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Inclusion
The process of providing every member of an
organisation with equal access to professional
resources and opportunities. Also involves
creating a sense of belonging, safety &
welcome.
 

Equity
Equity refers to fair treatment for all people, so
that the norms, practices, and policies in place
ensure identity is not predictive of opportunities
or workplace outcomes.
 

Diversity
Being composed of different types of people,
including different age, race, genders, sexual
identification, religion, mental & physical abilities.
 

Bias
The inclination or prejudice for or against one
person or group, especially in a way considered
to be unfair.
 

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

Culture
A set of shared values, beliefs,
language, communication, and
behaviours that are taught, learned,
and shared by a group of people.
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We need to break inclusion and diversity out of its ‘feel good’ compartment and genuinely

integrate it into how we conduct business, including:

How we hire

What our cultural values are

How decisions are made, and 

How we evaluate our leaders.

When we all acknowledge that Inclusion and Diversity (I & D) are everyone's responsibilities,

we will successfully create an inclusive and welcoming work culture. 

Persistence and patience are essential ingredients for lasting change. 

The necessary actions to progress I & D inside an organisation are outlined in a roadmap. It's

a strategy that makes priorities clear and works as a tool to convey the order in which actions

should be accomplished in order to reach the stated objectives. Organisations can more

easily plan I&D initiatives in advance, communicate with their teams, and allocate the

necessary resources when they have a I & D roadmap. 

This Inclusion and Diversity Industry Roadmap 2024 is a companion guide to the Inclusion

and Diversity Industry Blueprint 2024. We hope that this Roadmap, in conjunction with the

Blueprint, gives you the tools you need to continue making real progress in your inclusion and

diversity journey.
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Commit 
to Inclusion and Diversity 

Design an Action
Plan 

Diagnose  
Industry Status  

Enact 
the Plan  

Embed and
Evaluate

Using a industry roadmap
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TMEC recognise that achieving inclusiveness and diversity in the workplace is a journey. It
takes time, resources, and energy to achieve. Having the right tools to start and progress the
journey are important for success.

A roadmap is a simple, visual tool to communicate with stakeholders what broad steps
and actions you are taking on your journey.

Using the roadmap provided in the TMEC Inclusion and Diversity Action Plan, each step of
the roadmap should be aligned with business goals and a timeline should be allocated.

Ultimately, the roadmap guides and holds the organisation accountable for achieving the
defined goals.

The TMEC Inclusion and Diversity Roadmap
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SAMPLE  Inclusion and Diversity Roadmap

The sample roadmap provided below shows the steps recommended for your own Inclusion
and Diversity (I & D) journey:

STEP 1: Commit - make the case for I & D in your business and connect to areas of need or
opportunity.
STEP 2: Diagnose - determine your current status by collecting data, surveying the workforce,
and doing analyses.
STEP 3: Design - create an Action Plan that addresses your business case, includes
timelines, milestones and measurements.
STEP 4: Enact - implement your Action Plan. Track and communicate progress.
STEP 5: Embed and Evaluate - ensure that I & D initiatives, training, and communication are
ongoing, and evaluate against expected outcomes.
REPEAT PROCESS

A template of this roadmap is provided for use by industry
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Financial

Cultural/Values

Increase in employee satisfaction, wellbeing and

atmosphere of respect, mutual understanding,

enhanced teamwork, and welcome.

Cultural/Values

Workforce/Talent

Making a case for inclusion & diversity

Legal/Compliance

Maximising productivity and innovation resulting

from diversity of thinking and perspectives, as

well as reduction in staff attrition rates.

Financial Case

There tend to be 4 main reasons (or a combination of
these reasons) for investing in Inclusion and Diversity
programs. These are outlined below:

4 CASES FOR INCLUSION & DIVERSITY

IDENTIFYING THE COST FACTORS

ASSEMBLE A TEAM

Research the costs, benefits and

challenges of the proposed

initiative. In addition to Human

Resources, it is important to

have representation from various

departments such as Operations,

Compliance, & Finance.

QUALIFY
Benefits

QUANTIFY

MAKE A CASE 
Identify the business problem,
need or opportunity to be
addressed. This is a critical step
and should be given careful
thought as it sets the tone &
clarifies reasoning and impacts.

Better management of compliance and

litigation risk.  Robust I & D strategy and

policies help to improve overall compliance

and minimize reputational risk.

Legal/Compliance

Improvements in attraction and retention,

access to an increased employee talent

pool and opportunities for employee

growth.

Workforce/Talent

A values driven case is founded on the
belief that there is a corporate social
responsibility to meet, and regardless of their
identity, everyone should have access to
opportunities resulting in a more just, equal
and fair workplace.

A business-driven case demonstrates the
value that inclusion and diversity bring to the
company, customers, and community, based
on profitability and Return on Investment
(ROI).

A legal or compliance driven case is driven
by compliance with legislation which ensures
adherence to government requirements,
particularly Workplace Health and Safety
(WHS).

A workforce or talent driven case is
focused on the need to address skills gaps,
create career progression, and utilise talent
from within the community.

tmec.com.au6

Benefits

A Business Case template is provided for
use by industry
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It starts at the top

Inclusive and diverse companies find and nurture the best talent, increase employee engagement,

and boost customer loyalty. Additionally, one-off I & D “initiatives” do not effectively address long-term

differences in workforce profiles or skills gaps in the industry. Instead, leaders should commit to, and

embed I & D into their organisations.

Here are five strategies that can turn I & D into a better employee experience and a strategic
business advantage.

7

Ensure the CEO acts as the first
advocate for I & D initiatives. The CEO
must take a stand in front of the public,
incorporate I&D into the organisation's
mission, set an example of the culture,
and assume accountability for goal-
related progress. I&D needs a role model.

