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Introduction

Organisations have a legal and social obligation to prevent and eliminate harassment against women in the
workplace. Traditional organisational strategies to meet these obligations comprise: the introduction of clear
polices setting behavioural expectations (zero tolerance), transparent and effective grievance handling
procedures as well as regular and high quality awareness raising training.

In addition to adopting these traditional strategies, Deloitte has gone further, taking into account:

e Research which shows that companies with more women in management encounter less sexual
harassment.
e The UN’s 2019 SafeSpace report which found that:
o a culture of civility helps to mitigate the likelihood of a sexual harassment incident; and
o a culture of inclusion (i.e. one in which people perceive that they are treated fairly and
respectfully, and feel like they are valued, belong and are psychologically safe) predicts the
likelihood that a person will speak up if they experience or witness sexual harassment.

This evidence base has led Deloitte to focus on:

e setting targets to increase the proportion of women in management,

e undertaking a values refresh program to reinforce a culture of civility, and

e working with leaders to develop their inclusive leadership capability and therefore a culture of
inclusion.

In this submission from Deloitte Australia to the Australian Human Rights Commission as part of its inquiry
into sexual harassment in the workplace, we highlight:

1. key thought leadership on inclusive leadership which underpins our approach;
2. examples of approaches to drive inclusive behaviours and creating a culture of inclusion
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1. Key thought leadership

Extensive thought leadership research has articulated
how a focus on inclusive leadership can benefit
organisations as a whole, adding to an overall culture of
inclusion, which in turn benefits everyone. Key research
includes:

The six signature traits of inclusive leadership
(Deloitte University Press, 2016)

This seminal research set out to understand what
inclusion means; how different people experience it;
and how to measure it. The research found that if
people feel they are treated fairly, their uniqueness is

Cognizance

Because bias is a leader’s
Achilles' heel

appreciated, they have a sense of belonging and a voice
in decision-making, then they will feel included. These
elements of inclusion are articulated as ‘fairness and
respect’, ‘value and belonging’, and ‘confidence and
inspiration’.

To achieve this, the research found that inclusive
leaders demonstrate six signature traits, which relate to
what they think about and do (see figure below). These
traits are easy to adopt - in other words, leaders can
learn to operate in an inclusive way.

Curiosity

Because different ideas and
experiences enable growth
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Because a diverse-thinking team is
greater than the sum of its parts
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The diversity and inclusion revolution: Eight
powerful truths (Deloitte Review, Issue 22,
January 2018)

This article calls out the challenge that lies in
translating the value of ‘inclusion and diversity’ into
impactful actions, highlighting ‘eight truths’ that can
help turn an organisation’s aspirations into reality.

The eighth truth is perhaps the most confronting:
perform a culture reset, not a tick-the-box program.

Often organisations get stuck on compliance-based
training to address inclusion and diversity, whereas a
people-focused approach may be needed to drive
more meaningful cultural change.

Deloitte’s ‘diversity and inclusion maturity model’
below* identifies four levels as a pathway to perform
a culture reset.

*Extract from Eight Powerful Truths, page 13.
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2. Approaches to creating a culture

of inclusion

The frameworks identified in this paper explain what .
we need to do but how do leaders contribute on a day

to day basis to creating an inclusive culture?

Inclusive Leadership

The following points outline ways to develop and

Assessing impact - leaders are answerable to
those they lead. Tools such as 360 Inclusive
Leadership Assessment and feedback are ways to
gain a measure of inclusion, but are only effective
if those completing them feel safe to provide an
honest response.

embed inclusive leadership: Inclusive Talent Management

e A reminder of our obligations - through In addition to this, a focus on inclusive talent

respectful workplace behaviour training and
consistent communication, leaders can help their
people understand where the responsibility and

management to remove barriers to gender equality
across the employee lifecycle is a critical step in
embedding inclusive practices in all that we do. An

accountability lies to ensure workplaces are example of this includes:

inclusive.

o Skills development - through inclusive
leadership workshops, it gives leaders the
opportunity to reflect on their own behaviours,
values and leadership style, while learning how
they can adapt and flex their approach.

¢ Tone from the top - by witnessing an authentic
inclusive leader in action and experiencing
deliberate inclusive behaviours, it gives others a
chance to learn from the top.

Deloitte’s ‘Gender Smart’ Talent Management
- to be recognised as the undisputed leader in
professional services, it starts with whom we
attract. Recruitment processes are critical to
identifying experienced women in the talent
market, as well as our ability to develop innovative
and rewarding career paths. See the below visuals
on how we go about these processes.

Gender Representation & Inclusive Culture

Hiring Promotion/Succession Experience/Exposure Inclusive leadership

Implement ‘gender smart” Increase promotion and Create equal opportunities Provide a globally
recruiting standards and  succession of women for women in account designed program to
tools that increase through checks and teams serving our most  prepare leaders to be role

attraction and hiring of balances in our promotion important clients, and models for inclusive
experienced women process, succession pools provide gender smart behavior and decision
and leadership support for newly hired making and incorporate
development programs talent and women inclusive behaviors into
returning from leave the global curriculum
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These are current and specific actions taken by
Deloitte to ensure we create and nurture an inclusive,
safe and respectful workplace.

e Respect in the Workplace Training
(2019 implementation)

Deloitte is in the process of refreshing our ‘Respect in
the Workplace Training’ to relaunch in mid-2019.

