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The work behind this



© BUSHFIRE AND NATURAL HAZARDS CRC 2017

Where we started
Diversity and inclusion is part of a
transformative process needed within EMS 
organisations.

 Inclusion is the key
 It requires a whole of organisation 

approach 
 People can’t become what their 

organisations can’t envisage
 D&I needs to be connected to tasks 

and the benefits valued
 Future capabilities and skills
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What we did

We undertook the following activities:

 Focus groups with brigades and units
 An economic case study of FRNSW, 

Indigenous Fire and Rescue Pathways 
Employment Strategy (IFARES) program

 A workshop in December 2018 to 
explore attributes, skills and capabilities 
for the future
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overwhelmed
frustrated 

anger
horrified

apathy   overwhelming  
fear short-sighted 

seen that before  
opportunity   

missed opportunity

This poses a real risk
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Consequences of D&I shocks included:

 Increase in conflict
 Loss of trust
 Reduction is ability to respond 

effectively to natural hazard events
 Failure of programs
 Decrease in community safety and 

increase of risk 

What we found



What we found

D&I-related risk categories (direct or indirect), the major capitals at risk and risk examples  (Young & Jones 2019)



What we found
“Everything is bullying now, no one knows what it means anymore, it is everything and nothing.”
— Workshop participant

Different behaviours related to impact and environment (Young & Jones 2019)
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Skills, attributes and capabilities
‘We are in a difficult time and people need leaders they can trust. People won’t listen or follow 
someone, they don’t feel safe with – why would they?’     Workshop participant 

Attributes Skills Capabilities 

Most allocated (>2) Empathy
Emotional 
intelligence 
Integrity
Trustworthy

Communication
Listening

Agility and 
adaptiveness
Collaborative

Greatest importance 
(>2)

Empathy
Emotional 
intelligence 
Inquisitive

Listening
Reflective

Agility and 
adaptiveness
Cultural 
competency

Most allocated and most prioritised attributes, skills and capabilities from the workshop (Young & Jones 2019)
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Benefits

A preliminary economic assessment of FRNSW IFARES program found an estimated $8 million 
economic benefit to the community, with a benefit cost ratio of 20 to 1 and a range of 
invaluable intangible benefits.

(Maharaj and Rasmussen 2019, forthcoming) 
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Poor management of D&I or lack of 
inclusion of diversity can cause 
substantial risk. 

However….
Implementing effective diversity 
and inclusion can reduce this risk, 
enhance service delivery and result 
in substantial benefits.

The cause and the cure



The framework
for diversity and inclusion 
management and measurement

Three areas link strategy and task with 
innovation and change

Strategic
Process of change

Programmatic
Continuous 

improvement

Organic 
Growth

Bottom up

engagement



The  Strategic process

(Diversity and inclusion transformation process, The Long Road, Young & Jones 2018)



The programmatic process



The organic growth tasks
Key actions Supporting tasks

Connect and understand • Observe, listen
• Seek out ideas

Developing relationships • Welcome difference
• Enable ideas, trust
• Build common language, purpose
• Establish boundaries
• Build on existing values, strengths
• Be reflective, flexible

Collaborate and empower 
action

• Enable leadership, ownership of actions
• Leverage capabilities, skills
• Create pathways for two-way dialogue/feedback
• Acknowledge, respect contributions
• Watch, listen, learn, reflect, adjust

Celebrate and share • Evaluate, celebrate, share achievements/learnings 
• Acknowledge, reward achievements/contributions



Joining the dots

Abridged example of linking D&I risk to day-to-day tasks across organisations (Young & Jones 2019)
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‘If only senior managers dealt with 
these issues in the same way they 
do the emergency incident – by 
giving it their full attention.’

Ex-firefighter, Dr Dave Baigent

Final thoughts



Thank you

Celeste Young
celeste.young@vu.edu.au

Research reports can be found at 
https://www.bnhcrc.com.au/research/hazard-

resilience/3392

mailto:celeste.young@vu.edu.au
https://www.bnhcrc.com.au/research/hazard-resilience/3392
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