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A note from the
Chief Executive
Everyone should feel welcome at Roads and
Maritime Services. More than that, I want anyone
who walks through our doors to feel they are
heard and valued as part of a diverse and
inclusive workplace.
We employ over 6,000 people at Roads and Maritime. The
work we carry out is critical to the lives of millions of road and
waterway users across New South Wales. Local communities rely
on us to deliver safe and efficient services which enable them
to thrive.
We believe the only way to deliver high quality services to our
customers, is to have a workforce that reflects the communities
it serves. A workforce that understands local issues and can look
ahead to our needs of the future.
Having a diverse workforce increases our ability to innovate,
to be more productive and to deliver the best outcomes for
our customers.
Across the Transport Cluster, our goal is to make diversity a
strength of our organisation; driven by inclusive leadership and a
workplace culture that embraces our differences.
We have just embarked on this journey and have already
made some real progress. However, there is still more to do.
Diversity and inclusiveness is something we are all responsible
for collectively.
In this plan, we have outlined our 2020 commitments to driving
workforce diversity and highlight the areas of greatest need at
this point in time. The delivery of this plan, ongoing sponsorship
from across our leadership and commitment from all our
employees, will pave the way towards positive and lasting change.

Ken Kanofski
Chief Executive
Roads and Maritime Services
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Our 2020 commitments
Roads and Maritime is committed to building a culture that plans for and
encourages diversity. We recognise that a diverse workforce benefits our
employees and customers.1
One of the greatest benefits of having a diverse
workforce and an inclusive culture is that it is a
pre-requisite for innovation and solving complex
problems.2 It leads to better productivity and
engagement, and better quality services for our
customers and communities.

This plan aims to increase workforce diversity and
create an inclusive culture valuing and celebrating
diversity of thought. The priority areas outlined
below present the greatest opportunity for
improvement and align to both NSW Public Sector
and Transport Cluster diversity and inclusion
priority areas.

Priority Areas and 2020 Commitments
Flexibility
Works

Aboriginal

Extending
our diversity
focus

Representation Strategy

Network
and Industry
Partners

IN LEADERSHIP

We will increase
representation
of women at
every level, in
every area, and
support the
development
of women in
the workplace.

We will drive an
inclusive culture
through flexible
mindsets and
flexible work
practices
to improve
outcomes for
our employees,
customers and
communities.

We will increase
representation
of Aboriginal3
employees
at all levels,
support career
development
and improve
our cultural
competency.

We will work
to increase
workforce
diversity in
the areas
of disability,
CALD4, LGBTIQ5
by establishing
mechanisms
to measure
representation
and lay
foundations for
the future.

We will work
with our
networks
and industry
partners to
improve our
workforce
diversity
and improve
community.

SEE PAGE 18

SEE PAGE 20

SEE PAGE 22

SEE PAGE 24

SEE PAGE 26

1 T
 he plan meets the requirements under section 122J of the NSW Anti-Discrimination Act 1977, Sex Discrimination Act 1984, Disability Discrimination
Act (DDA 1992), Disability Inclusion Act (2014) and the Aboriginal Employment Plan.
2 Deloitte, The Gender Dividend: Making the business case for investing in women, 2011.
3 Throughout the remainder of this document, Aboriginal people refers to both Aboriginal and Torres Strait Islander people.
4 Cultural and Linguistic Diversity (CALD).
5 Lesbian, Gay, Bisexual, Transgender, Intersex or Queer (LGBTIQ).
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Our workforce diversity
– representing the
communities we serve
In 2016, Roads and Maritime took a refreshed
approach to increase workforce diversity. Since
then, progress has been made in developing
programs and making system improvements,
particularly focusing on increasing representation
of women in senior roles and increasing
representation of Aboriginal employees. However,
there is more to do across all diversity groups to
drive an inclusive culture.

Roads and Maritime has a state-wide footprint with
a strong presence across the Sydney metropolitan
area, as well as a presence across regional and
remote NSW. This geographical spread presents
both a strength and a challenge.
The data in this section illustrates Roads and
Maritime’s current position and diversity targets
aligned to the Transport Cluster and NSW public
sector. The data is correct as at June 2017.

What is diversity and inclusion?
Diversity refers to a broad range of factors that make people unique.
These factors include gender and gender identity, sexual orientation, religious belief, race (including
colour, nationality, descent and ethnic, ethno-religious or national origin or immigration), age,
disability (including both visible disabilities, i.e. physical and less obvious disabilities such as sensory,
intellectual, mental health or psycho-social), marital or parental status, educational background and
socioeconomic status.
Inclusion refers to the achievement of a work environment where there is respect and support
for differences and diversity of thought. The workplace is characterised by a flexible work culture
supportive of diverse needs and free from discrimination, harassment or bullying. It’s about having a
workplace culture where different perspectives are heard and allowed to contribute to the success of
the business.
– Transport for NSW Diversity and Inclusion Plan 2014–2019
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Gender representation
Research undertaken by the
Australian Human Rights Commission
shows increasing women’s
employment rates could boost
Australia’s GDP by 11 per cent.6
The benefits of driving this across the globe are
far reaching. In NSW over 74.6 per cent of women
live in major cities, 25.1 per cent in regional NSW
and 0.4 per cent in remote communities. These
statistics are reflected across the Roads and
Maritime workforce with about 59.5 per cent of the
Sydney metropolitan area workforce being female;
representation in regional and remote communities
is much lower. Although above the state average,
this number fluctuates across locations and roles.

