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ACKNOWLEDGEMENT OF COUNTRY

The Department for Health and Wellbeing (DHW) acknowledges and respects Aboriginal people as the
state’s first people and recognises their traditional relationship with Country.

DHW acknowledges that the spiritual, social, cultural, and economic practices of Aboriginal people come

from their traditional lands and waters, and that the cultural and heritage beliefs, languages and laws are
still of importance today.
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DEFINITIONS

Diversity:

Equity:

Inclusion:

Intersectionality:

Lived Experience:

The variability in individuals’ characteristics within a work unit and what makes each
individual unique.

Acknowledging the multiple ways in which some people face barriers (both visible
and invisible) to their success and working to dismantle these barriers.

The extent to which individuals feel that the environment provides them with a sense
of belonging that allows them to be authentic and fully participate and contribute to
the workplace.

A concept that describes how different aspects of a person's identity interact and
overlap, creating unique experiences of discrimination or privilege.

Personal knowledge about the world gained through direct, first-hand involvement in
everyday events rather than through representations constructed by other people.




CE FOREWORD

It’s an honour to introduce the Department for
Health and Wellbeing (DHW) Diversity, Equity,
and Inclusion (DEI) Strategy. In today’s vibrant
and interconnected world, embracing diversity,
equity, and inclusion is not just a lofty ideal—it is
essential to our mission of enhancing the health
and wellbeing of all South Australians.

This strategy embodies our unwavering
commitment to nurturing a culture of respect and
fairness, where we celebrate the strength diversity
brings within DHW and for the communities we
serve. By embedding diversity into the fabric of
our work, ensuring equitable access to opportunity
and employment, and truly listening and amplifying
the voices of people in our workplace from
diverse backgrounds and lived experiences, we
will strengthen our ability to address the complex
healthcare system challenges.

This strategy has been developed in a way that
exemplifies how we are already putting diversity,
equity, and inclusion at the heart of what we do.
Through best practice literature review, diverse
employee focus groups that prioritised lived
experience, executive sponsorship, and broad staff
consultation, we know this strategy will take us in
the right direction.

This journey is one we must undertake together.

As we move forward with this strategy, we need
everyone to join forces to create workplaces where
every individual can flourish, feel safe, belong,

and be authentically valued. Let’'s work hand in
hand to redefine what it means to thrive within our
organisation.

Dr Robyn Lawrence PSM
Chief Executive, Department for Health
and Wellbeing
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UPHOLDING FIRST NATIONS INTEGRITY
AND HONOURING THE ABORIGINAL AND
TORRES STRAIT ISLANDER VOICE

This strategy is committed to ensuring that the
voices of Aboriginal and Torres Strait Islander
peoples are heard and respected at every level

of our organisation. Whilst our diversity, equity,
and inclusion efforts aim to support varied and
intersectional identities and backgrounds, it is
essential to distinguish the unique position that
Aboriginal and Torres Strait Islander peoples have
within the workplace culture and in the community.

DHW recognises Aboriginal and Torres Strait
Islander peoples are the first peoples of Australia,
and as such does not view the Aboriginal voice as

a subset of general efforts towards diversity, equity,

and inclusion. Strategies and action plans linked to
the Aboriginal workforce can be found in the
SA Health Aboriginal Cultural Learning Framework

and Aboriginal Workforce Framework 2023-2031.

In DHW, this is supported by our Reconciliation
Working Group and Reconciliation Action Plan.

The Aboriginal Workforce team aspire to capture
all strategies and actions linked to increasing the
representation of Aboriginal people, and work

in partnership across SA Health to achieve this.
This includes leadership, education, training,
skills and support, and cultural capability and
responsiveness.

