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The Victoria Police Workforce Diversity and Inclusion framework 2023-2030
informs the action we fake through plans including the:

* Aboriginal and Tormes Strait Islander Inclusion Action Plan
® Access and Inclusion Action Plan

e CAID Inclusion Action Plan

e [GBITIQ+ Inclusion Action Plan.

ACKNOWLEDGEMENT STATEMENT

ACKNOWLEDGEMENT OF COUNTRY

Victoria Police respectfully acknowledges the Traditional Owners of the country
throughout Victoria. We pay our respects to Elders, past, present and
emerging and continue fo recognise and embrace the fact that Aboriginal
People are connected to the oldest, continuous culture and history.

ABORIGINAL ACKNOWLEDGEMENT

Victoria Police proudly acknowledges the First Peoples of Victoria and their
ongoing strength in practicing the world's oldest living culture. We acknowledge
the Traditional Owners of the lands and waters on which we live and work and
pay our respects to their Elders past, present and emerging. We acknowledge
the invaluable contributions of all those who have paved the way and fought for
the rights of Aboriginal people, including the right to SelF-Determination.

We recognise the continuing leadership of the Victorian Aboriginal community

and our employees, who have confributed and paved the way, to creating a more
inclusive and culturally safe workplace. In the spirit of SelF-Determination, Victoria
Police is committed to strengthening our partnership with the Victorian Aboriginal
community, as we continue to embrace diversity and equity across our organisation.



MESSAGE FROM

THE CHIEF COMMISSIONER

SHANE PATTON

| am proud fo infroduce the Victoria Police Workforce Diversity and

Inclusion Framework 2023-2030 (Framework).

This Framework reaffirms the commitment Victoria Police made in 2017,
in our first diversity and inclusion framework, to create a workplace
that is safe and inclusive of all our people.

We aim fo aftract and welcome more people from diverse backgrounds
fo join Victoria Police so that our workforce increasingly reflects the
range of backgrounds and experience we find in the community.

We must do this if we are fo provide service delivery excellence

fo the whole community.

Changing our workforce composition and our culture takes a conscious
effort from us all fo seek to know better, and to do better. | pledge

that any form of discrimination in Victoria Police will not be tolerated,
and | will ensure every one of our leaders and employees are supported
in delivering this pledge.

We have made progress towards ensuring safe, inclusive and respectful
workplaces exist across Victoria Police. VWe will continue to improve

by creating and supporting workplace cultures that value challenging
conversations about the way we work and support each other.

Victoria Police is only as good as our people. To have the best
workplace we must support our people to reach their full potential
without discrimination or barriers.

| am confident that this framework and the set of action plans for its
implementation will expand our understanding of our people’s needs
and create positive change.

Shane Patton APM
Chief Commissioner, Victoria Police

Workforce Diversity and Inclusion Framework 2023-2030
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LANGUAGE STATEMENT

language is a powerful tool for promoting inclusion, shifting attitudes and combating negative
stereotypes. We know that language is constantly evolving and we recognise that people from diverse
backgrounds have different preferences for how they describe their heritage, ethnicity, race, culture,
gender expression, sexual orientation, sex characteristics and disability.

VICTORIA POLICE



INTRODUCTION

Victoria Police’s role is to serve the Victorian community
and uphold the law so as to promote a safe, secure
and orderly society. To achieve this we need to be

as diverse and varied as the communities in which

we work.

A diverse workforce provides innovation, diversity of
thought and leadership and allows Victoria Police

fo better understand and respond to community
needs. This Framework aims to continue to build

an organisation united by excellence in serving the
community through embracing our diversity and
differences. We know that organisations where a
diverse range of ideas, aptitudes, backgrounds, and
knowledge can flourish are more successful in making
us agile, effective, and efficient. This framework has
been built in the context of a decade of evidence and
reflection on our employee experiences, our workforce
culture and the systems and sfructures that support it.

Our journey started with commissioning independent
reviews and audits of our performance on equality.
This included the Victorian Equal Opportunity and
Human Rights Commission’s (VEOHRC] 2015
Independent review into sex discrimination, sexual
harassment, including predatory behaviour in Victoria
Police and Proud, Visible, Safe which responded to
workplace harm experienced by LGBTIQ+ employees
in Victoria Police.

The findings of both reviews defined the gaps in our
systems and processes and revealed the tangible
opportunities o improve. The findings serve as a
powerful reminder that our success as a policing service
begins and ends with our success as an employer.

Discrimination, bias and disadvantage not only harm
our employees — they also run counter to the reason
Victoria Police exists and our community remit built
on human rights.

* Keeping communities safe depends on our people
feeling safe.

® Driving community inclusion relies on a workforce
that feels included.

 Upholding the rights of every individual effectively
requires understanding and respect of different
needs, perspectives and contributions from each
and every one of our employees.

