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FOREWORD 

In 1993, the Northern Territory Government demonstrated its commitment to equal 
employment opportunity through enacting the Public Sector Employment and 
Management Act. This Act requires Chief Executive Officers to initiate equity 
programs within their Agencies. The Anti-Discrimination Act_of 1992 establishes 
grounds for both employees and clients to complain against any action that they 
believe is discriminatory. This Equity and Merit Management Plan outlines the kinds 
of activity that I believe will establish the Department as a model of both 'best 
practice' public sector management and non-discriminatory service delivery. 

The Department of Health and Community Services acknowledged staff as its most 
important asset in 1990 when the value of promoting equal opportunity was 
identified as one of the Department's key values. 

In July 1992, I issued a policy statement supporting the development of a 
management plan for equity in the Department. Staff were widely consulted, and 
this Plan is the result of the contributions of a broad cross section of the Department. 
I thank them for their interest and support. 

The Plan sets out some ambitious goals for managers to aim towards. It also proposes 
a number of strategies to promote equitable work practice which will not only 
benefit employees, but will add to their ability to deliver quality service to our clients. 

The success of this Plan rests on the commitment, flexibility and creativity of managers 
in each work unit. The Human Resource Management Division will provide support 
and data to enable managers to achieve the goals set. I commend the Plan's objectives 
and strategies and look forward to the positive changes that will occur as a result of 
this Equity and Merit Management Plan. 

RAY NORMAN 
CHIEF EXECUTIVE OFFICER 

CENTRAL LIBRARY 

2 7 APR 199~ 
N.T DEPT: OF HEALTH & 
CC»AMUNfiY SERVICES 

VL H<ST 

361 133 
EQu 
I 0\ °I .;..; 
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PURPOSE 

The Mission of the Northern Territory Department of Health and Community 

Services is: 

"to promote individual and community well-being." 

Among the Values that underpin the way in which staff work towards achieving Departmental 

goals is the 

''practice of equal opportunity in employment." 

To implement this value, the Human Resource Management Division has established in the 
Divisional Business Plan the following key objectives 

• to foster a skilled, productive, diverse and valued workforce; 

• to provide timely, accurate and concise management information with regard 
to human resources; and 

• to ensure the Department meets its obligations in relation to recruitment, 

retention and staff entitlements efficiently and effectively. 

II 



CELEBRATING OUR DIFFERENCES 

EQUITY AND MERIT IN THE DEPARTMENT OF HEALTH 
AND COMMUNITY SERVICES 

The Department is committed to promoting these objectives through the strategies outlined in 
this plan entitled "Celebrating Our Differences: equity and merit in the Department of Health 
and Community Services." 

The four Outcome Objectives of this program are 

I 

All human resource management planning, 
policies and procedures are guided by the 
priniples of equity and merit 

Structures and practices promote opportunities 
for the progress and development of all 
employees 

A culture prevails which promotes equity and 
merit and which values diversity in the workplace 

As a result of 'special measures' the Depart
ment's employee profile will be more 
representative of groups in the wider community 

II 
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LEGISLATION 

Since the 1970s, the Commonwealth and most of the states and territories have introduced 
legislation that makes unjustifiable discrimination in employment, as well as in other areas, 
unlawful. The Northern Territory Government passed Anti-Discrimination legislation in the 1992 
November sittings of the Legislative Assembly. The legislation commenced on 1 August 1993. 

The Northern Territory Anti-Discrimination Act 1992 

The objects of the Act are: 

(a) to promote recognition and acceptance within the community of the principle 
of the right to equality of opportunity of persons regardless of an attribute; 

(b) to eliminate discrimination against persons on the grounds of race, sex, sexuality, 
age, marital status, pregnancy, parenthood, breastfeeding, impairment, trade 
union or employer association, religious belief or activity, political opinion, 
affiliation or activity, irrelevant medical record or irrelevant criminal record in 
the areas of work, accommodation or education, or in the provision of goods, 
services and facilities, in the activities of clubs or in insurance and 
superannuation,· and 

(c) to eliminate sexual harassment. 

The legislation aims to provide an avenue for complaint and redress for people who believe they 
have been discriminated against. It will require an individual to submit a written complaint to the 
administering body for conciliation. Occasionally where the conciliation process fails, the complaint 
would be referred to a public hearing for resolution. 

For managers in the Department, the legislation means treating employees fairly and equitably 
so that individuals do not feel they have been discriminated against. They also need to ensure 
services to our clients are provided in a non-discriminatory way. Unjustifiable discrimination by 
Departmental employees could result in complaints that take considerable time and resources to 
resolve. It is more efficient to develop policies and practices that promote equity and merit, so 
that there is less likelihood of people having ground for complaint. 

II 



Northern Territory Public Sedor Employment & Management Ad 1993 

This Act has resulted in the formal devolution of greater human resource management responsibility 

from the Commissioner for Public Employment to Chief Executive Officers. CEOs must manage 

their agencies according to principles advised by the Commissioner. The Public Sector legislation 

includes principles of human resource management and public administration, as well as a Code 

of Conduct and Employment Instructions on specific issues. All of these incorporate the principle 
of equal opportunity. 

In relation to equity the Act identifies the following as a function of Chief Executive Officers 

under the Act 

to devise and implement programs to ensure that employees have equal 
opportunities in relation to their employment in accordance with the merit 
principle (Section 240)). 

All heads of government instrumentalities are required to comply with and be accountable for 

administering these principles through annual reporting to ministers and shall include information 

about 

equal opportunity management programs and initiatives designed to ensure 
that employees employed in the Agency have equal employment opportunities. 
(Section 28 (2) (f)) 



PRINCIPLES 

The following are the principles that inform the development and implementation of the Equity 
and Merit Policy and Management Plan in the Department: 

1. The application of equity and merit adds to the ability of staff to provide excellent 
services to clients 

2. EEO is about the application of merit in acquiring and managing staff 

3. The Department values diversity in its workforce 

4. EEO is for everyone 

5. Equity is more effective when it is integrated into all human resource 
management processes 

6. Responsibility and accountability for equity is vested in all managers 

7. "Special measures" are essential to redress the continuing impact of past 
discrimination for indigenous people, women, people with disabilities, and 
people from non-English speaking backgrounds. 

II 



DEFINING EQUITY AND MERIT 

Essentially, EEO is about the application of the merit principle. Equal Employment Opportunity 
refers to the right and opportunity to compete for positions for which one is skilled and qualified, 

and not be excluded by some consideration such as race, sex, physical abilities, age, religion, etc 

which is irrelevant to the job. Merit refers to the relationship between a person's job-related 

qualities and those genuinely required for the performance of duties in particular positions 

(Burton: 1992). Merit is viewed in terms of 'the ability to contribute to the achieving of the 

objectives of the organisation rather than by an arbitrary set of standards based in part on tradition 

and on unstated assumptions about the abilities or characteristics of certain groups' 
(Wilenski: 1985). 

If the merit principle is applied correctly, personal views about the place of women in the workplace, 

negative attitudes about the ability of people from different backgrounds or people with disabilities 

will have no impact on the selection, promotion and management of staff in the Department. 

However, applying merit during the selection process is not sufficient to ensure equity prevails. 

Merit is in part a product of organisational processes that provide opportunities for people to 
access the kind of opportunities that allows them to demonstrate their relative merit (Burton: 1992). 

The way that organisations define and apply the concept of merit will have an inordinate impact 

on the application of equity. Equity means applying appropriately different treatment to employees 

that will have minimal differential impact on the workplace. It does not mean identical treatment 
regardless of unequal impact on groups. 

