
Equal Employment Opportunity Report
2009-2010



Equal Employment Opportunity Report 2009-2010

1 EXECUTIVE SUMMARY 1

2 CONTEXT 4

2.1 ORGANISATION PROFILE 2009-2010 REPORTING PERIOD 4

2.2 MANAGING DIVERSITY/EQUAL EMPLOYMENT OPPORTUNITY (EEO) 4

3 PROGRAMME OBJECTIVES AND PERFORMANCE INDICATORS 5

3.1 OBJECTIVES 5

3.2 PERFORMANCE INDICATORS 6

4 DIVERSITY MANAGEMENT AND EEO FRAMEWORK 7

4.1 PLANNING 7

4.2 RESPONSIBILITY 7

4.3 INFORMING EMPLOYEES 7

4.4 CONSULTATION 8

4.5 MONITORING AND EVALUATION 8

4.6 REVIEW OF POLICIES AND PRACTICES 8

5 WORKFORCE PROFILE 9

5.1 WORKFORCE COMPOSITION 9

5.2 WORKFORCE TRENDS 12

5.3 EEO DESIGNATED GROUPS 14

6 PROGRAMME OUTCOMES 20

6.1 PRODUCTIVE DIVERSITY 20

6.2 DESIGNATED GROUPS 22

6.3 WOMEN 23

6.4 INDIGENOUS EMPLOYMENT 24

6.5 PEOPLE FROM NON-ENGLISH SPEAKING BACKGROUNDS 26

6.6 DISABILITY EMPLOYMENT 27

6.7 OTHER ACTIVITIES 28

7 CONCLUSION 29

Contents



1Equal Employment Opportunity Report 2009-2010

This is Australia Post’s Annual Equal Employment Opportunity
Report to the Minister for Broadband, Communications and
the Digital Economy for the 2009-2010 reporting period. The
report complies with the requirements of the Equal Employment
Opportunity (Commonwealth Authorities) Act, 1987.

The Equal Employment Opportunity programme is a key result
area of the corporate Workforce Diversity Business Strategy.
A development framework containing broad corporate goals
and key result areas is established at the national level. The
framework allows flexibility for the development of annual
implementation plans with strategies reflecting local priorities
across all business streams.

As with all businesses, Australia Post has not been immune
to the impact of the slowing economy. This, combined with
decreasing letter volumes, a decline in turnover across the
business and significant structural changes to adjust to this
new operating environment has impacted upon both the
business and the representation of employees from the four
designated groups: (women, Indigenous Australians people
from a non-English speaking background and people with a
disability).

This report details outcomes for the 2009-2010 reporting period.

Major outcomes for this reporting period
include:
Women:

The number of women in executive positions increased to 49
(47, 2009) and their representation in the executive group
increased to 21.4% (20.5%, 2009).

The representation of women in management positions1

decreased slightly to 32.1% (32.5%, 2009) with the number
of women in management positions decreasing to 697
(727 in 2009).

The overall representation rate of women also decreased
slightly to 39.8% from 40.1% in June 2009.

Women were promoted at a higher rate, 39.5% (34.4%, 2009)
into permanent, full time positions than their representation
rate, 31.3%, in these positions.

Indigenous Employment:

Australia Post remains committed to and is a long-term leader
in the employment of Indigenous Australians. Since the
adoption of our first Indigenous employment strategy in 1988,
Australia Post has provided employment opportunity to over
4,500 Indigenous Australians.

The representation of Indigenous Australians remained stable
at 1.7% (1.7%, 2009) and includes 50 traineeship positions.
The total number of Indigenous Australians with job
opportunity at Australia Post was 593 (605, 2009).

Australia Post hosted a half day employment focussed session
to 44 under 23 Indigenous youth who attended the AFL/Rio
Tinto talent and employment programme.

NESB Employment (people from non-English speaking
Background):

The representation of NESB employees increased to 22.8%
(7,867) from 22.6% (8,036 in 2009).

The number of NESB employees in management positions
decreased to 423 (437 in 2009). However, due to an overall
decrease in the number of management positions, (2,168,
2010: 2,238, 2009) their representation remained stable at
20% (20%, 2009).

Australia Post hosted a two-day workshop, Working – The
Australian Way, to help newly arrived professionally skilled
migrants to better understand the Australian workplace and
what is required to gain and keep employment.

Australia Post partnered with AMES (a multicultural service
provider) and a number of other corporations to deliver the
programme, which covered topics such as what employers are
looking for, the corporate recruitment process, Australian
workplace culture, corporate employment journeys and
networking.

Australia Post’s diverse workforce in all parts of the business
continued to celebrate Harmony Day in March 2010.

1 Executive Summary

1 Management positions: Executive, Administrative Officer 6-8, Facility Manager, Postal Manager 3-5, Delivery Manager 3-4.
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Disability Employment:

The representation of people with a disability decreased
slightly to 8.2% (8.4%, 2009) whilst the number of people
with a disability decreased to 2,839 (2,983 in 2009).

Representation of employees in management positions who
have indicated that they have a disability decreased to 9%
(189) from 10% (215, 2009).

Considerable work was undertaken during the reporting period
to finalise a memorandum of understanding (MOU) with a
disability employment and support provider. A pilot
programme under the MOU is scheduled to commence early
in the 2010/11 financial year.

Other achievements highlighted in this report
include:
Productive Diversity

National Award

Australia Post won the 2009 Diversity @ Work National
Diversity and Inclusion Champion Award (large organisation)
in recognition of Australia Post’s long standing commitment
to diversity and inclusion.

Talent Management

Australia Post’s Enterprise Talent Council and associated Talent
Management programme continue to support a data-based,
cross-business and cross-functional delivery of Talent
Management outcomes.

Talent Management initiatives for the year have included six
dedicated and specifically targeted programmes to ensure that
development of our people is fair, supports individual
performance outcomes and takes into account personal and
organisational strengths as well as personal and organisational
development needs.

Work/Life Balance

During the reporting period, Australia Post commenced roll out
of its “Workplace Flexibility at Post” policy. This new policy
integrated existing work/life initiatives, such as career breaks,
working part time arrangements, 48/52 with new policies
aimed at enhancing the current categories of staff that can
access these work/life initiatives.

Workplace Flexibility is seen as a key strategy in achieving the
needs of the business for a flexible workforce and maintaining
employee engagement as well as attracting, motivating and
retaining the right people so Australia Post maintains its
reputation as an employer of choice.

Health and Wellbeing Programme

Australia Post’s Employee Health and Wellbeing Programme
continued to deliver benefits for employees and the
corporation.

While there was a decrease in the active promotion of the
majority of the existing programmes during this reporting
period, Australia Post ensured that information and access to
support was made available for employees and their families.
This programme will be relaunched with renewed focus in the
2010/2011 financial year.

Support to community diversity initiatives

Members of the Australia Post diversity team contribute to
a range of community diversity initiatives including honorary
roles with the University of South Australia, the Turkindi
network, the NSW EEO Practitioners Association Executive
Committee, the National Disability Recruitment Coordinator
and Job Access Expert Reference Group, the Babana’s Men’s
Group based in Redfern and a range of community groups in
Western Australia.

By using experience gained in Australia Post, these members
of the corporation’s dedicated diversity team contribute to
advancing the cause of diversity beyond their employment to
the wider Australian community.
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Diversity @ Post Kit

The Diversity@Post Kit continues to provide practical
information to assist managers to implement diversity
management initiatives at the local level.

There were two updates to the Diversity@Post Kit during the
reporting period with 19 new Diversity Success Stories being
published, bringing the total number to 54.

Diversity Brochure

In April 2010, all employees received a brochure which
outlined the value of and Australia Post’s commitment to
diversity. Managers delivered a short briefing session to
employees on this topic.

Harassment prevention and management

Australia Post is committed to the elimination of workplace
harassment, discrimination and bullying. Our co-ordinated
information campaign on the prevention and management
of harassment, discrimination and bullying in the workplace
continued with brochures and information sessions being
provided to employees on Sexual Harassment (July 2009)
and appropriate workplace behaviour (October 2009).
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2.1 Organisation profile 2009-2010
reporting period
During the reporting period, Australia Post had specific
strategies across three principal business portfolios: Letters
and Associated Services, Retail Products and Agency Services
and Parcels and Logistics. Human Resources and Information
Technology support plans underpinned the three business
strategies. These strategies and support plans, in conjunction
with Divisional plans, guided the business to continue to
provide innovative communication solutions and high levels of
service nationally and in expanding global markets.