The data from each review, the frends in our People
Matter Survey analyses over the last 10 years, and
the feedback from consultation with our employee
networks, unions, researchers, and subject matter
experts, serve as the foundation of this Framework.
The Framework marks the next evolution of our core
diversity and inclusion action plans — Aboriginal
and Torres Strait Islander, Culturally and Linguistically
Diverse (CALD), Accessibility, and LGBTIQ+.

This Framework strives to bring diversity, inclusion and
a sense of purpose and belonging into the leadership
and operational frameworks of our organisation.

It mirrors and supports Victoria Police's 10-year
gender equality strategy, Fqual, Safe and Strong.
Both plans share an ethos of longferm transformation,
building knowledge, capability, performance, and
accountability across the organisation to build

a diverse and progressive police force, one the
Victorian community requires.

Regular action plans will hold us accountable

for achieving identified outcomes and commit the
organisation fo effect positive, sustainable change
for diverse employees.

The Framework’s five broad sections are:

1. What are we talking aboute

2. How far we've come

3. Where do we want fo be?

4. How are we getting there?

5. How are we holding ourselves accountable?

Workforce Diversity and Inclusion Framework 2023-2030



OUR VISION

e Victoria Police leads the way in creating a diverse workplace and an inclusive organisation.

e Al Victoria Police employees work in a safe workplace where they are treated with dignity and respect.

e Al Victoria Police sysfems, policies and processes provide all employees with fair and equitable access

fo resources and opportunities.

e Vicforia Police’s workforce composition reflects the diversity in the community.

* Victoria Police’s culture values diversity — all employees recognise that a truly excellent policing
service is possible only with a diverse workforce that is reflective of the community it serves.

e All Victoria Police employees feel supported to reach their full potential and are connected,

valued and empowered fo succeed.

STRATEGIC
ENVIRONMENT

This framework is aligned to Victoria Police strafegic
policies and Victorian and Commonwealth legislation.
Each creates the foundation of our work and provides
essential parameters for developing our action plans.

Over the timespan of the Framework, we will
continually review our approach to providing a safe,
inclusive and accessible workplace in response to
national and Victorian initiatives as they occur.

\/

Safe and Strongﬁ:
A Victorian Gender Equality Strategy

Inclusive Victoria:
state disability plan (2022-2026)
Pride in our future:

Victoria's LGBTIQ+ strategy 2022-32
Victorian. And Proud Of It:
Victoria’s Multicultural Policy Statement
Victorian Aboriginal Affairs
Framework 2018-2023

=

RELEVANT LEGISLATION

* Equal Opportunity Act 2010: The Equal
Opportunity Act recognises that access o
opportunities is not equitably distributed through
society and that discrimination can cause social
disadvantage. Under the Equal Opportunity
Act, employers have a positive duty to eliminate
discrimination, sexual harassment and victimisation
as far as possible for protected characteristics.

4 VICTORIA POLICE

Charter of Human Rights and Responsibilities

Act 2006: The Charter requires all public authorities
(including Victoria Police| to ‘properly consider’

and ‘act compatibly’ with 20 protected human
rights in decision making. The Charter includes

a right protecting individuals from discrimination

(s.8 Recognition and equality before the law),
profecting people’s cultural rights (s.19), and their
safety (i.e. a right for all people, including in a work
context, fo feel safe and be safe, (s.20 protection
of liberty and security of person).

Gender Equality Act 2020: The Gender Equality
Act was passed in February 2020 and commenced
in March 2021. It requires the Victorian Public
Sector, including Victoria Police, to report on, plan
for and progress gender equality for all genders.

Sex Discrimination Act 1984 (Clth): The Sex
Discrimination Act, together with sfate and ferritory
anti-discrimination laws, provides the primary
framework for understanding and addressing
sexual harassment as a form of sex discrimination,
and recognises the right fo work in an environment
free from sexual harassment.

Victoria Police Act 2013: The Victoria Police
Act is the primary legal instrument regulating the
objectives, structure and powers of Victoria Police.

Public Administration Act 2004: The Public
Administration Act places an obligation on public
sector employers fo establish processes to ensure
employment decisions are based on merit, employees
are treated fairly and reasonably, equal employment
opportunity is provided, human rights are upheld,
employees have access fo reasonable avenues of
redress, and a career in public service is fostered.

Fair Work Act 2009 (Clth): The Fair Work Act
governs the employment relationship between
employers and employees in Australia, and
provides protections of employees including
minimum entitlements to minimum wage, leave,
and flexible work fo ensure a fairer workplace.



WHAT ARE

WE TALKING ABOUT?e?

WHAT IS DIVERSITY
AND INCLUSION-?®

Diversity is about what makes each person unique and
includes our backgrounds, personality, life experiences
and beliefs. It is a combination of the visible and
invisible differences that shape our view of the world,
our perspective and our approach'. Diversity may
typically be seen as manifesting through attributes
such as gender identity, sex characteristics and sexual
orientation, ethnicity, |onguoge, faith, obi|ity, age,
mental health, socioeconomic status, housing sfatus or
geographic location. It is the embodiment of all forms
of diversity that enables and drives inclusiveness.