This strategy aims to complement work specifically
for Aboriginal employees whilst ensuring the
integrity of First Nations people is upheld as we
continue to build culturally safe and inclusive
environments. This strategy will also drive
reconciliation through it's actions by embedding
anti-racism efforts, embedding Aboriginal voice
into actions such as data monitoring, training and
capability building, as well as ensuring a dedicated
place exists in DElI governance on our Executive
Working Group for Aboriginal representation.



https://aus01.safelinks.protection.outlook.com/?url=http%3A%2F%2Fwww.sahealth.sa.gov.au%2Fwps%2Fwcm%2Fconnect%2Fcf14c892-fdf2-48fb-82a3-011f29a675c1%2FSA%2BHealth%2BAboriginal%2BCultural%2BLearning%2BFramework.pdf%3FMOD%3DAJPERES%26CACHEID%3DROOTWORKSPACE-cf14c892-fdf2-48fb-82a3-011f29a675c1-m1CTlEW&data=05%7C01%7CLily.Butler-Bull%40sa.gov.au%7Cf79a58947eb946fe7ffb08db2f2c675f%7Cbda528f7fca9432fbc98bd7e90d40906%7C1%7C0%7C638155639981132234%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C3000%7C%7C%7C&sdata=Rsgwg3a%2FBfAf3SPb3wxqg%2Fjfw497mpk%2FKkMRrubyFac%3D&reserved=0
https://aus01.safelinks.protection.outlook.com/?url=http%3A%2F%2Fwww.sahealth.sa.gov.au%2Fwps%2Fwcm%2Fconnect%2Fcf14c892-fdf2-48fb-82a3-011f29a675c1%2FSA%2BHealth%2BAboriginal%2BCultural%2BLearning%2BFramework.pdf%3FMOD%3DAJPERES%26CACHEID%3DROOTWORKSPACE-cf14c892-fdf2-48fb-82a3-011f29a675c1-m1CTlEW&data=05%7C01%7CLily.Butler-Bull%40sa.gov.au%7Cf79a58947eb946fe7ffb08db2f2c675f%7Cbda528f7fca9432fbc98bd7e90d40906%7C1%7C0%7C638155639981132234%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C3000%7C%7C%7C&sdata=Rsgwg3a%2FBfAf3SPb3wxqg%2Fjfw497mpk%2FKkMRrubyFac%3D&reserved=0
http://inside.sahealth.sa.gov.au/wps/wcm/connect/non-public+content/sa+health+intranet/department/strategy+and+governance/aboriginal+health/reconciliation

A WORD FROM OUR EXECUTIVE
WORKING GROUP

CHAMPIONS OF DIVERSITY,

EQUITY, AND INCLUSION “\B\AS ANDJU
IN DHW ° %6,

: : <o<" 4’@
The DHW DEIl Executive Wgrkmg Group are.a QQ- CONNECT 4,,\
passionate group, responsible for the oversight and
monitoring the impact of this strategy. This group is >
chaired by the Deputy Chief Executive, Corporate g w =
and Infrastructure and is made up of a variety of o g ; ;
people with lived experience, passionate allies, = DEI E 7
and those with senior leadership roles to ensure ; 5 m ™M
the work is being role modelled at the top levels o &
of the organisation. We have representatives from
all DHW Divisions, Aboriginal workforce, as well as SUPPORT
the chairs of each of DHW’s Employee Resource O'° \;\
Groups. Collectively, they have a vision to enhance &'l'(y ‘\\‘e
the DEI culture and experience across DHW through 4ND COLLABOR

support, connection, championing change, raising
awareness and working in an open and collaborative
environment without bias and judgement.
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INTRODUCTION

THE IMPORTANCE OF DEI

Embedding workplace diversity, equity, and
inclusion involves recognising the value of
individual differences and creating an environment
where everyone thrives and feels safe to

belong as their true selves. It is well known that
workplaces that truly value diversity, equity, and
inclusion are:

> more creative, productive, and improve
decision-making processes,

> attract and retain talented employees that feel
included and are engaged, and

> ultimately better shape the services that meet
community needs.

