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6LQFH '&%TV ODVW ,QFOXVLRQ#:RUN ,QGH[ ZzZDV UHOHDVHG LQ $
undergone significant change. From electing a new government to moments

of euphoric national unity cheering on the Matildas and navigating the outcome

of the historic Voice referendum.

While the global pandemic is firmly in our rearview mirror, workplaces are adjusting
WR WKH ODWHVW pQHZ QRUPDOY JUDSSOLQJ ZLWK TXHVWLRQV DU
Al technology, inflationary pressures, and growing skills shortages.

Meanwhile, employees are still processing the trauma and disruption of these past
few years, fuelling a growing disillusionment with traditional working arrangements.

'LWK DOO WKLV LQ PLQG LW LV XQVXUSULVLQJ WKDW '&$YV
ILQGVY ZRUNHUV IHHOLQJ OHVV FRQQHFWHG YDOXHG DQG LQFOXGH

7KLY IRXUWK DQG ODWHVW ,QGH[ LV XQLTXHO\ SRVLWLRQHG WR FL
and provide a cohesive image of how the pandemic has impacted workplaces through

FRPSDULVRQ ZLWK WKH ,QGH[ SUH SDQGHPLF DQG WKH
GXULQJ SDQGHPLF

In a time of so much disruption and division, a focus on diversity and inclusion is more
LPSRUWDQW WKDQ HYHU 7KLV UHSRUW DGGUHVVHV WKH XQLTXH S
workforce and lays out a case for D&I action as a proven solution.

LISA ANNESE
CHIEF EXECUTIVE OFFICER, DIVERSITY COUNCIL AUSTRALIA



WHAT IS THE INCLUSION @WORK INDEX?

DCA developed the rst Inclusion @wWork Index survey in 2017 to map the
state of inclusion in the Australian workforce. Since then, we have repeated
the survey biennially to track workplace inclusion over time. Now in its 4th
iteration, DCA set out to investigate 2 questions:

0 How inclusive is the Australian @ How exclusive is the Australian
workforce for a diversity of workforce for a diversity of
employees, and how has this employees, and how has this
changed over time? changed over time?

3 ,OOO To do this, we surveyed a nationally representative
AUSTRALIAN sample of 3,000 Australian workers

<  WORKERS

OUR ASPIRATION IS TO:

>

encourage Australian organisations toachieve inclusion in their workplaces
biennially track Australia’s progress RU ODFN RI LQ FUHDWLQJ ,QFOXVLRQ#:RUN

encourage Australians to consider workplace inclusion in relation to abroad set of workers

QRW MXVW PHQ DQG ZRPHQ EXW DOVR $ERULJLQDO DQG RU 7RUUHYV
7TRUUHV 6WUDLW ,VODQGHU SHRSOHV SHRSOH IURP FXOWXUDOO\ GL°®
and people from other key demographic groups (e.g. age, caring responsibilities, disability status,

VH[XDO RULHQWDWLRQ DQG JHQGHU LGHQWLW\

> >

WHERE DOES THE 2023 2024 INDEX SIT ?

7KH ,QFOXVLRQ#:RUN ,QGH[ LV WKH WK ,QGH[ '&%$ KDV FRQGXFW
2017 2018 2019 2020 2021 2022 2023 2024
Inaugural year Pre-Pandemic During Pandemic Post-Pandemic
P D oo
YOU ARE
HERE
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WHAT DOES INCLUSION @WORK
LOOK LIKE?

Inclusion @Work occurs when we feel respected,
connected, and able to progress and contribute
at work. We can experience Inclusion @W\ork —
or lack of — from our teams, our managers,
and our organisation as a whole.



WHAT IS DIVERSITY?

Diversity is the mix of people
in your organisation.

Diversity refers to all the ways in which
we differ (e.g. Aboriginal and/or Torres Strait
Islander background, age, education,
JHQGHU SURIHVVLRQ

WHAT IS INCLUSION?
Inclusion is getting this mix to work.

Inclusion occurs when a diversity
of people are respected, connected,
progressing and contributing to
organisational success.




WHAT IS INCLUSION @WORK?

DCA de nes inclusion as occurring when a diversity of people
(e.g. from di erent ages, cultural backgrounds, genders)

are respected, connected, progressing, and contributing to
organisational success.

,WIV LPSRUWDQW WR UHPHPEH
employees experience inclusion differently.

For example, being respected at work may

look and feel very different for a young

$QIJOR &HOWLF $XVWUDOLDQ JUL
ROGHU &KLQHVH $XVWUDOLDQ H

6R LWYV LPSRUWDQW WR OHDUQ D%R
identities (e.g. age, cultural background,
JHQGHU DQG KRZ WKLV PD\ RU PD\ d’MN; pra®
influence our view and experience of

Inclusion@Work.