With this in mind, Roads and Maritime has
an opportunity to continue to increase
employment opportunities both regionally and in
metropolitan areas.
Female representation is at its lowest in Roads
and Maritime divisions that have a large number
of traditionally ‘blue collar’ positions. This is
consistent with recent research undertaken by the
Workplace Gender Equality Agency that reports
men are still concentrated in ‘blue collar’ industries
such as mining, construction and manufacturing;
and women in traditional ‘caring’ industries of
health care and social assistance.
All Roads and Maritime
FEMALE 31.3%
MALE 68.7%

Women in leadership
Roads and Maritime has seen an increase
in the number of women in senior
service roles.
Increased
to 24.4% in
January 2017

Currently
26.1% women
in senior
service

20.2% in
January 2016

In January 2016, representation of women in senior
service roles was at 20.2 per cent. This increased to
26.1 per cent as of June 2017. This translates to an
increase of 28 women in leadership roles since January
2016. The Roads and Maritime December 2017 target for
female representation in senior service roles has already
been met and the organisation is steadily working
towards the Roads and Maritime 2020 target.
Increasing representation of women in senior roles:

35%

Roads and Maritime 2020 target of
women across all senior service roles

6 Australian Human Rights Commission, Women in male-dominated industries: a toolkit of strategies, 2013
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Aboriginal representation

Aboriginal people continue to
face disadvantages unmatched
by any other cultural group in
Australian society.

1.83%
1.8%

of Roads and Maritime employees
are Aboriginal people7
NSW Public Sector 2021 target
across all employment grades

“

Increasing the
representation
of Aboriginal
employees at all
levels continues
to be a challenge.

Differences in life expectancy, education and
employment participation are areas where there
is significant disparity in comparison to the rest
of NSW and the broader Australian population.
The Council of Australian Government’s National
Indigenous Reform Agreement outlines the reform
agenda established to close the gap on Aboriginal
disadvantage. In light of this, Roads and Maritime
and government at all levels play an important
role in closing the gap of disadvantage for
Aboriginal people.
Aboriginal people make up approximately
3 per cent of Australia’s population but account
for 45 per cent of Australians living in remote
communities.8 In NSW, Aboriginal people make up
approximately 2.5 per cent of the population.9 Over
200,000 Aboriginal people live in NSW making
up 31 per cent of the total Aboriginal population
across Australia.10
Increasing the representation of Aboriginal
employees at all levels continues to be a challenge
across the Transport Cluster, including Roads
and Maritime. As at 31 July there were 114
Aboriginal people employed within Roads and
Maritime or 1.83 per cent of the total workforce.
Improving economic and social outcomes for
Aboriginal people remains a priority and more
work needs to be done to attract and retain
Aboriginal employees.
Roads and Maritime is focused on not only
increasing representation of Aboriginal people
across the agency, but ensuring that there is
representation of Aboriginal people at all levels.

“

7 RMS HRIS system 31 July 2017. This represents Aboriginal people across RMS collectively; not representation at all employment grades.
8 Commonwealth of Australia, Department of the Prime Minister and Cabinet, Closing the Gap Prime Minister’s Report 2017, 2017.
9 Australian Bureau of Statistics, 2011 Census tells the story of New South Wales’ Aboriginal & Torres Strait Islander peoples, 2012.
10 Transport for NSW, Diversity and Inclusion Plan 2014–2019, 2014.
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Aboriginal Participation in
Construction (APiC)
Around $7 billion is spent each year on government construction
projects throughout NSW.
In light of this, the NSW Government has an important role in improving the long-term
employment and economic status of Aboriginal people. The Aboriginal Participation in
Construction Policy commenced in 2015 and mandates a portion of a project spend to
support participation of Aboriginal people and Aboriginal businesses in infrastructure
projects. Given Roads and Maritime’s capital investment in the management and delivery
of major infrastructure projects, this policy is a key initiative for increasing Aboriginal
participation and employment for the agency.11

18

Age

35.2%
30%
25.8%

Research undertaken by the NSW
Office for Ageing revealed that by
2031, one in three people will be aged
50 years and older.

11 http://www.rms.nsw.gov.au/documents/business-industry/partners-and-suppliers/apic-faqs.pdf.
12 Department of Family and Community Services, NSW Ageing Strategy 2016–2020.
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55
an
do
ve
r

45
to
54

30
to
44

Over 55s still represent the highest proportion
of the Roads and Maritime workforce which is a
trend that is likely to continue in coming years.
Roads and Maritime will need to continue building
the talent pipeline through career opportunities
and Entry Level Talent Programs to increase
representation of the younger workforce.

9%

15
to
29

This coupled with improved life expectancy and
standards of living have significant implications
for the workforce. The NSW Ageing Strategy
2016-2020 focuses on a set of principles to
support the ageing population. Of these principles,
inclusive communities are a key pillar.12 Roads and
Maritime has a higher representation of people
who are 30 and over and a lower representation of
29 and under compared with the NSW population.

Disability
Have a
disability:
34 employees

One in five Australians has one or more
disabilities and this proportion is increasing
with the ageing population.13
Within Roads and Maritime, 34 employees have disclosed
they have a disability. 2,994 employees have disclosed they
don’t have a disability and the remainder have not disclosed
whether they have a disability or not.

Don’t have a
disability:
2,994 employees

Have not
disclosed:
3,189 employees

We plan to develop strategies to improve disclosure so we
can better support our staff by providing innovative and
responsive solutions to maximise performance.
We will improve and broaden our programs to attract, retain
and support people with disabilities.

Cultural and
Linguistic Diversity
(CALD)
Over 25 per cent of people in NSW
were born overseas. This number
increases to 50 per cent when looking
at the proportion of people with at
least one parent born overseas.
NSW is a culturally diverse community. NSW
Health research from the 2011 Census reported
that 27.5 per cent of NSW’s population speaks a
language other than English at home.14
We know that our workforce is diverse and
are working to better understand our cultural
representation. Cross-cultural competency and
training through the Conscious Inclusion Program
is used to increase awareness of unconscious bias
and develop a more inclusive culture at Roads
and Maritime.

