensuring that arts are for everyone and not just ‘high arts’ — promoting an inclusive arts
sector

Staff response to needs — individual contact, how they get their needs across. A checklist
of questions that could be asked that are not so personal as to be prying but would cover
enough bases and give staff enough information about who is coming through and what
requirements they have.

People’s perception that a physical disability such as requiring a walking frame implies an
intellectual disability as well.

Venues:

Often accessing a venue (just getting there, parking, going inside and getting a seat) is
such an issue that it detracts for the overall arts experience

Greater access to heritage listed buildings, exploration of modifications or using building
differently.

Consideration of noise barriers; some of which may come from noise generating art works,
large crowds or group visits. These can cause great anxiety for some people with
disabilities

The use of checklists for access when planning events

Ensuring that arts venues are promoting their accessible features, venues, events.
Accessible Toilets: well trained staff to ensure support to access and give directions to
accessible toilets. Ensuring they are large enough for turning space, heavy doors, self

close functions. Provision of unisex (universally) accessible toilets

DCA housing stocks to be developed into creative, accessible spaces. Creating ‘creative
places’, areas to rest, be inspired, create work, find information, ‘safe places’.

Programming:

Modified performances
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Support of people with disabilities in the planning and administration of arts programs (ie
festivals or working with arts venues’ Program Managers)

Support for Disability Arts as an artform

To consider programming free events

Booking Processes: To provide staff training and systems that allow and prompt staff to
seek information on access requirements from people booking. To ensure basic
information on parking and accessible toilets is provided to all who book tickets either

verbally and / or in booking confirmation

Funding to support the attendance of people with disabilities, their carers, family and
friends at arts events

Intergovernmental communication and development of programs that support arts and
disability — eg work with housing and/or building and infrastructure

Artists to be involved in the creation of art work that is programmed, being involved in
creative processes and being valued

Information and promotion:

Promoting arts as being for everyone

Promoting arts to everyone

Promoting arts events through disability organisations, local government, DSC

Ensuring that arts events that are accessible are well promoted to the disability sector and
to everyone, ensure programs and flyers include access information / symbols, promote the
companion card scheme if it's being used — may affect booking processes.

Providing a printed calendar of events that is accessible and promoted through the
disability sector. This should give priority to the promotion of universally accessible events.
To include all arts and cultural events including local activities. Created and promoted
through DCA

Public awareness of disability and disability culture / disability arts by the DCA

Promote events at other arts events

Promote available DSC subsidies for membership to arts organisations, attendance at
events etc

Promoting events through text messages and websites

Ensuring information is sent out in text format — easier to read that Word or PDFs
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Consultation

Very difficult to find out about arts consultation, usually find out by varied and obscure
means

Need better networks for promoting arts and cultural consultation — don’t always go to
people at the top. Should target people working with people with disabilities directly.

Consultation to go up in State Library noticeboard and other public noticeboards

To explore the link with the Disability Services Commission Arts Steering Committee — for
DCA to have a representative on this committee

Employment

Employment packs very complex

Need to promote staff support more

Need to provide more staff at events and activities to support the needs of people with
disabilities. Would be good to have staff that can supervise groups while carers go to toilets

or assist with person with an access issue.

Level 1 public sector recruitment test to be examined — DSC may have support in regard to
this.

Voice applications
Online applications

Greater training for arts staff; creating awareness of positive contributions, diversity,
practical access issues, barriers to inclusion, communication and customer service

Grants and Funding:

Grants to support access requirements at performances and events
Grants for Artists (see Artists sections)

Use of technology in grants application processes

Grants for technology

Working interdepartmentally to provide support for particular access costs (new
communications)
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