Respected. Inclusion occurs when a diversity Progressing. Inclusion occurs when a diversity
of people at work feel valued and respected for of people at work have opportunities to develop
who they are. their career and progress.

Connected. Inclusion occurs when a diversity Contributing. Inclusion occurs when a diversity
RI SHRSOH IHHO FRQQHFWHG W.R VoikpEdpld cerRcanitRiuity théir\talents and

and so have a sense of belonging. energies to the organisation.

MEASURING INCLUSION

@ Respondents were asked a series of questions about how inclusive their team,
immediate manager, and organisation was. Based on their answers, an average
score out of 5 was calculated.

Not Inclusive at all Highly Inclusive

Somewhat

Inclusive
lA

Non-Inclusive




WHAT IS AN
INCLUSIVE TEAM?

An inclusive team is one where a
diversity of people feel that they:

WHAT IS AN
INCLUSIVE MANAGER?

An inclusive manager is someone who
creates an inclusive team environment.

For this research project, we defined

an inclusive manager as someone who:

WHAT IS AN

INCLUSIVE ORGANISATION?

For this research project, an inclusive
organisation is defined as one in which
employees:

.0-0-0.

TF.

are connected
to their team

o

are respected
and valued team
members

oln
VAN ¢

values differences

can contribute
and progress at
work.

)

seeks out and uses
a diversity of ideas

treats everyone
equitably

1 e

trust they will be
treated fairly

AN

deals with inappropriate
behaviour.

&

feel diversity is

valued and respected

report that top leaders demonstrate
a genuine, visible commitment to
diversity and inclusion.



THE STATE OF INCLUSION
AND EXCLUSION

Research shows Australia has become more polarised,
divided, and less socially cohesive post-pandemic. *

The results of our Inclusion @Work 2023—-2024 suggest
this divide is also re ected in our time at work.

10



Non-inclusive teams have increased

While 46% of workers still felt their teams were inclusive in 2023, the percentage of workers reporting
this has been steadily decreasing since 2019. In contrast, the proportion of workers perceiving their

WHDPV DV QRQ LQFOXVLYH KDV ULVHQ SRVW SDQGHPLF 1RZ RI ZRU
QRQ LQFOXVLYH DQ LQFUHDVH IURP SULRU WR WKH SDQGHPLF |
2023

2021
(uing Pancan
2019

. NON-INCLUSIVE TEAMS (scored their team on average less than 3 out of 5)
. SOMEWHAT INCLUSIVE TEAMS (scored their team on average between 3 and 4)
¥ INCLUSIVE TEAMS (scored their team on average 4 or more out of 5)

(Pre-Pandemic)

1 in 2 workers report their organisational climate is inclusive

7KH JRRG QHZV LV PRUH WKDQ LQ ZRUNHUV UhkeHWRIKWHG WKH RU.
in is inclusive in 2023. However, 22% of workers continue to report their organisational climate is
QRQ LQFOXVLYH

Pos anemra
2021

(Durng P

Proondomn)

. NON-INCLUSIVE ORGANISATION (scored their organisation on average less than 3 out of 5)
. SOMEWHAT INCLUSIVE ORGANISATION (scored their organisation on average between 3 and 4)
. INCLUSIVE ORGANISATION (scored their organisation on average 4 or more out of 5)

Organisations might be inclusive, but their managers are not

Just 31% of workers reported their manager is inclusive in 2023. Another 27% of workers reported their
PDQDJHU LV QRQ LQFOXVLYH D FRQFHUQLQJ ULVH IURP LQ :LWK
WKHLU PDQDJHU LV QRQ LQFOXVLYH DV WKRVH UHSRUWLQJ WKHLU PDC
have a critical need to develop the inclusive leadership capabilities of their managers.

. NON-INCLUSIVE MANAGER (scored their manager on average less than 3 out of 5)
. SOMEWHAT INCLUSIVE MANAGER (scored their manager on average between 3 and 4)
[ INCLUSIVE MANAGER (scored their manager on average 4 or more out of 5)

2023

(Post-Pandemic)

2021

(During Pandemic)

2019

(Pre-Pandemic)

i. Please note: the 2023 Inclusion@Work Index survey included a change in the questions used to measure Inclusive
Organisational Climate. This change included rephrasing one question from being reverse worded to positively worded.
While a minimal change, it means it is not possible to meaningfully compare the 2023 results for Inclusive Organisational
Climate with those in 2019 or 2021.
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Nearly 1 in 3 worke¥s reported
experiencing discrimination
and/or harassment at work in
the past 12 months

Y

Discrimination and harassment have increased post-pandemic

$V QRQ LQFOXVLYH WHDPV DQG QRQ LQFOXVLYH PDQDJHUV ULVH VR W
1HDUO\ LQ ZRUNHUV UHSRUWHG H[SHULHQFLQJ GLVFULPLQDWLR
SDVW PRQWKV 7KLV LV DQ LQFUHDVH IURP DQG KLJKHU W]
of 26% in 2019.