Sexual
Orientation
It is unclear what proportion of our population
identify as belonging to a sexual or gender minority
but we do know that up to 11 per cent of the NSW
population identify as Lesbian, Gay, Bisexual,
Transgender or Intersex (LGBTI).15
The 2016 Australian Workplace Equality Index
(AWEI) showed 21 per cent of LGBTI staff do not
feel they can be themselves at work and 29 per
cent do not believe that their manager or team
leader supports LGBTI inclusion. We assume that
similar findings would be true for people identifying
as queer.
To ensure LGBTIQ inclusion in our workplaces we
will continue to develop programs to attract diverse
individuals and make our workplaces inclusive
through systems improvements, knowledge
and tools.

13 Transport for NSW, Diversity and Inclusion Plan 2014-2019, 2014.
14 http://www.mhcs.health.nsw.gov.au/services/cald
15 Department of Health, Australian Government, National Lesbian, Gay, Bisexual, Transgender and Intersex (LGBTI) Ageing and Aged Care Strategy, 2012.
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“

Diversity and
Inclusion Forum
Committees harness
the historical
regional presence
that makes Roads
and Maritime who
we are.

“

12 | Roads and Maritime Services Diversity and Inclusion Plan 2020

Driving diversity and
inclusion across the state
CASE STUDY
Driving change across the state – Roads
and Maritime Diversity and Inclusion
Forum Committees
Roads and Maritime has established Diversity and Inclusion (D&I)
Forum Committees to support local initiatives to enable a diverse and
inclusive culture.
In June 2016 the Roads and Maritime executive allocated $80,000 towards establishing these
committees with each responsible for identifying initiatives that would help deliver a more diverse,
flexible and inclusive workplace.
Setting up our regionally based Diversity and Inclusion Forum Committees harness the historical
regional presence that makes Roads and Maritime who we are today. The rich history of our
organisation is deeply rooted in parts of our state few of us actually ever get to see and visit –
this is the heart and soul of our organisation. Taking a regionally based approach empowers our
people to make change and gives them the resources to own it at a local level.
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Our diversity and
inclusion approach
Developing maturity and driving cultural change
involves several levers:
• Awareness of the need to change
• Strong leader sponsorship
• Systems and processes that support sustaining
the change
• Using stories and symbols to expand our
impact and make the cultural shift part of our
organisational identity.
Our approach to diversity and inclusion reflects
these levers to create and sustain effective
cultural change.

The Roads and Maritime diversity and inclusion
approach is structured into three horizons (see
Figure 1). Each horizon outlines the key outcomes
and cumulative maturity we will build in our
workplace culture across our organisation.16
Horizons 1 and 2 are internally focused, recognising
the need to build a flexible mindset and improve
capability to achieve short and medium-term
diversity and inclusion goals. Horizon 3 takes
an external focus that leverages our state-wide
presence and abilities to create positive social
change for communities.
These three horizons provide a roadmap of how
Roads and Maritime can build momentum across
our five priority areas and achieve sustainable
cultural change that supports a renewed focus on
customers, communities and place.

16 Based on Deloitte Diversity and Inclusion Maturity Model and Transport for NSW Diversity and Inclusion 2017-18 Plan.

14 | Roads and Maritime Services Diversity and Inclusion Plan 2020

Figure 1. Roads and Maritime D&I approach – The D&I horizons roadmap

CONFIDENCE AND INSPIRATION
Horizon 3: Explore new opportunities
Optimise business outcomes, demonstrate business
impact and positively influence our communities.
VALUE AND BELONGING
Horizon 2: Embed in our organisation
Making diversity and inclusion a part of the way we do business.

FAIRNESS AND RESPECT
Horizon 1: Build foundations
Strong sponsorship and awareness of diversity and inclusion.

DIVERSITY AND INCLUSION MATURITY

CAPABILITIES

MEASURES OF SUCCESS

KEY SUCCESS FACTORS

2017–2018
• Continued visible
executive sponsorship
• Compelling purpose
• Coordinated approach
• Quick wins.

2018-2019
• Effective implementation
of Aboriginal
Participation in
Construction Policy
• Procurement guidance
on Roads and Maritime
approach to diversity and
inclusion when engaging
external partners.

2019-2020
• Influencing industry on diversity
and inclusion perspectives
• Communicating Roads
and Maritime successes
and challenges
• Crowdsourcing solutions
with industry partners and
customers that leverage internal
progress and create positive
social impacts on communities.

• Increased diversity
representation across
priority areas

• Performance
in supporting
Aboriginal business

• Partnering with
external organisations/
industry partners

• Increased engagement.

• Better representation
of diversity groups

• Solutions that feed into
business, customer and
community needs

• Retention rates.

• Test new approaches.

• Counteracting bias
• Soft skill development to
support conversations on
flexibility
• Inclusive leadership.
INCREMENTAL/PRESENT

• Aboriginal cultural
competency
• Counteracting bias in
decision making e.g.
in recruitment and
procurement.
INNOVATION/TIME

• Innovative thinking
• Tolerance to risk
• Stakeholder engagement.

DISRUPTIVE/FUTURE
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Roads and Maritime 2020
Diversity and Inclusion Plan
Roads and Maritime has a long term view of diversity and inclusion and the
benefits it brings our workforce, our customers and our communities.
These benefits are maximised using an integrated
approach with the Transport Cluster, optimising
opportunities for our people and outcomes for
our customers.