Hold executives accountable for
driving I&D results. Give each business
unit leader formal responsibility for I & D
outcomes in their part of the business:
diversity outcomes, which focus on
representation (such as recruitment,
promotion and mobility outcomes), and
inclusion outcomes, which focus on day-
to-day experience.

Bias should be reduced at the system
level. Instead of concentrating exclusively
on eradicating individual prejudice,
organisations should concentrate on
minimising the systemic bias present in
talent management and other decision-
making processes.

Centre I & D in the business strategy.
I&D is considerably more than just a
"Human Resources activity". It should
play a crucial role in the development
and implementation of corporate
strategies as well as regular business
operations. Involve diverse people in the
design strategies.

.

Switch to coaching for leadership
development. The best diversity
training is provided over time, including
both awareness and skills development,
and is a part of a deliberate
organisation-wide approach.
Additionally, it is crucial to concentrate
on coaching managers: their behaviour
is the most significant factor influencing
employee engagement.
.

Cleaner. Smarter. Diverse



Sharing your commitment
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According to the Deloitte 2022 blog, Using Strategic Communications to Accelerate Your
DEI Strategy - Develop an Effective DEI Communications Strategy, “when communicating
I&D at the organisational level, evaluate whether the communication strategy is on-brand,
intentional, engaging, and cohesive”. The following is adapted from this blog.

Brand: Your I & D strategy should have a recognisable and understandable brand.
Communication should be consistent to increase brand awareness and change as needed to
meet the right moment or audience. Tactically, this can include repetitive elements such as
logos or banners, but it also applies to words and commitments that help reinforce strategic
goals. The brand also includes a special style guide, typography, visual stories, and relevant
images to represent different audiences.

Intentional: Messages and actions must be deliberately planned, and the purpose must
be clear to the intended audience. 
Without understanding what the organisation wants to achieve, employees can lose sight of the
bigger picture. The level of transparency is an important factor in a strategic I & D
communication plan. Clarity of your organisation's starting point, progress, and goals increases
organizational accountability and helps bridge the gap between I & D reporting and action.
Additionally, when communicating about I & D during a crisis, structure and process are needed
to deliver targeted messages in a timely and relevant manner. Planning for each message and
event can prevent the organization from being too slow and cautious in matters of I & D and
social justice by staff.

Engaging: Prioritise communications. 
Try different types of and formats for communication. Include town halls or question-and-answer
sessions that encourage genuine, ‘two-way’ dialogue to engage employees and promote
positive change. Also include opportunities for ‘one-way’ communications where participants are
asked to listen and not actively participate to keep employees informed or feel involved in the
larger goals of the organisation. The communication method used should reflect the diversity of
the audience (ie, group barriers and digital tools for frontline workers).

Cohesive/consistent: The I & D message should reflect the organisation's position and be
consistent with the organisation's values.
When communicating about a topic like I&D that is the goal of systemic change, make it clear to
your employees what the future vision of the organisation is and the steps needed to achieve
that vision. It focuses on what the role of employees is and how they can influence the agenda,
rather than showing the actions that the organisation can take to achieve common goals. 

Note: A sample Commitment Statement is provided for use by industry in the templates section of this document

1
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Common mistakes when communicating Inclusion and Diversity at the organisational
level.

Writing statements about equality with limited depth, undefined strategies, or clear
commitment. For example, leaders declare their commitment to Inclusion and Diversity
without pertinent actions or accountability.
Sharing messages inconsistent with the organisation values, beliefs, and behaviours. For
example, misrepresenting the organisation's words and actions or leadership and values.

When communicating Inclusion and Diversity on a personal level, everyone in the
organisation should take ownership by following these guidelines:

Sharing stories: providing a safe setting for sharing personal stories around I & D.
Personal stories can be incorporated into programs to help drive engagement and
awareness. Story sharing can also create a greater sense of connection.

1.

Using inclusive language: recognising the importance of language and word selection.
Learning the power of inclusive language and agreeing on using it in the most inclusive
way possible.

2.

Listening: fostering listening is essential to developing I & D and helps prevent
assumptions, whilst allowing deeper, more personal connections.

3.

Communicating I & D strategy: planning a communication framework to strengthen
employee communication and increase accountability (including measurable goals,
objective progress reports) to increase buy-in.

4.

Common mistakes when communicating I & D on a personal level:

Ignoring or questioning real experiences shared with people of different backgrounds.
Not actively seeking or listening to others' views or experiences.

Note that employees who differ from their colleagues in religion, gender, sexual orientation,
health history and ability often hide these elements out of fear and negative perceptions.
Hiding a part of their identity will make them more susceptible to leaving.

No matter what stage or status of your organisation's I & D strategy, the way your I & D plan
is communicated is an important part of the process. In fact, authenticity, personal input, and
strong messaging are vital to success.

tmec.com.au9

Mistakes to watch out for
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Current vs desired status

Assessing your current I & D status is the first step in choosing appropriate targets. This
involves collecting and analysing a wide range of data, including qualitative information
from employee surveys and feedback, as well as quantitative data on employee
participation, attrition, demographics and pay at all levels. Ensure that:

The target has a quantifiable, realistic, objective and is connected to a key business
value.
The objective was influenced by a wide variety of viewpoints.
The target has ownership e.g., by a department, team or individual.
The goal will have a favourable regional or local influence on people.
Dates for delivery are specified.
Dates for check-in are specified.
The correct materials have been used and verified.
A complete communication plan has been developed for both internal and external
stakeholders.
A review period has been set.

Consider getting expert advice to support your goal setting or ensure that your targets
have been considered from multiple perspectives by sourcing community input where
applicable.

TIPS:

Diversity is not about a quota: start with addressing culture (inclusion) first.
Measure diversity through actions & behaviours where possible and connect targets to
business objectives.
Consider setting interim goals and measures as steps towards long term goals to
create momentum.
Consider diversity in your supply chain and in your procurement practices .
Involve employees in setting targets to create accountability and connection. Key
stakeholders (managers, team leaders) need to have buy-in.
Beware of setting I & D targets that appear to advantage one group over another:
communication, intent, and commitment is key to success and acceptance.
Avoid tokenism: simply hiring an employee from an underrepresented group doesn’t
equate to diversity. Indeed, this may lead to employee frustration and critique if the
right support and systems do not exist in the organisation.