Inclusion occurs when people feel a frue sense of
belonging and value regardless of their personal
characteristics, circumstances or background.

A\

@
—

WHAT IS
INTERSECTIONALITY?

Infersectionality is an approach to understanding

how social meanings relate to the way we cafegorise
and selfidentify can overlop and interconnect.

This creates different layers and types of discrimination
or disadvantage for either an individual or group.
Categories include gender, sexual orientation,

sex characteristics, ethnicity, language, faith, class,
socio-economic sfatus, ability and age.?

1 Only skin deep? Re-examining the business case for diversity, Deloitte 2011

2 Victorian Government Department of Families, Fairness and Housing 2022, Pride in our future: Victoria’s LGBTIQ+ strategy 2022-32, Victoria, Australia

Workforce Diversity and Inclusion Framework 2023-2030 5



THE BENEFITS OF
DIVERSITY AND
INCLUSION

There is clear evidence to demonstrate that achieving
inclusion as a diverse organisation benefits our people,
our organisation and our community.®

REDUCED WORKPLACE HARM

By bringing greater diversity to our workplaces,

we will create an environment that prevents
discrimination and workplace harm from occurring.
An inclusive workplace culture encourages treating
people as individuals who are valued for their own
skills and abilities.*

A MORE CAPABLE AND MODERN
POLICE FORCE

Evidence shows that diverse and inclusive teams

are more productive and creative. By removing
discriminatory barriers to career advancement,

we ensure that we have access fo the full falent pool
and build a workforce that reflects the capabilities
and values of a modemn policing organisation.®

ENHANCED COMMUNITY TRUST
OF POLICE

When diversity in the Victoria Police workforce better
reflects the diversity in the Victorian community, we
increase community frust in our ability to police with
credibility, capability and accountability. A workforce
that understands the drivers of discrimination and
prejudice motivated crime delivers better service.
With better understanding, we can address the
drivers of discrimination infernally, and better respond
to Victoria's diverse communities, keeping victims
safe and holding perpetrators to account.®

WHERE ARE WE AT?

Victoria Police participates in the Victorian Public
Sector Commission's People Matter Survey. The survey
provides valuable insight into our culture and safety
from employee perspectives.

In 2021, 6889 Victoria Police employees responded
fo the People Matter Survey.”

@ Disagree @
@ Neutral @
@ Agree @

@ Disagree @
| feel

culturally safe  E @ Neutral @
at work |

@ Agree @

There
is equal
employment
opportunity within
my organisation

Ibid.

Melbourne, Australia.

N OO Now

add up to 100 per cent.

o

VICTORIA POLICE

Saxena, A. (2014) Workforce diversity: A key to improve productivity. Procedia Economics and Finance, 11(1), 76-85.

Victorian Equal Opportunity Human Rights Commission (VEOHRC) (2019) Independent Review into sex discrimination and sexual harassment, including
predatory behaviour in Victoria Police. Phase 3 audit and review, Victorian Equal Opportunity Human Rights Commission, Melbourne, Australia.
Victorian Equal Opportunity Human Rights Commission [VEOHRC) (2019) Proud, Visible, Safe, Victorian Equal Opportunity Human Rights Commission,

Rounding of percentages: People Matter Survey round numbers up or down to their nearest whole percentage. This means some percentages may nof



HOW FAR
WE'VE COME

Victoria Police has undertaken some significant
work since the release of the 2018 Framework

and associated action plans. We will maintain the
momentum gained from our ongoing relationship
with VEOHRC which led to a more knowledgeable
workforce with increased expertise and capability
to drive inclusion initiatives, with a greater focus on
infersectionality.

Victoria Police’s commitment to transforming ifs
approach to gender equality and diversity through the
use of evidence-based outcomes was demonstrated

in 2020 by the creation of a dedicated Gender
Fquality and Inclusion Command. This commitment

fo maintaining an infernal centre of excellence
dedicated to equality, diversity and inclusion, confinues
in 2022 through the funding of a permanent Gender
Equality and Inclusion Division integrated into the
newly created Human Resources Command (HRC).

We deliver this Framework on the back of progress
in all areas of diversity and inclusion with some key
achievements across each portfolio.

e 2021 - Victoria Police was the only law
enforcement agency in Australia to be awarded
silver status in the Australian Workplace Equality
Index (AWEI), a significant achievement and
a recognifion of the work fowards IGBTIQ+
workplace inclusion.

e 2020 - the Australian Network on Disability (AND)
accredited Victoria Police with Disability Confident
Recruiter (DCR) status for the first ime, highlighting
the Victorian Public Service (VPS) recruitment team’s
commitment fo esfablishing the organisation as a
disability employer of choice.

® 2020 - Victoria Police began a state-wide roll out
of Aboriginal Cultural Awareness Training (ACAT)
to build organisational cultural capability and
strengthening police and Aboriginal community
relationships.

e 2018 - Victoria Police in partnership with several
stakeholders launched the Diversity Recruitment
Program (VPDRP) with the objective to increase
representation of African Australians in Victoria
Police. Since launching in 2018, 168 participants
representing 4/ cultures have enrolled in the
program.