Our commitments will be delivered across three
strategic pillars:
• Storytelling and celebrations
• System improvements

Roads and Maritime 2020 Diversity and Inclusion
Plan is structured over three years, with priority
areas aligned to Transport Cluster and NSW
Public Sector.

• Knowledge and tools.

Action plans for each priority area are outlined in
the following pages, targeting initiatives that will
engage employees over the full employee life cycle.

Figure 2 below illustrates how initiatives and
actions will be structured to deliver on the
priority areas and overall diversity and inclusion
strategic outcomes. This approach is consistent
with the approach being undertaken across the
Transport Cluster.

Figure 2. Alignment of priority areas and strategic pillars
PRIORITY AREAS

Flexibility
Works

Extending
our diversity
focus

Aboriginal

Representation Strategy

Network
and Industry
Partners

IN LEADERSHIP

STRATEGIC PILLARS
Storytelling and celebrations

System improvements

Knowledge and tools

Sharing and celebrating progress and
achievements in women in leadership,
flexibility, Aboriginal representation
strategy, disability, CALD and LGBTIQ.

Data driven instruments
to drive diverse and inclusive
decision making for all our
priority areas.

Click, Call, Consult options available
to support leaders and individuals in
women in leadership, flexibility and
Aboriginal representation strategy,
disability, CALD and LGBTIQ.

FOUNDATION
Inclusive leadership
EMPLOYEE LIFE CYCLE
Attract and onboard

Deploy

Develop

Retain
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IN LEADERSHIP

PRIORITY 1
Increasing representation of women
in leadership roles and supporting
career development

Outcomes
1. Improved representation of women in senior management and
leadership roles.
2. Retention of new and existing female leaders through career
development opportunities.
3. Improved representation of women in roles that are not traditionally
held by females.

Life cycle stage

Initiative

Strategic Pillars
Storytelling,
celebration
and symbols

Attract and onboard

Improve employer brand,
leverage use of talent pools
and increase representation of
women across non-traditional
roles.

Develop

Actively promote and target
development of high potential
women across senior service
and award levels.

Retain

Encourage and support career
development of women in
senior roles across Roads and
Maritime.
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System
improvements

Knowledge
and tools
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Flexibility
Works

PRIORITY 2
Driving an inclusive culture through flexible
mindsets and flexible work practices

Outcomes
1. A flexible and inclusive workplace.
2. Communication about diversity is improved, responsibilities are clear for both
managers and employees.

Life cycle stage

Initiative

Strategic Pillars
Storytelling,
celebration
and symbols

Attract and onboard

Embed flexibility messaging
into all job adverts and
induction material to attract
a diverse candidate pool and
reinforce messaging for all new
starters.

Deploy

Align and communicate policy
changes in the context of
broader diversity and inclusion
direction.

Develop

Build capability of leaders and
teams to move to a flexible
and agile mindset to improve
delivery of business outcomes
and foster innovation.

Retain

Embed flexibility actions into
key diversity programs and
celebrate success through
internal and external channels.
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System
improvements

Knowledge
and tools
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Aboriginal

Representation Strategy

PRIORITY 3
Increasing Aboriginal representation
and supporting career development of
Aboriginal employees

Outcomes
1. Increased representation of Aboriginal people across all levels.
2. Retention of new and existing Aboriginal employees through support
mechanisms for employees and managers.
3. Improved knowledge of Aboriginal workforce and improved
cultural competency.

Life cycle stage

Initiative

Strategic Pillars
Storytelling,
celebration
and symbols

Attract and onboard

Develop targeted campaigns,
improve employer brand and
increase visibility of Aboriginal
employment across Roads and
Maritime.

Deploy

Provide tools/resources for
Managers to support Aboriginal
employees within their teams.

Develop

Support Aboriginal career
development and provide
support to ALL managers to
improve understanding of
Aboriginal culture.

Retain

Celebrate and recognise
achievements and implement
initiatives to improve
engagement and retention of
Aboriginal employees.

System
improvements

Knowledge
and tools
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Extending
our diversity
focus

PRIORITY 4
Extending our diversity focus

Outcomes
1. Increased visibility of Roads and Maritime workforce representation across
diverse groups, including people with a disability, culturally and linguistically
diverse people, all ages, and those who identify as lesbian, gay, bisexual,
transgender, intersex and queer people.
2. Diversity and inclusion awareness embedded in recruitment and
procurement practices.

Life cycle stage

Initiative

Strategic Pillars
Storytelling,
celebration
and symbols

Attract

Develop and implement
recruitment advert messaging
to attract larger, more diverse
candidates to work for Roads
and Maritime.

Onboard

Embed diversity and inclusion
awareness into new starter
training and development.

Deploy

Promote, communicate and
celebrate dates of significance
across disability, CALD and
LGBTIQ.

Develop

Continue to drive Conscious
Inclusion Program development;
and embed unconscious bias
awareness across training and
development.

Retain

Develop programs to better
identify diversity groups to
inform diversity and inclusion
strategies and initiatives.
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System
improvements

Knowledge
and tools
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Network
and Industry
Partners

PRIORITY 5
Building a diverse workforce and driving
an inclusive culture through networks and
industry partners

Outcomes
1. A more diverse and inclusive workforce.
2. Increased number of diversity and inclusion events and activities run/
managed internally.

Life cycle stage

Initiative

Strategic Pillars
Storytelling,
celebration
and symbols

Attract

Leverage networks and industry to
solve problems and foster innovation
and bolster talent within Roads and
Maritime through secondments,
industry seminars and capacity
building.

Onboard

Embed diversity and inclusion
awareness into procurement practices.

Deploy

Promote and communicate activities
underway within Roads and Maritime
in relation to diversity and inclusion
through network and industry
events and look for opportunities
to increase procurement from
Aboriginal businesses.