Collecting data & setting targets

tmec.com.au10Cleaner. Smarter. Diverse



If done correctly, inclusion and diversity training can help organisations realise the benefits of I &
D. These benefits include greater financial returns, greater innovation, better decision-making,
happier employees, and more satisfied customers. Training should be an I & D priority.

I & D training is often seen as a way to:

Challenge biases.
Build cultural competence.
Accommodate different points of view.
Improve decision-making.

It is important to understand that I & D training is not a silver bullet. Training should be part of
broader I & D plans aimed at promoting diversity, such as recruitment strategies, Human
Resources policies, professional development and employee retention programs.

There are two types of I & D training: awareness training and skills training. The first is to raise
awareness and support people of all ages, genders, races, etc. It's about helping individuals see
the world through others’ perspective. The latter includes specific activities to help develop skills,
such as better communication with people from different backgrounds, and reduce the level of
unconscious bias in decision-making.

TIPS:

Training is an essential part of your I&D plan

tmec.com.au11

Training will fail if:

The focus is on the negative.
(i.e. threats, legal action, etc)

1.

Training is seen as punishment.2.
 It’s one-off instead of ongoing.3.
The audience feels targeted.4.

An effective I & D training program will include:

An explanation of the business case for I & D
- the WHY.

1.

Goal setting for participants.2.
A mix of awareness and skill building.3.
Multiple learning options: online, self-paced,
classroom, workshop, briefs/meetings.

4.

Mentoring of participants or support groups.5.
All aspects of diversity, not just one, i.e. race,
identity, ability, age etc.

6.

I & D training that is incorporated into other
training i.e., sales, customer service,
teamwork. .

7.

Broaden perspectives.
Improve leadership.
Increase accountability.

Beware adverse outcomes!

Cleaner. Smarter. Diverse



Research shows that bias exists in every corner of an organisation, including hiring,
performance evaluations, meetings, mentoring, promotions and pay.

Left unchecked, bias can also shape a company or industry culture and norms. Naming the
bias and developing mitigation strategies is critical to creating more inclusive, diverse, and
equitable organisations. We need to stop trying to use systems that are fundamentally unfair
and work at changing the systems.

Bias will appear at multiple points in the employee lifecycle. When planning a roadmap, it is
important to consider these points in the organisations Diagnosis and Design process.

Investment in Inclusion and Diversity should be seen
as an investment in the future of your business.

1. Hiring & Selection

3. Business Practices

4. Performance
Evaluations &

Career Progression

2. Attraction &
RetentionEmployee

 Life Cycle

Fixing your systems 

tmec.com.au12

Talent
Language
Application ease

Leadership
Rewards
Support

Policies
Facilities
Conduct

Transparency
Measurement
Equity
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INDUSTRY TIPS for Debiasing Systems

1. Hiring & Selection

 Encourage more females to apply for roles, by separating the ‘nice to haves’ from the
necessities in job applications.
Look for talent rather than experience in your job advertisements to increase job
attraction rates. Job ads that require specific qualifications or years of experience can
deter candidates with equivalent capabilities or experience, as well as candidates who
may have taken time out of the workforce for personal reasons. 
Review language, skills, qualifications and capabilities specified in job advertisements
and focus only on minimum requirements to attract a larger candidate pool.
Stop looking for the ‘unicorn’ and broaden the scope of advertisements. 
Describe what job activities the candidate should be doing within 3-6 months of joining
your organisation rather than adding a position description.
Review position descriptions and check for biased language using an online language
tool.
Design and use standardised interview guides or scorecards for interviewing ALL
candidates to avoid using ‘gut feelings’.
Ask candidates to solve work-related problems or complete ‘what if scenarios’ to
determine their talents.
Where possible, interview everyone who applies for a job: resumes don’t always reveal
talent, and not everyone is good at writing them.
Make it easier to apply for jobs. Allow for more than one application channel and remove
third parties from the hiring process if possible or ensure ‘real language’ is used. 
If there are no diverse applicants for a role, find one. Insist that leaders and managers
join in the search for candidates via their own networks and contacts. Make it a
responsibility for everyone, not just Human Resources.
Beware of looking for ‘cultural fit’: you may automatically exclude people from the
selection process.
Review interview questions to determine whether questions may inadvertently be
excluding some groups.
Examine potential applicant pools – including the proportion of the pool with relevant
qualifications and experience. Do you really need qualifications to do the job?

Employee

 Life Cycle

tmec.com.au13

Talent
Language
Application ease

The following INDUSTRY TIPS are compiled from TMEC Inclusion and Diversity champions  
feedback, as well as desktop research.

TIPS
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2. Attraction & Retention

TIPS

Ensure that leadership is on board for the I & D journey. Without their buy-in programs
will fail.
The leadership team creates, supports and enables the culture of the organisation:
ensure that they are the focus of I & D training.
Reward leaders for supporting, priortising and committing to I & D initiatives by linking
their behaviours and activities to their Key Performance Indicators and Performance.
Examine the environment that is created for new hires rather than trying to hire for the
environment.
Look at what the business offers and ensure that this is included in job advertisements,
on websites, on Facebook. For example: job share, flexible shifts, parental leave, etc
Conduct exit interviews to determine what could be improved for future employees.
Ensure new hires feel welcome and culturally acknowledged, provide a person to act as
their guide.
Have orientation days that ensure new employees feel welcomed.
Review salaries at all levels to ensure equity. Determine if there are differences in
negotiated and standard salaries.
Ensure a formalised flexible work policy and/or approach.
Track absenteeism, workers compensation, stress leave, return to work and attrition
rates.
Have equal access to parental leave for men and women and track uptake variance by
unit and business area.
Offer support to women who have been victims of domestic violence.
Offer space for personal needs ie breastfeeding, prayer, etc.
Have mechanisms in place to support people to anonymously report acts of intimidation,
harassment or abuse.
Determine if men and women doing comparable work receive different bonuses, pay for
unsociable hours, or overtime.
Survey employees regularly. Involve them in workshops. Get their input.