BACKGROUND

In 2020, DHW embarked on its first strategic plan
to set actions for how diversity and inclusion would
be operationalised and embedded in our culture
and business aligned to the South Australian public
sector’s DEIl strategic goals. We have made good
progress on this plan including changes to our
eRecruitment system, establishment of guidelines
that promote inclusive data collection, educate

on gender, and use of pronouns, as well as
procurement of training.

In 2023, the South Australian public sector’s second
Diversity, Equity, and Inclusion Strategy, and the first
South Australian Public Sector Anti-Racism Strategy

were launched. This DHW-specific strategy and plan
builds on the public sector-wide plans, and existing

work to charter the way forward for our workforce.

STRATEGY DESIGN

This strategy has been developed by DHW'’s
employees for DHW’s employees and focuses on
investing in our workforce as they support the rest
of the SA Health system. It was designed using

a variety of methods and aims to recognise that
inclusion is not linear and continues to evolve in
understanding over time. An initial scoping and
literature review was conducted which identified
that lived experience is one of the most powerful
tools for developing DEI strategies. Embedding lived
experience into the design is particularly impactful
when also employed as part of an employee
engagement strategy that supports retention of a
talented and diverse workforce.

Putting lived experience at the heart of the work
ensured the first step in the strategy’s development
was with two employee focus groups with 22
self-nominated employees from a variety of
backgrounds, experiences and identities. The
focus groups helped identify the perceptions and
experiences of our people, to better understand
how far along the inclusion continuum DHW
should focus efforts, as well as understand what

is most important for our employees now and in
the next few years. This was viewed in conjunction
with available workforce data to shape our
understanding.

Following this, the governance and oversight
was set up to ensure the work can be embedded
throughout the systems and processes that the
organisation uses and ensure it would be realistic
and feasible to achieve. The current strategic
environment informed the alignment of strategic
goals with the SA Public Sector’s Diversity, Equity,
and Inclusion Strategy 2023 — 2026, and built on
DHW'’s previous Diversity and Inclusion Strategy
2020 — 2023. It has been consulted on broadly
within the Department and with relevant external
stakeholders to gain feedback into the document
you read today.



STRATEGIC OVERVIEW

This strategy has been shaped with consideration
and connection to the following sources.

> Equal Opportunity Act 1984

> Disability Act (SA) 2019

> Sex Discrimination Act 1984

> Racial Discrimination Act 1975

> Age Discrimination Act 2004

> Disability Discrimination Act 1992

> Disability Inclusion Act 2018

> Workplace Gender Equality Act 2012

> Privacy Act 1998

> Fair Work Act 1984

> Australian Human Rights Commissions Act 1986
> Public Sector Act 2009

> Work Health and Safety Act 2012 (SA)

> South Australian Multicultural Act 2021
> Public Sector Code of Ethics and Values
> SA Public Sector Anti-Racism Strategy

> State Disability Inclusion Plan

> SA Health Respectful Behaviour Policy
> SA Health Privacy Policy

> DHW Diversity Equity & Inclusion Resource
Groups

> DHW Diversity Equity and Inclusion Executive
Working Group

> South Australian Public Sector Diversity, Equity &
Inclusion Strategy

> South Australian Autism Strategy

STRATEGIC GOALS

To foster diversity, equity, and inclusion in the
workplace, this strategy recognises that people
will have different needs based on their differing,
intersecting identities and experiences.

We know successful organisation change happens
incrementally therefore this strategy represents
choosing fewer activities than the previous plan, but
provides for a considered approach to embedding
within DHW resulting in more impact over time.

As a key agency in the public sector, and member
of the public sector Senior Leadership Committee,
it is important the DHW DEl approach reflects and
supports the SA public sector’s strategic goals as
stated in the SA Public Sector’s Diversity, Equity, and
Inclusion Strategy 2023 — 2026:

> Ensure diversity, equity, and inclusion is central to
all we do

> Empower all voices
> Reflect the community we serve

> Advance disability employment

DIVERSITY EQUITY AND INCLUSION STRATEGY 2024-2026 9



PHASES OF IMPLEMENTATION

Phase 1 | 2024 Build awareness and interest in DEI and getting involved, as well as establish the value
of DEI for the organisation.

