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Title of paper: | Consideration of [;roposals for bullying investigation / policy advice providers
Purpose: Seek EB endorsement of one of the four shortlisted providers

Financial As set out in individual proposals -

implications:

Recommendalion/s; | That the Executive:

o Note the relative merits of the proposals following, and

o Select an appropriate provider and authorise Glyn to proceed to contract

Keyissues: e The 2013 Staff survey resulls indicated high incidence of observed or
experienced bullying and harassment

o The de-itentified nature of the survey meant that it was difficult to
encourage individual staff to report specific issues, validate the survey
resilts or isolate clusters of bullying activity that may warrant special
management attention.

o The Director invited proposals from consultants who could perform these
functions.

o Proposals from four possible providers follow.

Constiltation/s: Business Group Confirm Who was Are there any
impacted by the consultation has | consulted oulstanding
recommendation/s | occurred with and when? issues arising out

this Business of the consultation
Group process?
all yes Ongoing through | nfa
the EB process

Background:

Execulive sponsor | Glyn Cryer x
(and exl):
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AMENDMIENT for Increase in Scope
Iixecutive Brief for
Fair Work Building and Construction

ORGANISATIONAL HEALTH CHECK FOR
BULLYING, HARASSMENT AND INAPPROPRIATE
WORKPLACE BEHAVIOUR

PRESENTED BY
;. on hehalf of CommuniCorp Group
20 March 2014
E: Eeommunicorpgroup.con
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Informatlon contalined In this executive brief oud proposal kas been prepared for Falr Work Building and Constructlon, and showtd not
be commimlcated fo @ third party al any fhme withou! the weliten parmilsslon of ConmuniCorp Group Piy Ltd
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Wo are delighted for the opporlunily to present this Exeoutive Brief to the Exeeutive Team of Falr
Work Building and Construction (FWBC). We understand that FWBC would like {o Implement an
initlative targeting key findings from the employee engagement sucvey: especially bullying,
harassment and inappropriate workplace beliavlours, You lave conducted some internal teaining
atound bullying and harassment nwareness for all staff afier the release of BES results last year,

Our proposed Organisational Health-Check to explore Bullying, Harassment and Inappropriate
Workplace Behaviowr will identify eritical building blocks for successful and sustainable
performance, and important orgenisational risk and protective factors, Additionnl issues may arlse
dwing the process, such as performance management and leadership - these will be discussed with
you before inelusion In the organisational health check,

INCREASE IN SCOPL

FWBC would like to have two additional parts to the project.

¢ One, fo review internal governance procedures, including a review of policies, reporting
procedures and any other relevant malerial related to bullying and harassment
¢ Two, to conduct ong-on-onc interviews with slaff, Where staff will be given the

opportunity for interview on a self-nominated basis
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OUR METHODOLOGY

With the extended scope, the Organisational Health Check will have the additional two parts
integrated into owr approach,

We suggest that we work wilh the executive and key internal slakeholders for briefing and
consullation, to ensure relevanco and retwn on investment, A critical success factor is to engoge
CommuniCorp as an objeetive third parly who will proceed in a way that considers the sensitive
nature of tlie issues, engage relevant parties in a constructive way, and develop a sense of

ownership.

The proposed approach is derived from the ComminCorp top-down, botlom-up, systemio madel
for psychological safe and lealthy workplaces — as indicated by the figure below. This
methodology will focus on ¥isk identifiention and intervention strategy, ns well as drive the review
of internal govemance, policies and procedures around Bullying and Harassment,
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Figure 21 CommuniCorp’s systemic approach to psychologically healthy workplaces.

