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From the Commissioner

It’s also important for our workforce – our 
people – to have diversity of thought. 
This means different and more expansive 
thinking beyond our worldviews. 

To shift the focus of diversity from 
compliance to workforce imperative, we 
have to change gears. We must move from 
a singular focus on awareness raising to 
deliberate action and intervention – and see this move as both a personal and 
a collective responsibility. 

This action plan is part of the Workforce Diversification and Inclusion Strategy 
for WA Public Sector Employment 2020–2025. The twin goals of the strategy 
are to increase the representation of people from different backgrounds at all 
levels across our sector, and to ensure all staff in the sector experience a sense 
of belonging and inclusion in the work environment. 

Like this action plan that focuses on people of diverse sexualities and genders, 
there are also action plans for women, youth, Aboriginal and Torres Strait 
Islander people, culturally and linguistically diverse people and people with 
disability. 

There is no suggestion that achieving greater workforce diversity and 
inclusion is easy. However, we must do more to bring the knowledge, skills and 
perspectives of people of diverse sexualities and genders to our work as we 
deliver services to the community of Western Australia.

Sharyn O’Neill 
Public Sector Commissioner

Workforce diversity is not only 
about everyone being treated 
with dignity and respect, it’s key 
to improving productivity and 
innovation in organisations.
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Key actions to achieve 
greater inclusion

Actions taken require collaboration with 
people of diverse sexualities and genders 
whose ideas and participation are essential 
in making our sector as inclusive as possible.

Actions for the Public Sector Commission are 
described, together with a suite off
EMC 
/Sgenders 
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1
Provide tools
1.1 Work with members of the diverse 

sexualities and genders community to 
increase knowledge and awareness of 
employment matters with the aim of 
strengthening inclusive practices. 

1.2 Develop a guide to ensure managers and 
staff are aware of and promote the use of 
flexible working opportunities. 

Use data analytics
1.3 Explore opportunities to improve data 

collection and reporting.  

Educate and 
empower

Partner for greater impact
1.4. Partner with specialised organisations 

to inform the development of policies, 
practices and support mechanisms.
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Actions for agencies
Provide training 
1.1 Increase participation in Ally and other 

training to increase awareness of diverse 
sexualities and genders. 

Assess culture
1.2 Use self-assessment tools (eg the Rainbow 
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Provide appropriate support
2.1 Partner with specialist employment service 

providers and networks to attract job 
seekers of diverse sexualities and genders.

Partner to extend reach
2.2 Work with employee assistance program 

providers to ensure programs support 
people of diverse sexualities and genders.

Actions for agencies

Attract and
develop2

Work towards removing bias
2.3 Develop initiatives to remove unconscious 

bias in recruitment, training and workforce 
practice.  
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Lead from the top
3.1 Conduct an annual review for the Public 
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Actions for agencies

Lead 
and build3

Lead change
3.1  Deliberately plan for the creation of 

inclusive and safe workplaces for people of 
diverse sexualities and genders.

3.2 Reinforce zero tolerance for discrimination 
and harassment, and provide a clear 
complaints pathway for staff to feel 
confident in raising issues.  

Challenge inappropriate behaviours
3.3 Ensure senior leaders act as role models, 
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Report progress
4.1  Monitor and report progress on the impact 

of strategies to ensure a more inclusive 
work environment for staff of diverse 
sexualities and genders, including in the 
CEO Delivery and Performance Agreement.

Celebrate
4.2 Celebrate and promote events in the 

workplace to support the inclusion of 
people of diverse sexualities and genders 
(eg Pride; International Day Against 
Homophobia, Biphobia, Interphobia and 
Transphobia; and Wear it Purple Day). 

4.3 Commit to proactively seeking nominations 
for State and national diversity awards.

Actions for agencies

Account 
and celebrate4

Share success
4.4 Highlight positive stories and achievements 

of staff of diverse sexualities and genders 
in internal and external communications, 
including annual and other reports. 
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Principles

Sustainable improvement 
in workforce diversification 
is driven by four principles 
guiding agency actions.

Leadership

Public sector leaders are 
visible advocates who take 
strong and deliberate action 
to drive improvements in 
workforce diversification, 
and lead a zero tolerance 
approach to discrimination 
and harassment.

Collaboration

Public sector agencies work 
together to improve diversity 
employment outcomes and 
share best practice.

Accountability

The head of each public 
sector agency is accountable 
for improving workforce 
diversification.

Cultural inclusion

The public sector has 
culturally inclusive 
workplaces where staff are 
supported and valued for 
their contribution, and where 
managers are diversity 
aware.

Monitoring performance

Equal employment 
opportunity and diversity 
related information collected 
by the Commission will 
continue to be used to 
monitor progress against the 
targets and action plans. 
Outcomes will be reported 
through the state of the 
sector report and other 
workforce reporting.    

Under the strategy, the 
Commission will work 
with key stakeholders to 
identify and refine reporting 
obligations currently required 
across multiple agencies for 
identified diversity groups.

Data