Workers who &

experienced
discrimination
and/or harassment:

% YES 2019 % YES 2021 % YES 2023
(Pre-Pandemic) (During Pandemic) (Post-Pandemic)

Discrimination and harassment are highest for marginalised workers

Workers from marginalised backgrounds reported significantly higher levels of discrimination and/or
KDUDVVPHQW DW ZRUN FRPSDUHG WR ZRUNHUV IURP QRQ PDUJLQDOLV

Aboriginal and/or Torres Strait Islander workers reported the highest levels of exclusion,
with 59% experiencing discrimination and/or harassment at work, compared to 22% of
QRQ ,QGLJHQRXV ZRUNHUYV

©

D\O Workers with disability UHSRUWHG PXFK KLJKHU OHYHOV RI GLVFULP
/O KDUDVVPHQW FRPSDUHG ZLWK ZRUNHUV ZLWKRXW GLVDELOLW\

r Y)Y, Workersfrom a non-Christian religious affiliation 2 UHSRUWHG KLJK OHYHOV RI
%\/ﬁ DQG RU KDUDVVPHQW FRPSDUHG ZLWK D &KULVWLDQ RU QR

/-\ LGBTIQ+* ZRUNHUV UHSRUWHG PXFK KLIJKHU OHYHOV RI GLVFUL
ﬁ FRPSDUHG ZLWK QRQ /*%7,4 ZRUNHUYV

ii. Experience with discrimination and harassment was asked differently in 2017. This means it is not possible to meaningfully
compare the percentages of workers who experienced discrimination and/or harassment in 2017 with percentages in 2019,
2021 or 2023.

12



Reported levels of discrimination and harassment for marginalised workers in 2023

Aboriginal and/orTorres Strait Islander Workers
Workers with Disability

Workers with a Non-Christian Religion
LGBTIQ+ Workers

Younger Workers (under 30)

Workers with Caring Responsibilities

Workers with one or more non-main
English-speaking backgrounds

Workers with a Christian Religion
Women

Men

Non-LGBTIQ+Workers

Workers without Disability

Workers with main
English-speaking backgrounds

Non-Indigenous Workers
Workers without Caring Responsibilities
Workers without a Religion

Older Workers (over 55)

42

40

39

36

33

32

27

26

25

24

23

22

22

21

21

17

59

10%

20% 30% 40

%

50% 60%

70%

Everyday exclusion has also risen

([ SHULHQFHV RI HYHU\GD\ H[FOXVLRQ KDYH DOVR LQFUHDVHG SRVW SO
instances of being ignored at work FRPSDUHG WR othe@ making incorrect

assumptions about their abilities GXH WR WKHLU EDFNJURXQG FRPSDUHG WR
being left out of work social gatherings FRPSDUHG WR LQ

Being ignored by people at work or treated as if | didn't exist 24
(% sometimes + often + always) 33

Had people make assumptions about my abilities because of my 32
age, culture/ethnicity, disability, gender, Indigenous background,
or sexual orientation (% sometimes + often + always) 39

Being left out of a work social gathering 24
(% sometimes + often + always) 28

0% 10% 20% 30% 40% 50%

N 2019 [ 2023

13
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SUPPORT FOR &I ACTION

Most workers continue to support their organisation
taking action to create a diverse and inclusive workplace.
But support remains highest from marginalised workers,

opposition has doubled post-pandemic, and younger
men are becoming less engaged with D &l.

14



There’s still strong support for D &I action, but opposition has doubled

3 out of 4 workers continued to strongly support and support their organisation taking
action to become more diverse and inclusive in 2023. While still the majority, this figure has
dropped since the 2019 Index.

Reflecting growing polarisation in Australia} opposition to D&I action in 2023 has
doubled since 2019 . Though still the minority, 7% of workers now oppose and strongly

oppose D&l action. This is the highest opposition reported, compared to 3% in both
2017 and 2019, and 4% in 2021.