We propose a phased appronch to the Organisational Health Check. This approach will achieve an
in-depth exploration and analysis of key findings, presented in a comprehensive report with risks
and protective factors, and recommendations for action.
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\/ »Stakeholder brlefing and consultatlon
+ Key document review

tin Al s Develop focus group materlals, content and pracess
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o Interval governance, pollcy and procedure review

o Review of relevant HIR/AWYIIS velated metrlcs
[Ha¥) [y

+Asanatlonally dispersed organfsatton, we suggest maxlmum 3-5 focuis groups
: » Melbourne, Sydney and Urlsbane os face-to-face and Darivin/HobartJACT as webihased discussion, I
LT slarfmayjﬁlnthn vreh-based discusslon, or have a stand nlo;{e race-lé-l‘acc focus group) sstonbeith )

_"-,'I"J'.JI!-'* '. _s Methodology Includes quantitative and qualiRative metrlcs

SRR
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/ e One-to-one staff Intervicyys
+Opllonal and volunteer basls

Ilm‘u{ﬂ}tlnlwu _.Twa Implmentatlon optfons ad hoc nnﬂlrof,us gmu?s u?r scheduled blocks of time (Le, half day)

\n‘/ “suplore key Midings from EAS [ soliilon focuséd ivay

+ Data analysts and lutegration
e+ Formulation of recommendatlons
+ Wrlte and present report

sImplementation of recommendatlons

Figure 1 Onr proposed approach to FWBC's Organisational Heallh Check

INCREASIE IN SCOPE

One: The Review
We propose to conduct a summary review of internal governance procedures, including a review

of policies, reporting procedures and any other relovant material related to bullying and
harassment, Documents to be reviewed inelude:

¢ IWBC Siaff Engagement Survey 2013 Resulls and Bullying and Harassiment (Work
Environment) Resulls

¢ FWBC Bullying and Harassment Policy

¢ FWBC Performance and Development Framework

¢ Proposed Managing and Reporting Bullying and Other Unaceeptable Behaviour Policy
(intended to supersede the Bullying and Harassment Policy)
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The review will also focus on relevant HR/AYHS related melries, such as:

o Abscntecism dala

o+ Grievance/Complaint Data

o BAP Data

o Psychologicnl Risk Roglster or equivalent information

This information can be used to identify broad risk priorily areas and inform data colleclion
actlvities in the focus groups and interviews. The review will result in a comprehensive report
with recommendations on internal governance procedures, ineluding policies and reporting
procedures around Bullying and Harassment, Recommendalions will include targeting of
proliminay initiatives and resources to maximise workplace impact.

Tivo: One-fo-one Steff Intervlews

PWBC would like to provide all staff with the opportunily to parlicipate in one-to-one interviews
with a consultant, This will enable an open and transparent conversation with an objective party in
an anonymous selting that will provide additional and more in-depth insights to the Organisationnl
Health Check and foens groups. We propese iwo options for the one-to-one interviews, to
maximise oppotlunities for staff to altend interviews,

Optlon 1t Tnterviews after focus groups

We propose that a block of time be scheduled after focus groups, so that staff from the office have
fhe opportunity to interview face-to-face for Melbourne, Sydney, Brisbane, and potentially Perth
offices. Staff would be invited to attend interviews and be scheduled after the completion of focus
groups. Interview time would be 15 mintes to ensure crilical areas are covered, keeping in mind
that staff members had altended the focus groups.

In this option, we propose (hat blacks of half days be scheduled and set aside for interviews, This
enables floxibility and a degree of anonymity where staff members can simply ‘turn up’ for the
interview. For larger offices, multiple blocks of “half days” would be scheduled, depending on
uplake, For the Web based focus group for Canberra, Darwin, Hobart and ACT the inferview
black would be conducted over the web.

Count of

_StatefTorrltory porsonnel Max Intorview half-clays
Brisbane 17 1
Canberra, Danvin, Hobart, AGT 13 1
Melbourne 63 3
Perth 22 2

. Sydney ' 28 2
Grand Tolal 133 7
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Optlon 2: Ad hoe Phone Intervlows
As an alternative to option 1, wo suggest phone intervicws, Staff will be invited to call the

consullant for an interview after focus groups. Interviews will be charged at 30-minute blocks of
timo per interview, maximum 30 minutes, to account for the ad loe nature of these ealls. This
oplion is of benefit for staffworking more remotely, There will bo a cut-off date of one week afler
the focus groups for consultant’s availability,

OQUR EXPERIENCE

Communicorp has provided and continues (o provide workplace psychology services to a range of
both publie and private sector organisations, A list of clients whose organisations and/or service
requirements are similar to Fair Work Building and Construetion, and whom we have previously
or currently work wilh includes: Fair Work Commissioner, WorkSafe Victoria, Department of
Finance, Catholic Education Olfice, ASIC, CSIRO and Ip Australia,

A roference for similar work we have completed most recently is Jenot Connell, Chief Operating
Officer, Chiof Operating Officer Group, Deparlment of Finance, Contact details can be provided

on request,
Gy
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INDICATIVE PRICING
We note that we have provided two options for indicative pricing.