The definition of merit must take into account the skills, qualities and experience of a more 

diverse range of people, otherwise women and those from minority groups will continue to be 

disadvantaged or excluded by narrow definitions. This may mean examining the qualification 
requirements and different experience and skills that individuals have had, which can be applied 

to the requirements of the jobs. It also means looking at the value the organisation places on 

specific qualifications, skills and experience. 
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DEVELOPMENT & STRUCTURE OF 
THE EQUITY & MERIT 

MANAGEMENT PLAN (EMMP) 

The development of an Equity and Merit Management Plan was initiated as a result of: 

OOfl I 

• the commitment of the Secretary, Mr Ray Norman and the Executive to the 
Departmental value of 'promoting equal opportunity in employment' and its inclusion 
in the Departmental Corporate Plan 

• the consensus in the Department about EEO issues such as increasing the number 
of Aboriginal staff at all levels 

• Recommendations of the Cresap Review 

• the Anti-discrimination Act passed in December 1992 

• the Public Sector Employmen.t and Management Act 1993 

• the personal support of the Assistant Secretary, Human R~source Division, Mr Ted 
Rayment, to the promotion of equity and merit within the Department 

In April 1992, Lesley Horn was appointed to the HRM Division with a brief to develop an Equal 
Employment Opportunity Policy and Management Plan. As a result of information gathered through 
extensive consultations with employees across the Territory and the analysis of statistical data, written 
policies and procedures, a number of issues were identified as requiring attention. The link between 
equity and merit was acknowledged and the program was broadened beyond the traditional EEO 
focus to integrate equity with merit. A Report entitled 'Celebrating the Differences: equity and merit 

in the Department of Health and Community Services' outlining issues and proposed strategies was 
sent to 200 managers in March 1992. After receiving comments, a draft of a Plan was developed and 
integrated into the HRM Business Plan. 

This Equity and Merit Management Plan 1993-1995 is the outcome of the total planning process and 
is supported by the Secretary and Executive. The plan is structured around 4 Key Result Areas, all of 
which specify an Outcome Objective. The Strategies developed to achieve the objectives are supported 
by a Rationale and specific Actions. Those officers responsible for implementing the actions are 
identified, as are time frames. Performance Indicators identify implementation and effectiveness 
measures. 

Managers are expected to apply the strategies in a manner appropriate to their work units, and will 
be required to report on achievements as part of the Department's annual reporting requirements. 

II 



STRUCTURE OF THE EMMP 

GOAL 
A workplace where, as a result of good human resource management, 

diversity is valued and the skills of all employees are optimised to achieve 
the goals of the Department of Health and Community Services 

KEY RESULT AREAS 
I. POLICIES AND PROCEDURES 2. STRUCTURES AND PRACTICES 
3. ORGANISATION CULTURE 4. SPECIAL MEASURES 

I 

OUTCOME OBJECTIVES 

All human resource management planning, 
policies and procedures are guided by the 
principles of equity and merit 

Structures and practices promote opportunities 
for the progress and development of all 
employees 

A culture prevails which promotes equity and 
merit and which values diversity in the workplace 

As a result of 'special measures' the Department's 
employee profile will be more representative of 
groups in the wider community 

RATIONALE 
A rationale has been included for all objectives and strategies 

to detail their relevance to the plan 

STRATEGIES INCLUDE 
• specific actions • officers responsible • target dates 

PERFORMANCE INDICATORS WILL IDENTIFY 
• implementation indicators • effectiveness indicators 

----11 
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MONITORING AND EVALUATION 

A critical part of any planning process is the monitoring and evaluation of the implementation of 
objectives identified in the plan. The statistical data and other information gathered will provide 
the means of assessing the degree to which the Department has been successful in meeting the 
objectives and targets set in one year; and indicates where the plan should be adjusted for the 
following year. 

By maintaining records on the employment and progress of different groups over time, it is 
possible to detect patterns which may infer indirect discrimination. 

Essential components for the evaluation of the plan are 

• an information system that allows reports on a number of EEO variables to 
be produced quickly and efficiently by managers 

• performance indicators that measure achievements in qualitative and 
quantitative terms 

• reports from managers outlining achievements and difficulties met in the 
previous year 

To assist with the monitoring and evaluation of the plan, the following strategies and methods of 
data collection will be initiated. The Coordinator of Equity and Merit will 

• design a system of accountability and reporting for managers to enable them 
to provide valid information 

• conduct audits of written policies and procedures and plans 

• conduct occasional attitudinal and statistical surveys 

• develop Standards that demonstrate 'best practice' 

• provide Performance Indicators that are observable, achievable and measurable. 

II 



.REPORTING 

The Public Sector Employment and Management Act states in Section 28 (1) 

Each Chief Executive Officer shall within 3 months after the end of the financial 
year to which it relates, present a report to the appropriate minister on the 
operations of the Chief Executive Officer's Agency during the financial year. 

It goes on to state in Section 28 (2) that the report will contain information on various areas 
including 

equal opportunity management programs and other initiatives designed to 
ensure that employees employed in the Agency have equal employment 
opportunities 

The Commissioner for Public Employment has also requested that agencies provide an annual 
report to him on a number of initiatives including equity programs. 

A Standard Report format will be devised to assist managers in providing information on the 
objectives and strategies in the EMMP. The focus of the Report will be on outcomes and 
achievements. 

--11--
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Rationale 

KEY RESULT AREA 1 

POLICIES AND PROCEDURES 

OUTCOME OBJECTIVE 1 

All Human Resource Management planning, policies 
and procedures are guided by the principles 

of equity and merit. 

001(7 

Over recent years there has been an increase in attention being paid to the principles of equity 

and merit in employment, partly because of the enactment of Anti-Discrimination legislation, 

but also because of the recognition that to be effective in their primary goal, organisations must 

maximise the abilities and talents of all employees. Managing people according to some outmoded 

stereotypes about the capability or suitability of people who are not white Anglo-Celtic males is 
not utilising the full potential of all employees. 

Contact with a significant number of people in the Department indicates a mixed level of awareness 

about equity and merit. Perceptions range from a denial that any problems exist to overt hostility. 

Very few employees are aware of the subtle influences that impede equal opportunity in the 

workplace and in the wider society. In order to change any of the practices in the Department, 
all employees need to be aware of what equal opportunity means and how it is best implemented. 

Corporate Strategies 

1.1 Increase the awareness of principles of equity and merit through seminars, 
guidelines and promotional material. 

1.2 Review current written policies and procedures to identify and eliminate any direct 
or indirect discrimination. 

1.3 Review conditions of service to identify and negotiate the elimination of any direct 
or indirect discrimination. 

1.4 Ensure future policies and procedures promote equity and merit. 

1.5 Integrate strategies for equity and merit into all planning processes within the 
Department. 

1.6 Develop and promote a Resolution of Grievance Procedure that focuses on the 
conciliation of conflicts related to employment issues. 

--m--
lO 



STRATEGY 1.1 

Increase the awareness of the p'rinciples and practice of equity and merit 
through seminars and promotional material and activities. 

Rationale 

Many of the discriminatory practices identified in areas of employment are the result of the lack 

of awareness of what constitutes discrimination. Discrimination occurs when an individual is 

treated less favourably than another in the same situation because of some irrelevant attribute 

such as race, gender, physical disability, age, etc. 

In some cases it is due to ignorance of the impact of such discrimination, in others it is due to the 

negative attitudes of managers and employees themselves. Attitudes have developed in a wider 

social context than the workplace, and many individuals are resistant to the notions of equity. 