Phase 2 | 2025 Strengthen employee capability and capacity to drive DEI change locally.

Phase 3 | 2026 Reinforce and embed DEI in everything we do, through systemic, structural, procedural
mechanisms, and celebration.

Phase 4 | 2026+ | Evaluate and stretch our focus through a new strategy.

Phase 1 -

Build

— >
| | New strategy
timeframe

2024 2026
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OUR WORKFORCE

OVERVIEW

Headcount' Average age CALD? Aboriginal and/or Torres Strait Islander Living with a disability

1,695 47 18.3% 1.9% 118%

Age Distribution

18%

16%
16%

14%  15%
14%
12% 12%
12%
10% 10%
10%
8%
6%
6%
4%
2% 2%
(o]
0%
05 ]

Under18 18-24 2529 3034 3539 4044 4549 5054 5559 6064 65+

W Age Distribution

DHW Gender3

Non-binary and/or

gender diverse
0.18%

Man or Male
40.29%

Woman or
Female
59.53%

"Source: OCPSE Workforce Information Collection, 30 June 2024.

2 CALD (Cultural and Linguistic Diversity): statistic includes staff who have a country of birth from non-English speaking countries and/or speak a language at home
other than English. This statistic does not include Aboriginal Australians.

3Gender: currently captured in CHRIS21 as Male (m), Female (f), Unspecified/Indeterminate(x) / X* and has been relabeled to represent the data more inclusively.
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PEOPLE MATTER EMPLOYEE SURVEY 2024

The 2024 People Matter Employee Survey, which was open 28 February — 27 March, provided an
opportunity for all South Australian public sector employees to have a say about their workplace and to
gain a better understanding of employee perceptions of workplace culture and practices. 1,359 DHW
employees responded (74% response rate) and it helped to provide some insight into the experiences
of our diverse workforce to help identify sources of strength and opportunities for improvement. It may
also indicate where there could be differences in disclosed demographic data in our human resources
information system to better understand our employee profile.

The response rates to the survey indicate DHW has the following employee populations:

Response rate! Non-binary and or/gender diverse = LGBTIQA+ Neurodivergent Living with a disability

74% 0.66% 4.71% 6.25% 5.89%
Overview Opportunities for Improvement
People who Wellbeing KPI People who Intent to stay for
identified as having 100 identified as "% more than 3 years
a CALD background g neurodivergent 80l
felt more energised reported their intent
at work than 60 to stay in DHW 60
their non-CALD sk was lower than wk
colleagues. their neurotypical
20 colleagues. 20
0 0
CALD Non-CALD Neurodivergent Neurotypical
People who 00, Agency objectives People who 100,  canbe myself'
identified as identified as living
LGBTIQA® can 80~ with a disability 80~

see a clearer link
between their

work and DHW'’s 20l
objectives than
their non-LGBTIQA+ 2l
colleagues.

don’t feel as okay
to be themselves
at work compared a0l
to their colleagues
without a disability. 20y

60 — 60 —

LGBTIQA+ Non-LGBTIQA+ Disability No disability

"Source: DHW PMES 2024 Results.
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ENSURING DIVERSITY, EQUITY, AND
INCLUSION IS CENTRAL TO ALL WE DO

Our policies and processes across the sector prioritise inclusiveness and our employees feel included,
safe, visible and represented.
This goal works to ensure our department models and communicates a strong commitment and expectation

to inclusive behaviours, holding our employees to account when they do not meet expectations, and working
to improve our policies, processes, data and systems to make sure we have the right foundations for a truly

inclusive workplace culture.

DIVERSITY EQUITY AND INCLUSION STRATEGY 2024-2026 13




Leaders are proactive and accountable for creating inclusive workplaces and supporting this strategy.