Develop

Leverage our Diversity and Inclusion
Forum Committees, external
networks and partnerships to
improve practices in the diversity and
inclusion space and share Roads and
Maritime approaches.

Retain

Promote and communicate
activities underway to increase
diversity in all areas amongst our
construction partners and develop
a plan to illustrate the value chain
of workplace diversity through to
community impact.

System
improvements

Knowledge
and tools
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Appendix
Appendix 1 – Diversity and Inclusion Forum
Committee’s Action Plan
Outcomes
1. Decentralise diversity and inclusion activity to drive and sustain cultural
change across a geographically dispersed organisation.
2. Empower employees at all levels to initiate and drive positive change.

Region
Northern

Actions/initiatives
• Deliver a local marketing campaign across the region
• Promote unconscious bias e-learning to achieve 80% completion
• Diversity and inclusion as a standing agenda item at monthly senior
management team meetings
• Organise NAIDOC week celebrations
• Distribute local stories through regional fortnightly newsletter
• Member of the Department of Premier and Cabinet Regional
Leadership Executive Sub-Committee to promote diversity and
inclusion activities and principles across the statement government
sector in the Northern Region

Hunter

• Promote Conscious Inclusion Program through regional newsletter
• Request Chief Executive to record diversity and inclusion commitment
on video and play on smart screens in new office

Western

• Pre-employment opportunities for Aboriginal youth in remote locations
(potential for this to be either year 9/10 student or year 11/12 student)

Sydney

• Increasing identification in specialised software (Equip)
• Aboriginal naming of rooms in Sydney offices and curating
Aboriginal art

Southern

• Promote Conscious Inclusion Program in email from regional manager
to senior management team and line managers
• Diversity and inclusion event partnering with Lend Lease
• Promote uptake of Aboriginal VET cadets and other talent programs

South-west

• Extend Conscious Inclusion Program to all employees in region
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Appendix 2 – Roads and Maritime 2020 Diversity
and Inclusion Detailed Plan
Priority Area 1 – Increasing representation of women in leadership
roles and supporting career development

Initiative

Actions

Accountability

PRIORITY AREA 1 ATTRACT AND ONBOARD
Improve employer
brand, leverage use
of talent pools and
increase representation
of women across
non-traditional roles

Leverage cluster wide recruitment advertising campaigns
that sell a strong employee value proposition, targeting
leadership roles

People and Culture

Increase representation of Aboriginal women in senior roles

People Leaders

Identify opportunities to increase representation of women in
non-traditional roles across Roads and Maritime and develop a
plan to implement short, medium and long term actions

People and Culture

Develop approach and plan to increase representation of
women in non-traditional roles in Roads and Maritime

People and Culture

CLUSTER Senior leaders within transport using public platforms
to drive the diversity value proposition. EOI process for events
that cluster will sponsor transport attendance

Senior Leaders

CLUSTER Female succession and high potential talent pools for
each division. Career pathway and development plan defined
for each individual. Talent profile completed for each individual
and shared with recruitment for career pathway mapping

People Leaders

CLUSTER Recruitment and selection data. Metrics capturing
information at each key stage of recruitment i.e. applications,
shortlisted, interviewed, offered, accepted

People Leaders
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Measures

• Number of female applicants for
senior level roles

• Representation of women in
senior roles
• Representation of Aboriginal
women in senior roles
• Plan to address representation
of women in non-traditional roles
developed and implemented

Storytelling,
celebration
and symbols

System
improvements

Knowledge
and tools

Timeframe
/horizon

2017-2018

2017-2018

2017-2018

• Women retained in roles
• Plan developed and implemented
• Number of women that apply, are
recruited and retained
• Number of senior leaders attending
and speaking at conferences and
events
• At least one potential female
successor identified for all senior
roles
• Dashboard developed, integrated
into existing reporting mechanisms/
channels

2017-2018

2017-2018

2017-2018

ongoing
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Initiative

Actions

Accountability

PRIORITY AREA 1 DEVELOP
Actively promote and
target development of
high potential women
across senior service
and award levels

CLUSTER Analysis and feedback, leadership shadow
workshops (include in inclusive leadership model. Increase
awareness and commitment of leaders)

People and Culture

CLUSTER and Roads and Maritime Women’s Connecting
Forum – program revision, establishing metrics and data to
capture and promote benefit to the alumni – promote women
in leadership events to senior award level roles

People and Culture

CLUSTER Transport benefit guide for female employees

People and Culture

Leverage Diversity Council Australia program to target training
to areas with zero or very low representation of women

People and Culture

Ensure 50:50 gender split for high potential leadership
programs to support high performing women in upskilling for
senior roles

People Leaders

PRIORITY AREA 1 RETAIN
Encourage and support
career development
of women in senior
roles across Roads and
Maritime

Develop a program to support all female employees (and their
managers) working in non-traditional roles for women – linking
in to Diversity Council Australia programs rolled out in areas
with zero or very low female representation

People and Culture

Apply diversity lens to talent reviews to ensure diversity of
employees identified as high performing and high potential

People and Culture

CLUSTER Women in Leadership intranet site – a conclusive
location for all programs, tools, resources and options available
to women in transport. The site is promoted and visible to all
employees

People Leaders

CLUSTER 12-part women in focus series – a monthly series
celebrating the achievements and career of women in transport

People and Culture

CLUSTER and Roads and Maritime Internal diversity events –
International Women’s Day Forum, Women of Transport Dinner/
Industry event

People Leaders/Internal
Communications

32 | Roads and Maritime Services Diversity and Inclusion Plan 2020

Measures

• Analysis completed and guide
developed
• Number of Roads and Maritime
attendees
• Targeted opportunities sent out to
women in senior award levels