Action Responsibility When 

1.1.A Prepare and offer EEO Awareness Coordinator E & M On-going 

sessions to all employees. Director HRD from August 

1993 

1.1.B Include EEO Awareness + EEO Policy Coordinator E & M 30 June 1994 

in all Induction courses and packages. Director HRD 

1.1.C Deliver occasional seminars on Equity issues. Coordinator E & M on request 

1.1.D Prepare EEO posters; place on notice boards. Coordinator E & M 31Mar1994 

Managers 

1 .1. E Prepare and insert regular articles in the Coordinator E & M In four 

Departmental newsletter and other newsletters 

appropriate publications, including progress annually 

on the implementation of EMMP. 

1.1.E Inform all employees of merit and equity Coordinator E & M 31 Jan 1994 

implications of relevant Anti-Discrimination 

and Public Sector Legislation. 

Performance Indicators 

1. 1. 1 Awareness programs developed and offered to all employees from August 1993. 

1. 1.2 All current employees exposed to promotional material on equity and merit by 
30 June 1994. 

1. 1.3 New employees receive information on EEO policy within 2 months of commencement. 

1. 1.4 All current employees aware of requirements of Anti-Discrimination and Public Sector 
legislation by 31 January 1994. 

--m--
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STRATEGY 1.2 

Review current written policies and procedures to identify and eliminate 
any direct and indirect discrimination. 

Rationale 

Policies that have developed over time have the potential to inhibit the full participation and 

progression of individuals within the Department. A review of all employment policies and 

procedures needs to be carried out to identify and eliminate any direct or indirect discrimination. 

Indirect discrimination is the outcome of rules, practices and decisions which treat people equally 

and therefore appear neutral, but which in effect significantly reduces a minority group member's 

or woman's chance of obtaining a benefit or opportunity. 

Action Responsibility When 

1.2.A Workforce Planning Director IR 

• work design 30 Sept 1994 

• restructuring practices 30 Sept 1994 

• job evaluation(JES) and classification 31 Dec 1993 

1.2.B Recruitment, Selection, Promotion Director SO 31 Mar 1994 

• redeployment Di rector HRS 

1.2.C Performance Management 

• work guidance Director HRS 31Aug1993 

• poor performance (inability & breach of 

discipline) Coordinator E & M 31 Mar 1994 

1.2.D Human Resource Development Director HRD 30 June 1994 

• for present job 

• interpersonal 

• management 

• for devolution 

1.2.E Career Development Director HRD 30 June 1994 

• development for future jobs Director IR 

• multi-skilling 

• job rotation 

1.2.F Department/Division Development Ass Secretary HRM 31 Mar 1994 

• planning 

• communication processes 

• devolution/accountabilities 

• reporting 

--mf---
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Action Responsibility When 

1.2.G Severance/Exit Procedures Director HRS 30 June 1994 

• redundancies 

• retirement 

• dismissal 

1.2.H Industrial Relations Director IR 30 June 1994 

• conditions of service 

• consultation mechanisms with employees 

• unions and professional associations 

• enterprise bargaining 

1.2.1 Occupational Health and Safety Manager OH & S 31 Dec 1993 

1 .2.J Resourcing Divisional Heads 30 June 1994 

Performance Indicators 

1.2. 1 Written policies and procedures free of any kind of discrimination, both direct and indirect. 

1.2.2 All written documents written in non-discriminatory 'plain English' language. 

1.2.3 All illustrations are non-discriminatory 

1.2.4 Current Human Resource Management and employment policies reviewed 
and updated by 30 September 1994. 
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STRATEGY 1.3 

Review conditions of service to identify and negotiate the elimination 
of any direct or indirect discrimination. 

Rationale 

00117 

Discriminatory and inappropriate work practices have sometimes been entrenched in conditions 

of service. Conditions have been negotiated and agreed to in a different industrial climate, often 

without an awareness of issues that can impact unfairly on different groups. The workplace 

reform agenda is suggesting that organisations should be reconsidering leave conditions, working 

hours, etc to recognise the different life-styles and experiences of different groups such as people 

with family responsibilities, especially women and Aboriginal people. 

The Department needs to consult with the Commissioner for Public Employment and the Unions 

to negotiate industrial agreements that promote equity. 

Action Responsibility When 

1.3.A Examine documentation on conditions of Director IR 31 Dec 1994 

service to identify and eliminate any direct Coordinator E & M 

or indirect discrimination in negotiation OCPE 

with the Office of the Commissioner for Unions 

Public Employment 

1.3.B Examine and negotiate the removal of Director IR 30 June 1994 
discrimination from industrial awards Coordinator E & M 

including gender specific titles, OCPE 

eg wardsman Unions 

1.3.C Begin the introduction of flexible working Director IR 31 Dec 1994 

conditions consistent with the Department's Coordinator E & M 
Work and Family Policy (refer Strategy 3 .4) OCPE 

Unions 

Performance Indicators 

1.3. 1 No evidence of discrimination in documentation. 

1.3.2 No gender exclusive job titles in awards. 

1.3.3 Some new flexible working conditions initiated by 31 December 1994. 

--m--



STRATEGY 1.4 

Ensure future policies and procedures promote equity and merit. 

Rationale 

Once action has been carried out to eliminate discrimination from current policies and procedures, 
it is important to ensure equity and merit are actively promoted in the future. The policy of 
integration and devolution of responsibility for human resource management to work units, 
requires all managers to ensure the principles of equity and merit guide their planning. 

Advice will be provided by officers in the HRM Division to support managers in fulfilling these 

responsibilities . 

Action Responsibility When 

1.4.A Provide on-going advice to managers. Coordinator E & M On-going 
Director HRS 

HRLOs 

1.4.B Provide training for HRM Division on equity Coordinator E & M 31 Mar 1994 

issues in planning . Director HRD 

1.4.C Provide training for managers on planning Director HRD On-going 

for equity. Coordinator E & M 

1.4.D Monitor policies and procedures as they are Coordinator E & M On-going 

developed. 

Performance Indicators 

1.4. 1 Future policies and procedures promote equity and merit, with no evidence of 
discrimination. 

1.4.2 Written guidelines and training offered to all managers. 

1.4.3 Advice and support available from officers from the HRM Division rated by managers as 
helpful. 

___ ,_______ 
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Rationale 

STRATEGY 1.5 

Integrate strategies for EEO, equity and merit into all 
planning· processes within the Department. 

EEO is not an added extra, but an essential part of Human Resource Management. The 

implementation of EEO is most effective if the principles of equity and merit are integrated into 

all HRM practices. Issues of equity and merit are most successfully addressed at the earliest 

stages of planning, and with managers being responsible and accountable for equity outcomes. 

Action Responsibility When 

1.5.A Provide guidelines and procedures on how Coordinator E & M 31 Mar 1994 

to integrate EEO into planning. HRM Directors 

1.5.B All performance agreements in Work Director HRS 30 June 1994 

Guidance will identify an action to support 

the departmental value to 'practise equal 

opportunity in employment'. 

1.5.C Integrate strategies from EMMP into Coordinator E & M Annually 

Divisional and work Unit plans. 

1.5.D Prepare and distribute booklet 'EEO Coordinator E & M 31 Mar 1994 

Strategies for Managers'. 

1.5.E Provide database to assist managers with Director SO 30 June 1994 

planning for equity and merit in their work 

places. 

