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Foreword

Defence places great emphasis on ensuring its people work in an environment where they are

treated fairly and their diverse backgrounds and skills are valued.  We are committed to

ensuring Defence workplaces are fair and inclusive, which will, in turn, enhance operational

capability and effectiveness.

While the principles of equity and diversity are a fundamental element of good leadership and

management practices, all Defence personnel are responsible for ensuring everyone in the

workplace is treated well and in accordance with their different circumstances and needs.  The

Defence Workplace Equity and Diversity Plan 2005-2007 sets out the basis for equity and

diversity within Defence and ensures the principles and practices are implemented, managed

and evaluated.

We present the Defence Workplace Equity and Diversity Plan 2005-2007 to all Defence

personnel and are confident that every effort will be made to integrate equity and diversity in

Defence.

R.C. Smith AO, PSM P.J. Cosgrove AC, MC

Secretary General

Department of Defence Chief of the Defence Force

10 February 2005 10 February 2005
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Glossary

ADF Australian Defence Force

APS Australian Public Service

Commanders Any person at Director/Unit Commander (or equivalent) level 
and Managers who has personnel working under them

CSIG Corporate Services and Infrastructure Group

DEO Defence Equity Organisation

DPE Defence Personnel Executive

WEDP Workplace Equity and Diversity Plan

Workplace Includes HMA Ships (all vessels, including commissioned seagoing

vessels and submarines), vehicles, aircraft and Defence

establishments, business workplaces, units, facilities, accommodation

and any other location which an ADF member, Defence APS

employee or Defence contracted staff member attends for the purpose

of carrying out their work.  This definition includes deployments,

military exercises and operational environments.
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DefenceÕs Strategic Vision of Equity and Diversity

Defence is committed to making the principles of equity and diversity a part of the

everyday business of the organisation.  These principles mean that all people in the

workplace are dealt with in a fair and inclusive manner that will, in turn, enhance the

operational effectiveness and capability of Defence to achieve its mission.

What do Equity and Diversity mean?

Equity is about fairness.  It is about providing everyone with a fair and safe working

environment, with access to training and development opportunities, and with the chance

for promotion.  It is about giving everyone the opportunity to use and enhance their

individual talents and skills for their own improvement and for the advancement of the

organisation as a whole.

Diversity is about inclusiveness.  It means that the differences brought to the

organisation by people of divergent backgrounds, experiences and perspectives are

valued and respected.  It means that the contributions brought to the organisation by a

diverse range of people are utilised and maximised, thereby enhancing the effectiveness

and capability of the organisation.

To assist in embedding the principles of equity and diversity into the organisation,

Defence has put in place numerous policies, procedures and programs that reflect the

ethos of fairness and inclusiveness. 

The Principles of Equity and Diversity in Defence

• treating each other with respect and dignity;

• recognising people as individuals and valuing differences;

• using the different contributions that people can make to the team;

• making judgements genuinely based on fairness and merit;

• eliminating artificial, unfair and inappropriate barriers to workplace participation;

• providing appropriate means to monitor and address discrimination and harassment; 

• providing opportunities for flexibility when meeting organisational requirements; and

• consulting people on policies and decisions that affect them.
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The Purpose of the Workplace Equity and Diversity Plan

The Secretary of Defence and the Chief of the Defence Force are responsible for the

development and implementation of the Workplace Equity and Diversity Plan (WEDP).

The WEDP takes into account Defence’s values and corporate goals as well as the

broader Commonwealth legal and policy framework.  

The values and behaviours endorsed by the Defence Executive influenced the

development and purpose of the WEDP.