Option 1: Involves focus gronp facilitation by a Principal Psychologist, and data recording by a
CommuniCorp Consultant, Bvidence based qualitative data is gathered in the focus group by an
experienced Focus Group support through seribing conversation in a de-identified way. Due to the
sensitive nature of the topie, we recommend that the Focus Group support be an expetlenced and
abjective CommuniCorp consultant,

Option 2: Involves focus group facilitation by a Principal Psychologist, and data recording by
administeative support from ¥WBC, Bvidence based qualitative data will need to be scribed inan
objeetive and efficient way. Allhough this provides some cost efficicncies, due to tho sensitlve
nature of the tople, this may compromise open and transparent discussion by foeus group
pacticipants, thus we recommend Option 1,

i ; R((EXCIOST) A
Ttise 1, -
Consult and 1.0 day Prineipal Psychologist @ !ﬁ g‘:} Princlpal Psychologls@
Develop L per day ey
Optlon 1k
2 days Principal Psychologlst @ | 2 days Principal Psychologlst@
per day per day**
2 davs Consultant Focus Group Support@ | o 1
Phase 2, 2 days Consultant, Focus Growp per dayt? plion 1
TFocus Groups Support@ ™" "7 7 perday \
Option 2: Optlon 24
This is based ond focus groups, 2 days Prinelpal Psyehologist@$3,350 per
that Is 4 % 0.5 days cach, day
2 days P'WYBC provide focus geoup support
2 days Principal Psycholopist @
s Yperday
Note: Includes (1) data collation
Phase 3. and analysis from Focus Groups, | 2 days Principat/Master Practitloner
Analyss and Report | Iterviews and Survey, other IR | Psycholoplsi@ per day*
and organtsational metries, and
formulation of recommendations,
and (2) Presentation of Final
Report.
Phase d,
Implementatlon of To be determined pending Phase 1, 2 and 3 TBD
Recommendatlons
Optlon 11
Approxlmate Program Coss - Phases 1,2, 3 nud 4 §
- Optional focus graup for Perth offlce Is provided separnlely below Optlon 2:
§
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Optlonal I1;
Optlonal: 4 day Principal Psychologist @ per
Perlh office staffmay choose face-to- | day*

face option for the focus group 1 day Consultant, Focus Group Support @
$ 1 per day* Optlonnl 13
8

Optional 2;
1 day Principal Psychologlsi@$ per day* Optlonal 2:
FWBC provide focus growp support §

*Wonote a fll day is required for fravel to
Eerth,

INCREASE IN SCOrL

Indientive pricing for increase in scopo: Review and Inlerviews.

2 days Scaior Psychologist @ §

Y
Review § per day per day {
Opilon 1} Optlon 1:
0.5 davs Principal Psychologist @ | 0.5 days Princlpal Psychologisi@?$
S Iper lalf day per half day
Optlon 2: *Based on maximum 12 intervicws per half Optlon I3 ¢
1.0 hour mininns Principal day to allow for notes and short break, oud per hialf day
Tiiteridais Psychologlst @ § perliour | elther conducted on the snme day as the
L foous group, or 2 intervlew blocks per day | Opllon 21§
per 30 mhnures
Optlon 2:
30 minntes atntunon Principal
Psycliologlsi@$'  per 30 minutes
minimum per fnteiview

*We note that pricing has been discounted as an Introductory offer to FWWBC.

**Focus groups have been caleulated as requiring 0.5 days consulting time per focus group, We
note that travel to focus groups in Sydney and Brisbane would involve one day of lime, lowever
we have only charged 0.5 day. Focus groups wonld require 2.0 to 2.5 haurs — this includes 1.5 {0 2
hours face-to-face time, and 30 minutes required for data summary and collation.