Performance Indicators 

1.5. 1 EEO objectives and outcomes are identified in: 

• Corporate Plan; 

• Business Plans; 

• Work Unit Plans; and 

• Planning Guidelines. 

1. 5.2 Guidelines developed and available to all managers. 

1. 5.3 All work guidance agreements identify an action to demonstrate commitment to the 
Departmental value of practising Equal opportunity in employment. 

1. 5.4 Data base in place, providing quality reports. 

1. 5. 5 'EEO Strategies for Managers' booklet published and distributed to managers by 31 
March 1994. 

--Ill--
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Rationale 

STRATEGY 1.6 

Develop and promote a Resolution of Grievance Procedure 
that focuses on the conciliation of complaints. 

In any organisation conflicts will occasionally arise between staff and managers about processes 

and procedures that are used in decision-making. Employees who are not able to resolve such 

conflicts with their managers have a right to seek a review of decisions from the Secretary of the 

Department. It is important for these conflicts to be resolved appropriately by management, as 

quickly as possible, in a fair,and impartial manner. 

Grievance Procedures will be developed and promoted that allow for the airing and resolution of 

grievances that arise out of alleged failure to properly apply the principles of merit, equity and 

natural justice. 

Action Responsibility When 

1.6.A Prepare guidelines in consultation with HRM Coordinator E & M 31 Jan 1994 

Division officers, managers and Unions. 

1.6.B Publish approved guidelines and distribute Coordinator E & M 28 Feb 1994 
to all workplaces. 

1.6.C Inform all employees about their rights and Managers Initially by 

responsibilities with regard to complaints in March 1994 
accordance with Section 59 of the Public Sector On-going 
Management and Employment Act and the 

Anti-Discrimination Act. 

1.6.D Identify and train mediators. Coordinator E & M 1 Mar 1994 

1.6.E Record number of formal complaints to Coordinator E & M Annually 
report to the Secretary. 

Performance Indicators 

1. 6. 1 Approved Grievance Procedures published and distributed by 28 February 1994 

1. 6.2 Ten qualified mediators available to assist managers to resolve complaints by 
1 March 1994 

1. 6.3 All employees will have received written material outlining their rights and responsibilities 
under the Anti-discrimination and Public Sector legislation 
by March 1994 

1. 6.4 A 50% reduction in formal complaints to the Commissioner of Public Employment in 
1993-1994, compared with the number in 1992-1993; and an annual reduction thereafter. 

--m~-
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KEY RESULT AREA 2 

STRUCTURES AND PRACTICES 

Rationale 

Early equity programs focussed on providing remedial programs for the groups who were seen 

as disadvantaged 'target groups' to help them 'to fit in.' There was no attempt to examine 

organisations to identify structures and processes in the workplace that might be preventing 

members of these groups from participating more fully in employment. Research by Burton and 

others indicates that many subtle factors combine in the workplace to maintain the status quo. 

These include inflexible work practices, length of working hours and expectations of comm itment 
that conflict with family responsibilities for men and women. 

Structures for the purpose of this Plan are systems that are fundamental to employment such as 

classification systems, work organisation and job design, training and conditions of service. 

Attention will also be given to the processes involved in the implementation of these structures, 

that is selection, promotion, recruitment, work guidance, job evaluation, broadbanding, multi
skilling, etc. 

Corporate Strategies 

2. 1 Provide support on implementing equity and merit principles through advice and 
assistance in all areas of Human Resource Management. 

2.2 Review and modify where necessary structures and practices associated with the 
acquisition and termination of employees. 

2.3 Review and modify where necessary structures and practices associated with the 
management of staff. 

2.4 Review and modify where necessary structures and practices associated with the 
development of staff. 

2.5 Devolve responsibility and accountability for the implementation of equity and 
merit to managers. 



STRATEGY 2.1 

Provide support on implementing equity and merit principles through 
advice and assistance in all areas of Human Resource Management. 

Rationale 

The new Public Sector and Anti-Discrimination legislation means that managers will need to 
seriously consider equity in management processes. In many cases this will require new skills, 

knowledge and work orientation. Some managers cannot be expected to meet these 

responsibilities effectively without guidance and support. 

HRM Directors and Human Resource Liaison Officers are key people in providing the kind of on

going support most managers will require to fulfil their responsibilities in relation to equity and 

merit. HRM Directors and HRLOs will ensure that all advice, guidelines and procedures provided 

by them include equity considerations. 

Action Responsibility When 

2.1.A Ensure all procedures and guidelines HRM Directors On-going 
distributed by the Human Resource 
Management Division integrate principles 

of equity and merit. 

2.1.B Provide support and advice to HRM Directors, Coordinator E & M On-going 
HRLOs in a practical and timely manner. 

A 

2.1.C Develop and distribute guidelines on equity HRM Directors 30 June 1994 
for all areas in HRM. 

2.1.D Provide training for HRM Directors and Coordinator E & M 31 Mar 1994 
HRLOs in the application of equity and merit 
in their areas of responsibility. 

2.1.E Include a nominee of Equity and Merit on Coordinator E & M On-going 
HRM advisory committees where appropriate. 

Performance Indicators 

2. 1. 1 Practical advice on equity and merit available to all managers. 

2. 1.2 A list of people knowledgeable in EEO and equity available for membership of committees. 

2. 1.3 80% of all HRM advisory committees include an equity representative by 
June 1994. 

___ ,_______ 
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STRATEGY 2.2 

Review and modify where necessary structures and practices associated 
with the acquisition and termination of employees. 

Rationale 

00117 

This is the process that most reflects the organisation's understanding of, and commitment to, 
the application of the principles of equity and merit. It also highlights the processes that will 

facilitate selection of the best staff. 

It includes all processes associated with the design and evaluation of the job, how jobs are 

advertised, composition of selection panels, style and content of interviews, referees' reports as 
well as how and why decisions are made. 

Action Responsibility When 

2.2.A Minimise bias in the job evaluation process Managers On-going 
by applying EEO guidelines on the preparation 

of Position Analysis Questionnaires. 

2.2.B Ensure JES panels have a mixture of male and JES Coordinator On-going 
female evaluators trained in minimising bias. 

2.2.C Review all position descriptions (PDs) to Managers As PDs are re-
ensure they reflect the genuine requirements viewed, or by 
of the job, including formal qualifications. 30 June 1995 

2.2.D Include 'knowledge and understanding of Managers 30 June 1995 
EEO principles' as essential selection criteria 

in all supervisory positions. 

2.2.E Advertise vacant positions in appropriate Managers On-going 

media to attract all eligible applicants. 

2.2.F Conduct training on applying the principles HRD Division On-going 

of merit, equity and natural justice to the 

selection process. 

2.2.G Ensure that the composition of selection Managers On-going 

panels reflects the composition of the 
field of applicants. 

2.2.H Inform all employees about their rights Managers On-going 
in relation to selection and promotion. 

--Iii-----
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STRATEGY 2.2 

Review and modify where necessary structures and practices associated 
with the acquisition and termination of employees. 
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00117 
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by applying EEO guidelines on the preparation 

of Position Analysis Questionnaires. 

2.2.B Ensure JES panels have a mixture of male and JES Coordinator On-going 
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--m--



Action Responsibility When 

2.2.1 In the process of declaring positions excess Managers 

or surplus, ensure there is no consideration 
other than the needs of the work unit. 

2.2.J Ensure that new procedures related to Managers 

contract and temporary employment 

do not impact unfairly on one group. 

Performance Indicators 

On-going 

On-going 

2.2. 1 Where practicable panels established as part of the evaluation and selection process will 
have an appropriate mix of people with various attributes (ie male, female, Aboriginal, 
non-English speaking background people, and people withdisabilities) from October 1993. 