CELEBRATING EXCELLENCE IN LGBTQ WORKPLACE INCLUSION

SILVER EMPLOYER
AWEI 2021

pride
diversity

The Australian Workplace Equality Index is
Australia’s definitive national benchmark on
LGBTQ workplace inclusion produced
annually by Pride in Diversity

=

AUSTRALIAN WORKPLACE EQUALITY INDEX
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WHY IS THIS STILL
A PROBLEM?

Despite some significant achievements since 2018,
Victoria Police acknowledges that overall progress

in workforce diversity and inclusion has been limited,
with disparate levels of improvement across portfolios.
Whenever there is progress towards diversity

and inclusion, some dominant groups can resist
change and affempt fo hinder or impede progress.
Independent evaluations of the 2018-2021 LGRTIQ,
CALD, Aboriginal, and Accessibility strafegies and
action plans provided the organisation with some
common themes and insights info where gaps and
barriers continue to exist. Most nofably, the evaluations
poinfed fo issues of culture, safety, governance, and
leadership as most problematic in hindering progress.
This is consistent with what we have heard from our
employee representative groups and through our
People Matter Survey results.

CULTURE

Awareness and understanding of diversity and inclusion
across the organisation remains limited. Enfrenched
systems and structures have continued fo favour select
groups while creating multiple and complex barriers for
others. Although our inclusion inifiatives have made a
positive confribution, pervasive dominant cultural issues
confinue to harm our diverse employees.

SAFETY

Systems and processes that aim to support workplace
safety are limited in capability and lack culturally
appropriate responses. Provision of generic services for
employee wellbeing and workplace harm complaints
has contributed o concerns for the safety of employees
in diverse groups.

GOVERNANCE

An absence of sfrong governance around diversity
and inclusion within Victoria Police has hampered
progress and slowed decision-making. Evaluations

of the previous sfrategies and action plans were
consistent in highlighting the need for a comprehensive
governance and authorising framework to support
diversity and inclusion and drive transformational
change.

8  VICTORIA POLICE

LEADERSHIP

Diversity and inclusion capability at all levels of
leadership across the organisation remains low. This
has contributed fo maintaining a culture of status quo
and reduced the reach and impact of previous actions.

Beyond the four areas highlighted, there is recognition
that discrimination, bias and unequal access to
opportunity exist for many of our employees. Career
advancement for diverse employees confinues to

be hampered by barriers across the employee
lifecycle. These issues are complex, engrained an

are interlinked across all aspects of the organisation.
Achieving a truly diverse workplace and inclusive
organisation requires a longferm commitment.

Ehp 7%
of employees that

experienced discrimination
submitted a complaint

66%

of employees agree that senior
leaders actively support diversity
and inclusion in the workplace

Source: Leadership & Safety — People Matter Survey 2021



In 2021, Victoria Police’s primary human resources [T system was enhanced to capture data about each
employee’s sex, gender, sexudlity, languages, culture, Aboriginal and Torres Strait Islander status and if a person
has a disability.

Because this is a new feature, diversity figures currently appear lower than might be expected. However, as more
employees report their diversity data Victoria Police will obtain a greater understanding of the diversity and needs
of our employees. This dafa provides a valuable benchmark to monifor our future progress.

WORKFORCE DATA

) Employees ‘0.77%
with disability

) LGBTIQ+ ‘ DISABILITY
employees

Do not identify | 99.23%

@ |dentify as y Culturally and | 15.56%
Aboriginal linguistically
and Torres diverse employees
Strait Islander CALD
Do not identify | 99.43% Employees | 84.44%
from Main
English

Speaking Countries

Source: HR Assist — June 2022.
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WHERE DO WE

WANT TO BE-®

INCLUSION CONTINUUM

The Diversity and Inclusion Program Logic [Appendix
1) provides a schematic representation of how Victoria
Police will work towards a truly diverse workplace and
inclusive organisation. The program logic will provide
the strategic framework to map future progress through
fargeted outcomes and action plans.

The program logic sefs out how we will progress
along the Inclusion Continuum, a visual model, which
was recently updated to identify five stages on a
development continuum. Each stage describes the
diversity and inclusion consciousness and culture of an
organisation regarding diversity and inclusion.®

The 2017~2020 Diversity and Inclusion Framework
used the Inclusion Continuum as a measure of our
organisational progress on our journey fo becoming
an inclusive organisation. In 2017, we considered
that as an organisation we were between the
compliant {recently updated fo be named reactive
and proactive phases of the continuum. This was
based on the organisation’s level of confidence
and capability within diversity and inclusion.?

Following the evaluations of the 2018-2021 action
plans and the organisation’s performance in the People
Matter Survey an updated assessment of Victoria
Police's progress against the updated definitions of the
inclusion continuum was conducted. In 2021 Victoria
Police remained within the reactive fo proactive range.