As with all businesses, Australia Post has not been immune to
the impact of the slowing economy. This, combined with
decreasing mail volumes, a decline in turnover across the
business and employment reductions associated with the
business restructure programme has impacted upon both the
business and the representation of employees from the four
designated groups: (women, Indigenous Australians, people
from a non-English speaking background and people with a
disability).

The Workforce Diversity Business Strategy 2008-2011
recognises that realising the potential of a diverse workforce is
critical to achieving a competitive edge. The Indigenous
Employment and Business Strategy 2008-2011 continues
Australia Post’s long term commitment to providing
employment opportunity to Indigenous Australians.

Both strategies sit under the corporation’s Human Resources
Support Plan.

The Human Resources Support Plan 2007/08 to 2009/10,
which operated during the reporting period, had three
components:

1. Build a workforce of Great People to ensure we have the
internal capability to deliver our objectives.

2. Build an organisation acknowledged by our people,
customers and community as a Great Place to work.

3. Motivate our people to deliver Optimised Performance.

The importance of and commitment to diversity, EEO and a
workplace that is free from harassment, discrimination and

bullying is clearly articulated in the corporation’s Human
Resources Support Plan.

At Australia Post, Diversity means business.

2.2Managing Diversity/Equal
Employment Opportunity (EEO)
DiversityManagement
Australia Post embraces a diversity management approach to
EEO as a business strategy that leverages the greatest
advantage from its diverse workforce. This reflects Australia
Post’s philosophy of inclusiveness, where individual difference
(including ideas, opinions and backgrounds) is valued and
managed in a way that maximises organisational effectiveness.
The risk of under-utilising the skills and abilities of our workforce
diversity is the potential loss of our competitive edge.

Diversity management is also responsive to a commercially
competitive environment; delivering positive outcomes for
Australia Post’s employees, customers and the business. The
approach recognises values and manages human difference to
enhance performance and productivity; it is business centred,
outcome focused and integral to management best practice.

Equal Employment Opportunity (EEO)
The corporation’s EEO programme is a key result area under
the national Workforce Diversity Business Strategy 2008-2011.

Programmes are structured in compliance with the EEO
(Commonwealth Authorities) Act 1987 [the Act]. The
requirement is for a programme that

• promotes the employment of designated disadvantaged
groups (Aborigines and Torres Strait Islanders, people with
a disability, people from non-English speaking backgrounds
and women)

• facilitates the elimination of all forms of unlawful
discrimination and harassment in the workplace.

The Act also requires annual reporting on progress against
programme objectives.

2 Context
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Objectives and performance indicators are designed to
meet the requirements of the Act and to realise the full
potential and benefits of using productive diversity
management as a key business tool.

3.1 Objectives
The 2008-2011 Workforce Diversity Business Strategy
is structured to meet three key objectives

• Maintaining and promoting diversity management as part
of normal business practice.

• Employing diversity management strategies and initiatives
to provide Australia Post with a competitive advantage and
contribute to making Post an employer of choice.

• Ensuring that Australia Post meets its obligations under the
EEO (Commonwealth Authorities) Act 1987 in relation to
the development of strategies to assist the designated
EEO groups and the elimination of discrimination and
harassment.

Within this framework, the focus of the diversity programme
as a whole is to maximise broad diversity initiatives to achieve
wide business benefit while meeting and extending
commitment to the designated groups.

Diversity Management Objectives

• maximizing the potential of diversity in the delivery of
innovative and creative management and business
solutions

• providing for each Division to integrate the objectives,
principles and targets of the Workforce Diversity Business
Strategy into the appropriate Divisional plan

• developing and maintaining a focus that puts the customer
first (by drawing upon the diverse cultural base of Australia
Post’s workforce to match customer needs)

• reflecting the diversity of the community in Australia Post’s
workforce, at all levels and categories of employment and
across all business streams

• contributing to diversity management principles being
demonstrably integrated into the three key strategies of
the Human Resources Support Plan

• ensuring compliance with Equal Employment Opportunity
and anti-discrimination principles and legislation

These key objectives of the diversity strategy also greatly
support the more general business objectives of:

− enhancing commitment to flexible employment conditions
that support work/life balance for all employees

− attracting and retaining talented employees

− remaining a recognised employer of choice.

EEO Management Objectives

• Ensure that all Australia Post employees and contractors
are informed on the EEO policy and their individual rights
and responsibilities under that policy

• Ensure that a Diversity/EEO specialist/coordinator is
available in each State and National Headquarters to
provide advice and service to line management on
implementing EEO policy and practice

• Ensure that policies and practices which relate to
recruitment and career advancement of employees are
consistent with EEO principles

• Ensure that all employees experience, both in principle and
practice, equitable access to the same opportunities and
conditions of service, including access to safe and
productive work environments

• Provide all employees with training and development
opportunities to meet individual and organisational needs.

3 ProgrammeObjectives and Performance
Indicators
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3.2 Performance indicators
Diversity/EEO performancemeasures include:
Quantitative:

• recruitment against established targets

• representation, promotion, retention and separation rates

• lateral and upward mobility

• representation across employment categories and
classification levels

• participation in training programmes and decision making
forums

• complaint resolution data

Qualitative:

• training evaluation

• employee feedback

• exit interviews

• network meetings.
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The Workforce Diversity Business Strategy (including EEO Key
Result Areas) is linked to the business planning cycle and
complies with the requirements of the Act.

4.1 Planning
Diversity and EEO planning is undertaken through long term
(triennial) and yearly management plans that are linked to the
business planning cycle. This integrated approach ensures
that diversity management strategies are incorporated into
broader human resource management processes, and major
business change initiatives. It also ensures that diversity
management processes and priorities are consistent with
business demands across all operational areas.

4.2 Responsibility
Diversity and EEO management is established as a line
management responsibility, consistent with the view that
diversity management is a component of sound business
management.

As with all businesses, Australia Post has not been immune to
the impact of the slowing economy. This, combined with
decreasing mail volumes, a decline in turnover across the
business and employment reductions associated with the
business restructure programme has impacted upon both the
business and the representation of employees from the four
designated groups: (women, Indigenous Australians, people
from a non-English speaking background and people with a
disability).

Overall responsibility for diversity and EEO is vested in the
Managing Director who reports to the Australia Post Board.
During the reporting period, General Managers of major
business units such as Mail and Networks Division,
Commercial Division, Post IT, Shared Services Division,
Corporate Infrastructure Services Division, Courier and

Mailroom Services Division and Post Logistics are responsible
to the Managing Director for diversity and EEO performance in
their areas of responsibility.

Diversity/EEO performance standards are also provided for in
the Performance Management system that applies to Australia
Post executives and middle level managers.

Diversity Management and Indigenous Employment
Consultants are employed at the National level and in all
States.

4.3 Informing Employees
Diversity and EEO management plans include strategies for
ensuring employees are kept informed of the programme and
of their rights and responsibilities in the workplace.

Information is conveyed through

• Articles in National, State and local Australia Post
publications and journals

• Dissemination of specific Diversity/EEO information
brochures and display of policies and information posters
at worksites

• Electronic media including intranet, e-mail and video
conferencing

• Specific Diversity/EEO related training programmes and
inclusion of Diversity/EEO topics in a wide range of general
training programmes

• Employee meetings/briefings and information forums

• Induction training

• Diversity/EEO forums and network meetings of designated
groups

• Field visits by, and face to face meetings with,
Diversity/Indigenous Employment consultants

• Distribution of Diversity/EEO management plans and Annual
Report

4 DiversityManagement and EEO framework
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4.4 Consultation
Consultation occurs via the following:

• consultation in relation to specific projects – where input
may be sought via focus groups and joint working parties.

• state and local Diversity/EEO Steering Committees.

• harassment and discrimination complaint handling bodies.

• informally via many of the mechanisms described
previously under section 4.3.

In addition, consultation occurs at regular National Diversity
Conferences that bring together Australia Post Diversity and
Indigenous Employment consultants from around Australia.

4.5 Monitoring and Evaluation
Monitoring and evaluation of Diversity/EEO performance is
a regular part of the annual business planning and reporting
cycle. Divisions are required to report progress against
Diversity/EEO plans on a six monthly reporting cycle.