2.2.2 All members of job evaluation panels trained in minimising bias from 
1 October 1993. 

2.2.3 50% of selection panels will have at least one member who has attended a training 
program on the application of equity and merit in selection by 30 June 1994,· 100% by 
December 1995. 

2.2.4 Similar jobs classified at the same level whether they are held by men or women from 31 
October 1993. 

2.2. 5 100% of all position descriptions reviewed to comply with equity requirements by 30 
June 1995. 

--El--
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Rationale 

STRATEGY 2.3 

Review and modify where necessary structures and practices 
associated with the management of staff. 

Over the last five years, fundamental changes have been made to the way work is organised and 

managed. The Award Restructuring process supports the creation of a more productive and 

efficient workforce, through the provision of better access to more interesting, varied and fulfilling 

jobs for all employees. Workplace reforms in areas such as work redesign, multi-skilling, 

occupational health and safety, and performance management have great potential to address 

underlying indirect discrimination. 

Managers have an opportunity at this time to demonstrate their commitment to improving the 

job performance and morale of staff by ensuring all decisions are informed by the principles of 

equity and merit. 

Action Responsibility When 

2.3.A Make necessary adjustments to workplaces Managers On-going 

and provide information to employees that 

will eliminate or minimise hazards in line with 

the Department's Occupational Health and 

Safety Policy. 

2.3.B Redesign jobs to provide all workers with: Managers On-going 
• variety and challenge; 

• definable career and advancement 

opportunities; and 

• an appropriate level of responsibility 

and autonomy. 

2.3.C Assist staff to identify their individual actions Managers On-going 

in their Work Guidance performance 

agreements to support the Departmental 

value of practising EEO (Ref 1.5.B). 

2.3.D Provide regular feedback to employees Managers On-going 

about the application of equity as part of 

the review of performance agreements. 

2.3.E Allocate tasks according to skills and ability Managers On-going 

not according to stereotypes. 

2.3.F Implement probation process in a fair and Managers On-going 

unbiased manner. 

--m--



Action Responsibility When 

2.3.G Ensure that Parts 7 and 9 of the Public 
Sector Employment Management Act that 
apply to Inability of Employee to Discharge 
Duties (Sections 44-49) and Discipline 

(Section 49-54) are applied in a fair manner 

according to principles of natural justice. 

Performance Indicators 

Managers On-going 

2.3. 1 All keyboard jobs identify at least 25% of their duties that are other than keyboard duties 
by June 1994. 

2.3.2 90% of all employees express satisfaction with their jobs in a survey carried out in June 
1995. 

2.3.3 50% decrease in the number of formal grievance appeals in 1993-94, compared with 
1992-93, reducing in future years. 

2.3.4 By June 1994. 100% of completed work guidance agreements identify an equity action. 

2.3.5 All managers apply approved Departmental procedures in all disciplinary and inability 
cases. 

2.3.6 An increase in the numbers of women and indigenous people promoted annually over 
the next three years from 1993-94 (refer Strategies 4. 1-4.4). 
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STRATEGY 2.4 

Review and modify where necessary structures and practices associated with the 
development of staff. 

Rationale 

00117_ 

In order to utilise the skills and potential of all employees, training and development must be 

available to all. Current content and methods of delivering training, job rotation and attendance 

at conferences etc. will be examined to ensure an absence of discrimination, and to ensure that 

the amount and kind of training and development programs are equitably distributed to all staff. 

This ensures that all employees have the opportunity to gain the kind of training and experiences 
that will allow them to compete equally for promotion on merit. 

While the intention is to integrate equity into all training programs it will be necessary in some 

areas to include specific training on elements of equity, especially in management programs. A 

high priority for the Department is to ensure all employees receive cross-cultural training. 

Action Responsibility When 

2.4.A Review content of training programs to Director HRD 30 June 1994 
ensure they are free from discrimination, 

and that they promote equity. 

2.4.B Include equity segments in training programs Director HRD 30 June 1994 
where appropriate. 

f 

2.4.C Include information on policies and Director HRD 30 June 1994 
procedures related to equity and merit in Coordinator E&M 
induction programs. 

2.4.D Ensure OMNI database and PIPS are able to Director HRD 30 June 1994 
provide reports on the amount and kind of 

training delivered according to gender, 
race, disability and age. 

2.4.E Assess the amount and kind of training Managers Annually 
delivered to employees and take steps 30 June 1994 
to ensure equitable access. 

2.4.F Incorporate EEO principles into supervisory Director HRD 30 June 1994 
and management training. 

2.4.G Prepare and deliver cross-cultural training Director HRD 

to all employees. 
• Curricula and resources developed 31 Dec 1993 
• Implementation On-going from 

1 Jan 1994 

2.4.H Examine policy and awarding of Director HRD 31 Dec 1994 

Departmental scholarships to ensure equity. 

--El--



Action Responsibility When 

2.4.1 Ensure attendance at conferences is fairly Managers On-going 

distributed amongst appropriate staff. 

2.4.J Provide outside consultants with guidelines Managers On-going 

on the Department's policy on EEO. 

2.4.K Provide opportunities for development Managers On going 
through job rotation, acting higher duties 

for less than 6 months, etc fairly 

and equitably. 

Performance Indicators 

2.4. 7 Number of people receiving training, recorded by gender, race, Aboriginality, disability 
and age. 

2.4.2 Number of people receiving scholarships, by gender, race, Aboriginality, disability and 
age. 

2.4.3 Number of people attending conferences, by level, gender, race, Aboriginality, 
disability and age. 

2.4.4 50% of participants in management training are women assessed as suitable for such 
programs. 

2.4.5 All content of written training packages and other training and development 
documents are bias-free. 

2.4. 6 Induction and management programs include equity segments . 

2.4. 7 7 00% of employees have access to cross-cultural training by December 1995. 

2.4.8 Guidelines developed and available for consultants by 31 January 1994. 

--11..----
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Rationale 

STRATEGY 2.5 

Devolve responsibility and accountability for the implementation 
of equity and merit to managers. 

00117 

Managers and supervisors have a critical role in the promotion and application of equity and 
merit in the workplace. They demonstrate their commitment by setting standards, by modelling 

fair and equitable management of people, and by ensuring that discrimination is not tolerated in 
their work area. 

Managers are expected to analyse the situation in their areas and develop strategies for promoting 

equal opportunity for all. Accountability for these responsibilities will be by reporting through 

the Secretary to the Minister and to the Commissioner for Public Employment. 

Action Responsibility When 

2.5.A Include statement of responsibility for EEO Managers 30 June 1994 
in position descriptions of all managers Recruitment Officers 
(Refer 2.2.D). 

2.5.B Inform managers on the requirements of the Director HRS 31 Jan 1994 
new Public Sector Employment and 

Management Act through seminars 
publications, newsletters (Refer 1.6.C). 

f 

2.5.C Respond seriously and quickly (within All Managers On-going 
seven days) to complaints related to equity 

and merit. 

2.5.D Provide guidelines and format for the Coordinator E & M 31 Mar 1994 
requirements of the annual reporting process. 

2.5.E Provide advice on responsibilities through HRM Directors 31 Mar 1994 
HRM Delegations Manual. 

Performance Indicators 

2. 5. 1 All managers receive a copy of the Public Sector Employment and Management Act, and 
accompanying official documentation by September 1993, amendments 
received within two weeks of release from the Commissioner of Public Employment to 
the HRM Division. 