@

WTICHT IS GIVEISE aind inciusive?
0,
3%

2023 Mllm
S\ NS e [

2%
2015 NN [ i

2%

2017 NN [z i

. Strongly support . Support z Neither support or oppose . Oppose . Strongly oppose

Marginalised workers show strongest support

The strongest support for workplace D&l continues to come from marginalised workers. This includes:

N q
9

84%
LGBTIQ+ workers Women Older workers
VWURQJO\ VXSSRUW VWURQJO\ VXSSRUW (i.e. 55+ years)
or support D&l action, or support D&I action, 79% strongly support or support
compared to 77% of compared to 73% of men D&l action, compared to 76% of
QRQ /*%7,4 ZRUNHUV \RXQJHU ZRUNHUV L H XQ

There’s been growth in some workers least supportive in the rst Index

The biggest growth in support for workplace D&l has come from some workers who reported lower
rates of support in our first Inclusion@Work Index.

support and support in 2017 to 79% in 2023. This change makes older workers go from

Older workers (i.e. aged over55) KDG WKH ELJIJHVW LQFUHDVH ULVLQJ
% being the second least supportive in 2017 to now being one of the most supportive.

Workers without disability L Q F U Huibkkets with main-English speaking
backgrounds only ° LQFUHDWNn DQGQFUHDVH KDYH DOVR VKRZQ Q
% growth since 2017.

15



Younger men’s support for D &l is dropping

:KLOH RYHUDOO PHQTV VXSSRUW IRU ZRUN@F&HA‘I’I ULVHQ

\RXQJHU PHQYV XQGHU VXSSRUW FRQWL HPSU R EOLQH

dropping from 77% in 2019 to 69% in 2023. ® ORGANISATION?
To engage younger men with D&, D&l ACTIVE organisations
we need to shift misconceptions are those where respondents
that D&I action is reverse indicated their organisation is
discrimination that benefits taking action to create a more
women at the expense of men. © diverse and inclusive workplace.
Our findings challenge this, D&I INACTIVE organisations
showing both women and are those where the respondent
men" working in organisations indicated their organisation is
taking action to become diverse not taking action or that
and inclusive experience they do not know.

increased wellbeing and
opportunities at work.

We also found this to be the case for First Nations workers, workers with and without disability, workers

ZLWK PDLQ (QJOLVK VSHDNLQJ EDFNJURXQGY DQG ZRUNHUV ZLWK QRQ
[*%7,4 DQG QRQ /*%7,4 ZRUNHUV &OHDUO\ LWYV QRW MXVW SHRSOH
are benefiting from organisational D&I efforts.

Men and Women'’s Experience in D&l Active Organisations

51
SATISFACTION: Overall, how satisfied are you with your job? | 48

(% very satisfied) 26
26

53

SECURITY: How likely is it that you will make a genuine 52
effort to find a new job with another employer within Illlllm
the next year? (% not likely at all) 34

35

48
MENTAL HEALTH: Over the past 12 months, what impact has

your workplace had on your mental health? Illlllm 48

(% very positive + positive) 38

30

OPPORTUNITY: | have the same opportunities as anyone

else of my ability/experience, regardless of my age, | 82

culture/ethnicity, disability, gender, Indigenous background 63
or sexual orientation (% strongly agree + agree)

63
6% 20% 40% 60% 80% 100%
M Men in ACTIVE organisations ¥ Women in ACTIVE organisations
Men in INACTIVE organisations Women in INACTIVE organisations

LLL 7KLV UHSRUW SUHVHQWYV D FRPSDULVRQ EHWZHHQ UHVSRQGHQWY LGHQWLI\LQJ D\
JHQGHU GLYHUVH UHVSRQGHQWYV LQ RXU VDPSOH ZDV QRW ODUJH HQRXJK WR PH

16



CONNECTION AND CONTRIBUTION

Feeling connected and able to contribute at work
are two core components of Inclusion @wWork.

Comparisons between 2019, 2021, and 2023 show that

despite having more ways to reach team members than

ever, workers report feeling less connected and able to
contribute post-pandemic.

17



Workers feel less connected
to their team post-pandemic 3 ‘

Sense of connection is lower post-pandemic

Reflecting research showing sense of belonging has dropped in the Australian community,’
WKH ,QGH[ VKRZV WKDW ZRUNHUV IHHO OHVVY FRQQHFWHG WR W

RI ZRUNHUV VWD W H &cuptedpythairceiorkers Q
D GHFUHDVH IURP GXULQJ WKH SDQGHPLF LQ DQ

71% reported they feel they belong as part of ateam , a decrease from

s

LQ DQG LQ
Connection in 2019, 2021 and 2023
86
| am accepted by my co-workers (% Strongly Agree + Agree) 85
SIS, "
ANNNNNNNNNNNNRNNNNNN 76
| feel that | belong as part of a team (% Strongly Agree + Agree) _ 77
/Al
6% 20% 40% 60% 80% 100%
I 2019 (Pre-Pandemic) [l 2021 (During Pandemic) [ 2023 (Post-Pandemic)




] A workplace is inclusive Inclusion occurs when the
CONNECTION AND when everyone, across multiple diversity of perspectives
CONTRIBUTION ARE S types of difference, feels a members bring to their team
IMPORTANT FOR FRQQHFWHGQHVV WR FR ZdrelWised &5 alvauable
INCLUSION @WORK accepted as an insider by others, resource to shape strategy,
_ and feels a sense of belonging. work, and values for success.