Each diversity portfolio will undertake a similar

journey along the program logic outcomes. However,
each portfolio will likely start to display the inclusive
characteristics outlined in the program logic at different
fimes. Victoria Police has developed individualised
action plans for each diversity portfolio in recognition
that each will need unique support to ensure maturity
along the inclusion continuum.

8 B. Jones and Michael Brazzel 2014, The NTL Handbook of Organization Development and Change: Principles, Practices, and Perspeciives.
9 Since 2018 Dr. Angela Workman-Stark has improved the definitions within the Inclusion Continuum to better align to evidence-based diversity and

inclusion standards.

The previous Inclusion Continuum (2018) included 6 pillars: exclusive, passive, compliant, proactive, redefining and inclusive. See the

2018-2021 Diversity and Inclusion Framework for expanded definitions.

10 VICTORIA POLICE



INCLUSION CONTINUUM!'®

PROACTIVE

©

Organisation is
internally motivated
however, the

dominant group
notices a challenge
to culture, resulting

Few members in backlash.
from other groups
are accepted, yet

are expected to
conform to
dominant norms.

An organisation that
values the dominant
group culture,
excluding others.

PROGRESSIVE

©®

Barriers to
diversity are actively
dismantled in all
systems, structures
and culture.

©®

Al types of
diversity are valued.
An environment
where all people are
valued for who they
are and what they
bring is maintained.

10 For further explanation see Appendix 3: Definitions of the inclusion confinuum stages.
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OUTCOMES CREATING AN

ORGANISATION

INCLUSIVE

A DIVERSE WORKPLACE AND INCLUSIVE ORGANISATION
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The community
has trust in
our response
to diverse
communities

While the path to inclusion may appear linear, each outcome has a ripple effect across all outcomes.
We will build an inclusive organisation through a deliberate and evidence-based focus on these outcomes:

PROGRESSIVE OUTCOMES FOR VICTORIA POLICE

INCLUSION IS EMBEDDED IN THE
CULTURAL IDENTITY OF VICTORIA POLICE

Victoria Police has undergone the journey of
understanding the benefits of a diverse workforce
and leaders and employees have driven inclusion
within their workplaces. A diverse workforce is
embedded and celebrated within modern policing
culture, making Victoria Police an organisation of
choice for diverse people.

12 VICTORIA POLICE

LEADERS PROACTIVELY CREATE AND
SUSTAIN INCLUSIVE WORKPLACES

leaders understand the benefits of diversity and

how they can improve performance and wellbeing,
incorporating this into their leadership practices.
leaders will be empowered to proactively create
inclusive workplaces through clear organisational
expectations, underpinned by innovative policy,
practice, systems and fraining uplift. Fitforpurpose
data metrics will ensure workplace leaders are owning
and driving diversity and inclusion by providing equal
access to rights, responsibilities, and opportunities.



DIVERSE EMPLOYEES FEEL EMPOWERED
AT WORK

By strengthening the content and delivery of our
policies, practices and training, all employees feel
empowered fo make choices about their work an
career, free from discrimination or backlash. Diversity
within our culture is celebrated and the benefits of
inclusive workplaces is understood. This provides the
environment for diverse employees to feel empowered,
supported and celebrated within their workplaces.

EMPLOYEES HAVE CONFIDENCE IN
OUR RESPONSE TO DISCRIMINATORY
WORKPLACE HARM

Through the progress of this framework Victoria Police
will establish strong accountability in the removal

of workplace harm and discrimination. Behavioural
expectations will be firmly established, ensuring the
removed of discrimination or bias in the creation of
an equal workforce. Employees will know that reports
of workplace discrimination or harm will be swiftly
addressed through a victim-centric approach with fair
and effecfive outcomes.

DISCRIMINATORY WORKPLACE HARM
IS MINIMISED

Through primary prevention strategies this framework
aims to create a culture and environment that is hostile
fo perpetrators of workplace harm and discrimination.
When it does occur, we will ensure a comprehensive
victim-centric response is enacted to prevent continued
harm and hold perpetrators to account.

THE DIVERSITY OF VICTORIA POLICE
STRENGTHENS EFFECTIVE POLICE
RESPONSE TO THE COMMUNITY

By creating @ modem police force, one that
acknowledges past histories and provides the systemic
and cultural organisational reform required to create

a safe workplace for diverse communities, Vicforia
Police can attract a workforce as diverse as the
Victorian community. With enhanced diversity we can
better understand and respond to community needs,
promoting community trust in policing responses.

INCLUSIVE OUTCOMES
FOR VICTORIA POLICE

A DIVERSE WORKFORCE AND AN
INCLUSIVE ORGANISATION

Our end goal of a diverse workforce and an inclusive
organisation is defined by the following outcomes:

Victoria Police champions inclusion

As a leader in diversity and inclusion, our organisation
will attract employees who have a contemporary
undersfanding of a modern police officer. The strength
of our culture will ensure new employees subscribe o
?Ur equality values and drive a safe and respectful
uture.