2.5.2 100% of managers provide reports on achievement on equity in their work areas, June 
each year. 

--m--



KEY RESULT AREA 3 

ORGANISATIONAL CULTURE 

Rationale 

It is not only the reform of employment practices that will allow open access to women and 
minority groups. It will require significant change to culture of organisations. Corporate cultures 
develop out of the values, norms and basic assumptions people in organisations hold about 
themselves, their relationships with each other and the nature of their organisation. How the 
culture is demonstrated ranges from specific behaviours to general patterns that have developed 
over time. Culture shapes the policies, procedures and practices that are carried out in the 

organisation. 

An examination of the demographic profile of the Territory at large and this Department in 
particular reveals that the population is diverse. This diversity will continue to create tensions as 
long as people view difference as a disadvantage. To achieve the full benefit of the diversity in 
the Department will mean a shift from not merely tolerating differences, but towards valuing the 
diversity of skills and experience as an opportunity for creative problem-solving. 

Organisational Culture 

3. 1 Project the image of the Department as a fair, equitable and non-discriminatory 
workplace. 

3.2 Promote the link between efficiency, excellence and diversity in the workplace. 

3.3 Promote an environment that is free of harassment of any kind. 

3.4 Develop and promote a Work and Family Policy consistent with the 
requirements of the International Labour Organisation Convention 156 on 
Workers with Family Responsibilities 

3.5 Acknowledge events of particular relevance to specific groups, eg. International 
Women's day, NA/DOC Week. 

--Eli.-.---
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Rationale 

STRATEGY 3.1 

Project the image of the Department as a fair, equitable 
and non-discriminatory workplace. 

001 t( 

In attempting to manage cultural change it is essential to promote the image that the Department 
wishes to project to employees and to the wider community. The Departmental Value identified 
in the Corporate Plan of specific relevance to this Plan is 'to practise equal opportunity in 
employment.' 

If employees are to take this value seriously, they need to see the principle being demonstrated at 
all levels. The Secretary of the Department and Executive demonstrated their support by directing 
that an EEO Policy and Management Plan be developed in 1993. 

Action Responsi bi I ity When 

3.1.A The Secretary will distribute a policy Secretary July 1992 
statement supporting the implementation 
of a Departmental Equity and Merit 
Management Plan. 

3.1.B Promote Departmental values. All Managers On-going 

3.1.C Prepare and promote a Departmental Coordinator E & M 31 Dec 1995 
Code of Conduct. 

3.1.D Include 'HACS is an EEO employer' Directors On-going 
in all job advertisements. Communications 

Branch 

3.1.E Ensure all photographs and illustrations Directors On-going 
include a variety of people who represent Communications 
the composition of the workforce Branch 
or clients. 

3.1.F Network with HRM Divisions in other Coordinator E & M On-going 
departments to share experience in the 
implementation of equity and merit 
throughout the public sector. 

Performance Indicators 

3. 1. 1 A majority of employees identify the Departmental values in selection interviews. 

3. 1.2 A written approved Departmental Code of Conduct provided to all employees by 
December 1995. 

3. 1.3 All printed material using photographs and illustrations prepared by the Department reflect 
the composition of the workforce or clients as appropriate. 

--m--



STRATEGY 3.2 

Promote the link between efficiency, excellence and diversity in the workplace. 

Rationale 

Original justification for paying attention to EEO arose out of concerns about social justice and 

about giving everyone 'a fair go ' Many have viewed this as reverse or positive discrimination. 

Recent research by Heather Carmody has illustrated the significant cost benefits in terms of profit 
in private companies and increased productivity in all sectors when strategies are initiated to 

recognise and develop the skills of women and minority groups. 

Valuing the skills and knowledge of Aboriginal people not only provides an enhanced service to 

Aboriginal clients, but also provides improved employment opportunities and career paths for 
Aboriginal people. 

Action Responsibility When 

3.2.A Promote EEO as best organisational practice. Managers On-going 

3.2.B Identify performance indicators that Coordinator E & M On-going 
demonstrate 'value added' aspects of EEO. Managers 

3.2.C Provide information through publications Coordinator E & M On-going 
and oral presentation which demonstrate HRM Division 
benefits of equity and merit. HRLOs 

3.2.D Establish awards for 'Best Practice in EEO'. Secretary On-going 

3.2.E Develop standards of 'best practice' for the Coordinator E & M 30 June 1994 
Department that compare favourably with 

standards in other similar organisations both 
in the NT and nationally. 

Performance Indicators 

3.2. 1 Increase in job satisfaction reported by people from target groups in 1995. 

3.2.2 Policies include the wider perspectives that take into account the differing 
cultures and lifestyles of employees and clients. 

3.2.3 Degree of patient/client satisfaction. 

--m~-
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STRATEGY 3.3 

Promote an environment that is free of harassment of any kind. 

Rationale 

Harassment is a form of discrimination that can have the effect of creating a hostile and 

unproductive workplace. Harassment is unwelcome and one-sided, and both men and women 

from other cultures, and people with disabilities can be victims. Sexual Harassment covers a 

wide range of unwelcome, unsolicited and unreciprocated conduct of a sexual nature which can 

range from offensive verbal comments to physical assault. 

Action Responsibility When 

3.3.A Prepare and distribute a Workplace Coordinator E & M 31Jan1994 

Harassment Policy 

3.3.B Prepare and distribute a Sexual Harassment Coordinator 31Jan1994 

Policy statement from the Secretary 

•with pay advice; Director SO 

• in orientation programs; and Director HRD 

• in HRM manual. Director HRS 

3.3.C Prepare grievance procedures. Coordinator E & M 28 Feb 1994 

3.3.D Identify and train Harassment Contact Coordinator E & M 1 Mar 1994 

Officers and Mediators in all districts. 

3.3.E Prepare and distribute brochure and poster. Coordinator E & M 31Jan1994 

3.3.F Provide training on the resolution of Coordinator E & M 1 Mar1994 

complaints for: 

• HRLOs; 

• Supervisors/Managers; and 

• Mediators 

3.3.G Run awareness seminars in all districts on Coordinator E & M On-going 

• workplace harassment Director HRD 

HRLOs 

Performance Indicators 

3.3. 1 A Workplace Harassment Policy endorsed and distributed by 28 February 1994 

3.3.2 All employees will have access to a written policy statement and grievance procedures. 

3.3.3 All HRLOs will be skilled at assisting managers resolve complaints by 1 March 1994. 

3.3.4 Number of employees attending Harassment Awareness seminars. 

3.3.5 An increase in the number of complaints of harassment initially, decreasing by 90% by 
31 December 1995. 

--111--

00117 

0 



STRATEGY 3.4 

Develop and promote a Work and Family Policy consistent with the requirements of the 
International Labour Organisation Convention 156 for Workers with Family Responsibilities. 

Rationale 

One of the impediments to full participation in the labour force for many people is the difficulty 

associated with combining work and family responsibilities. Social, demographic and economic 
trends are changing the way families and workplaces interact. Many organisations are recognising 

that in order to maintain valued staff consideration must be taken of the importance both men 

and women place on balancing home and work requirements. 

In 1990 all Australian governments ratified International Labour Organisation (ILO) 156 on Workers 

with Family Responsibilities. This requires member countries to promote the development of pro

grams and policies to meet the specific needs of workers with child and elder care responsibilities. 

Action Responsibility When 

3.4.A Establish a Work and Family Working Party. Coordinator E & M 31 Jan 1994 

3.4.B Consult with employees regarding Work and Family Jan to Dec 
work-related issues that conflict with Working Party 1994 
their family responsibilities. 