The Defence Values Behaviours

professionalism striving for excellence in
everything we do

loyalty being committed to each other,
our leaders and the organisation

integrity doing what is right

courage the strength of character to do
what's right - extending to both
courage of convictions (moral 
courage) and courage in harm's
way (physical courage)

innovation actively looking for better ways 
of doing business  

teamwork working together with respect, 
trust, and a sense of collective 
purpose

The Acts and guidelines underpinning equity and diversity and the WEDP are as

follows:

• the Defence Act 1903;

• the Racial Discrimination Act 1975;

• the Sex Discrimination Act 1984;

• the Human Rights and Equal Opportunity Commission Act 1986;

• the Disability Discrimination Act 1992;

• the Workplace Relations Act 1996;

• the Public Service Act 1999;

• the Age Discrimination Act 2004;

• Australian Public Service Commission’s Guidelines on Workplace Diversity;

• the Commonwealth Disability Strategy;
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• the Government’s A New Agenda for Multicultural Australia; and

• the Whole-of-Defence Strategy Map.

A WEDP will help create an environment in which:

• equity and diversity are recognised as being essential to best practice and need to be 

incorporated into day-to-day business in Defence;

• an accountability framework will be established to make visible the performance of

leaders and managers and hold them to account for that performance; and 

• measures implemented to incorporate equity and diversity will take into account the

corporate business plans of Defence.

Roles and Responsibilities

Service Chiefs/Group Heads
Service Chiefs and Group Heads are responsible and accountable for equity and

diversity in their Service/Group.  To enable Defence compliance with legislative and

Government requirements, they are required to:

a. implement, promote and report annually on Defence’s WEDP in their Service/Group;

b. set equity and diversity standards and communicate these standards and the Defence

Values throughout their Service/Group to ensure that workplaces are fair and

inclusive, free from discrimination and harassment;

c. incorporate equity and diversity requirements in corporate/business plans and

allocate appropriate resources;

d. ensure that commanders and managers meet their responsibilities through the

inclusion of equity and diversity responsibilities in performance agreements; and

e. demonstrate, through their behaviour, commitment to the principles of equity and

diversity.

Branch Heads and Formation Commanders
Branch Heads and Formation Commanders must ensure that commanders, managers and

workplace supervisors within their Branch meet their obligations in respect to equity and

diversity in their workplaces.  In particular, they are to ensure that commanders and

managers implement the relevant actions in the WEDP and that all members of their

Branch complete the mandatory annual equity and diversity awareness training.
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Commanders, Managers and Workplace Supervisors
Commanders, managers and workplace supervisors are responsible and accountable for

equity and diversity in their workplaces.  It is a fundamental element of leadership that

commanders, managers and workplace supervisors look after the wellbeing of their

people.  They are required to:

a. implement and report on Defence’s Workplace Equity and Diversity Plan;

b. develop a fair and inclusive workplace;

c. ensure that all personnel and prospective personnel are valued and treated fairly, on

individual merit and with respect and dignity;

d. ensure that the different skills and contributions that personnel possess as a result of

their background, experiences and perspectives are utilised where appropriate;

e. take all appropriate action to prevent and/or eliminate unacceptable behaviour;

f. act to stop unacceptable behaviour immediately it is reported or observed and

respond promptly, seriously and with sensitivity to allegations of unacceptable

behaviour;

g. ensure that all personnel involved in unacceptable behaviour complaints are informed

of the options for resolution;

h. ensure that all personnel involved in unacceptable behaviour complaints are aware of

and are provided access to the range of support mechanisms;

i. report incidents of unacceptable behaviour in accordance with the relevant Defence

policy instructions;

j. maintain, support and promote the Equity Adviser Network;

k. ensure that all personnel complete the mandatory equity and diversity training

annually and that the training is recorded in PMKeyS; and 

l. demonstrate, through their behaviour, commitment to the principles of equity and

diversity.

Commanders, managers and workplace supervisors are to ensure that the personnel they

supervise - ADF members, Defence APS employees and Defence contracted staff - are

aware of this policy.