Leaders harness diversity and inclusion to achieve
organisational results

leaders at all levels of the organisation fake ownership
and proactively sustain diversity and inclusion. leaders
drive progress in their departments, commands,
regions, divisions, stations and within their tfeams.

Employees feel valued and have a true sense
of belonging

All employees will come to work and feel safe,
included and respected. Victoria Police’s culture is
one of community and values diversity within our
workplace. Protected aftributes are considered in

all policy, procedure and decision-making, placing
employee wellbeing at the heart of our organisation.

The community has trust in our response to diverse
communities

With a strong employer brand, Victoria Police
progresses the nofion of policing as a profession
that embraces differences. The community will have
frust in a safe and respectful policing response for
people from diverse communities. With greater
accessibility to an enhanced police response,
victims feel confident in seeking police assistance.

Workforce Diversity and Inclusion Framework 2023-2030 13



HOW ARE WE
GETTING THERE?®

VICTORIA POLICE’S WHO IS INVOLVED?
PLAN TO ACHIEVE A To achieve a diverse workplace and an inclusive
D | V E R S E W O R K F O R C E organisation, Victoria Police needs ongoing

commitment from all our people, regions, commands

AND INCLUSIVE and departments. Working in partnership is essential

for the framework’s success and the implementation

ORGANISATION of portfolio action plans.

Human Resources Command values our internal

We have developed and tested the Diversity and and externdl partners which include-

Inclusion Program Logic [Appendix 1) with our key

pariners and stakeholders. The program logic will * Executive Command

support the overall actions for all portfolios, and inform @ Capability Department

the individual portfolio acfion plans. e Digital Services and Security Department
No specific end dafe can been established to achieve ~ ® Media, Communications and Engagement
an inclusive organisation, because each portfolio will Department

reach this state at different times. VWhen all diversity e Operational Infrastructure Department

portfolios have met the inclusive outcomes, Victoria
Police will have reached its goal of having a diverse
workforce and being an inclusive organisation.

® People Development Command
e Professional Standards Command.

Across the life of this framework, we will oversee
three action plans in each portfolio:

e first action plans (2023 — December 2024
® second action plans (2025 — December 2027)
e third action plans {2028 — December 2030).

14 VICTORIA POLICE



HOW ARE WE HOLDING

OURLSEVES ACCOUNTABLE?®

MONITORING AND EVALUATING OUR
PROGRESS

This Framework and the program logic are supported by a monitoring, evaluation and learning (MEL)

framework. The program logic demonstrates the outcomes that are required to progress Victoria Police
along the inclusion continuum from reactive to inclusive. Each action plan will progress these outcomes
through targeted supportive actions.

A dedicated MEL for each action plan will monitor the progress of the actfions against their key
milestones and performance indicators to inform the next iteration of action plans.

Planning, implementation and evaluation cycle

The Action Plan provides the details of the areas
we will be focusing on with our partners.

ACTION
PLAN

We have the opportunity fo IMPLEMENTATION We will continually monitor
evaluate our efforts and < AND our program of works to make
to adjust, if necessary, MONITORING sure we are heading in the

our program of works. right direction.

Workforce Diversity and Inclusion Framework 2023-2030
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ACRONYMS AND
SHORTENED FORMS

ACAT

Aboriginal Cultural Awareness Training

AND
Australian Network on Disability

AWEI
Australian Workplace Equality Index

CALD
Culturally and Linguistically Diverse

DCR
Disability Confident Recruiter

EAP

Employee Assistance Program

GEIOC
Gender Equality and Inclusion Outcomes Committee

HRC

Human Resources Command

16  VICTORIA POLICE

LGBTIQ+

lesbian, Gay, Bisexual, Transgender, Intersex and
Queer and/or questioning

MEL

Monitoring Evaluation and learning

ToR
Terms of Reference

VEOHRC
Victorian Equal Opportunity and Human Rights

Commission

VPDRP

Victoria Police Diversity Recruitment Program

VPS
Victorian Public Service

WoVG

Whole of Victorian Government



GLOSSARY

We define key terms below and acknowledge that people have different definitions.

language has changed and continues to evolve.

DISCRIMINATION

The unjust or prejudicial treatment of different
categories of people, especially on the grounds
of race, age, sex, or disability.

DISCRIMINATORY WORKPLACE HARM

This umbrella term covers any way a person
experiences discrimination, harm or violence based
on protected characteristics within the Victorian
Fqual Opportunity Act.

GENDER EQUALITY AND INCLUSION
OUTCOMES COMMITTEE

The Gender Equality and Inclusion Outcomes
Committee is the current authorising and govemning
committee that sits over gender equality in Victoria
Police. The committee is being expanded fo include
diversity and inclusion.

PROGRAM LOGIC

A program logic model is a schematic representation
that describes how a program is infended to work by
linking activities with outputs, intermediate outcomes
and longerterm oufcomes.