**Tngidental and travel expenses will be passed on to FWBC
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CommuniCorp welcomes the opporiunity to discuss this document with you. If you have any
questions regarding this exeeutive brfef, or for more information about the information contained
in this statement please contact:

Dr Melissa Marot
Reglonal Manager and Principal Psychologlst

Phe 1300 855 10

Doh: 4545 W95 653

18 elissa@conmunicorpgroup.eam
WL eomniicorpproupeom
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Option Two: Right Management



level 6, 312 St Kilda Road, Helbourne VIC 3004 Australla
1 461 3 8554 2200 F +61 3 8554 2211
wwevd lghtmanagement.com.au v lghticom

- ll Right
alll Management
Business &Talent. Allgned: ManpuowerGroup

30 January 2014

Nigel Hadgklss

Dlrector

Falr Work Bullding & Construction
L2, 533 st Kilda Road

Melbourne VIC 3004

Dear Nigel

Thank you for the opportunity to assist Falr Worl Bullding &
Gonstructlon (FWBC) with summarlsing post survey actlons,

The followlng letter summarises our discusslons, and Rlght
Management’s suggestlons to address the outcomes of the 2013 Staff
Engagement Survey, Should you declded to progress with any of the
suggestions, Rlght Management would be happy to provide a detalled
quote for these separate engagements.

Bacliground and Business Conloxt:

s+ RIght Management has partnered wlth FWBC to conduct thelr
annual Staff Engagement Survey every December since 2010,

o The 2013 results revealed a pronounced drop In engagement since
2011, with an Ideal plateaulng trend of strong scores not evident
with engagement and many other key Items falling to 2010 levels,

o The 2013 survey revealed the followlng positlve Indlcators:
o A comparable response rate to the 2012 survey - 82,7%

o Commitment to FWBC with many proud of the role the
organlsation plays for Australlan Industry

o Flexible working arrangements and great people
o Good Immedlate leaders (APSS5-EL2)
o The 2013 survey highlighted the following negatlve Indlcators:

o Staff feel underutllised, unsure of the future strategy and thelr
role
o Low confldence In Senlor Leader’s abllity to Implement change,

communlcate and manage people (le bullylng evident,
retentlon poor, recognltion of staff lacking)

o Results will be shared with the Executlve Team, The sesslon
agenda wlll allow:

1, 20min presentatlon of key results
2. 20min discusslon of results
3, 20min conslderation of actlons requlred

1
@ Rlght Management 2014. Nl Rights Reserved.
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Manpower Group

Business & Talenl. Alignad:

Objectives and Scope:

The composition and priority of post survey actlons will he drlven by
the Executlve Team with planning commencing as the third agenda
Item at the presentation sesslon (above). The final plan will be
endorsed at the following Executlve Team meeting with sponsorship of
actlons declared and regular reporting to progress agreed,

The agreed scorecard will be tabled regularly to allow each sponsor Lo
update progress to members of the Executive Team,

Key success factors for any posl survey Inltlative would be to achleve
success In the

(-‘{{-( ‘i-_-:{;“l"ff.]'lé!-ﬁ_a [ [°* Immediately communicable action plan to staff
(&;\'ﬂmcergpmw; )

* Allgned to new financlal year planning/strategy
° Reflected as an Improvement In the 2014 suivey

{

lij(3j;‘(c°f'i“ 'J,J | ¢ Sustalned culture transformation
:'(Q':‘:if’__"wgﬁi{‘-’s o Increased engagement levels comparable to high

MEDYUMITHRMEN
gitieli

il
){., Ul performing benchmarks

Recommended Approach:

To achleve the significant Improvement In survey results deslred by
2014 we recommend the followIng actlons, These are not listed In

priority order;
HOSUERACTIO N I DEE GRYRTTON I G
Facllitated sesslon to agree the role of Executive
Team to drive changes resulting from survey/other
events;

Executive ©  Working together to progress strategy
Allgnment ° Engaglng staff to the strategy

¢ Presenting publically as a unlted team

o Connectlng staff to the exlsting people
systems and processes to shape culture

SES  [————— —
Comblning the results of the [in progress] Executive

Capabllity Analysis and staff survey work with

Individuals to:

Leader o Address personal soft skill capabllity gaps

Coaching ¢ Lever personal soft skill strengths

¢ Gulde the positioning of post survey actlon
planning and the sponsorship of actlons

e Influence workplace culture

—— e,

© Right Managamznt 2014, Al Rights Reserved,




Business &Talent Allgned:

e “ Right
2l Management'

tAanpower Group

[ROQUBEAGTION DHEGRYATION!
structured leader development program to underpln
required soft skill capabllities that can be
cascacded/tallored to varlous levels of leadership:
APS6- | People o Leadership vs Management
EL2 Management o Role Balance and lLevels of Work
o Effectlve Communlication
o lLeading Change and Shaplng Culture
o Etc,
Executlve sponsored roll out of survey
recommendations to Identify Priority Areas that are:
sisiness | Local Action o Shared by the organisation and will be

unit

Planning

addressed by a central Initlatlve

o Unlque to the buslness unit and seek the
Input of local leaders to develop and execute
solutlons

Staff

Bullylng and
Harassment

one In five (~20%) staff were subjected to
harassment or bullylng with one In four staff (~25%)
witness to this behaviour In the workplace.
Provide a transparent and Indepandent
review/Investigation of the survey results In relation
to harassment and bullying.
The outcome Is to provide clear recommendatlons to
address bullylng and Influence positive behavlour
change through:

o Discovery (targeted confldentlal Interviews by

level and locatlon)

o Analysis and Reporting (de-Identifled)

o Presentatlon to [xecutlve Team

¢ Recommendations for positive culture change

Conclusion:

We appreclate the opportunity to asslst FWBC with summarlsing post
survey actlon optlons, and look forward to the opportunity to provide a
detalled quotation(s) for any of the priority actions agreed by
Exacutlve Team at thelr session to share and discuss the 2013 survey
results, We will be In contact followlng the results sesslon to
understand your agreed actlon plan.,

Sincerely,

Rosemarle Dentesano

Princlpal Consultant

@ Right Hansgement 2014, All Rights Reserved,

Colin Couzin--WomI
Senlar Consultant
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CPM

REVIEWS

3 April 2014

Mr Glyh Cryer .
Execultive Director - Gapabllity, Performance & Innovation
[Fair Work Building & Construction Agency

Tel (02) 9297 9002

Moblle 0403 802 529

Glyn.cryer@fwhbe.gov.au

Dear Mr Cryer

QUOTE FROM CPM REVIEWS PTY LTD -~ FOLLOW-UP TO STAFF SURVEY

GPM Reviews Ply Ltd Is pleased to submit this quote to conduct work lo explore in more detail the
hackground to responses recelved in your 2013 FWCA staff survey, and to review some
assoclated policles and processes, It s Important that our quote accurately reflects your
requirements, and | am very happy to discuss any aspect, particularly If you have further clarifying

information to inform the scope.

our Approach

FWCA Is clearly aware of the implications and risks of not responding to real angd percelved
concerns about staff hehaviour, also noting the changed related accountability and legislative
environments. Your terms of reference can infonm the organlsatlon's risks, hot spols, processes
and affecl what people are saying about the effectiveness of management action on a number of

fronts.

We envisage you will e able to use the Informalion gained from this exercise with managaers, and
later perhaps In discussions with staff, towards developing culture change, knowledge and
confidence-huilding for supervisors and overall awareness-ralsing.

Al this stage we envisage the work would Involve three related parts and then culminate In a single
quality assured report, submiited to you as a draft for comment before finalisation. We wish to
propose a small team to complete the assignment. This will not attract any additional charges, anc
will involve a "lead" Reviewer ( ) assisted by Ms 5 wilth further speclalist
advice provided on the review of e policies and processes, Dy wu and Ms '

| . Qualily assurance will be done by Mr . Profiles of all personnel are altached. 1
have also Included Information covered in a worksriop run by Ms wd Mr' , who
specialise In thesa matters. All have skills particularly well sulted to this assignment, will he
overseas during May, but this will nol affect this project.