Outcomes from these forums are part of the diversity
feedback/improvement cycle and inform the Diversity/EEO
planning process.

4.6 Review of Policies and Practices
Australia Post’s policies and practices are monitored at both
National and State level to ensure that they are consistent
with Diversity/EEO management objectives and legislation.

Diversity/EEO considerations are taken into account on major
projects, the development of new or changed work practices
and the creation/review of policy.

Analysis of complaint types and outcomes from the
discrimination/harassment complaint process is an additional
indicator used in assessing the impact of policy and
employment practices.
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This section of the report provides pertinent information
relating to the size and composition of the Australia Post
workforce as well as key diversity segments. The corporate
payroll and personnel system (HRMS) provides comprehensive
data on Australia Post’s workforce, including a range of
diversity information. Diversity data (held in HRMS) is
collected on a voluntary basis, normally at the time of
recruitment, via the Workforce Diversity Profile form. Voluntary
diversity data was held on 84% of the workforce as at 30 June
2010, (82%, 2009: 81%, 2008). Due to the voluntary nature
of the collection of diversity data, statistical information
presented in this report for the NESB and PWD groups
represents 84% of the workforce.

5.1Workforce Composition
As at 30 June 2010, there were 34,457 employees in
Australia Post2, a decrease of 1,052 (3%) from the level
reported at 30 June 2009. The decrease in employee
numbers this year was mainly due to restructuring resulting
from the Future Ready programme of work. During the
reporting period, full-time employment decreased by 935, part-
time employment decreased by 110 and casual employment
decreased by 7. There was an overall net decrease in
employees of 1,052. Details of workforce composition,
including the representation of the four EEO-designated
groups, are shown in Table 1.

5Workforce Profile

Table 1: Composition of the Workforce at 30 June 2010

Number Percent- Females Males ATSI* NESB* PWD*
Employed age of

Work-
force

% No. % No. % No. % No. % No. %
Permanent 33,510 97.2 13,304 96.9 20,206 97.4 520 95.7 7,769 98.8 2,794 98.4
Fixed Term 748 2.2 299 2.2 449 2.2 21 3.9 77 1.0 34 1.2
Casual 199 0.6 123 0.9 76 0.4 2 0.4 21 0.1 11 0.4
Total Employment 34,457 100 13,726 39.8 20,731 60.2 543 1.6 7,867 22.8 2,839 8.2

*ATSI=Aboriginal and Torres Strait Islander; NESB=non-English speaking background; PWD=personswith a disability
NB Percentages in EEO groups show their representation by type of employment i.e. 96.9% females are permanent employees

2 Unless otherwise stated, employment numbers include casual employees
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Key Characteristics of theworkforce
at 30 June 2010
• Permanent employment representation increased to 97.2%

of the workforce (96.3% at 30 June 2009).

• Female representation decreased to 39.8% (40.1% at
30 June 2009). This is against the long term trend of
gradually increasing representation reported over the
past nine years.

• Indigenous employment and traineeships remained stable
at 1.7% (1.7% at 30 June 2009).

• Representation of employees from non-English speaking
backgrounds (NESB) increased to 22.8% of the workforce
(22.6% at 30 June 2009).

• Representation of employees with a disability (PWD)
decreased to 8.2% of the workforce (8.4% at 30 June 2009).

The distribution of employees in the major parts of the
business is illustrated in Figure 1. The Mail and Networks
Division and the Commercial Division continue to account
for the majority of employment (94%).

Table 2 shows employment by occupational groups in total and by the designated EEO groups.

Table 2: EEO Designated Groups at 30 June 2010

Occupational Groups Head Count Female % ATSI % NESB% PWD%

at 30 June at 30 June at 30 June at 30 June at 30 June at 30 June at 30 June at 30 June at 30 June at 30 June
2009 2010 2009 2010 2009 2010 2009 2010 2009 2010

Administration 3,874 3,706 46.7 46.8 1.0 0.9 27.2 27.8 8.8 8.8
Call Centre 573 598 67.4 67.2 1.2 1.7 18.3 22.4 8.4 9.5
Delivery 15,114 14,711 28.5 28.5 1.6 1.7 15.8 15.8 8.2 8.2
Engineer 13 13 0.0 0.0 0.0 0.0 7.7 7.7 7.7 7.7
Executive 229 229 20.5 21.4 0.0 0.0 8.7 8.7 8.3 8.3
FacilityManager 142 138 16.2 15.2 0.7 0.7 16.2 16.7 8.5 8.7
Information Technology 149 160 16.8 17.5 0.0 0.0 23.5 24.4 3.4 4.4
Mail Processing 5,789 5,574 45.6 45.0 1.9 1.8 41.1 41.6 8.4 8.0
Miscellaneous 78 67 38.5 37.3 3.8 1.5 15.4 13.4 9.0 9.0
PARCEL POST 21 108 42.9 38.9 0.0 0.0 9.5 20.4 14.3 3.7
Parcels 506 481 37.2 37.4 0.2 1.9 41.5 43.9 4.2 3.7
Postal Manager 1,143 1,106 50.1 51.4 0.8 1.1 16.1 16.2 11.5 10.9
Retail 4,615 4,355 82.1 82.6 2.3 2.0 22.4 22.5 9.9 9.5
Post Logistics 204 218 71.6 68.8 5.4 1.8 1.5 1.4 0.0 0.0
Support Services 53 40 37.7 32.5 8 7.5 36 37.5 4 5.0
Technical 484 466 2.5 2.6 0.0 0.0 25.4 26.2 8.3 7.7
Transport 2,522 2,487 8.9 8.4 1.3 1.4 17.8 17.6 6.8 6.7
TOTAL 40.1 39.8 1.6 1.6 22.6 22.8 8.4 8.2
TOTAL NUMBERS 35,509 34,457 14,235 13,726 572 543 8,036 7,867 2,983 2,839

The Australia Post workforce is deployed in a number of
occupational groups that cross Divisional boundaries.

Commercial 27%

Other Divisions 6%

MND 67%

Figure 1: Employment by Business Division
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The number of employees in all four designated groups
decreased during the reporting period.

• women employed as at 30 June 2010 decreased by 509
as did representation to 39.8% (40.1%, June 2009);

• NESB employees decreased by 169, but due to the
decrease in overall workforce numbers, representation
increased to 22.8% (22.6%, June 2009);

Workforce Profile in Operational Areas
The workforce in operational areas not only varies in terms
of size and occupational categories but also in representation
of the EEO-designated groups. Women are most strongly
represented within Retail at postal outlets (71.6%) and are
also well represented in Mail Centres (41.0%) and Parcels
Centres (36.8%); as are NESB employees at 29.2% and 36.1%
respectively.

People from non-English speaking backgrounds comprise
20.3% of all retail employees. This representation of people
from non-English speaking backgrounds is similar to the
Australian community as a whole and provides Australia Post
with competitive advantage as our retail employees are
representative of the community we serve.

Figure 2 illustrates the representation of the EEO-designated
groups across the main operational areas.

• employees from an Aboriginal or Torres Strait Islander
background decreased by 29. However, the number of
Indigenous Australian trainees increased to 50 (33, 2009),
bringing the overall number of Indigenous Australians to
593 or 1.75% of workforce representation.

• employees with a disability decreased by 144 as did
representation to 8.2% (8.4%, 2009).

Changes in the employment levels of the EEO designated
groups from June 2009 are shown in Table 3.

Table 3: Change in Employee Numbers – Designated EEO Groups

June 2009 June 2010 % Change Percentage
- Numbers Point Change in

Representation

FEMALES 14,235 13,726 -3.6% -0.3

NESB 8,036 7,867 -2.1% 0.2

INDIGENOUS 572 543 -5.1% 0.0

PWD 2,983 2,839 -4.8% -0.2

Figure 2: Diversity Profile of Operational Areas

80%

60%

40%

20%

0%
Delivery Centres Mail Centres Parcel Centres Retail Outlets Transport

Female 23.9% 41.0% 36.8% 71.6% 10.0%

NESB

ATSI

PWD

16.3% 29.2% 36.1% 20.3% 20.6%

1.8% 2.1% 2.3% 1.5% 1.2%

8.3% 9.2% 7.0% 9.1% 8.3%
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5.2Workforce Trends
Between 2003 and 2007, the total Australia Post workforce
decreased year on year by approximately 200 per annum.
Contrary to this trend, for both 2007/2008 and 2008/2009,
the total number of employees in the workforce increased
(1.5% and 0.7% respectively).