PROTECTED CHARACTERISTICS

Employees have the right to be free from discrimination
ased on protected characteristics within the Victorian
Equal Opportunity Act.

These characteristics include: age, parent and carer
status, disability, employment activity, expunged
homosexual conviction, gender identity, industrial
activity, lawful sexual activity, marital status, physical
features, political belief or activity, pregnancy an
breastfeeding, race, religious belief or activity, sex, sex
characteristics, sexual orientation, personal association
with someone who has, or is assumed to have, one of
these personal characteristics.

WORKPLACE HARM

Workplace harm is the detrimental effects of being
targeted by all forms of inappropriate behaviour

from work colleagues including sex discrimination,
genderbased bullying, sexual harassment and assault,
predatory behaviour, victimisation, workplace conflict
and bullying.
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APPENDIX 2: DIVERSITY AND
INCLUSION ACTIONS AND
MILESTONES 2023-2024

The following are actions that stretch across and impact all four diversity portfolios and align to the oufputs and
first outcomes identified in the Diversity and Inclusion Program Logic (Appendix 1).

Although these actions are being generically applied across all four portfolios, when applied to each individual
portfolio they will take on the explicit focus for LGBTIQ+, CALD, Aboriginal and Torres Strait Islander and
Accessibility. These actions are complementary fo the individual and targeted actions that appear in each

of the inclusion action plans.

ACTION STRATEGIC INTENT KEY MILESTONES/MEASURES OWNER
ALL PORTFOLIOS
Create a suife of The problem: limited knowledge, Conduct a literature review of existing mandatory ~ HRC
targefed diversity and understanding and awareness of diversity ~ WoVG and other jurisdiction diversity and inclusion
inclusion tools and and inclusion amongst managers. fraining packages, fo inform the development of the
resources that are user What we are doing: enhancing diversity ~ "esource hub.
fnendl\/' and easily and inclusion capability in people Review and identify gaps and opportunifies in
accessible. managers. existing fraining/engagement programs.
How we will do it: by developing and Develop the diversity and inclusion management
promoting a diversity and inclusion resource  resource hub.
hub targeted at leaders and people Diversity and inclusion management resource hub
MCINCIGIENS. is integrated info existing people management
fraining.
Strengthen induction The problem: current Victoria Police Review current police, protective services officers PDC
and onboarding with induction and onboarding confent lacks and VPS induction and onboarding confent and
workforce diversity and  comprehensive information on employee identify opportunities o incorporate diversity and
inclusion information. networks and other employee diversity and  inclusion content.
inclusion information. Implement recommended content changes fo ensure
What we're doing: ensuring that all new  there is consistency in how new employees across
employees are aware of the organisation’s  Victoria Police are infroduced to diversity and
diversity and inclusion values, standards, inclusion.
resources and support. Establish a process of regular review that includes
How we will do it: a review of current consuliation with HRC and employee networks.

induction and onboarding processes will
identify opportunities fo create and embed
new materials addressing current gaps in
diversity and inclusion.

Develop a diversity and  The problem: communications and Develop, execute and evaluate an organisational HRC
inclusion communications engagement for diversity, equity and Diversity and Inclusion Communication and

and engagement inclusion is limited and lacks an overarching  Engagement Strategy.

strategy fo raise strategy or plan.

awareness of Victoria

What we're doing: improving knowledge
Police's strategies and

and understanding across the organisation
action plans. of inclusion for employees with disability
and culturally and linguistically diverse,
Aboriginal and Torres Strait Islanders and

LGBTIQ+ employees.