3.4.C Integrate conditions and policies that Work and Family 31 Dec 1994 
presently exist, such as maternity and Working Party 
parental leave. 

3.4.D Research the application of Coordinator E & M 31 Dec 1994 
• maintaining the skills of people on 

maternity and parental leave; 

• staggered return to work after maternity leave; 

• family leave provisions; 

•job sharing; and 

• permanent part-time work. 

3.4.E Prepare policy for endorsement Work and Family 31 Dec 1994 
by Executive. Working Party 

3.4.F Distribute and promote the policy Director HRS 31 Dec 1994 
throughout the Department. HRLOs On-going 

Performance Indicators 

3.4. 7 A Work and Family Policy approved and available to all employees by December 7 994. 

3.4.2 A Work and Family marketing strategy developed and implemention commenced from 
December 7 994. 

3.4.3 The number of people on permanent part-time employment. 

3.4.4 The number of people in a job sharing arrangement. 

3.4.5 The decrease in absenteeism for people with family responsibilities. ___ ,_______ 
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STRATEGY 3.5 

Acknowledge events of particular significance to particular groups, 
eg International Women's day, NA/DOC Week. 

Rationale 

One way to demonstrate the Department's commitment to valuing diversity in the workplace is 

to acknowledge days of special significance to different groups. There are a number of nationally 
and internationally recognised events that could be celebrated without much cost in time and 

resources within workplaces. 

Action Responsibility When 

3.5.A Provide calendar of significant events. Director Annually 
Communications Jan 
Branch 

3.5.B Note special Events in Departmental Director On-going 
Newsletter. Communications 

Branch 

3.5.C Celebrate events in workplaces eg displays. Managers On-going 

Performance Indicators 

3.5.1 The number of displays and celebrations held each year. 

--m~-
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Rationale 

KEY RESULT AREA 4 

SPECIAL MEASURES 

OUTCOME OBJECTIVE 4 

As a result of 'special measures' the 
Department's employee profile will be more 

representative of groups in the wider community 

In the past, people from specific groups have been disadvantaged by inappropriate and 
discriminatory policies and practices that have had an impact on their present status. Anti

discrimination legislation allows for 'special measures' to be initiated to redress past discriminations 

that have prevented people from identified groups from participating and progressing in the 
Department. 'Special measures' are temporary programs aimed at providing training and 

experience that allow individuals from target groups to compete for selection and promotion on 

the basis of merit. 

Implementation will vary across the Department, according to the identified needs in the particular 

work areas. For example, it would be expected that the majority of jobs in Aboriginal communities 
would be filled by indigenous people on the basis of merit. This is not to say that so-called 

mainstream jobs will not be available to Aboriginal and Torres Strait Island people, again on the 

basis of merit. 

The Department is taking steps to address the low participation and progression rates for groups 

identified as priorities for 1993-1995. These are women, indigenous people, people with disabilities 

and people from non-Australian cultural speaking backgrounds. 

Corporate Strategies 

4. 1 Develop and implement an Aboriginal and Torres Strait Islander Employment 
and Career Development Strategy. 

4.2 Develop and implement a Women's Employment and Career Development 
Strategy. 

4.3 Develop and implement an Employment and Career Development Strategy for 
people from non-Australian cultural backgrounds. 

4.4 Develop end implement an Employment and Career Development Strategy for 
people with disabilities. 

--m--
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Rationale 

STRATEGY 4.1 

Develop and implement an Aboriginal and Torres Strait Islander 
Employment and Career Development Strategy. 

The Department has recognised for some time that action needs to be taken to address the 

recruitment and retention of Aboriginal and Torres Strait Islander People in the Department. 

Three reviews carried out in 1992 on recruitment and retention of Aboriginal Health Workers 

identified issues such as the lack of consistent orientation and cross cultural training for registered 
Nurses and Medical Officers, recognition of cultural and family issues, confusion about Aboriginal 

Health Workers' legal rights and entitlements, excessive use of limited tenure contracts, confusion 

about the role and status of Aboriginal Health Workers and non-Aboriginal professionals, and in

service training. Many of these issues are common to Aboriginal employment in other areas of 
the Department. 

The Office of the Commissioner for Public Employment is issuing a Territory-wide policy that will 

require all departments to develop an Aboriginal and Torres Strait Islander Employment and 

Career Development Strategy later in 1994. 

Action Responsibility When 

4.1.A Establish Working Party to develop an ATSI Coordinator E & M 31 Jan 1994 
Employment and Career Development Strategy. 

4 .1.B Develop a profile of indigenous people Working Party 31 May 1994 
in the Department by levels and 

occupational groups. 

4 .1.C Prepare Plan. Working Party 30 May 1994 

4.1.D Publish and attach to Equity and Merit Plan . Coordinator E & M 30 June 1994 

4.1 .E Implement Strategy. Managers On-going 

Performance Indicators will be developed in line with the strategy. 

--mi-----
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STRATEGY 4.2 

Develop and implement a Women's Employment and Career Development Strategy. 

Rationale 

An examination of the gender composition of the Department's workforce indicates that the 
same patterns of horizontal and vertical segregation exists as in the wider workforce. Women 

tend to fill the lower positions in all streams except nursing, with bottle necks at particular levels. 

75% of employees are women, yet only a small number hold executive level positions. In the 

nursing profession, however, at all levels women comprise between 80% and 95% of positions. 
A specific and up-to-date statistical profile will be prepared as part of the Women's Employment 

and Career Development Strategy. 

Action Responsibility When 

4.2.A Establish Working Party to develop Coordinator E & M 31Jan1994 

a Women's Employment and Career 

Development Strategy. 

4.2.B Develop a profile of women employed Working Party 31May1994 

in the Department by levels and 

occupational groups. 

4.2.C Prepare Plan. Working Party 31 May 1994 

4.2.D Publish and attach to Equity and Merit Plan. Coordinator E & M 30 June 1994 

4.2.E Implement Strategy. Managers On-going 

Performance Indicators will be developed in line with the Strategy. 
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Rationale 

STRATEGY 4.3 

Develop and implement an Employment and Career Development 
Strategy for People from non-Australian Cultural Backgrounds. 

0011 I 

One of the factors that impact adversely on the employment and progress of people from different 

cultures is the lack of English language skills, both oral and written, that restrict training and 

promotion opportunities. It also limits their knowledge about rights, and responsibilities, and 

even their access to information about occupational health and safety issues. A further item to 

be addressed is lack of recognition of overseas qualifications of some employees. 

Further difficulties arise out of the pe?rception of Anglo-Australians about accents, different 

interpersonal styles of communication and behaviour. 

Action Responsibility When 

4.3.A Establish Working Party to develop an Coordinator E & M 31 Jan 1994 

Employment and Career Development 

Strategy for people from non-Australian 

Cultural Backgrounds. 

4.3.B Prepare a profile of culturally different Working Party 31 May 1994 

employees by levels and occupational groups. 
,, 

4.3.C Prepare Plan. Working Party 31May1994 

4.3.D Publish and attach to Equity and Coordinator E & M 30 June 1994 

Merit Plan . 

4.3.E Implement Strategy. Managers On-going 

Performance Indicators will be developed in line with the Strategy. 
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Rationale 

STRATEGY 4.4 

Develop and implement an Employment and Career Development 
Strategy for People with Disabilities. 