Ability to contribute has also decreased

Despite significant increases in the use of communication and collaboration tools, less workers reported
IHHOLQJ WKH\ FDQ FRQWULEXWH WR WKHLU WHDP SRVW SDQGHPLF

S 64% of workers reported that in their team, employees’ ideas for
'@' improving how work is done are given serious consideration
64%

a drop from 73% in 2021, and 72% in 2019

69% reported that in their team, employees are comfortable sharing their
ideas and perspectives D GURS IURP LQ DQG LQ

| H @GWvlé to contribute to discussions so that different views inform
8% decisions D GURS IURP LQ DQG LQ

‘6

55% of workers reported their manager seeks out information and new
ideas from all employees D GURS IURP LQ DQG LQ

o

Contribution in 2019, 2021 and 2023

In my team, all employees' ideas for improving how work is
done are given serious consideration, regardless of their age,
culture/ethnicity, disability, gender, Indigenous background, or
sexual orientation (% Strongly Agree + Agree)

In my team, employees from all backgrounds are comfortable
sharing their ideas perspectives (% Strongly Agree + Agree)

| feel able to contribute to discussions so that different views _| 76
inform decisions (% Strongly Agree + Agree)

My immediate manager actively seeks out information and new
ideas from all employees to use in their decision-making
(% Strongly Agree + Agree)

0% 20% 40% 60% 80% 100%

. 2019 (Pre-Pandemic) . 2021 (During Pandemic) . 2023 (Post-Pandemic)

19



INCLUSION @WORK FOR
FIRST NATIONS WORKERS

Despite growing support for First Nations rights in
Australia since the rst Index in 2017, First Nations
workers’ experience with exclusion and inclusion at
work remains concerning.

First Nation workers continue to experience high levels
of exclusion and less respect at work in 2023.

20



6 in 10 Aboriginal and/or
Torres Strait Islander workers
reported discrimination and/or
harassment at work in 2023

Discrimination and harassment are highest for First Nations workers

Q0000 LQ $ERULJLQDO DQG RU 7RUUHV 6WUDLW ,VODQGHU

"'D DQOG RU KDUDVVPHQW DW ZRUN LQ 7KLV ZDV VLJQLILFDC
Indigenous workers reporting the same.

@@ @00

' ' ' D D Concerningly, this is also the highest level of discrimination and harassment reported
by Aboriginal and/or Torres Strait Islander workers across all 4 Inclusion@Work Indexes.

Workplace exclusion is high from sources inside and outside an organisation

Aboriginal and/or Torres Strait Islander workers were just as likely to experience discrimination and
harassment at work from sources outside of their organisation as they were from sources internal.

Specifically, 21% experienced discrimination and/or harassment from customers, clients, or patients,

20% from colleagues in different teams, 17% from colleagues in their own own team, and 14% from
VXSSOLHUV $ IXUWKHU H[SHULHQFHG LW IURP DQRWKHU PDQDJHU
their immediate manager.

First Nations workers also report highest everyday exclusion

&RPSDUHG WR QRQ ,QGLJHQRXV ZRUNHUV $ERULJLQDO DQG RU 7RUUH
significantly more likely to:

be ignored at work: LQ $ERULJLQDO DQG RU 7RUUHYV 6W
workers reported they were sometimes, often or always ignored or treated
DV LI WKH\ GLGQTW H[LVW DW ZRUN FRPSDUHG WR F

have others make assumptions about their abilities: LQ

Aboriginal and/or Torres Strait Islander workers reported people had made
incorrect assumptions about their abilities because of their background,
FRPSDUHG WR RI QRQ ,QGLJHQRXV ZRUNHUV

S

be left out of work social gatherings: LQ $ERULJLQDO DQG RU
@ 22 Torres Strait Islander workers reported they have been left out of work
(%) VRFLDO JDWKHULQJY FRPSDUHG WR RI QRQ ,QGLJHC

21



First Nations workers report less respect and connection at work

$ERULJLQDO DQG RU 7TRUUHYV 6WUDLW ,VODQGHU ZRUNHUV ZHUH DOVR
experience respect and connection at work, reporting:

less respect in their teams:

&

less acceptance from coworkers:

less valuing of differences in their teams:
Strait Islander workers agreed people in their team value the differences team
PHPEHUV EULQJ WR WKH ZRUNSODFH FRPSDUHG WR

72% of Aboriginal and/or Torres Strait Islander
workers agreed people in their team treat each other with respect, regardless

RI WKHLU EDFNJURXQG FRPSDUHG WR RI QRQ ,QGLJ

69% of Aboriginal and/or Torres

75% of Aboriginal and/or Torres Strait

,VODQGHU ZRUNHUV DJUHHG WKH\ DUH DFFHSWHG E\ W
Rl QRQ ,QGLJHQRXV ZRUNHUYV

EXCLUSION: experienced discrimination and/or harassment
at work in past 12 months (% yes)

EXCLUSION: Had people make incorrect assumptions about my abilities
because of my age, culture/ethnicity, disability, gender, Indigenous
background, or sexual orientation (% sometimes + often + always)

EXCLUSION: Been ignored by people at work or treated as if
| didn't exist (% sometimes + often + always)

EXCLUSION: Been left out of a work social gathering
(% sometimes + often + always)

RESPECT: In my team, people treat each other with respect, regardless
of their age, culture/ethnicity, disability, gender, Indigenous
background, or sexual orientation (% strongly agree + agree)

RESPECT: In my team, people value the differences that team members
bring to the workplace (% strongly agree + agree)

CONNECTED: | am accepted by my co-workers
(% strongly agree + agree)

. Aboriginal and/or Torres Strait Islander workers

INNENNNNNNNNN -

22

ANNNNNNNNNNY 5

28

ANNNNNNNNNN 50

24

ANNNNNNNNNN 4

23

81

87

0% 20% 40% 60% 80%

Non-Indigenous workers

100%
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Flex workers experience the same exclusion post-pandemic

2YHU LQ IOH[ ZRUNHUV UHSRUWHG H[SHULHQFLQJ GLVFULPLQDW
VLIQLILFDQWO\ KLJKHU WKDQ ZRUNHUV QRW DFFHVVLQJ IOH[LEOH RSW
compared to the 31% of flex workers reporting experience of discrimination and/or harassment in 2019.

2023: | have personally experienced any type of discrimination 29
and/or harassment in the past 12 months (% yes) 20
2019: | have personally experienced any type of discrimination 31
and/or harassment in the past 12 months (% yes) 18
I
0% 10% 20% 30% 40%
M Flex worker Non-Flex worker

Caring and marginalisation are still “ exibility fault lines” in 2023

Use of flex was still predominately by carers L Q ZLWK LQ UHSRUWLQJ XVLQJ F
IOH[LEOH ZRUNLQJ RSWLRQV 7KLV LV VLIJQLILFDQWO\ KLJKHU WKDQ W|
responsibilities using flex.

Workers from marginalised backgrounds also reported high use of flex. This is particularly the case

for women workers with a non-Christian religion workers with disability
and First Nations workers 7TKHVH ZRUNHUVY XVH RI IOH] ZzDV KLJKHU FRPSDU
ZRUNHUV ZLWKRXW GLVDELOLW\ ZRUNHUV ZLWK D &KULVWLDQ UHOL

ZRUNHUV DOO

Use of ex remains gendered

'"HVSLWH H[SHFWDWLRQV WKDW WKH SDQGHPLF ZRXOG LQFUHDVH PHQT
continued to use far less flexible work than women in 2023. With 57% of men using flex compared
WR RI ZRPHQ D JHQGHU IOH[ JDS SHUVLVWY SRVW SDQGHPLF

Some flexible work options are more gendered than others, particularly flex in the form of:

reduced hours ": RI ZRPHQ DFFHVVHG IOH[ LQ WKH IRUP RI

58% compared to 21% of men

..... when they work V: 43% of women accessed flex in the form of when they
AN worked, compared to 35% of men.

These gendered differences and stigma on the type of
’ . 80%

flex accessed by men and women appear to be impacting 74 72
experiences of employee discrimination and harassment. 200 =3 2
2YHU LQ PHQ ZKR XVHG IOH[ LIQ WKHIL RI I
reduced hours reported experiencing exclusion. 0%

o . . 2019 2023
This is significantly more compared to men not using flex in Pre-Pandemic Post-Pandemic
WKH IRUP RI UHGXFHG KRXUV ZFH'Q XVLQJ WKH VDPH

RU ZRPHQ QRW XVLQJ UHGXFHG [KR¥EtPFloGlen  Use of FlexbyWomen

LY 5('8&("' KRXUV XVLQJ SDUW WLPH ZRUN MRE VKDUH SXUFKDVHG OHDYH OHDYH DW K
only work and part year annualised hours

Y :+(1\RX ZRUN FRPSUHVVHG ZRUNLQJ ZHHN IOH[LEOH ZRUN KRXUV VKLIWV VWDUW EU
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Men continue to use far
less flexible work than
women in 2023.