tmec.com.au14

Leadership
Rewards
Support

Employee

 Life Cycle
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3. Business Practices

TIPS 

Put accountabilities in place for ALL levels of the organisation and measure success
against these.
Tackle issues around equity by reviewing all policies with a I & D lens
Beware of changes to hiring practices and policies that have not been fully socialised.
There may be:

Fears of a lowering of standards, leading to a perception of unfairness for others
Potential for negative backlash, such as team members being considered ‘token
hires’
Difficulties in accurately measuring impact and/or success of changes that are made.

Create a Code of Conduct with respect as the centrepiece for all behaviours.
Consider coaching, communication, and bias training for all leadership positions.
Examine the number of men versus women, plus people of diverse backgrounds who are
hired and retained by unit/department/level to evaluate where policy change may be
required.
Examine what employees, present and past, are saying about the culture, inclusiveness,
diversity, and equity in the organisation.
Recognise contributions to the culture of the workplace, not just productivity or sales, and
include these in employee performance appraisals.
Identify what behaviours are considered the norm in the organisation: what is rewarded,
punished, or ignored.
Ensure there are adequate facilities for diverse needs: change rooms, bathrooms,
saferooms for nursing mothers, prayer rooms etc.
Check that there are uniform options to fit and suit all gender needs. Note: pink does not
need to be an option for women. Offer colours and uniform options that allow others to
feel that they are part of the team, not separate from it.
Evaluate how meetings are conducted and who gets to speak. Watch for interruptions
and ensure that everyone has a say.  Create guidelines around respect, conduct,  and
meeting expectations.
Train all leaders in how to create a safe environment for conversations and sharing ideas.

tmec.com.au15

Policies
Facilities
Conduct

Employee

 Life Cycle
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4. Performance Evaluations
 & Career Progression

TIPS

Develop a scorecard or rubric for performance to remove bias or opinion for all roles.
Evaluate performance scores and determine if men and women receive different
performance scores on average.
Determine how leaders use their influence to help others advance. Ensure everyone has
a mentor or personal support within the business where possible.
Keep track of who is promoted, how they are promoted, and why.
Evaluate if people get stuck at a certain level within the organisation.
Where possible, consider if promotion applications represent the diversity of the levels
below. 
Determine if diverse people make it through the short-listing process and assessment
rounds.
Train employees in how to score themselves in performance evaluations to help them
reduce modesty or over-confidence issues. These are often gendered issues.
Focus equally on communication and technical skills in performance appraisals and
ensure that gendered biases are not introduced.
Remove gendered characteristics from reviews by using standardised vocabulary.
Ensure that both men and women are judged on their ‘potential’ in roles, not just on what
they have currently done.
Make career progression part of everyone’s review and ensure that progression is
transparent.
Review resumes of successful (and unsuccessful) candidates to see if there are common
patterns for progression and be aware of excluding individuals with career gaps.

tmec.com.au16

Transparency
Measurement
Equity

Employee

 Life Cycle
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A framework for implementation has been set out in the Inclusion and Diversity Industry
Blueprint. This framework provides a structure for achieving business goals and can form part
of an organisational Inclusion and Diversity Plan.

This People Centric Framework is based on 4 simple principles:

1. Strategy
Inclusion and diversity are integrated into the overall
business strategy and communicated throughout the
business.
2. Leadership 
Leadership works to ensure that individuals from all
backgrounds are welcomed, treated equally in the
organisation, and have their voices heard.
3. Culture
People of all backgrounds and cultures are included,
welcomed, and valued.
4. Talent 
People attraction, retention, development, and promotion
programs are created to support more diverse teams at all
levels of the organisation

Implementing a people centric framework

People are at the core of these principles with sound Internal and External actions to support
implementation. These include:

PEOPLE

CULTURE

LEADERSHIPST
RA

TE
GY

TALENT

COMMUNITY

GOAL SETTING

a) Goal Setting: Metrics and analytics are developed to keep business on track to meet
goals. (Internal)
b) Community: Strategies are communicated & validated with the external network &
community to increase the talent pool and lead change. (External)

TMEC recommend that this framework be used as your guide to ensure consistency for
implementation. The content is by no means exhaustive, but it will ensure that key points are
addressed.

Note: a unbranded framework outline with Strategies and Actions is located at the back of this Roadmap,
and is available for printing and use by industry.

P A G E  1
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The following Principles in Action are compiled from TMEC Inclusion and Diversity champions  
feedback, as well as desktop research.
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To get started it is vital to be clear about
why I & D is important to the organisation
and what outcomes are expected. 

A few things to consider:
What is the motivation for going on the I
& D journey? 
What are the minimum resources
needed for success?
How will the organisation manage the
change process?
How will the dynamics of I &  D affect  
market and business strategy?

Do what is right for your organisation. In the
I&D world, one size does not fit all. Build
solutions for context.

Keep in mind the organisation’s core
values, vision/mission statement, and long-
term goals, then link any I & D initiatives to
these: this will help shape the focus of the
organisation. 

Tips for success:
Set strong, aspirational goals.
Make culture & education a priority.
Avoid tokenism.
Make I & D everyone’s responsibility.
Build your leadership team.
Check all your systems for bias.
Keep on top of the data & correct course
as required.
Prioritise actions that provide the
biggest impact.
Get input and help from experts.
Realise that I & D is an ongoing journey.