Legislation requires that if it is reasonable in the circumstances to make adjustments in the 

workplace to accommodate the needs of people with disabilities then such adjustments must be 
made. Adjustments could be as simple as ensuring passageways are wide and clear, handles on 

doors are low enough for people in wheel chairs, and lighting enhanced for visually impaired 

people. Training programs and interviews could be scheduled at ground floor venues.with 

ramps, no stairs. 

A number of Departmental buildings both in Darwin and in the districts have no easy 

access for people in wheelchairs or others who might find climbing stairs difficult for other 

reasons. The provision of easily-accessed toilets, the organisation of office space and the allocation 

of parking space will be addressed in the strategy. 

Action Responsibility When 

4.4.A Establish a Working Party to develop an Coordinator E & M 31 Jan 1994 
Employment and Career Development 

for people with disabilities. 

4.4.B Develop a profile of employees with Working Party 31 May 1994 

disabilities by levels and occupations. 

4.4.C Prepare Plan. Working Party 31May1994 

4.4.D Publish and attach to Equity and Coordinator E & M 30 June 1994 

Merit Plan. 

4.4.E Implement Strategy. Managers On-going 

Performance Indicators will be developed in line with the Strategy. 

--El--
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GLOSSARY OF TERMS 

ABORIGINAL AND TORRES STRAIT ISLANDER (INDIGENOUS) people are defined as those of 
Aboriginal or Torres Strait Islander descent who identify as Aboriginal or Torres Strait Islanders 
and are accepted as such in the community in which they live. 

ATTRIBUTES define the grounds identified in the Anti-Discrimination Act, against which it is 
unlawful to discriminate in the areas of work, accommodation, education, the provision of goods, 
services and facilities, the activities of clubs and in insurance and superannuation. The identified 
attributes are: 

• race; 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 

sex; 
sexuality; 
age; 
marital status; 
pregnancy; 
parenthood; 
breastfeeding; 
impairment; 
trade union or employer association; 
religious belief or activity; 
political opinion, affiliation or activity; 
irrelevant medical record; 
irrelevant criminal record; and 
association with a person who has, or is believed to have an attribute referred 
to above. 

(Section 19 NT Anti-Discrimination Act) 

CULTURE describes the ways a group organises social relations, including political and economic 
relations, ways of defining what is right, of deciding who has the power, and what roles people 
are expected to play within a group. It is more than aspects of life-style such as music, dance, art, 
national dress, food, etc. 

DISABILITY refers to any physical, sensory, intellectual or psychiatric impairment (refer to Part 
1.4 of the NT Anti-Discrimination Act). 

DISCRIMINATION is defined in the NT Anti-Discrimination Act as 
(a) any distinction, restriction, exclusion or preference made on the basis of an attribute that 

has the effect of nullifying or impairing equality of opportunity; and 

(b) harassment on the basis of an attribute. 
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Discrimination is said to have taken place if a person treats or proposes to treat another 
person who has had, or is believed to have had 
(a) an attribute; 

(b) a characteristic imputed to appertain to an attribute; and 

(c) a characteristic imputed to appertain to persons with an attribute less favourably than a 
person who has not, or is believed not to have, such an attribute. 

For discrimination to take place it is not necessary that 
(a) the attribute is the sole or dominant ground for the less favourable treatment; or 

(b) the person who discriminates regards the treatment as less favourable. 

The motive of a person alleged to have discriminated against another person is, for the 
purpose of this Act, irrelevant. 

EQUAL OPPORTUNITY (EO) exists where no one is disadvantaged because of some irrelevant 
consideration such as sex, race, ethnic background, physical or intellectual capacity, age, religious 

or political belief, etc. 

EQUAL EMPLOYMENT OPPORTUNITY (EEO) exists when an organisation's policies, procedures 

and practices allow all employees to have an equal chance to be selected, promoted and managed 
on the basis of their skills, talents and capabilities. 

EQUITY means applying appropriately different treatment to employees that will have minimal 
differential impact in the workplace. 

An EQUITY AND MERIT MANAGEMENT PLAN (EMMP) is a plan of positive action which sets 
out the organisations' approach to achieving the goal of Equal Opportunity. 

ETHNICITY refers to cultural characteristics of a racial group. 

ETHNOCENTRIC is the word applied to people who exhibit a tendency to view their own culture's 
way of believing, behaving and organising society as the best or the norm. 

GENDER is the social construction of male and female identity that arises out of commonly held 

views about men and women 

GENDER BIAS occurs when the stereotyped assumptions about the roles of men and women 

have the effect of defining and treating women as less valuable, less worthy and less entitled 
than men (Equality Before the Law Discussion Paper 54). 

INDIRECT DISCRIMINATION is the outcome of rules, practices and decisions which treat people 

equally and therefore appear to be neutral, but which, in effect, significantly reduce a minority 

group member's or woman's chance of obtaining a benefit or opportunity. 

MERIT refers to 'the principle that an appointment, promotion or transfer under this Act should 
be on the basis of, and only on the basis of, the capacity of the person to perform particular 

duties, having regard to the person's knowledge, skills, qualifications and experience and the 
potential for future development of the person in employment in the Public Sector' (Section 3 
Public Sector Employment and Management Act). 

PREJUDICE suggests an unfounded or unreasonable judgement usually against something or 
someone. Racial prejudice refers to negative attitudes towards those classified on the basis of 
physical or cultural characteristics. 
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RACIAL HARASSMENT is the denigration of a person's racial, cultural or ethnic origin through 
words, jokes, gestures, bullying or other behaviour that they find offensive. 
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RACISM is institutionalised discrimination, prejudice and oppression based on race (Kramarae 

and Treichler 1985). 

REASONABLE ADJUSTMENT refers to the adjustments that can be reasonably made to the 

physical layout of the workplace or to the way work is carried out to accommodate workers with 

disabilities. 

SEXISM is illustrated by 'behaviour, policy, language or other action of men and women 

which expresses the institutionalised, systematic, comprehensive or consistent view that women 

are inferior' (Kramarae and Treichler 1985). 

SEXIST OR GENDER HARASSMENT occurs when people are treated in a disrespectful way 

because of their sex. 

SEXUAL HARASSMENT is defined in the NT Anti-Discrimination Bill as prohibited conduct, and 
can be the subject of a complaint to the Anti-Discrimination Commission. Under the Act, sexual 

harassment takes place if a person: 

(a) subjects a person to an unwelcome act of physical intimacy; 

(b) makes an unwelcome demand or request (whether directly or by implication) for sexual 

favours from the other person; 

(c) makes an unwelcome remark with sexual connotations; 

(d) engages in any other unwelcome conduct of a sexual nature (this would include 

provocative posters or pictures with a sexual connotation, offensive gestures); and 

(e) that the person does so -

(i) with the intention of offending, humiliating or intimidating the other person; or 

(ii) in circumstances where a reasonable person would have anticipated the possibility that 

the other person would be offended, humiliated or intimidated by the conduct; or 

(f) that other person is, or reasonably believes that he or she is likely to be, subjected to 

some detriment if he or she objects to the act, demand, request, remark or conduct. 

(Section 23 of the Anti-Discrimination Act) 

A SPECIAL MEASURE is any program, plan or arrangement designed to promote equality of 

opportunity for a group of people who are disadvantaged or have a special need because of an 

attribute. 

(Section 57 NT Anti-Discrimination Act) 

STEREOTYPES are generalised images of people in a particular group or category, which are 

held whether or not most, or even some, people in that category fit that image. 

SYSTEMIC DISCRIMINATION is created by the interaction decisions, rules, policies and practices 

which adversely affect particular groups in a systematic way. 
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