Storytelling,
celebration
and symbols

System
improvements

Knowledge
and tools

Timeframe
/horizon

2017-2018

2017-2018

• Guide developed
• Feedback positive

2017-2018

• Intranet site traffic
• Program developed and
implemented
• Feedback from coaches and
participants
• Gender balance in Leadership
Program nomination process

• Program developed and
implemented
• Feedback from coaches and
participants
• Number of females identified as
high performing and high potential
relative to the team size and gender
balance
• Access and traffic on site from
Roads and Maritime
• Feedback from employees
• Representation of females from
Roads and Maritime
• Feedback from participants on the
program

2017-2018

ongoing

2017-2018

ongoing

2017-2018

2017-2018

• Number of diversity events held
• Involvement of employees across
regions

2017-2018
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Priority Area 2 – Driving an inclusive culture through flexible
mindsets and flexible work practices

Initiative

Actions

Accountability

PRIORITY AREA 2 ATTRACT AND ONBOARD
Embed flexibility
messaging into all job
adverts and induction
material to attract
a diverse candidate
pool and reinforce
messaging for all new
starters

Embed flexibility messaging in all job advertisements

People and Culture

Advertise across a variety of mediums to attract a diverse
candidate pool

People Leaders

Embed flexibility, diversity and inclusion messaging in the
induction process

People and Culture

PRIORITY AREA 2 DEPLOY
Align and communicate
policy changes in the
context of broader
diversity and inclusion
direction

Communicate the cluster wide policy on flexibility

People and Culture/
Internal Communications

Update relevant Roads and Maritime procedures to align with
cluster policy

People and Culture

PRIORITY AREA 2 DEVELOP
Build capability of
leaders and teams
to move to flexible
and agile mindset to
improve delivery of
business outcomes and
foster innovation

Hold executive session to define flexibility for the Roads and
Maritime environment

People and Culture

Deliver facilitated workshops to lift manager capability in
managing flexibility

People and Culture

Continue rollout of Conscious Inclusion Program for
people leaders

People and Culture

PRIORITY AREA 2 RETAIN
Embed flexibility
actions in to key
diversity programs
and celebrate success
through internal
communications
channels

Promote the Staying Connected Program to employees
planning for, or currently on, parental leave

People Leaders

Implement actions arising from manager workshops on flexibility

People Leaders

Communicate flexibility success stories through internal
communications channels

People Leaders/Internal
Communication
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Measures

• All adverts contain flexibility
messaging

Storytelling,
celebration
and symbols

System
improvements

Knowledge
and tools

Timeframe
/horizon

2017-2018

• Up to 50% female applicants
• New sourcing channels and new
messaging effective in gaining larger
and better quality applicant pool
• New starters feedback in new
starter survey is positive

2017-2018

2017-2018

• Feedback in induction is positive

• Policy communicated across agency
through variety of channels

2017-2018

• Procedures updated to align with
policy where relevant

2017-2018

• Executive session held
• Positive feedback and outcomes
from session can be used to inform
other programs

2017-2018

• Leveraged executive session
• Feedback from participants is
positive

2017-2018

• Number of people attended
• Number of people attended
• Feedback from the sessions
are positive

2017-2018

• Number of Roads and Maritime
participants on the program

2017-2018

• Improvement in engagement survey
responses to flexible working

2018-2019

• Intranet/communications
channels traffic

ongoing
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Priority Area 3 – Increasing Aboriginal representation and supporting
career development of Aboriginal employees

Initiative

Actions

Accountability

PRIORITY AREA 3 ATTRACT AND ONBOARD
Improve external
employer brand and
increase visibility of
Aboriginal employment
across Roads and
Maritime

Promote the organisation as an ‘employer of choice’ and
advertise employment opportunities through targeted channels

Aboriginal Engagement

Engage Aboriginal employment specialists to recruit for
identified positions and develop pre-employment program to
develop pool of ready-skilled applicants

Aboriginal Engagement

Develop partnerships to establish regular information
sessions to inform Aboriginal people about available
employment opportunities and provide resume, application
and interview skills

Aboriginal Engagement

Develop and promote Aboriginal recruitment and attraction
guideline to hiring managers and recruitment kits for applicants.
Establish Aboriginal employee forums/conference to assist with
the development of appropriate support and recruitment tools

Aboriginal Engagement

Ongoing roles for the majority of Aboriginal VET cadets
from agreed agencies. Develop a pool of skilled Aboriginal
employees to fill employment opportunities

Aboriginal Engagement/
People Leaders

Develop approach to implement Aboriginal employment
plans and identify targeted positions in Roads and Maritime to
improve representation of Aboriginal people at senior levels

Aboriginal Engagement

Pilot the implementation of a ‘blind recruiting’ process for all
positions targeting Aboriginal people

Aboriginal Engagement

Expand Aboriginal scholarships to targeted disciplines for
undergraduates

Aboriginal Engagement

Implement scholarships for Aboriginal employees to study
higher education

Aboriginal Engagement
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Measures

• Percentage of positions advertised
through targeted channels

Storytelling,
celebration
and symbols

System
improvements

Knowledge
and tools

Timeframe
/horizon

2017-2018

• Number of engagements
2017-2018
• Number of sessions
• Feedback from participants
• Number of participants who submit
applications for employment

2017-2018

• Quality of applications
• Guideline developed
• Increase in Aboriginal applicants

2017-2018

• Forums/conference held
• Percentage of reported Aboriginal
staff attending leadership programs
and forums

2017-2018

• Number of targeted positions
• Number of divisional plans in place
• Number of Aboriginal people in
non-targeted positions
• Completion of the pilot – outcomes
will inform ongoing work in broader
programs