Action Measures of success Phase Year
1. Establish and maintain DHW Diversity, a. An Executive Working Group exists | 1— Build 2024
Equity, and Inclusion (DElI) leadership via: and meets regularly. ' 3 _ Reinforce and '
a. Executive Working Group (EWG) to Workforce Data and progression ongoing
provide clear governance for DEI in DHW. of DEl intiatives are reported

b. Employee Resource Groups (ERG)s, to quarterly to DHW Executive.

support the establishment of employee a. Specific employee resource
equity contacts and networks, serving groups are established and
as a resource to inform, advise, and maintained to raise concerns, seek
implement DEI improvements and support, connect with allies, and
targeted initiatives. advise the EWG.
2. Establish a Communication DHW Weekly clicks on inclusion articles 1— Build 2024
Framework, which outlines how regular and CE update on DEI milestones and/or

communications about initiatives, support | days of significance.
for DEI, and days of significance will be
rolled out across DHW.

Attendance at celebrations/events.

Improved reported psychosocial safety
(via staff survey results).

3. Develop a statement for DHW that details | Statement made publicly available. 1— Build 2024
our commitment to building diversity,

) ] T Executive diversity champions are
equity, and inclusion in the workplace.

established.
4. Establish a ‘one stop shop’ of internal An internal site exists and is regularly 2 —Strengthen | 2025
and external resources to support DHW maintained.

employees in relation to workplace

) i ] ) Feedback is captured on resources
inclusion and anti-racism.

available and used to improve them.

5. ldentify and review inclusive language in Templates are updated where possible. 3 — Reinforce 2026
documents and forms where possible.

6. DHW facilities to consider adapting where | Staff engage with ERG to consider 2 — Strengthen | 2025
possible for diverse and accessible accessibility and inclusion of existing sites.
needs.

Infrastructure to consider universal
design and inclusion principles in the
development of any future builds.

7. Establish a process to ensure that a The voice of diverse groups and 2 — Strengthen | 2025
diverse range of perspectives are employees with lived experience is
included in policy changes and in the considered and incorporated into policy
work we do. creation and the work we do.

Employees are clear about mechanisms

available.

8. Establish DEI Data dashboard (or Data dashboard exists and is regularly 2 — Strengthen | 2025
incorporate DEI metrics into workforce maintained / used. 3 — Reinforce
dashboard) to monitor our progress.

9. Review our workforce systems and A review is completed of each system 3 — Reinforce 2026

improve how they capture data inclusively. | and a report with recommended
changes is written and changes
implemented where possible.

10. Establish annual reporting requirements to Reporting processes are established. 3 — Reinforce 2026
monitor accountabilities for DEI across DHW. 4 — Evaluate 2026+




EMPOWERING ALL VOICES

We are known for our inclusive culture with zero tolerance for all forms of discrimination and harassment.

This goal focuses on creating inclusive workplace cultures where everyone feels valued and safe to

speak up. Excellence in leadership sets the standard for an inclusive culture and invites contribution and
unique perspectives from the workforce. To support this goal, we will improve the quality of our leadership
development and education offerings, so managers and leaders feel confident to foster inclusive workplaces.
All our employees will also receive information and training to build an environment where all employees feel
safe and empowered to speak up.

What will it look like when we get there?
> There is zero tolerance for all forms of discrimination and harassment.

> We cultivate culturally and psychologically safe workplaces with inclusive leadership practices which
enable all employees to feel safe to share their views.

> Leaders seek employees’ views to improve engagement and belonging.

DIVERSITY EQUITY AND INCLUSION STRATEGY 2024-2026 15




There is zero tolerance for all forms of discrimination and harassment.

Action Measures of success Phase Year
1. Maintain White Ribbon Workplace DHW is a White Ribbon Australia 2 — Strengthen | 2025
accreditation, including ensuring policies accredited workplace.

are in place to support and build
awareness, capacity, and capability in
the workplace to address gender-based

Executive and manager level training
completion targets are met.

violence.
12. Respectful Behaviour Policy embedment: a. Reporting and monitoring incidents | 2 — Strengthen | 2025
a. Update the Respectful Behaviour Policy of bullying and harassment through
and Guideline to call out specific non- formal mechanisms occur.
inclusive behaviour that is discriminatory. b. Employees know the process for
b. Include 'Respectful Behaviour - reporting and managing complaints.
Preventing and Managing Unacceptable Executive and manager level
Behaviour' within DHW Mandatory training completion targets are met.