How we will do it: by including acfive
communications and engagement tactics.
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ACTION STRATEGIC INTENT KEY MILESTONES/MEASURES OWNER
ALL PORTFOLIOS
Strengthen strategic The problem: employee networks have Set benchmark requirements that all employee HRC
influence of employee different levels of influence, support and networks are entitled to.
networks through visibi.lity deper.]ding on the rank on.ol Review each group against benchmark
increased representation  position of their members, and their requirements.
and embedding nominated champion’s level of involvement. A
representafives What we're doing: stenaihen | Provide support to employee networks to ensure that
P ' a vl:le red 9'"9(';‘ renginening employee || networks have an Executive Command Sponsor
networks and infroducing consistency fo _ and a Command portfolio lead.
support all groups fo have greater strafegic _ ‘
influence in Vicioria Police Develop a process fo ensure there is consistent
0T L L support, influence and advocacy across all groups.
How we will do it: by developing a upP o o V‘ 4 grovp
consistent process of support and executive Establish a formal consuliation and feedback
advocacy that will apply fo all employee ~ Process.
networks.
Establish a governance  The problem: insufficient governance or Review GEIOC membership and terms of reference  HRC
and an authorising authorising framework to support and (ToR).
fromgwork for diversity ~ progress workforce diversity and inclusion. Develop a proposal in consultation with employee
and inclusion. What we're doing: expanding and networks including new name, ToR, membership,
renaming the Gender Equality and and governance model.
!nclusc,jon Oufcome§ Comglﬁee e ¢ Obtain approval including endorsement from
Include representafion and support for GEIOC and approval from Safety, People and
implementing the diversity and inclusion :
: Culture Committee.
strategy and action plans.
How we will do it: we will re-scope and
expand the GEIOC. The committee will
welcome new members and be responsible
for monitoring and tracking progress against
the inclusion strategies and action plans.
Uplift capability of The problem: organisational response o Develop targeted diversity and inclusion training. HRC
units responding fo workplace harm hos.been identified as Rollout training fo all employees managing incidents
workplace harm through an area of focus for improvement by all of workplace harm.
development of training  diversity portfolios.
ard resources What we're doina: ) Develop processes that ensure new employees
' vharwe rel |°'"9' ensulrlndg an ol engage in the fraining as part of their induction
|nTersechong ens is applied fo workplace workplace harm units.
harm reporting and responses. _ _
How we will do it: by developing fraining Develop and provide ongoing support/refresher
- Dy developl n fraining for existing employees
and resources for Victoria Police units that 9 g employees.
respond to workplace harm and complaints.
Review workplace harm  The problem: complaint pathways and Ensure all workplace harm systems capture HRC/
reporting, complaint employee support services are not fully inclusive.  employees’ diversity information where relevant PSC
pathways Or_‘d employee  What we're doing: ensuring that complaint o the complaint.
support services. processes and support services are safe, Establish a review for workplace harm reporting
appropriate and inclusive for our Aboriginal - and wellbeing services referral processes.
and lTorres Sm;” Ls|onde'r,hiA|.DB||.'GBT|§+ Review opportunities within existing confract
ChpIeyEES CInel inese Wlin @lel il e requirements to ensure EAP providers include
accessibility requirements. . O
. ) culturally safe, accessible and inclusive support
How we WI" do it: we W||I COndUCT The Ond referrglsl
review with an inclusive lens.
Create and implement  The problem: previous sysfems and Review relevant existing data and reporting HRC

a diversity and inclusion
Monitoring, Evaluation
and Leaming [MEL)

framework.

processes developed for monitoring and
evaluating strategies and actions have
lacked robusiness, creating difficulties in
measuring and assessing progress.

What we're doing: ensuring Victoria Police
can sufficiently assess and monitor the
organisation’s material progress fowards a
diverse workplace and inclusive organisation.

How we will do it: by developing KPIs for
each action across the four strategies and
action plans.

mechanisms.

Determine KPls and processes to establish baseline
data.

Establish mechanism for monitoring progress.

Develop processes to ensure regular review.
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APPENDIX 3: DEFINITIONS

OF THE

INCLUSION

CONTINUUM STAGES

Exclusive: Is when there is a dominant group and those
who are not within this group are unwelcome and excluded.

e Potential indicators that an organisation is in the
exclusive phase include, group members are
expected to conform with the dominant norms
to fit in and be successful; and those who don't
conform are subjected to discrimination, harassment,
bullying, and/or isolation.

Reactive: In the reactive phase organisations are
responding fo external, or infernal pressures to undertake
change, rather than it being of their own volition, for
example legislative requirements or infernal mandates
for greater diversity.

e Pofential indicators of reactive are the inclusion
of a few members from other groups, yet new
members are still expected to conform to dominant
norms; application of quotas and targets without
changes to internal sfructures and “outsiders” are sfill
subjected to harmful workplace behaviours.

Proactive: Is the positive move by an organisation fo be
internally motivated to be more diverse through changes
fo policies and practices that create opportunities for
others. However, these efforts tend to be limited to
fraditional understanding of diversity and not included in
overall organisational strategy. Risks in this phase
include mandatory diversity training is assumed fo
overcome bias and discrimination and the dominant
group nofices a challenge to culture, resulting in

backlash.

e Pofential indicators of proactive include one off
mandafory diversity fraining, the application of
fargets or quotas, there are limited "tokenistic” positions
tasked with influencing organisational diversity.

Progressive: Is the phase where organisations advance
beyond fraditional diversity and inclusion and undersfand
and appreciate the social justice of diversity. There is
greater understanding of the imporfance to include all
people. Barriers to diversity are actively dismantled in
all systems, structures and culture.

e Potential indicators include employees are encouraged
fo voice their concerns about exclusionary and other
harmful behaviours without fear of repercussions;
and efforts are underway to redefine the images
of the “ideal” worker through fraining, awareness,
and changes to selection policies.

Inclusive: Inclusive organisations are characterised as
those in which diversity and inclusion are viewed as
infegral fo success rather than obstacles to be overcome.
All types of diversity are valued, and ongoing efforts
are undertaken fo support and maintain an inclusive
environment.

* |ndicafors include employees report feeling safe,
valued, and fully engaged, barriers to diversity and
inclusion are removed; exclusionary behaviours and
related forms of workplace misconduct are actively
reporfed and quickly addressed; decision-making
processes are perceived as consistent, fair, and
biasfree.
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