A holistic I & D strategy is about more than
reacting to today’s environment – it is about
developing the conditions for long-term
sustainability.

P A G E  1
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STRATEGY LEADERSHIP

Part of developing a I & D plan is
determining who will oversee and
implement it, as well as considering the
role that Leadership has in the success of
any I & D program.

Without leadership buy-in, I & D programs
are destined to fail. I & D require the ability
to envision and enact new ways of leading.

Across levels and functions, leaders need
to learn what is now required, interpreting
inclusive leadership for their teams or for
different roles. 

Leaders need to feel invested. Put leaders
first! 

They also need:
training
tools
resources
human resources policies
accountability
Key Performance Indicators
measures.

In particular, they need support to improve
their ability to identify and mitigate bias,
how to create open/safe dialogues, respect
differences, build empathetic relationships,  
foster advocacy, manage conflict, and
bring out the best in others.

To determine whether I & D leadership
training is effective, consider tracking key
outcomes such as retention, engagement,
and promotion among their direct reports. 

 

Cleaner. Smarter. Diverse
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P A G E  1
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Blueline - I & D as a Strategic Advantage

Blueline Laundry has been providing linen
and laundry services in Tasmania for 130
years. Their purpose is to create meaningful
employment for people of diverse abilities,
cultures and backgrounds.

They value diversity and inclusion. In addition
to supporting the 35% of their staff who are
working with disabilities, a further 35% of
their employees are culturally and
linguistically diverse, mostly migrants with
refugee history, and a gender mix of 50%.

Their diverse workforce is considered to be  
their most valuable asset. 

Diversity is their point of difference.

Blueline’s focus on diversity came about
during COVID, when they lost 83% of their
customer base and had to lay off 65% of their
workforce. Their migrant workers could not
get back to their home countries and were
also ineligible for government assistance
here. Blueline evaluated the talents and 

qualifications of these workers against
business requirements, and redeployed some
into areas like business support and IT,
creating much-needed jobs.

According to Grant Coker-Williams, Manager
People, Quality & Systems, understanding
core business needs is important to setting
the business up for success. Margins are tight
so maximising everything is extremely
important.

His advice to others: the first step towards
diversity is not as big as you think. You will
have challenges, but it makes it better for
everyone:

Reach out to support organisations: it’s
their job to help.
Look at your own untapped potential.
Do a skills, talent and qualifications audit.
Understand what drives differences and
celebrate them.
Make allowances for individual capacity.
Be a part of someone’s development
journey.

Our story
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To retain employees from under-
represented communities, it’s essential to
provide an inclusive workplace that doesn’t
discriminate based on age, race, religion,
demography, gender, sex, marriage, etc. 

A few strategies:

Hold bias-free recruitment sessions for
managers and recruiters. 
Include a statement on your company’s
stand on discrimination, harassment,
etc. in your employee handbook.
Make inclusion and diversity part of
every day conversations and identify
what respect looks like.
Get the right people, for the right
conversations, for the right advice (seek
expert input for each of your diversity
objectives).
Organise training for employees on
respect and inclusion, unconscious
bias, anti-discrimination etc. 
Establish  Employee Resource Groups
(ERGs): These groups can provide
support, networking opportunities, and
a platform for discussing workplace
issues – noting that this is different to a
workplace consultative committee, and
is wholly focussed on the issues around
I & D and human capital.
Seek to understand:

Cultural vulnerabilities, safety and
wellbeing for people of different
backgrounds and for first nations
peoples through open
conversations, workshops and
listening.

Acknowledge that compatibility may not
always be an outcome but at least be
open to having the conversations.

P A G E  1
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CULTURE TALENT

To achieve your workforce diversity goals
it’s important that you implement bias-
free recruiting practices using the right
technology, language, and
communication.

 A few examples:
Blind interviewing. 
Use diversity-friendly job descriptions
and job ads. Try Gender Decoder.
Use the same interview questions for
every candidate to help remove bias.
Consider the candidates comfort and
needs: how would they like to be
interviewed and where (e.g., over the
phone, face to face, casual vs formal,
coffee shop, or office, park etc.)
Use diverse sourcing channels to
prepare a ‘pipeline of potential’.
Have more minority representation in
your hiring team where possible or
ask for specialist advice on what to do
during the recruitment process.

Look for diverse sourcing channels like
Migrants Resource Centres, job fairs,
government workshops.

Consider how you attract and find talent
as a priority and understand the ‘value’
that is being offered. Be realistic about
WHO will be attracted to your industry.
Once again, culture will influence who is
attracted to your industry and who will
find the industry is a ‘cultural match’.

Connect with local universities and
schools, apprenticeship centres: consider
scholarships and internships for people
from diverse or socially disadvantaged
backgrounds.

Cleaner. Smarter. Diverse
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MEGT - Creating the Culture 

MEGT is an Australian not-for-profit business
established in 1982,  to support employers,
apprentices, trainees, job seekers and
students.

MEGT understands that apprentices are an
important part of alleviating industry skills
shortages and adding diversity in the
workplace.

Apprentices, both young and mature aged,
come with different values,needs and
expectations of the workplace. 

According to Sarah Bartlett, Apprenticeships
Field Consultant with MEGT, apprentices
need to be set up for success. They need to
have clear pathways, benchmarking, and a
strong feedback loop, with plenty of one-on-
one time. They also need support for mental
health and wellbeing, particularly to ensure
that they can fit into their new environment.

What’s stopping more people from taking on
apprenticeships? Perceptions that
apprentices/trainees are not valued, that
wages are poor, and that the work culture is
not hospitable.

Sarahs’ advice to industry:

Be aware that work environment, culture
and respect are very important.
Keep job criteria and advertisements
simple, and make applying for jobs less
daunting.
Focus on what you need as a ‘base level.
Find other ways to advertise than online
or you will miss out on the talent pool.
Provide support in the workplace with a
mentor and customised training.
Provide support groups where possible for
connection.
Value their contribution and provide
feedback.