During this reporting period, mainly due to employment
reductions associated with the business restructure
programme there was an overall decrease in the number

Distribution of part-time employment is not spread evenly
across occupational groups with the greatest levels in
operational areas. Part-time employment is strongest in
Delivery (the largest occupational group in total), in Retail

Table 4: Part-time Employment

Occupational Group Numbers at Female %

30-Jun-2006 30-Jun-2007 30-Jun-2008 30-Jun-2009 30-Jun-2010 2006 2007 2008 2009 2010

Administration 124 133 167 178 188 92 90 88 90 92

Call Centre 94 101 80 89 82 79 81 87 88 88

Delivery 4310 4461 4682 5236 5269 53 53 52 51 49

Executive 3 3 5 4 4 100 100 100 100 100

Mail Processing 1522 1529 1479 1512 1461 63 63 62 63 61

Parcels 84 96 107 108 96 51 49 56 45 40

Retail 2424 2497 2547 2549 2425 89 91 89 89 90

Support Services 39 33 27 21 14 73 70 77 71 71

Transport 464 517 531 611 623 16 16 17 15 13

Other 67 38 32 52 90 68 73 71 75 59

TOTAL 9,131 9,408 9,657 10,360 10,252 63 63 62 61 59

and in Mail Processing. Women represent the majority of part-
time staff in all occupational groups excluding Delivery, Parcels
and Transport. Details are shown in Table 4.

of employees by 1,052 or 3% of the workforce. Full time
employment decreased by 935, part time employment
decreased by 110 and casual employment decreased by 7.

The above changes also impacted upon part time workforce
representation levels which increased slightly to 29.8%
(29.2%, 2009).

Women continue to occupy the majority of part-time
employment positions 59% (61%:2009).

Long term trends are shown in Figure 3.
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The representation of women in part-time employment
decreased or remained stable in the majority of occupational
categories with an increase in the representation of women in
part time employment occurring in only in Administration and
Retail. There are no executive men in part time employment
positions.

Long term trends in gender employment from 1989/90 show:

• there has been a substantial decline in the number of male
employees in the permanent full-time segment of the
workforce (35% over the period 1989/90 to 2009/10)

• the level of female employment in the permanent full-time
segment has also declined over the same period but the
reduction is less and in the order of 7%

• The part time workforce increased from 26.1% (2005) to
29.8% (2010). While the number of women in part-time
roles gradually increased in four of the past five years, the
overall representation of women in part time employment
has decreased from 63% (2006) to 59% (2010). This is
due to an overall increase in part time employment
accompanied by an increase in the number of men
undertaking part time roles. (Table 4 above also refers).

Figure 4 shows long term trends in permanent employment
by gender and by full-time and part-time employment.

Ageing of theWorkforce
The average age of the Australia Post workforce has risen to
45 years (44.5 in June 2009). The average age of men, 45.6
years, is slightly higher than that for women, 44.2 years. A
further illustration of the ageing of Australia Post’s workforce
is the representation of workers aged 55 and over, 8% of the
permanent segment of the workforce at June 2001, rising
steadily year on year to reach 20% at June 2010.

A major reason for this trend is that Australia Post experiences
a relatively low turnover in the largest segment of the
workforce – permanent, full-time employees. This has resulted
in ageing of the workforce profile and occurs in the case of
both female and male employees. Similarly, the number of
permanent employees remaining at work past the previously
compulsory retirement age of 65 years has risen from 82 at
June 2001 to 425 in June 2010 (367 at June 2009).

As a consequence, a large proportion of the workforce has
lengthy careers in the organisation. The skills and knowledge
gained by long term Australia Post employees is a valuable
asset in the drive to maintain our competitive advantage. Our
age profile is a further example of the diversity in Australia
Post matching that of the wider Australian community which
we serve.

However, with the current ageing trend of the workforce,
Australia Post faces a significant challenge in the next 10 years
when the current 45 to 49 year age bracket reaches the
previously traditional retirement ages of 55 and 60 respectively.
These challenges are being addressed through Australia Post’s
Age Management strategy.

The ageing demographic trend by gender is reported at Figures
5 and 6.
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5.3 EEO Designated Groups
During the reporting period, the representation of people from
a non-English speaking background increased to 22.8%
(22.6%, June, 2009), the representation of Indigenous
Australians remained stable at 1.7% (1.7%, June 2009) whilst
the representation of women decreased slightly to 39.8%
(40.1% in June 2009) as did the representation of people with
a disability to 8.2% (8.8%, June 2009). It should be noted that
the number of Indigenous Australians in traineeships increased
by 17 to 50 (33, 2008).

Absolute numbers for each of the designated groups
decreased over the previous reporting period: women
decreased by 509; employees from non-English speaking
backgrounds decreased by 169, people with a disability by
144 and Indigenous Australians by 29. Full details are shown
in Appendix 1.

Women
In this section, trends in the employment of women are
reported upon having regard to the following aspects:

• representation in management positions

• within management positions, representation in executive
positions

• promotions in 2009/10

• representation in occupational streams.

Women in Management Positions

The number of women in management positions decreased
during the reporting period by 30 to 697 (727, 2009) with
representation also decreasing to 32.1% (32.5%, 2009).

The representation of women in management positions
is shown in Figure 7.
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Despite the slight decrease in the representation of women in
management positions in this reporting period, the continuing
long term trend increase in the representation of women in
management roles underscores the corporation’s commitment
to having women in decision-making positions.

Women in Executive Positions

The number of women in executive positions increased to 49
(47, 2009) and their representation in the executive group
increased to 21.4% (20.5%, 2009). This increase continues
the general long term trend of steadily increasing numbers and
representation of women in executive positions since 1990.
Trend data for the past 10 years for women in executive
positions is detailed in Figure 9.

In 1990, women in management positions represented 13.9%
of the management team. The representation of women in
management positions has increased over a long period

Permanent positions only

of time as illustrated in Figure 8. Targets have been set to
maintain this trend

Figure 7: Women in Management Positions

Figure 8: Representation of Women in Management Positions – Trends
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Promotion of Women

During the reporting period, 417 women were promoted into
permanent, full time positions. Women accounted for 39.5%
(34.4%, 2009) of permanent full-time employee promotions,
compared with their representation of 31.3% in this workforce
segment. See Table 5 for details.

Occupational Category Number Female % Female Representation
of Promotions in Occupational Category

Administration 144 49.7% 44.3%

Call Centre 32 59.3% 63.7%

Delivery 64 20.6% 17.0%

Executive 1 33.3% 20.0%

Facility Manager 1 5.6% 15.2%

Information Technology 1 33.3% 17.3%

Mail Processing 71 37.8% 39.6%

Parcel Post 3 25.0% 29.1%

Parcels 3 37.5% 37.2%

Postal Manager 42 63.6% 51.1%

Retail 46 88.5% 73.1%

Technical 1 9.1% 2.4%

Transport 8 20.0% 6.7%

TOTAL 417 39.5% 31.3%

*permanent full time positions only
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Women in Occupational Streams

In nine of the 13 occupational streams, women were
promoted above their representation in that occupational
category. For Call Centres, Facility Managers, Mail Processing
and Parcel Post, women were promoted at a level below their
representation.

There are four occupational groups where women comprise
50% or more of the group. These are:

• Retail – 83% (82%, 2009).

• Postal Manager 51% (50%, 2009)

• Post Logistics Operators – 69% (70%, 2009)

• Call Centres – 67% (67%, 2008).

Details are shown in Figure 10.

Figure 10: Gender Representation in Occupational Streams
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Indigenous Employees
The employment of Indigenous Australians remains an
important and long term priority for the corporation. During
2009-2010, there was a decrease in the number of Indigenous
Australians employed to 543 (572, 2009). However, the
number of Indigenous Australians in traineeships during the

reporting period rose from 33 to 50 bringing the total number
of Indigenous Australians with job opportunity at Australia Post
to 593, 1.7% representation (605, 1.7% in 2009).

Trends in Indigenous employment are shown in Figure 11
together with targets over the period.

As at 30 June 2010, there were 11 Indigenous employees
in management positions (16, 2009) and 107 in managerial,
supervisory or other above base grade level positions (102,
2009). Table 6 refers.