Training list for all managers.

We cultivate culturally and psychologically safe workplaces with inclusive leadership practices which enable all
employees to feel safe to share their views.

Action Measures of success Phase Year
13. Create opportunities for 'inclusive Incorporate into DHW People Leaders 2 — Strengthen | 2025
leadership' upskilling within DHW Development Series and/or iLearn
leadership program options. offerings.
14. Include existing eLearning DEI courses Employee, manager, and executive training | 2 — Strengthen | 2025

and anti-racism training in DHW Mandatory completion targets are set and met.
Training list for all employees.

15. DHW induction elements are reviewed Review of various channels for induction. | 3 — Reinforce 2026
and updated to create a positive and New employees receive accessible
inclusive workplace, as well as awareness induction and have awareness of the
of inclusive supports. ways that DHW supports their diverse

and accessible needs.

Leaders seek employees’ views to improve engagement and belonging.

Measures of success

16. Identify opportunities to offer ad hoc DEI Opportunities are identified and uptake is | 2 — Strengthen | 2025
training aligned to dates of significance monitored.
and/or specific organisational needs.
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REFLECTING THE COMMUNITY WE SERVE

People from diverse backgrounds choose DHW to achieve their career goals.

This goal aims to improve the way we recruit, as well as creating more meaningful employment pathways
for our workforce. Enhancing the experience of people from diverse groups throughout the career life cycle
strengthens our ability to attract and retain a workforce that reflects the broader South Australian community.

What will it look like when we get there?

>

Our commitment to our employees’ diverse needs and wellbeing is a source of pride and a competitive
advantage making us an employer of choice.

We offer employment pathways to attract and support career progression for all diversity groups.
The uniqueness of candidates is valued and we challenge unconscious bias and discrimination.
We value and maximise the contribution of a highly engaged, diverse workforce.

Diverse employees are represented in the general workforce and in executive positions.

e
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Action

17. Identify and address key issues in
employment for diverse communities
through a variety of sources.

Action

18. Incorporate diversity questions into
DHW's SA Leadership Academy (SALA)
program application/nomination process,
and where suitable support participation
of participants from diversity groups.

Action

19. Establish inclusive recruitment training for
recruitment panel members and chairs.

We value and maximise the contribution of a highly engaged, diverse workforce.
We offer employment pathways to attract and support career progression for all diversity groups.

Measures of success

Initiatives/ideas are identified and tracked
on a central register.

Ad hoc initiatives designed and
implemented by DHW DEIl resource groups
and reported on.

People Matter Employee Survey (PMES) is
analysed to understand their experiences
in the workplace.

Number of people disclosing in the
diversity groups increases.

Employee Resource Groups create and
report on mini-improvement plans.

Diverse employees are represented in the general workforce and in executive positions.

Measures of success

Diversity questions are included in DHW’s
nomination process for SALA questions
and used as criteria to support applications.

Increased number of executives from
defined diversity groups.

Measures of success

Employee, manager, and executive training
completion targets are set and reported on
regularly.

Phase

1 — Build

Phase

2 — Strengthen

The uniqueness of candidates is valued and we challenge unconscious bias and discrimination.

Phase

2 — Strengthen

Year

2024

Year

2025

Our commitment to our employees’ diverse needs and wellbeing is a source of pride and a competitive advantage
making us an employer of choice.

representation to promote DHW as the
employer of choice for applicants who
come from diverse backgrounds.

statistics with a focus on application and
offer to people from defined diversity
groups.