2017-2018

2018-2019

• Number of scholarships offered and
successfully completed
• Proportion of scholarship recipients
obtaining employment within Roads
and Maritime and/or TfNSW

2018-2019

• Number of scholarships offered and
successfully completed
• Proportion of scholarship recipients
obtaining employment within Roads
and Maritime and/or TfNSW

2018-2019
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Initiative

Actions

Accountability

PRIORITY AREA 3 DEPLOY
Provide resources for
managers to support
Aboriginal employees
within their teams on a
day-to-day basis

Extend support provided to managers of vocational education
and training cadets and Aboriginal employees (through Yarn’n
and Aboriginal Cultural Education Program)

Aboriginal Engagement

PRIORITY AREA 3 DEVELOP
Support career
development of
Aboriginal employees
and provide support to
managers to improve
understanding of
Aboriginal culture

Encourage Aboriginal employees to participate in the Roads
and Maritime Young Professionals Network and other groups
such as government Aboriginal employee networks and
Aboriginal community networks

Aboriginal Engagement

Increase participation rates of Aboriginal employees on PSC
and TfNSW Leadership programs

People and Culture/
People Leaders

Leverage existing programs to increase access to information
and resources that assist Aboriginal employees to balance work
and community/cultural responsibilities

Aboriginal Engagement

Ensure Aboriginal employees have access to Aboriginal
counsellors through the Employee Assistance Program

Aboriginal Engagement

Identify and engage senior leaders to participate in the
Jawun Program

Aboriginal Engagement
/People and Culture/
Internal Communications

Increase the participation rate of employees across all levels of
the organisation to participate in Aboriginal Cultural Education
Program

Aboriginal Engagement

Develop tool to conduct capability assessments to identify
individual training needs

People and Culture

Develop program for Aboriginal employees to become coaches
and assist development of Aboriginal and non-Aboriginal
employees (develop and retain)

Aboriginal Engagement/
People and Culture
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Measures

Storytelling,
celebration
and symbols

System
improvements

Knowledge
and tools

Timeframe
/horizon

• Number of managers accessing
support
2017-2018

• Participation of Aboriginal
employees in networks and other
groups

2017-2018

• Network growth
• Participation of Aboriginal
employees on leadership programs

2017-2018

• Access to information is improved
based on feedback from Aboriginal
employees participating in existing
programs

2017-2018

• Communications mechanisms put
in place

2017-2018

• Number of leaders committed to
participating in Jawun Program
• Feedback from participants
• Messages and stories shared
through internal communications
channels

2017-2018

• Number attended
• Feedback from sessions
• Retention of Aboriginal employees
across teams who have attended
• Tool developed
• Program developed and
implemented
• Feedback from coaches and
participants

ongoing

2019-2020

2018-2019
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Initiative

Actions

Accountability

PRIORITY AREA 3 RETAIN
Celebrate and recognise
achievements; and
implement actions
and initiatives to
improve engagement
and retention of
Aboriginal employees

Develop an Aboriginal Reconciliation Plan in partnership with a
suitable provider

Aboriginal Engagement/
People and Culture

Develop and implement campaigns to encourage employees to
self-identify equal employment opportunity data and develop
mechanism to report on Aboriginal employment across Roads
and Maritime at SMT and executive level

People and Culture

Recognise the achievements of Aboriginal employees
through award programs for employees who contribute to
the Aboriginal community, excel in academic achievement,
or make a significant contribution to the delivery of the
Roads and Maritime Services Delivery Plan and Aboriginal
Employment Strategy

Aboriginal Engagement/
People and Culture/
Internal Communications

Celebrate NAIDCOC and Reconciliation Week events across the
state and recognise Aboriginal culture through room naming

Aboriginal Engagement

Benchmark the satisfaction of Aboriginal employees using
data from the People Matters Survey and implement programs
to increase satisfaction and identify discipline champions for
Aboriginal employees to learn about career options

Aboriginal Engagement/
People and Culture

Implement compulsory exit interviews for Aboriginal employees
to research the reasons for departure and implement actions to
lower the exit rate

Aboriginal Engagement/
People and Culture
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Measures

• Reconciliation Action Plan
developed
• Number of people that have
completed EEO data in Equip
• Aboriginal Employment data
integrated into dashboard

Storytelling,
celebration
and symbols

System
improvements

Knowledge
and tools

Timeframe
/horizon

2018-2019

2017-2018

• Aboriginal Awards held
2017-2018

• Number of events held
• Number of Aboriginal and
non-Aboriginal attendees

ongoing

• Baseline established
• Actions identified to improve
engagement

2018-2019

• Reasons for leaving identified
• Strategies/initiatives to increase
retention identified, committed to
and implemented

2019-2020
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Priority Area 4 – Extending our diversity focus

Initiative

Actions

Accountability

PRIORITY AREA 4 ATTRACT
Develop and implement
recruitment advert
messaging to attract
larger, more diverse
candidates to work for
Roads and Maritime

Leverage cluster wide recruitment advertising campaigns
that promote the organisation as an ‘employer of choice’ and
includes inclusive language

People Leaders

Advertise employment opportunities through targeted channels

People Leaders

PRIORITY AREA 4 ONBOARD
Embed diversity and
inclusion awareness into
new starter training and
development

Promote the unconscious bias e-learn to new employees

People and Culture

Promote the Conscious Inclusion Program to new employees

People and Culture

PRIORITY AREA 4 DEPLOY
Promote, communicate
and celebrate dates
of significance across
disability, CALD and
LGBTIQ

Hold events that celebrate disability, CALD and LGBTIQ across
all Roads and Maritime locations

Diversity and Inclusion
Forum Committees

Create a calendar of events to promote events throughout the
whole organisation

People and Culture

PRIORITY AREA 4 DEVELOP
Continue to drive
Conscious Inclusion
Program development;
and embed unconscious
bias awareness across
training and development