The mandatory e-learning module is designed to help
our people learn how, when and where they can help,
or seek help, as well appreciate their role and

responsibilities in ensuring our firm is always inclusive.

Incorporating both compliance and cultural
expectations, the module will actively engage all our
people in the importance of:

- being respectful and inclusive at all times

- feeling able to call out behaviours that are counter
to our values and policies, and

- making sure there is always someone to speak to
and escalate any issues with, whether they occur
in our office, at social events or at our clients’
premises.

e Inclusive Leadership

Deloitte has embedded inclusive leadership as a core
competency within the firm’s leadership curriculum.

Drawing on the subject matter expertise of Human
Capital Consulting Partner, Juliet Bourke, we deliver a
range of training as follows:

a) Inclusive Leadership Workshops (Global
mandate)

Leveraging Deloitte’s ‘The Six Signature Traits of
Inclusive Leadership’ framework, we deliver
compulsory Inclusive Leadership Training for our
senior leaders. It is delivered via immersive
scenario-based workshops and labs.

b) Inclusive Leadership Assessment Tool

We are in the process of developing a tool to
assess the inclusiveness of our leaders, based on
Deloitte’s Six Signature Traits research.

It will be deployed via an online platform which
includes psychometric measurement as well as
observational assessment, similar to ‘360
Feedback’.

e Partner Expectations

Partner Expectations sessions are mandatory and are
regularly conducted for all current and new hire

Partners. Each session covers in detail our firm’s
expectation of Partners, specifically in relation to:

- Inclusive leadership

- Deloitte’s policies

- Current legislation

- Behaviours and support options regarding sexual
harassment in the workplace.

e Enabling Disclosure of Issues

Deloitte provides multiple channels and options for
employees and Partners to raise or escalate issues
within the workplace. These are communicated clearly
to our workforce and the channels include:

- Whistle-blower hotline
- Ethics Officer

- HR Business Partners
- Legal Team

- People Partners

¢ Gender Equality

Closing the gap for gender equality is considered to
have a positive impact in minimising sexual
harassment.

Ensuring a strategic approach to gender equality
across the employee lifecycle is a priority. Deloitte has
a global commitment to achieving greater gender
equality, driven by our Global CEO, and the key actions
include:

- ‘Gender smart’ talent acquisition

- Inclusive talent management framework

- Quarterly scorecards across a range of gender
equality indicators

- Global Member Firm standards to drive
accountability and positive change.

e CEO Leadership

Deloitte Australia has over a decade of CEO
sponsorship of diversity and inclusion, making this a
critical and explicit component of the Firm’s business
strategy.

When Deloitte Australia CEO Richard Deutsch began
his tenure in September, he created a new ‘Ask
Richard’ mailbox for people to email any questions,
queries or feedback. This has contributed to the
creation of a safe, inclusive and accessible
environment for all.

Richard has set the tone from the top with his video
message on inclusion and gender equality at Deloitte.



Creating a culture of inclusion



Deloitte

This publication contains general information only, and none of Deloitte
Touche Tohmatsu Limited, its member firms, or their related entities
(collectively the “Deloitte Network”) is, by means of this publication,
rendering professional advice or services. Before making any decision or
taking any action that may affect your finances or your business, you
should consult a qualified professional adviser. No entity in the Deloitte
Network shall be responsible for any loss whatsoever sustained by any
person who relies on this publication.

Deloitte refers to one or more of Deloitte Touche Tohmatsu Limited, a
UK private company limited by guarantee, and its network of member
firms, each of which is a legally separate and independent entity. Please
see www.deloitte.com/au/about for a detailed description of the legal
structure of Deloitte Touche Tohmatsu Limited and its member firms.

About Deloitte

Deloitte provides audit, tax, consulting, and financial advisory services to
public and private clients spanning multiple industries. With a globally
connected network of member firms in more than 150 countries, Deloitte
brings world-class capabilities and high-quality service to clients,
delivering the insights they need to address their most complex business
challenges. Deloitte’s approximately 244,000 professionals are
committed to becoming the standard of excellence.

About Deloitte Australia

In Australia, the member firm is the Australian partnership of Deloitte
Touche Tohmatsu. As one of Australia’s leading professional services
firms. Deloitte Touche Tohmatsu and its affiliates provide audit, tax,
consulting, and financial advisory services through approximately 7,000
people across the country. Focused on the creation of value and growth,
and known as an employer of choice for innovative human resources
programs, we are dedicated to helping our clients and our people excel.
For more information, please visit our web site at www.deloitte.com.au.

Liability limited by a scheme approved under Professional Standards
Legislation.

Member of Deloitte Touche Tohmatsu Limited.

© 2019 Deloitte Touche Tohmatsu.