Action Measures of success Phase Year
20.Review and update recruitment practices | A DEl review of DHW’s recruitment 3 — Reinforce 2026
to ensure inclusive attraction and processes has been completed.
select.ion prgctices exist to promote DHW A clear plan for implementation of
as an inclusive employer of choice. recommendations of the review is
established and endorsed by DHW
Executive.
The recommendations are implemented
and reported on.
21. Participate in job expos with DHW DEI Track and monitor eRecruitment platform 3 — Reinforce 2026




ADVANCING DISABILITY EMPLOYMENT

A positive employee experience attracts and retains more people living with disability to work in DHW.

This goal aims to have more people living with disability choosing a career in DHW and ensuring that their
employee experience is positive.

In South Australia about 1in 5 people live with disability, however only 118% of the DHW workforce or 20
employees have formally disclosed that they live with a disability (June 2024). The low rate of recording a
disability may indicate that many employees living with disability are hesitant to share this with our agencies.
We will seek to make it safe to share by building confidence in the sector as an inclusive employer, with a zero
tolerance for discrimination and other behaviours that create disadvantage. We will also implement a target for
disability employment of 3% to double the number of people living with disability working in DHW by 2026.

What will it look like when we get there?
> Employment targets encourage the recruitment of people living with a disability.
> Employees living with a disability are confidently progressing their careers.

> Employees feel safe to share their disability status, knowing the sector has zero tolerance for discrimination
and other behaviours that create disadvantage.

\Y

Our workplaces contribute to the wellbeing of our employees living with a disability.

by

-
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Our workplaces contribute to the wellbeing of our employees living with a disability.

Action Measures of success Phase Year
22.Establish and maintain a Disability and Establishment of a Disability and 1— Build 2025
Accessibility specific Employee Resource Accessibility Employee Resource Group /
Group (linked to action ). community of practice.

Increased engagement scores on PMES
for employees living with disability.

23.Include Disability Awareness online training, Employee, manager, and executive 2 —Strengthen | 2025
including hidden disabilities, within DHW training completion targets are set and
Mandatory Training list for all DHW employees. | met.

24 Enable physical space adaptations, where An accessibility assessment of DHW 3 — Reinforce | 2026
appropriate, to support physical and hidden Employee sites is explored and action plan.

disabilities (linked to action ©). Establishment of multi-purpose room(s)

within all DHW employee sites.

Employees feel safe to share their disability status, knowing the sector has zero tolerance for discrimination and
other behaviours that create disadvantage.

Action Measures of success Phase Year
25.Incorporate a disability employment- Increase employee confidence to share 1—Build 2024
specific element in the DEI Communications their disability status on HR systems to
Framework (linked to action 2). measure the progress.

Disability employment target met.

26.Establish a centralised intranet site to collate Centralised resource/intranet site 1— Build 2024
information on resources and support for established.
employees living with a disability and provide
information and resources for Managers to
support employees living with a disability.

Employment targets encourage the recruitment of people living with a disability.

Action Measures of success Phase Year
27. Design inclusive recruitment panel training Recruitment panel training designed and 2 —Strengthen | 2025
to include information and upskilling around launched.

recruitment and engagement of people living
with a disability (linked to action 19).

28.Engage with disability employment service List of disability employment services 3 — Reinforce | 2026
providers to build partnerships that attract providers established.
and retain employees with a disability. Partnerships established, and recruiters/

key stakeholders connect and engage
with service providers where possible.

Employees living with a disability are confidently progressing their careers.

Action Measures of success
29.Ensure the e-Recruitment platform is Required updates are assessed and 3 —Reinforce | 2026
appropriate for and inclusive of people living implemented.
with a disability. Increased number of employees declare a
disability.
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For more information

Workforce Services

Corporate and Infrastructure Division

Department for Health and Wellbeing

Australian Bragg Centre,

North Terrace, ADELAIDE, SA 5000
Health.DHWOrganisationalDevelopment@sa.gov.au
www.sahealth.sa.gov.au

Interpreter
Government

of South Australia
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