Position Number

Above Base grade administrative positions 33

Call Centre Manager 1

Customer Care Consultant 9

Facility Manager 1

Mail processing supervisors 5

Retail supervisors 12

Delivery supervisors 46

TOTAL 107

500

400

300

200

100

0

Figure 11: Trends in Indigenous Employment
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Employees from non-English Speaking
Backgrounds
The representation of people from a non–English speaking
background (NESB) has been showing a small year on year
increase for the past five years: 20.8%, 2005. This reporting
period saw an increase in representation to 22.8% (7,867)
from 22.6% (8,036, 2009). This group comes from diverse
backgrounds representing over 70 languages other than
English and having originated from over 135 countries.

The main language groups represented in the Australia Post
work force are:

• Tagalog (Philippines) – 16.0%

• Vietnamese – 15.1%

• Cantonese – 8.4%

• Italian – 5.9%

• Greek – 5.7%.

• Spanish – 3.1%

The representation of NESB employees in management
positions is 20% (20%, 2008) with the highest proportion in
the administrative area. While absolute numbers decreased
by 14 (423: 447, 2009) the increase in representation is due
to a decrease in the overall number of management positions
(2,168, 2010; 2,238, 2009).

Details are provided in Table 7.

Number % of Group

Delivery Manager Level 3 12 13%

Delivery Manager Level 4 7 11%

Postal Manager G3 53 20%

Postal Manager G5 1 2%

Facility Manager 23 17%

Admin A6 167 25%

Admin A7 85 22%

Admin A8 55 21%

Executive 20 9%

TOTAL 423 20%

Table 7: NESB Representation in Management Positions

Number % of Group

Delivery Manager Level 3 11 12%

Delivery Manager Level 4 5 8%

Postal Manager G3 33 12%

Postal Manager G4 2 29%

Postal Manager G5 3 6%

Facility Manager 12 9%

Admin A6 61 9%

Admin A7 26 7%

Admin A8 17 6%

Executive 19 8%

TOTAL 189 9%

Table 8: PWD Representation in Management Positions

Employeeswith a Disability
As at June 2010, there were 2,839 employees (2,983, June
2010) who indicated that they have a disability or disabilities3.
The representation of employees with a disability is 8.2% of
the workforce (8.4%, 2009).

The occupational groups with the highest representation
of PWD at June 2010 were:

• Postal Manager 11.7% (14%, 2009)

• Facility Manager 9% (9%, 2009)

• Administration 7.9% (8.6%, 2009)

• Executive 8% (8%, 2009)

Employees identifying as having a disability represented 9%
of management positions (10%, 2009) as indicated in Table 8.
This is higher than their representation in the general Australia
Post workforce (8.2%).

3 Having regard to the broad definition of disability in the Disability Discrimination Act, 1992.
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6.1 Productive Diversity
Broad diversity initiatives are outlined in this report.
These initiatives encompass Australia Post’s philosophy of
inclusiveness, where individual difference (including ideas,
opinions and backgrounds) is valued and managed in a way
that maximises organisational effectiveness. The risk of under-
utilising the skills and abilities of our workforce diversity is the
potential loss of our competitive edge.

Australia Post won National Diversity Award

In October, 2009, Australia Post won the Diversity @ Work
2009 National Champion – Diversity and Inclusion Award
(Large Corporation). This award recognised progress made by
Australia Post to increase the diversity of our workforce, in
particular the representation rates of women, Indigenous
Australians, people from a non-English speaking background
and people with a disability and this having been attained
through recruitment based meritocracy rather than by using
quotas or designated positions.

Talent Management

Australia Post recognises the importance of supporting people
to be successful in their job performance and career pursuits
to ensure that optimum business outcomes are also achieved.

Talent Management practices have been widely adopted to
ensure that development of our people is fair, supports
individual performance outcomes and takes into account
personal and organisational strengths as well as personal and
organisational development needs.

Key Talent Management initiatives of the year have included:

• Development Conversation Programme – understanding
our executive and middle management population’s
aspirations, strengths, potential for career growth and
development needs. Participants to date have included 47
Executive women (23% of all participants) and 21 middle
managers (34% of all participants) and have included
several women on, or about to go on, maternity leave. The
participation rate of women in this programme is higher
than female representation in their respective levels of
management.

• Career Transition Programme – supporting our people to
deliver high performance in a new role or redefined role.
Included in this programme are 6 of our top female talent,
who have each been provided with a career transition
coach to support their successful move into significantly
more senior or significantly different roles.

• Critical role success profiling – helping all employees
understand what they need to develop and deliver
successful performance in a given role now or for their
career future. A total of 80 roles were profiled, including
10 Enterprise Critical Roles, covering 18,000 organisational
positions in total.

• Graduate recruitment and development – delivering the
experiences, knowledge and foundational elements of
career success in each graduate career stream (women
represent 40% of the 2011 intake; retention of the 2009
graduates remains at 100%).

• Line Manager as Coach Programme - providing all 7,000
people managers at Australia Post with the skills and tools
to have effective conversations with their team members
relating to performance, career and development. Over
90% of people managers have completed the programme.

• Talent Review input to Organisational Redesign - resulting
to date in the appointment of 11 women to the Senior
Management Team. This process is ongoing.

The Enterprise Talent Council continues to support a data-
based, cross-business and cross-functional delivery of Talent
Management outcomes. The Talent Council has responsibility
for:

• Over-seeing the Talent activities for succession
& development across Australia Post;

• Identifying, reviewing and monitoring high potential
individuals;

• Facilitating development opportunities across the
enterprise;

• Providing input and advice to the CEO regarding succession
& development as required.

6 ProgrammeOutcomes
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This council has significantly contributed to the creation of
critical opportunities for employees with potential who have
not previously been offered opportunities to fully utilise their
capabilities, thereby supporting diversity throughout our
leadership pipeline.

Work/Life Balance

Australia Post’s updated Workplace Flexibility policy, which
integrates current work/life initiatives with new opportunities
for workplace flexibility, was introduced during the reporting
period.

In addition to its existing and expansive offering of work/life
initiatives, Australia Post launched its Transition to Retirement
offering, which gives staff who are over 53 the right to request
flexible working arrangements in connection with transitioning
to retirement. A key feature of this is the ability to access
accrued long service leave on a patterned basis and in periods
of less than 1 week in combination with their desire to reduce
their workload.

Workplace Flexibility is seen as a key strategy in achieving the
needs of the business for a flexible workforce and maintaining
employee engagement as well as attracting, motivating and
retaining the right people so Australia Post maintains its
reputation as an employer of choice.

Current Work/Life initiatives

In 2009/10, Australia Post continued its commitment to the
application of work/life initiatives throughout all workplaces,
aiming at balancing the needs of the business for a flexible,
responsive organisation and improving employee engagement
whilst taking into consideration altering workforce
demographics.

During the reporting period, there was an increase in the
uptake of some work/life initiatives.

• 48/52 or Purchased Leave

During this reporting period, 2,208 employees availed of
purchased leave, an increase of 17.9% from the previous
reporting period (1,813, 2009).

• Conversion from Full-time to Part-time employment

409 employees converted from full-time to part-time
employment (374, 2009) an increase of 8.6% from the
previous reporting period.

• Carer’s Leave

Employees accessing carer’s leave to look after a sick family
member increased to 10,106 (9,624, 2009) an increase of
4.8% from the previous reporting period.

• Job Sharing

Managers continue to explore opportunities for applicants at
both base grade and supervisory levels to job share with 270
employees participating in the job sharing initiatives during this
reporting period (285, 2009). This represents a decrease of
5.5% in access to this initiative.

• Employment Break

167 employees were on an employment break, a decrease
of 12.6% from the previous reporting period (188, 2009).

Health and Wellbeing Programme

Australia Post’s Employee Health and Wellbeing Programme
continued to deliver benefits for employees and the
corporation through specifically focussed health promotion
activities.

The five main areas of the programme include health
promotion and education, targeted programmes addressing
particular risk types (the Staying Connected programme
assisting separated fathers to keep in contact with their
children), support services that provide access to expert
information and services (via the Health Resource Centre and
Employee Assistance Programmes), partnerships with external
bodies to address specific risks (Mensline) and local Divisional
initiatives supported by the Corporate HR Group (e.g. domestic
and family violence and mental health policies and guidelines).