The Defence Equity Organisation
The Defence Equity Organisation (DEO) is responsible for promoting the principles of

equity and diversity in Defence through the development of appropriate policies and

strategies.  Its mission is to inform, educate, encourage and ensure that equitable

policies, processes and practices form an integral part of doing business in Defence as

the basis for a fairer and better work environment.  
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The DEO is the lead authority on all equity and diversity policies and strategies in

Defence, including awareness training, unacceptable behaviour incident reporting, the

management and resolution of incidents and Equity Adviser networks.  The DEO is also

responsible for the development and management of the WEDP.

Defence Equity Coordinators 
As the Defence Equity Organisation representative for their region, the coordinators

facilitate and coordinate the Defence Equity Adviser Network and are available to

provide advice on equity and diversity policy and related issues.  In addition, Defence

Equity Coordinators can be consulted over complex equity issues.  The full

responsibilities of Defence Equity Coordinators are contained in Defence Instruction

(General) Personnel 35-7 The Defence Equity Adviser Network.

Equity Advisers 
Trained Equity Advisers are suitable volunteers who are available in workplaces to:

a. provide all personnel with information and options for the resolution of workplace

equity and diversity issues; and

b. support Defence in implementing equity and diversity initiatives that contribute to

operational capability and effectiveness.

The full responsibilities of Equity Advisers are contained in Defence Instruction

(General) Personnel 35-7 The Defence Equity Adviser Network.

The Workplace Equity and Diversity Plan 

It is the responsibility of all Defence personnel to make certain that the principles of

equity and diversity are adhered to in their workplaces. 

All Defence personnel are to:

• treat others fairly;

• provide a work environment free from unacceptable behaviour, and protect the image

and reputation of Defence;

• act in a professional manner at all times; and

• undertake mandatory equity and diversity awareness training annually.
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Themes
Leadership and All commanders and managers promote and demonstrate a clear 

Accountability commitment to equity and diversity.  Defence complies with equity 

and diversity requirements.

Policy All personnel policies, procedures and practices are fair and inclusive.

Support Support mechanisms enable all personnel to address equity and 

diversity issues and concerns.

Training Fair and inclusive training and education programs are designed, 

promoted and attended by Defence personnel.

Implementation
The WEDP is divided into four parts:

Part 1 - Action Plan for Service Chiefs/Group Heads,

Part 2 - Action Plan for Commanders and Managers,

Part 3 - Action Plan for various Services/Groups and sections, and

Part 4 - Action Plan for the Defence Equity Organisation.

The functional areas identified in each part are responsible for implementing the actions

specified.  In Part 3, some actions will require combined input from several areas.

The actions contained in the WEDP 2005-2007 are the minimum requirements to ensure

that equity and diversity continue to be a part of the way Defence operates.  Services

and Groups are encouraged to pursue measures that exceed the WEDP actions, to make

their workplaces fair and inclusive, and make Defence an employer of choice.

Annual Reporting
To satisfy annual statutory reporting requirements, the reporting period is for 12 months,

from 1 May to 30 April the following year.  Services and Groups are to provide

performance reports to the Defence Equity Organisation by 15 June each year.  The

information provided will contribute to the production of the Workplace Equity and

Diversity Annual Report, which details the performance of Defence in meeting its

obligations to equity and diversity.
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Annual Performance Questions have been included against each action in the WEDP.

This will ensure that personnel with reporting responsibilities are aware of what

information is required by the end of the reporting period.  Reporting proformas and full

guidelines on reporting will be issued to Service/Group Equity Coordinators at least

three months prior to the end of the reporting period.

The performance of the Services and Groups in relation to the WEDP actions will be

rated in the Workplace Equity and Diversity Annual Report.  Weightings will be affixed

to WEDP actions to assist in determining the rating achieved.  The weightings will be

detailed in the reporting proformas.
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Equity and Diversity  in Defence

Equity means a fair go for everyone. Diversity focuses on inclusiveness

and values individual differences. The concept is about improving 

operational capability and effectiveness to achieve the Defence 

mission of ‘defending Australia and its national interests’.
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