We need to break the stigma on ex work

A common misconception about flexible work is that it harms team productivity. Our findings debunk
WKLV P\WWK VKRZLQJ WKHUH LV QR GLIIHUHQFH EHWZHHQ WKH WHDP S
workers when it comes to:

@ 31% of flex workers and 39% of both flex
RI QRQ IOH]| ZRUN@ ‘ ZRUNHUV DQG QRQ

report their team is workers report their

innovative team is effective
40% of flex workers and 40% of flex workers

Rl QRQ IOH[ ZRU W DQG RI QRQ IOH]
report their team provides workers are willing

excellent customer to work extra hard

service

INNOVATION: My team looks for new ideas to solve problems 3
(% always) 30
| |
EFFECTIVENESS: In my toarn we work efecivelyto rrcet RN cs
work expectations (% always) 39
| | |
CUSTOMER SERVICE: My team provides excellent 40
customer/client service (% always) 8
| | |
EFFORT: I'm willing to work extra hard to help my team succeed 40
(% always) 39
| | |
0% 10% 20% 30% 40% 50%
M Flex workers Non-Flex workers
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LEADING AND LAGGING INDUSTRY SECTORS

FLCNN

NS

The Public Administration and Safety industry emerged as the most inclusive
industry in 2023. Workers in this industry reported the highest level of combined
organisation D&I activity and employee support for this and some of the highest
percentages of employees working in an inclusive team, with an inclusive manager,
and in an inclusive organisational climate.

The Professional, Scientific, and Technical Services industry emerged as

the least inclusive industry in 2023. Workers in this industry reported some

RI WKH KLIJIKHVW SHUFHQWDJHV RI QRQ LQFOXVLYH WHDPV
inclusive organisational climates, and the lowest proportion of organisational D&

activity and employee support for this. Professional, Scientific, and Technical Services

workers also reported the highest rates of experiencing discrimination

and/or harassment at work out of all industries.

63

SUPPORT: | strongly support or support my organisation taking action to
create a diverse and inclusive workplace (% strongly support + support)

ACTION: My organisation is taking action to create a diverse

56

86

INCLUSIVETEAM: % who rated their team more than 4 out of 5

INCLUSIVE MANAGER: % who rated their manager more than 4 out of 5

INCLUSIVE ORGANISATION: % who rated their organisation

NON-INCLUSIVETEAM: % who rated their team less than 3 out of 5

NON-INCLUSIVE MANAGER: % who rated their manager

NON-INCLUSIVE ORGANISATION: % who rated their organisation

EXCLUSION: % experienced discrimination and/or harassment

and inclusive workplace (% yes) 95

67

more than 4 out of 5

less than 3 out of 5

less than 3 out of 5 1

NI
B

at work in past 12 months

0% 20% 40% 60% 80% 100%

M Professional, Scientific and Technical Public Administration and Safety
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METHOD

Survey Development A Review of the 2021 survey in 2023 to once again refine.
&KDQJHV WR WKH VXUYH\ ZHUH PLQLPCLC
The development of the 2023- 2024 the removal of 2 survey questions where prior results had
Inclusion@Work Index survey occurred demonstrated limitations in the ability to capture meaningful
over the following key steps: data. Two additional questions were added: a question on
A ,Q GHSWK UHYLHZ RI LQGXVWU\ DQG D FDWge ctdisgiimnatignang harassment, and a question on
2017 to investigate how to define and measure workplace the impact of work on mental health.
inclusion. A Administration of the 2023 survey by Polity Research
A Development of a draft survey of 70 questions with in May to a nationally representative sample of 3,000
questions focusing on measuring team inclusion, team and $XVWUDOLDQ ZRUNHUV WKURXJK D UHVHDUF
LQGLYLGXDO RXWFRPHVY DQG GLYHUVLW\ UHODW GHPRJUDSKLFV
A ,Q _ o < R’nalljyss anorl\ﬁ/elghtmg
A Pilot of draft survey in a large organisation and subsequent A Weighting of th dat dt th
statistical analysis of the pilot sample data set to select ‘;'.9 'r('jg 0 ejur\t/ey f?ll a cl)_ccurée .ﬂ? 2ns;1re|_ e
the final 50 survey questions on the basis of their ability achieved respondent proliie aligned with Australian