While there was a decrease in the active promotion of the
majority of the existing programmes during this reporting
period, Australia Post ensured that information and access to
support was made available for employees and their families.
During the reporting period, a detailed plan was developed to
incorporate a rejuvenated programme Health and Wellbeing
programme into the wider postplus total remuneration package
provided to Australia Post employees. This programme will be
relaunched in the 2010/2011 financial year.

Diversity@Post Kit

The Diversity@Post Kit contains diversity facts, information
and resources to assist managers to implement practical
diversity management initiatives at the local level.

The cornerstone of the Diversity@Post Kit is its Diversity
Success Stories. Managers from all parts of the organisation
provide detail of diversity initiatives implemented in their
workplace thus sharing productive diversity initiatives across
business and geographical boundaries.

There were two updates to the Diversity@Post Kit during the
reporting period with 19 new Diversity Success Stories being
were published bringing the total number to 54.
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Diversity Brochure

In April 2010, all employees received a brochure which
outlined the value of and Australia Post’s commitment to
diversity. Managers delivered a short briefing session to
employees on this topic.

NRL (Toyota Cup under 20s)/Australia Post Recruitment
programme – NSW

During the reporting period, Australia Post continued to provide
employment opportunity to young NRL players while they
pursued their football career. This year, a further 20 players
were offered employment opportunity with Australian Post
while pursuing their sporting career. This brings the number of
players offered this opportunity to 44 since the inception of the
programme last year.

Australia Post diversity employees support community
diversity initiatives

The Manager Diversity for South Australia was invited to
continue her role on the Human Resource Advisory Board of
the University of South Australia. The primary purpose of this
Board is to provide guidance for human resources management
teaching and research activities at the university.

This manager was also invited to join the Board of the Turkindi
network and meets with the network monthly to discuss
employment and other issues for Indigenous Australians.

The Manager Diversity and Recruitment NSW/ACT was
elected to serve in the NSW EEO Practitioners Association
Executive Committee. This committee was established in
1985 to assist organisations implement quality equal
employment opportunity programmes and assists member
companies to plan and implement successful strategies.

The NSW/ACT Diversity Consultant was invited to join the
National Disability Recruitment Coordinator and Job Access
Expert Reference Group. This Group is comprised of 16
employer and service provider representatives from Australia
and overseas. This employee is also a representative on the
Australian Employers Network on Disability Working Group –
Achieving High Quality Support Services for Employers of
People with a Disability.

The NSW/ACT Indigenous Employment Consultant is an active
member of the Babana’s Men’s Group based in Redfern. The
group aims to develop Sydney’s Indigenous youth into the
leaders of tomorrow, with particular emphasis on achieving
better health, education and employment outcomes for
Indigenous people.

The former Indigenous Employment Consultant in Western
Australia was a committee member on five Indigenous
organisations providing support to Indigenous Australians
in counselling, health, housing and education.

The National Diversity Manager was again invited to judge
the Diversity@Work Diversity and Inclusion Awards for people
with a disability.

By using experience gained in Australia Post, these members
of the corporation’s dedicated diversity team contribute to
advancing the cause of diversity beyond their employment to
the wider Australian community.

Sponsorship

Australia Post continued its commitment to wider community
diversity initiatives through sponsorship, as a corporate
partner, of the Diversity@Work 2009 National Leadership
in Diversity and Excellence Awards and the Australian Centre
for Leadership for Women Advancement of Women in the
Workplace Award.

6.2 Designated Groups
This section provides focus on each of the designated groups,
including statistical data and commentary on key
achievements during the reporting period.

As with all businesses, Australia Post has not been immune
to the impact of the slowing economy. This, combined with
decreasing letter volumes, a decline in turnover across the
business and significant structural changes to adjust to this
new operating environment has impacted upon both the
business and the representation of employees from the four
designated groups: (women, Indigenous Australians, people
from a non-English speaking background and people with a
disability).

Overall, total recruitment decreased by 67% when compared
to 2008/2009. However, despite this significant downturn in
overall recruitment, the recruitment representation of three of
the four designated groups (women, Indigenous Australians
and people with a disability) increased when compared to
recruitment representation for these groups in 2008/2009.

The current reporting period saw a significant decrease in the
number of the overall workforce. During the reporting period,
there was an increase in the representation of people from a
non-English speaking background and the representation of
Indigenous Australians remained stable. There were small
decreases in the representation of women and people with
a disability. However, there was an increase in representation
of women in executive positions and the representation of
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managers from a non-English speaking background remained
stable. The number of Indigenous Australians who are
undertaking school to work traineeships increased from 33 to 50.

6.3Women
Workforce data:

� Total number of women employed decreased
by 509.

� Participation rate decreased to 39.8%
from 40.1% (-0.3%).

� Recruitment representation increased
to 41.0% from 38.1% (2.9%)

� Separation representation increased
to 42.6% from 40.8% (1.8%)

Achievements:
• Women in executive positions

The number and representation of women in executive
positions increased to 49 (47, 2009), 21.4% (20.5%, 2009).

• Recruitment representation increased

Despite significant reductions in recruitment during the
reporting period, the recruitment of women increased to 41%
of total recruitments.

• Promotion rate of women exceeded representation
rate

The promotion rate of women during the reporting period was
higher than their representation rate: 39.5% of all permanent,
full-time promotions were achieved by women compared to
31.3% representation.

• Employee Development Programmes

Emberin trial: To assist with development opportunity for
women who are on night shift or are in regional/remote areas,
NSW/ACT concluded a trial of a CD self paced learning
package for 20 employees. The package encompasses
10 modules and is aimed at assisting the participant to take
responsibility for their own career development. Each
participant was assigned a mentor from their workplace.

At the conclusion of the trial, feedback mechanisms were
used to gauge its effectiveness. Self report from the majority
of participants in the programme indicated that self-esteem
ratings were higher; all considered that the programme had
changed their understanding of their skills. Further at the
conclusion of the programme each recognised opportunities
to apply the learning in the workplace.

Given this outcome, it is planned to run another programme
for women in the 2010/11 financial year.

Women in Transport: In Victoria/Tasmania, a programme designed
to provide women with an opportunity to work in transport
continued with two courses being run during the reporting period.
Women are supported in gaining a heavy rigid (truck) licence and
are provided with the opportunity for six months experience
working as a postal transport officer. A “buddy” system was
introduced for participants along with fortnightly women in
transport support meetings. Eight participants completed the first
programme, with seven obtaining a position in transport (five in
permanent positions). Seven women were selected from a field
of 42 for the second programme training for this programme
commenced in July 2010.

Cornerstone Programme: Nineteen women participated in this
programme designed for new and emerging Postal Managers.
This represented over 90% of participants.

• Management Development Programmes

Talent Management

As previously mentioned, Australia Post recognises the
importance of supporting people to be successful in their job
performance and career pursuits such that optimum business
outcomes are also achieved.

Talent Management practices were enhanced during the
reporting period widely to ensure that development of our
people is fair, supports individual performance outcomes
and takes into account personal and organisational strengths
as well as personal and organisational development needs.
Women are well represented in all Talent Management
initiatives.

Aspire development programme, Commercial NSW. Aspire
offers training and development opportunities to prospective
leaders currently working in the Commercial Division. During
the reporting period, a total of 18 women (67% of participants)
completed a part of the programme. The programme is an
important component of succession management in the
Commercial Division.

Corporate Infrastructure Services, Shared Services and Post IT
Divisions continued to offer a wide and varied range of training
and development programmes for employees. Women are
well represented in all these programmes, in most cases,
above their representation in each Division.

• International Women’s Day

International Women’s Day continues to be celebrated across
the business with managers providing briefings to employees.
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6.4 Indigenous Employment
Workforce Data:

� Total number employees decreased by 29.

� Total number trainees increased by 17 to 50.

Participation rate employees plus trainees
remained stable 1.7%

� Recruitment representation increased
to 3.6% from 3.1% (0.5%)

� Separation representation increased
to 3.8% from 3.7% (0.1%)

Australia Post continued its long term commitment to,
and remains a leader in, Indigenous employment.

Australia Post’s 2008-2011 Indigenous Employment and
Business Strategy continues the corporation’s commitment to
providing employment opportunity to Indigenous Australians
through proven strategies of the previous 21 years plus a new
focus on traineeships and school to work programmes. The
Strategy also seeks to strengthen relationships with
Indigenous communities and individuals in the area of business
opportunities.