Continue rollout of Conscious Inclusion Program for
people leaders

People and Culture

PRIORITY AREA 4 RETAIN
Develop programs to
increase identification
of diversity groups to
inform diversity and
inclusion strategies and
initiatives

Develop and promote a range of diversity networks and groups
for employees
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People and Culture

Measures

• Number of diverse candidates
applying for Roads and Maritime
positions
• Number of diverse candidates
successful in gaining a Roads and
Maritime position

Storytelling,
celebration
and symbols

System
improvements

Knowledge
and tools

Timeframe
/horizon

2017-2018

• Number of targeted channels
advertised through

2017-2018

• Number of new employees
completed the unconscious bias
e-learn

2019-2020

• Number of new employees
completed Conscious Inclusion
Program

2019-2020

• Diversity achievements
communicated across internal and
external channels
• Number of events held across the
organisation

2017-2018

• Communication of this through
internal channels
• Number of people attending
• Approaches developed to engage
and celebrate other diversity groups

• Number of people leaders
completed Conscious Inclusion
Program

2017-2018

2017-2018

• Networks established
• Number of staff registered to
networks

2019-2020

• Visibility/staff awareness of
networks
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Priority Area 5 – Building a diverse workforce and driving an
inclusive culture

Initiative

Actions

Accountability

PRIORITY AREA 5

ATTRACT

Leverage networks
and industry to solve
problems and foster
innovation; and attract
new talent to Roads
and Maritime

Embed flexibility, diversity and inclusion messaging in job
tenders to networks and industry partners

People and Culture/
Procurement/Commercial

Scope the opportunity to host an innovation session to
crowdsource ideas that address business and community
challenges, leveraging TfNSW approaches

Office of CE/
People and Culture

Pilot the Northern Road Upgrade Employment Hub (NRUEH)
to explore ways to create fresh pathways to employment across
the state

Industry Partner

PRIORITY AREA 5 ONBOARD
Review accessibility
of technology and
embed diversity and
inclusion awareness into
procurement practices

Ensure appropriate technology or modifications are available to
support employees with disabilities

People and Culture/
Safety

All network and industry partner employees to complete a
diversity and inclusion training module/watch diversity and
inclusion video prior to starting work with Roads and Maritime

People and Culture/
Procurement

Revise contract and procurement procedures to address
diversity and inclusion requirements, preferences or disclosure

People Leaders/
Procurement
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Measures

• Messaging embedded into relevant
planning, processes and documents

Storytelling,
celebration
and symbols

System
improvements

Knowledge
and tools

Timeframe
/horizon

2017-2018

• Project scoped
• Innovative and practical options
identified

2018-2019

• Industry partner, network and
community appetite explored
• Pilot completed and assessed
• Increase in number of job ready
workers
• Number of participants employed
in targeted groups i.e. women in
construction, Aboriginal and CALD
employees.

2017-2018

• Assessment of accessibility
completed
• Process is clearly communicated
• Employees with disability and
managers of employees with
disability provide positive feedback
on ease of process

2018-2019

• Diversity and inclusion module/
video developed
• Training implemented into
contractual obligations and
mechanism to deploy module
identified

2019-2020

• Contractors aware of Roads and
Maritime position on diversity and
inclusion
• Feedback from contractors, industry
partners and service providers.

2018-2019
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Initiative

Actions

Accountability

PRIORITY AREA 5 DEPLOY
Promote and
communicate activities
underway within
Roads and Maritime
in relation to diversity
and inclusion through
network and industry
events; and look
for opportunities to
increase procurement
from Aboriginal
businesses

Communicate Roads and Maritime diversity and inclusion
priorities and action plan

People and
Culture/Corporate
Communications

Develop reporting to track progress in engaging Aboriginal
businesses to work with Roads and Maritime and progressively
increase this number

Aboriginal Engagement/
Procurement

PRIORITY AREA 5 DEVELOP
Leverage networks and
partnerships to improve
practices in the diversity
and inclusion space
and share Roads and
Maritime approaches

Identify opportunities to leverage development programs from/
with industry partners/key stakeholders to contribute to overall
improvements in diversity and inclusion development

People and Culture/
Stakeholder Engagement

Leveraging research, develop approach to engage and
celebrate other diversity groups in line with Transport
Cluster approach

People and Culture

PRIORITY AREA 5 RETAIN
Promote and
communicate activities
underway to increase
Aboriginal Participation
in Construction (APiC)
and develop a plan
to illustrate the value
chain of workplace
diversity through to
community impact

Promote work being undertaken in Aboriginal Participation in
Construction (APiC)

Aboriginal Engagement/
Commercial Services

Develop plan linking diversity to communities (e.g. Corporate
Social Responsibility)

People and Culture/
Stakeholder Engagement
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Measures

Storytelling,
celebration
and symbols

System
improvements

Knowledge
and tools

Timeframe
/horizon

• Number of channels D&I plan
communicated through
• Feedback from networks and
industry partners

2017-2018

• Invitations to speak about D&I work
in Roads and Maritime
• Increase in number of Aboriginal
businesses Roads and Maritime has
engaged

2017-2018

• Reporting mechanism developed
and implemented

• Number of new contacts/networks
established
• Number of programs and research
leveraged

2019-2020

• Communication of this in external
communications channels
• Approach developed to engage and
celebrate other diversity groups
• Feedback from diversity groups on
effectiveness of these strategies/
initiatives

• APiC achievements communicated
across internal and external channels
• Community impacts measured and
communicated
• Plan scoped and developed in
partnership with key internal and
external stakeholders

2019-2020

2017-2018

2019-2020
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