Our Story
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Keep an eye on, assess, and maximise organisational efforts. It is important to track
and assess activities if diversity and inclusion efforts are to be successful. 

Do this through: 
Quarterly assessments of employee satisfaction
Meetings with hiring supervisors/Human Resources/Managers on a regular basis
Talks/workshops with all parties/stakeholders involved every six months. 

Use a variety of metrics. These could include: 
More minorities applying for jobs and being interviewed for them.
Increased minority representation at all levels of the business.
Improved talent retention. 
Lessening of salary inequalities.
Fewer/No complaints of discrimination.
Increased business output.
increased community engagement.

Concentrate on the workforce diversity objectives that organisations set and avoid
setting vague goals. 'Goals' such as: 

Bring in and hire a diversified workforce.
Recruit, train, and keep a diverse staff. 
Give everyone access to equal employment opportunities.

Design practical goals with a specified deadline as part of an effective workforce
diversification plan. They ought to be detailed. For example:

By this time next year, 3% of the workforce will be made up of persons with disabilities. 
We will start offering half-yearly cultural awareness training for all leaders in six
months.
We will have started a partnership with at least two Women in Tech organisations by
the end of the next year.

Advice for staying on course:
Identify the PURPOSE of actions.1.
Include personnel from all departments and areas of the organisation.2.
Make a plan for setting goals.3.
Ensure that there are suitable resources.4.
Create a committee.5.
Avoid being overly ambitious and stick to small steps.6.
Track, assess, and improve goals.7.

P A G E  1
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GOAL SETTING

Internal and external actions
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Look for opportunities to work together and exchange information with community
stakeholders, such as organisations that assist marginalised or underrepresented
individuals of the community where you are located. Addressing unique local needs is
at the forefront of the social aspect of Environment, Social and Governance (ESG)
initiatives.

The purpose of this collaboration is to engage employees & leaders at the grassroots
level with their counterparts in non-profit organisations in building long-term
partnerships. These partnerships are designed to solve social problems. 

Opportunities for supporting the community through sponsorship, education, or
scholarships  always exist. Community partnerships are essential to the growth and
development of any community and provide a variety of commercial advantages, such
as:

Increased engagement and participation of employees.
Stronger sense of organisational culture.
Pooled resources.
Improved business/industry perception.

Organisations that successfully engage in meaningful and purposeful social programs
stand to maximize the social and business value.

Every business/organisation has the potential to favourably impact diverse
groups of people: organisations are also members of the community in which
they operate.
 
As members of the community, it’s important that organisations continue to build trust,
to be transparent about who they are and what they stand for, and more importantly
demonstrate a commitment to developing relationships in the community.

Exposure to differing viewpoints and concepts, as well as various methods of problem-
solving may also be seen. This can result in more creative, innovative and practical
responses to business problems.

Finally, partnerships can encourage improved awareness and acceptance of diversity
as well as increased inclusion of underrepresented groups by collaborating with other
groups and organisations.

COMMUNITY
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The Migrant Resources Centre - Community Partnerships

The Migrant Resources Centre (MRC) focus
is on meeting the needs of migrants,
humanitarian entrants, and refugees through
effective, targeted, and meaningful services.

Using a person-centred approach, the Centre
promotes the needs of multicultural
communities by working with mainstream
services to support the delivery of responsive
and culturally inclusive services and
programs.

The Centre creates and nurtures connections
with business and the broader community, &
support and empower migrants and refugees
to settle and live fulfilling lives in Tasmania.

According to Ella Dixon, MRC Northern
TasCEO, migrants and refugees are ideal
employees for TMEC industry as they are a
willing and motivated group and willing to go
where the work is. Many are in the 35-50 year
age bracket, which means that they are more
mature and come with experience.

What can industry do to make their
workplaces more attractive to migrants? Ella
gives this advice:

Package the job well for the whole
family: make it safe, with access to
services, schools and housing.
Provide orientation about the job,
workplace, and region.
Make sure that they get on the job
support through mentors, on the job
guides, induction, and language training.
Prepare the workplace for their arrival by
informing colleagues, providing
background information and treat them
like any other new employee.
Welcome them by displaying their
countries’ flags, welcome banners,
acknowledging significant cultural days
and encouraging food sharing. Use food
as the cultural bridge, it’s fun for
everyone.

If you are uncertain, just ask MRC, they are
there to help! 

Our Story
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Inclusion and Diversity is not taken seriously, or is met with scepticism1.

2. Inclusion and Diversity is "not their responsibility"

I & D discussions often focus on under-represented groups, which may alienate
those who may need to be involved.  When messages don’t resonate, it may be that
the initiatives are too ambitious, or lacking in authenticity. Start small, and be
specific:

Focus on the human aspect through storytelling.
Engage detractors one-on-one so that they can be heard.
Demonstrate accountability through transparency, conversation, and progress
updates.

Conversations and activities regularly call on the same individuals. Others may
decline to get involved, though they claim that the program is a "great idea". They
remain in the background and hold back from contributing out of fear or uncertainty.
More clarity is needed:

Set some ground rules that provide objectivity and transparency.
Agree on a shared vision of I & D.
Agree on suitable vocabulary to be used.
Focus on advocacy, awareness and common ground and be aware of creating
unintentional  divisions.

3. Programs fall short of expectations

I & D is present in conversations, but initiatives have not resulted in significant
changes. New programs get a lot of fanfare at launch, but fizzle out quickly, or
employees start questioning whether the focus on I & D is to “look” good instead of
doing the right thing. A shift to action is required:

Make I & D tangible through a Code of Conduct and an Employee Handbook.
Pilot projects and test before expanding to the whole of business.
Start small and build on successes.

When things go wrong
Embedding I & D in organisational culture is not easy.  I & D is often deeply personal.
Decisions can trigger emotional, polarised responses. What works for one business won’t
necessarily work for another. 