Achievements:
• Recruitment representation increased

Despite significant reductions in recruitment during the
reporting period, the recruitment of Indigenous Australians
increased to 3.6% total recruitments (3.1%, 2009).

• STEP funding

Australia Post continued its Structured Training and
Employment Projects (STEP) funding agreement with the
Department of Education Employment and Workplace
Relations (DEEWR). The focus of the programme is to provide
mainstream employment opportunity for Indigenous
Australians with funding from achieving such outcomes being
channelled into providing opportunities for Indigenous youth to
undertake school to work traineeships with Australia Post. The
STEP agreement also provided Australia Post with funding for
full time Indigenous Employment Consultants (IEC) in
Queensland and the Commercial Division.

• Increase in the number of trainees gaining
experience at Australia Post

As at 30 June 2010, there were 50 Indigenous Australians
undertaking a traineeship with the corporation. This is an
increase of 17 over the previous reporting period and includes
37 school to work trainees. Australia Post will continue to
focus effort on traineeships, including school to work, in the
coming year.

• Representation of Indigenous Australians
in supervisory positions

The number of Indigenous Australians in supervisory and above
base grade positions increased during the reporting period to
107 (102, 2009).

• Recruitment promotional activities

Australia Post has undertaken a wide range of activities during
the reporting period to promote employment opportunities for
Indigenous Australians at Australia Post. These activities
included: attendance at employment exhibitions throughout
the country; further enhancing well established relationships
with Indigenous communities and school career days.

AFL Dreamtime at the G Employment Session

Australia Post provided support to the AFL/Rio Tinto talent and
employment programme for 44 under 23 Indigenous youth
who showed promise as players or community leaders by
hosting a half day session during the week long programme
in Melbourne. This session highlighted career paths for
Indigenous Australians at Australia Post, provided information
on how to apply for positions at Australia Post and a practical
session on resume writing and preparing for employment. A
draft resume template was completed by participants during
the session and provided to them on a USB stick for later use.

NSW Equal Employment Opportunity Practitioners Association
(NEEOPA): Australia Post presented and was recognised as
the winner of the 2008 Diversity @ Work Diversity and
Inclusion Award – Indigenous Australians (Large organisation
at the NEEOPA forum entitled “Are employers contributing to
overcoming Indigenous disadvantage?” Both successes and
challenges experienced by Australia Post while aiming to
improve Indigenous employment outcomes were outlined
during the presentation.

Western Australia: During NAIDOC celebrations in July 2009,
Australia Post participated in the City of Bassendean’s Family
Fun Day. Australia Post ran a stand in conjunction with Swan
Districts Football Club showcasing employment opportunities
with Australia Post for Indigenous Australians.

In keeping with the 2009 NAIDOC theme “Honouring our
elders, nurturing our young” tours of the Perth Mail Centre
were organised for Indigenous elders and youth with
Indigenous employees leading the tour.

Information Kit – Indigenous Traineeships –
Schools and Students

A basic overview of the Queensland Indigenous school to work
programme was developed in kit form during the reporting
period. The kit is designed for use by students, parents and
schools to create awareness of and provide information on the
programme.
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FOGs: Australia Post, Queensland continued its partnership
with FOGs (Former Origin Greats) to improve retention of
current Indigenous employees through mentoring and to
promote Australia Post as an employer of choice for
Indigenous Australians. During the reporting period, Australia
Post, Queensland presented at eight FOGs Indigenous
employment expos in regional metropolitan Queensland.

Promotional DVD: A 26 minute DVD in which past and present
Australia Post Indigenous employees from across the country
share their experiences of working, their family and community
involvement and how employment with Australia Post has
influenced their personal life was launched. The DVD was
provided to all IECs and will be used to promote Australia Post
as an employer of choice for Indigenous Australians. The DVD
was also screened at the AFL Dreamtime at the G Employment
Session.

Indigenous Art: Indigenous employees in Queensland, Victoria
and NSW have designed art work to promote several aspects
of Australia Post’s Indigenous employment programmes.

• Training and development opportunities

FaHCSIA Indigenous Leadership programme: A number of
Australia Post Indigenous employees, including all the
Indigenous Employment Coordinators (IECs) were selected
to attend the Federal Department of Families and Housing,
Community Services and Indigenous Australians Indigenous
Leaders Programme. The programme aims to develop the
leadership capacity of Aboriginal and Torres Strait Islander
men, women and youth. Participants were very positive about
the programme. Following completion of the programme,
two of our IECs were successful in gaining senior Indigenous
leadership roles with other organisations, one in mining and
one at a University. Other Australia Post Indigenous
employees have applied to attend this programme this year.

Northern Territory

Of the seven corporate Post Shops in the Northern Territory,
two have Indigenous employees either appointed to or acting
as postal managers. During the reporting period, three out of
the four corporate outlets in Darwin were being managed by
Indigenous women.

Western Australia

A programme entitled Deadly Culture facilitated by David
Wiripanda (a former West Coast Eagles AFL footballer and
Director of the David Wiripanda Foundation) and Tony Shaw
(Managing Director and Founder of Indigenous Services
Australia) was held in April 2010 for a group of 29 Indigenous
employees and their managers. The two day programme
covered a wide range of cultural awareness topics and team
building.

Shared Services Division

The Shared Services Division (SSD) continued to provide
development opportunities to Indigenous Australians through
its Indigenous recruitment programme. Existing Indigenous
employees are provided with opportunity to work in SSD
in a designated position. During the reporting period, two
Indigenous employees were provided with this temporary
employment opportunity. As at 30 June 2010, the
representation of Indigenous employees in SSD is 2.41%.

• Retention and Mentoring

The Indigenous Employment Strategy Recruitment and
Retention Toolkit, which contains detailed information for IECs
and recruitment specialists to assist in the improving the
recruitment and retention of Indigenous Australians, was
released in August 2009.

Queensland

The IEC Queensland, who commenced in the position in April
2009, conducted one on one retention meetings with 73% of
Queensland Indigenous employees during the reporting period.
This was accomplished through face to face meetings in
metropolitan and greater Brisbane areas and by telephone to
remote localities. This personal contact reduced the number of
Indigenous employees leaving Australia Post, Queensland by
half and achieved a retention rate since his commencement in
the position of 90%.

• Traineeships

NSW/ACT

Mail and Networks Division Twenty traineeships were
completed during the reporting period with participants
completing Certificate II in Transport and Logistics (Storage
and Warehousing). Successful graduates were offered roles in
the Delivery Business Unit such as postal delivery officer and
night sorter. Each participant was supported by the NSW IEC.

Commercial Division

Three trainees in the Sydney and Canberra region due
to complete their traineeship in September 2010, will be
awarded a Certificate II in Retail and offered permanent part
time employment on completion of the traineeship.

School based traineeships

Four young Indigenous Australians commenced a school based
traineeship programme in February 2010. The trainees were
all placed in one day per week administrative positions as well
as working towards completing their HSC.

Victoria/Tasmania

Work continued in establishing school to work traineeships in
Victoria/Tasmania with three trainees scheduled to commence
in July 2010. Two of the three trainees will be located in
regional Victoria.
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Queensland

Our diversity team in Queensland continue to lead in the
provision of both Indigenous school to work and work
experience traineeships with 64% of all school to work
traineeships and 85% of general traineeships located in that
state. As at the end of the reporting period, Queensland had
36 trainees across both divisions. Twenty-four of the trainees
are undertaking school to work traineeships.

South Australia

The School to Work Transition programme commenced during
the reporting period with eight school to work traineeships
(22% of the total number of such traineeships) established.
The majority are located in regional South Australia. Building
on this success, a programme for school to work traineeships
in the Northern Territory will be established in the coming year.

Western Australia

Applications for school based traineeships at Port Hedland,
South Hedland and Newman Post Office were sought in
October and December while Swan Districts Football Club
(with whom Australia Post has a partnership to support school
to work traineeships) assisted in the distribution of fliers in the
Pilbara region. One Indigenous student commenced an 18
month school to work programme in February 2010 and is
stationed at the South Hedland Post Office.