A~ ; ; Bureau of Statistics demographic indicators. These include
to generate findings that were academically rigorous, S S
of practical use to industry/organisations, and covered Aboriginality, age, cultural background, disability status,

NH\ LQFOXVLRQ UHODWHG WKHPHV L H @d? %@&rW lifigaip ‘?—‘fg\ﬂﬁ‘ ity, and location
FRQWULEXWLQJ SURJUHVVLQJ DQG NH\ & UD@E‘EF’VU%%E JQERQDO VSOoLwY
VRFLR GHPRJUDSKLFV MRE DQG RUJD QAXAMsbSeHAREeE bhRR dlbRaPdambie/(e.g., percentage

A o : ; f Australian workers in inclusive, somewhat inclusive and

A Administration of 2017 survey by Polity Research to a 0 '
nationally representative sample of 3,000 Australian workers QRQ LQ F_O XVLYH WHDPV ZHUH UX Q RQ WKH ZI

WKURXJK D UHVHDUFK RQO\ VXUYH\ SD Qq_rp fre these findings were representative of the Australian
workforce.

A Review of the 2017 survey in 2019 to refine, with AC b | h iahted |
consultation involving the expert panel and DCA members i rosstal an;ygeslwe;re run don t Ie unweighted samp f
that had participated in the Inclusive Employer Index in 0 compare the Inclusion and exclusion experiences o
2017. Consultations focused on testing how helpful and different der_nographlc groups. Th_ese ensured the survey

DSSURSULDWH HDFK Rl WKH v X U Y BRI Repefiriom fhe pyersagpling of key demographic
measuring inclusion, as well as which key demographic groups including Aboriginal'and/or Torres Strait Islander
areas the survey shc’>uld include workers, while avoiding the loss of statistical power that can

R ' accompany weighting. The crosstab outputs did not appear

A Administration of 2019 survey by Polity Research to a to differ substantially from their weighted counterparts.

nationally representative sample of 3,000 Australian workers

A of SPSS software to run a series of crosstabs
WKURXJK D UHVHDUFK RQOV VXUYH\ SD@L#E QWLQJHQF\ WDEOHV WR LGHQWLI\ SRVVLE

A Review of the 2019 survey in 2021 to refine. To help UHVSRQVHV )RU HDFK FRQWLQJHQF\ WDEOH
track results against the prior 2 indexes, changes to the statistic was calculated to determine whether there was an
VXUYH\ ZHUH PLQLPDO LQYROY L Qaksdtistion UetiBnvi2 @ vRriables at the 95% confidence
4 survey questions where prior results had demonstrated level. For contingency tables considered statistically
limitations in the ability to capture meaningful data. significant, adjusted standardised residuals greater (in
DEVROXWH VL]H WKDQ ZHUH H[DPLQHG

A Administration of the 2021 survey by Polity Research in May
to a nationally representative sample of 3,000 Australian
ZRUNHUV WKURXJK D UHVHDUFK RQO\ Yo bhofdinfosnaph @ the Inclusion@Work Index 2023—

2024 method, please refer to the full version of this report

what was driving the association.

ENDNOTES

1. Edelman, Edelman’s 2023 Trust Barometer, Edelman, 2023. 4. Edelman, Edelman’s 2023 Trust Barometer.

- 27'RQRaparg Social Cohesion, Scanlon Foundation 5. Refers to those who identified as having a religious
Research Institute, 2023. affiliation that was not a Christian denomination

; £ ; i HJ %XGGKLVP +LQGXLVP ,VODP -XGDLVP
2. Refers to those who identified as having a religious '
affiliation that was not a Christian denomination 1RQ &KULVWLDQ UHOLJLRXV EDFNJURXQG GRI

HJ %XGGKLVP +LQGXLVP ,VODP -XG Dop®pwhg indigateq fpey have no religious affiliation.

1RQ &KULVWLDQ UHOLJLRXV EDFNJURXQGh&Héam Ciettivd, IFsBiXdadiGender Equality:
those who indicated they have no religious affiliation. Measuring the Perceptions of Men in the Workplace

‘H XVH WKH DFURQ\P /*%7,4 OHVELDQ 2ppihe Mptiyaiars angBarriers to Gender Equality
WUDQV JHQGHU GLYHUVH LQWHUVH] Y[§ Vg My ngf’éﬁ‘?'&'@?%'a“"es'me
WKH 1 § UHFRJQLVHV WKDW /*%7,4 GRHVOFH sHG¥S ¥ b ubQiH

of other terms that people identify with. - 21'R QIQddiing Social Cohesion.
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