Given these challenges, it’s not surprising that I & D efforts can get derailed. Below are three
common issues that may be encountered and how to address or prevent them.

tmec.com.au26Cleaner. Smarter. Diverse



10

Minerals Council of Australia:  templates, fact sheets and policies to create a culture of respect
https://minerals.org.au/policies/safety-and-health/respectwork/

Australian Human Rights Commission: publications
https://humanrights.gov.au/our-work/publications

Work Health and Safety Regulations 2022
https://www.legislation.tas.gov.au/view/whole/html/inforce/current/sr-2022-109

Australian Government : inclusive language and content guides
https://www.stylemanual.gov.au/accessible-and-inclusive-content

Fair Work Ombudsman: resources
https://www.fairwork.gov.au/tools-and-resources/fact-sheets/rights-and-obligations/workplace-discrimination

Respect at Work: resource hub
https://www.respectatwork.gov.au/resource-hub

Indeed: How to address 12 types of bias in the workplace
https://www.indeed.com/hire/c/info/types-of-bias

The Diversity Council of Australia: resources, publications, education membership benefits
https://www.dca.org.au

National Disability Services: news resources, and training
https://www.nds.org.au

Migrant Resource Centre: migrant services, resources, and training
https://mrctas.org.au/

Working it Out: gender, sexuality and intersex support, education and advocacy
https://www.workingitout.org.au/

The Tasmanian Aboriginal Centre: news, resources, programs
http://tacinc.com.au/

The Department of Employment and Work Relations: resources for inclusive recruitment
https://www.dewr.gov.au/employing-and-supporting-women-your-organisation/inclusive-recruitment

Work 180 - Endorsing great workplaces for women: resources, reports, events, jobs forum
https://work180.com/en-AU

tmec.com.au
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Using Strategic Communications to Accelerate Your DEI Strategy - Develop an Effective DEI
Communications Strategy, https://www2.deloitte.com/us/en/blog/human-capital-blog/2022/dei-communication-
strategy.html .Christina Brodzik, Melissa Yim, Abigail Leonard, and Jacob Custer

1.

References
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Templates and Printable Pages

Case for Inclusion and Diversity form1.
Sample Commitment Statement2.
I&D Roadmap - blank3.
I&D Framework4.
I&D Checklist5.
I&D Survey6.

10tmec.com.au28

The following templates and printable pages are unbranded and are
available for industry use or customisation. They can be printed
directly from this pdf document. Please contact the Diversity Officer
if any assistance is required at diversity@tmec.com.au
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The Case for Inclusion and Diversity

Business Case

Problem /  Opportuni ty

Financial

Cultural

Compliance

Workforce

explain what should be known in order to understand the problem / opportunity

how will this benefit the organisation from each of the perspectives below



Potent ia l  Risks                                                                                  

4

3

2

1

Potent ia l  Risk and Risk Matr ix  

what risks exist if change  is actioned or not actioned
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 Impact/likelihood scale: 1=Low 2=Medium 3=High 4=Very High 

1 2 3 4

LIKELIHOOD   low - high

Risk 1.

Risk 2.

Risk 3.

Risk 4.

 Place Risk # in the Matrix based on the impact/likelihood scale

Risk 1.

Risk 2.

Risk 3.

Risk 4.



Timel ines and Pr imary Act ions Required

Impact on Business Operat ions

CostsOrganisat ional  Capabi l i ty  to Del iver Act ions
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Inclusion and Diversity Commitment
Commitment Statement

Focus for 2023–2025
We understand it will take time to create an inclusive and diverse workplace. Persistence,
time, and patience are required to succeed.

We pledge to raise awareness, support workplace diversity, and provide a welcoming
workplace for everyone.

We understand that in order to improve diversity and inclusion, we must create a culture of
respect that is centred on business-led initiatives and awareness programs.

All leaders will act to embed Inclusion and Diversity into business values, systems, and
decision making. 

This will be accomplished through:
 

Accountability - Focusing on accountability of everyone in the business.
Respect - Increasing awareness and skills of all employees, ensuring they
understand the importance of respect and the principles of diversity and
inclusion, and practice appropriate workplace behaviours.
Systems - Designing systems that support inclusiveness, and equitable and
respectful interactions that allow everyone to share their unique perspective.

Inclusion and Diversity Vision Statements

Vision Statement 1: Our Business and Senior Leaders foster inclusion and diversity.
Vision Statement 2: Our employees can contribute fully and trust that their perspectives will
be valued.
Vision Statement 3: Our employees understand the importance of diversity and practice
inclusive behaviours. 
Vision Statement 4: Our workforce diversity is increasing at all levels. 
Vision Statement 5: Our organisation is recognised as inclusive and diverse.
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Inclusion and Diversity Framework

Objective Actions Key Strategies

Embed I & D into
all activities in the
business.

1. Commit to I & D
2. Identify current status
and gaps
3. Identify opportunities
to champion I & D
4. Scope an I &D Action
Plan.

Consult with workforce through
targeted surveys, structured
communication plans.
Develop a shared understanding of I &
D for the business with all staff.
Evaluate business systems through an
I & D lens, & review power imbalances
Review and develop Policies and
Procedures.
Set objectives for short, medium and
long term.
Ensure a variety of communication
channels.

S
T

R
A

T
E

G
Y

Include I & D measurements in
leadership Key Performance Indicators
Implement tailored training programs
which address specific issues e.g.
biases, micro-aggressions, power
dynamics.
Implement tailored programs for
supervisors to support recognition and
accountability,
Consider peer support programs using
identified workplace based I & D
champions.

Develop management
capability

1.

Identify I & D
Champions

2.

Train from the top
down

3.

Create leadership
accountability.

4.

Build leadership
commitment to  I
& D

L
E

A
D

E
R

S
H

IP
C

U
L

T
U

R
E Develop a culture

that is welcoming
and values
everyone 

Engage staff1.
Raise awareness2.
Set up support
systems

3.