• Indigenous business project

As part of the Indigenous Employment and Business Strategy,
Australia Post approached Indigenous Business Australia in
2009 with a proposal to enhance business opportunities for
Indigenous people. The programme commenced in October
2009 in the Hunter Valley region in NSW as a pilot programme
with eight long term unemployed local Indigenous participants.

Australia Post, Indigenous Business Australia, New South
Wales TAFE and the Mandurah Hunter Indigenous Business
Chamber Inc all took part in developing the course and the
training required for the programme. The course provided
Indigenous Australians with training and individual support with
the basic skills to own and operate a small business, how to
prepare tenders for the provision of services, where to get help
if things go wrong.

The course concluded in January 2010 with graduates being
able to tender on merit, for mail and parcels contracts in the
Hunter region. One graduate applied for a tender with the
intention of employing two other graduates were the tender
successful. The other graduates have taken their business
knowledge back into the Indigenous community utilising the
skills they acquired under the programme to run Indigenous
programmes more efficiently.

Another course is planned and negotiations are currently in
train between the relevant government agencies and the
educational institution. Australia Post plans to continue to
assist with this pilot programme.

6.5 People fromNon-English Speaking
Backgrounds

Workforce data:

� Total number decreased by 169

� Participation Rate increased to 22.8%
from 22.6% (0.2%)

� Recruitment representation decreased
to 15% from 16.4% (-1.4%)

� Separation representation increased
to 17.1% from 17.0% (0.1%)

Achievements:
• Increase in the representation of NESB employed

While the number of employees from a non-English speaking
background decreased during the reporting period (7,867:
8,036, 2009) representation increased to 22.8% (22.6%, 2009)
due to the decrease of the overall workforce population.

• Representation of NESB in management positions
stable

The representation of people from a non-English speaking
background in management positions remained stable
at to 20%.

• Working – The Australian Way

Australia Post hosted a two-day workshop, Working – The
Australian Way, to help newly arrived professionally skilled
migrants to better understand the Australian workplace and
what is required to gain and keep employment.

Australia Post partnered with AMES (a multicultural service
provider) and a number of other corporations to deliver the
programme, which covered topics such as what employers
are looking for, the corporate recruitment process, Australian
workplace culture, corporate employment journeys and
networking.

The 30 participants came from a diverse range of countries
including Brazil, China, Colombia, Eritrea, India, Indonesia, Iran,
Iraq, Netherlands, Pakistan, Philippines, Poland, Russia, South
Korea, Sri Lanka, Thailand and Vietnam and possessed a range
of skills and professions including administration, banking,
engineering, finance, IT, project management and customer
service.



27Equal Employment Opportunity Report 2009-2010

The participants took part in mock interviews with HR
professionals who provided direct feedback on the interviews
and on individual resumes.

HR professionals who were directly involved over the 2 days
were given valuable insight into the challenges faced by newly
arrived migrants.

Plans are currently underway to deliver the programme again
in November 2010.

• Harmony Day

Worksites throughout Australia Post celebrated Harmony Day
embracing inclusiveness and recognising diversity, not only in
our work force but within the community we serve. Harmony
Day badges, magnets and posters adorned Australia Post
facilities, employees from a diverse range of cultures wore
traditional dress, shared food from their respective cultures
with their work colleagues or took a Harmony Day Quiz.
There are a number of practical examples of Harmony Day
celebrations in the Diversity@Post Kit.

• Health and Wellbeing Programme – Sydney West
Letters Facility

Sydney Westpac Letters Facility ran an internal health and
well-being programme for its employees. Local diversity
statistics were analysed to gain a clear understanding of the
cultural composition of employees. This information was then
aligned with the key national health priorities and statistics
from the Australian Bureau of Statistics to identify health
challenges for particular racial groups in Australia. With this
information, a programme of monthly health topics was rolled
out which targeted health challenges for the Vietnamese,
Philipino and Indian communities; the three most highly
represented communities at the facility.

• Outreach – non-English Speaking Background,
Queensland

The relationship with Access Service and Australia Post,
Queensland, continued to attract people from a non-English
speaking background to employment opportunity with Australia
Post. A customised a pre-employment education programme
provides potential employees with familiarisation at an
Australia Post facility, the employment process and required
documentation. Currently, 30% of participants who undertake
the programme are placed at Australia Post.

Australia Post, Queensland is a member of the Ethnic Council
of Queensland. Membership provides a forum for Australia
Post to promote employment opportunities for people from a
non-English speaking background. Australia Post is regularly
promoted at Ethnic Council of Queensland meetings as an
employer of choice for people from a non-English speaking
background.

6.6 Disability Employment
Workforce Data:

� Total number employed decreased by 144

� Participation rate decreased to 8.2%
from 8.4% (-0.2%).

� Recruitment representation increased
to 4.1% from to 3.1% (1.0%)

� Separation representation increased
to 8% from 7.1% (0.9%)

Achievements:
• Recruitment representation increased

Despite significant reductions in recruitment during the
reporting period, the recruitment of people with a disability
increased to 4.1% of total recruitments.

• Employment of People with Disability – NSW

Our Diversity team in NSW continue to lead in the provision of
programmes for people with disabilities. Under the NSW/ACT
Disability Employment Programme this year, 11 new
employees with a disability were placed. Close to 78% of
these employees have a hearing impairment, confirming that
that Australia Post is an employer of choice for the Deaf
community. The remaining employees identified as having
a psychological, behavioural or learning conditions.

• Awareness programmes

Deaf Awareness Training

During the reporting period, a Deafness Awareness Training
programme was developed in NSW. This programme
addresses the history of deafness and culture; labels given to
the hearing impaired, workplace communication strategies,
signing and frequently asked questions. The programme has
been delivered to several worksites with deaf employees. The
programme will presented to all NSW/ACT worksites with deaf
employees in the coming year.

Mental Health Week - employees in NSW participated in
Mental Health Week with managers providing team briefings
to their employees and providing fact sheets, displaying
posters, post cards, magnets, wrist bands and balloons at
work sites.

‘Movember’ - a programme where men grow a moustache
for the month of November to highlight issues surrounding
men’s health issues and raise funds for the Prostate Cancer
Foundation of Australia and Beyond Blue was celebrated
in a number of locations across Australia Post.
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• Work experience programmes for people with
disabilities

Australia Post has continued its programme of providing work
experience placements to people with disabilities. Often, such
work experience opportunities result in employment.

• Employment of people with a disability

Considerable work was undertaken during the reporting period
to finalise a memorandum of understanding (MOU) with
a disability employment and support provider. A pilot
programme under the MOU is scheduled to commence early
in the 2010/11 financial year.

6.7 Other Activities
• Prevention and management of harassment,

discrimination and bullying in the workplace

Australia Post is committed to the elimination of workplace
harassment, discrimination and bullying. Detailed training in
the prevention and management of harassment, discrimination
and bullying was provided at induction for new employees and
undertaken at a number of centres during the reporting period.

Training was provided in a number of States to new
Harassment Contact Officers (HCOs). HCOs provide advice,
information and support to Australia Post employees on
Australia Post’s harassment, discrimination and bullying
prevention and management framework.

Managers in a number of States received training on how
to investigate allegations of harassment, discrimination and
bullying should these arise.

Employees received facility-based briefing sessions, supported
by the distribution of brochures on specifically targeted areas
of inappropriate behaviour. Brochures released in this
reporting period related the prevention and management of
Sexual Harassment (July 2009) and appropriate workplace
behaviour (October 2009).

When harassment, discrimination or bullying complaints
are received, Australia Post has best practice
processes to manage these complaints in an
appropriate, confidential and timely manner.
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Productive diversity remains an important focus for Australia
Post. The broad diversity of our workforce means that we look
and sound like the community we serve.

Broad productive diversity initiatives such Australia Post’s
strategic approach to talent management and workplace
flexibility continue to demonstrate our commitment to our
people and the wider community.

The Diversity @ Post Kit continues to showcase the benefits
of diversity as a business tool.

Commitment to equality of opportunity in employment
continued. Whilst there was a varied result in the
representation of the designated groups, the recruitment
representation of three of the designated groups increased
in the reporting period while overall recruitment fell by 67%.

Our people remain the key part of our business success.
Our commitment to provide a workplace that is inclusive and
respects and values individual difference and one that is free
from harassment, discrimination and bullying will continue to
contribute to Australia Post’s competitive edge and to the
corporation remaining an employer of choice.

7 Conclusion