Communicate openly4.
Train all staff5.
Set standards of
behaviour

6.

Measure change.7.

Action Inclusion surveys.
Consider staff feedback for goal
setting.
Include I & D in Job descriptions and
Key Performance Indicators.
Create policies and communicate I & D
practices.
Create peer support programs, ERGs.
Train all staff on an ongoing basis:
focus on biases, micro-aggressions
and behaviours, power dynamics.
Create resources to support cultural
change.
Evaluate and monitor progress though
surveys and reporting.



Collect and analyse relevant data,
Evaluate data collection points
and systems.
Scope data for inclusion in the I &
D Action Plan.
Align targets/goals against I & D
objectives for the business.
Create targets that connect to all
levels of the business and
incorporate into leadership KPIs.
Ensure actions are measurable,
time restricted, and realistic.
Select metrics for ROI impacts,
Evaluate and monitor progress
though surveys and reporting.
Adjust strategies, targets, goals as
required.
Make information on progress
available through multiple
communication channels.

C
O

M
M

U
N

IT
Y

Inclusion and Diversity Framework
Objective Actions Key Strategies

Increase
knowledge and
skills to identify
and respond to 
I & D in the
workplace.

1. Identify current issues
2. Assess and
implement effective
measures to control
3. Monitor and Review.

Consult with workforce through
targeted surveys, structured
communication plans.
Review workforce profile and
identify gaps.
Review recruitment, promotion
and retention practices.
Design diverse hiring practices
Set objectives and include in the I
& D Plan.
Evaluate and monitor progress
though surveys and reporting.

Set and promote
targets/goals for I
& D in all parts of
the business

T
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T
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Build partnerships
to promote I & D in
the community

Engage with
community

1.

Develop key
relationships

2.

Communicate openly3.
Monitor external
feedback.

4.

Identify community stakeholders,
Involve stakeholders to validate I
& D Action Plan.
Develop case studies for sharing. 
Report on progress against the I &
D Action Plan.

Collate data1.
Set targets and
include in the I & D
Action Plan

2.

Measure progress3.
Monitor and Review4.
Communicate
progress.

5.



01 Committed to undergoing an internal evaluation that will result in making internal changes

02 Committed staff time to I & D Program initiatives 

03 Committed resources for a I & D Program Identified an executive champion(s) to help communicate,
promote, and demonstrate commitment to the organisation’s I & D efforts based on leadership’s
commitment.

04 Designed a I & D statement or policy that is clear, easy to understand, and has been communicated
to the organisation 

05
Established accountability for managers and supervisors to: 

*understand the concept of unconscious, or implicit, bias 
*identify their own biases and how to reduce them

06

a) Created a demographic breakdown of leadership, employees, customers, and community.
b) Identified the sources where job candidates come from.
c) Completed employee survey to:

*gauge employees’ awareness and interest 
*help prioritise organisational I & D issues 
*identify opportunities and priorities 

07 Assessed all positions’ salaries to identify inequities and compare them with industry benchmarks 

08 Reviewed all available data to identify and prioritise problematic areas within your organisation

09 Designed job descriptions that use inclusive language and non-gendered words 

10 Reviewed current job candidate sources, identified and increased job sites, listings and candidate
pools and job accessibility

11 Trained HR and managers in unconscious or implicit bias to promote fair and unbiased interview,
evaluation, and promotion processes

12 Ensured direct correlation of I & D training to an issue and/or I & D goal within the organisation 

13

Communicated  the value and reason for Inclusion and Diversity (internally & externally)
14

Supported and reinforced I & D at the highest levels of the organisation
15

Included all employees at every level of the organisation

Inclusion and Diversity Checklist
Leadership commitment:

Data collection and analysis elements:

Inclusion and diversity plan elements and activities:

Reviewed and revised business policies, training, code of conduct, processes, facilities for I & D fit,
and ensured direct correlation to I& D goals

16



Inclusion and Diversity Survey

Male

Personal Information

GENDER: Not ListedFemale Prefer Not to Answer

Instructions
This checklist should take between 5-7 minutes to complete. The checklist covers the areas of social inclusion and
diversity in our organisation.

Never Always

Questions
OftenSometimesRarely

Rating Scale

Our organisation supports social inclusion and diversity in
the community by engaging in activities and initiatives.

Our organisation follows and incorporates commonwealth
legislation that supports employment equity, ethical
behaviour and anti-discrimination.

Our organisation has mechanisms in place to support the
health and well-being of our employees.

Our organisation is committed to ensuring accessibility for
people with different needs.

Our organisation communicates and promotes commitment
to social inclusion and diversity to our customers, employees
and relevant stakeholders.

Our organisation has a team, who consults with employees,
customers and external stakeholders when planning social
inclusion and diversity strategies and practices.

Our organisation regularly designates resources, such as a
budget, to promoting social inclusion and diversity strategies
and practices.

Our organisation regularly offers social inclusion and
diversity training to all employees responsible for recruitment
(for example ‘Bias Training’ or ‘diverse interview training’).

Our organisation prioritises a welcoming and respectful
environment.

Our organisation has an inclusion and diversity team,
overseen by a member of senior management, to implement
social inclusion and diversity strategies and practices.

Comments
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Inclusion & diversity committee members

Michael Spicer (Chair) - Liberty Bell Bay

Aimee Gunn - Liberty Bell Bay

Carol Steyn - Mineral Resources Tasmania

Alexandra Oliver - Cromarty

Matthew Anderson - Grange Resources

Damien Rhind - KEEN Partners

Rebecca Reedman - CVGT

Louise Clark- Bell Bay Aluminium, Rio Tinto

Vanessa Skipworth - TMEC GM

Ray Mostogl - TMEC CEO

Susanne Rose - TMEC Diversity Project Manager
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