The approach below Is wrilten againsl the terms of reference you emallad to me. As an example of
a possible variation on your original request, building on Informatlon galned in this process, your
Executive could consider having us convene focus groups o collect Information In addition to the
ohe-to-one Interviews. You could also consider using such groups later in your process, perhaps
at the lime you launch refined polley documents, as part of a communlcation plan to Increase

Providing Reviews of Decisions and Actions, Wanlplace Invesligations
andl Related Strategic Atlvice o the Public Sector and Other Orpanisations

CPMReviews Ply Lt » ABNO3 151806374 « Address: 7 Laviry Place, facquarie ACT 2614 + PO Box 42, Jamlson ACT 2614
Phone: 026175 4500 « Fax: 0261754555 + Emall: engulrlesepmrevieviscomat « Vebsite: viwvzepmieviews.coma




awareness and understanding of some related communication Issues, including what bullying is,
andwhat it Is not, :

Part A

Review by our four personnel of the detalled 2013 slaff survey resulls, particularly in respect of
hullying and harassment issues reported. This could glve Informatlon ahout any-geographlc or
other clustering of types of responses, key issties and concerns, and will Inform the approach to

interview questions,

After this réview of the survey results, paris B and G would commence elther In ;')arallel orin
sequence, to ba determined In conjunction with you. Part C would he completed first and Inform
Part B. Our personnel would keep in close louch to ensure information from each part of work

informs the other,

PartB
Review of several related internal policies.with a view to providing advice on good practice
Including review of the organisation's
a. Existing policies relating to.workplace behaviour, plus an as yet unreleased draft of
Bullying and Harassment Policy, Managing and reporting bullying and unacceptable
hehaviour which Is Intended to replace any previous documents ‘ .
b. and the Petformance Development Frameworl as it perains to Issues under
consideralion, perhaps relating to giving and receiving feedback and guldange on
the difference helween respectful and other bshaviour ' '

Review of and provislon of advice In relalion to current and possibly new reporling procedures, HR
processes and communications with staff around bullying and harassment, and ensuring the
application of all princlples of procedural falrness in all documents and processes. This slep could
involve, for example, recommeénding focus groups or the like be conducted to help educate staff on

what bullying is and what bullying Is not. . -

Patt C

]

Conduct of a series of one-on-one staff Interviews (perhaps In a combination of face-to-face/video
or phane interviews ~ to be discussed with you); with Interview questions informed by the staff
survey results -and agreed by you or your representative. The Interviews would alm to explore the
issues ralsed In the stalf survey relating to bullying and perceived organisational ctlture to make
an overall assessment of the situation at that point. We note the organisatlon has 133 staff in 8

cilies.
I note the number of Interviews could be highly variable and will depend onh the number of staff who

wish to participate. We seek your guldance on whether the organlsation would wish to arrange
interviews, to save costs, ar whether you prefer us to do this, lo enable sfaff to speak with us more

. privately.

We nole we are not collecting formal evidence, so assurance of anonymity could potenlially he
given. We would discuss this with you before commencing, and would brief staff that if any Isstie
arose which warranted further formal action, appropriate sleps would be taken to bring this to the

altention of the organisation.,

Paye 2 of 6



The final part of C would he to compile a.report on the Interviews; discern what lssues may-warrant
further discrete action of what type; provide advics on the agenay's known handling to clate of
thosé Toported Issues and use the inforniation from the interviows to cross-chack against any
relevant parts of the document review.

The Overall Report

The report would cover and link all aspects In the terms of referenco, plus would make any
appropriate stiggestions about addilional stralegles the organisation could use {o address Isslies
ralsed In the survey and during the Interviews. :

Esﬂma'ied_ costs

Information galned from part A will Inform the scope of parts B and C. Based on Information
available to date, Parts A and B could he addressecd as one parcel of work, for an agreed level of
affort, with Part C dealt with using a different approach, perhaps at the hourly rate, with a cap at
which we would further discuss the next steps with the contracl authority. '
Part A would take arotnd 8-16 hours, depending on the amount of Information In the survey report.

Part B is estimated to take around 3-5 days or 24°-40 hours

The cost of parts A and B is therefore ostliinated to be in the range of 4-7 days, or 82-56 hours at
$  oerhourbeing § inc GST,

Part C would take around 1:2 hours-per interviewee, covering Interview and write-up, if the
organlsation arranges Interviews. (although as stated we are also happy to arrange Interviews if
you prefer). The time estimated is hased on the fact that if any staff member nominates to be
interviewed, they will have issues to raise or at least an opinion lo express.

Professional transcription of interviews, If required, would be charged hack to you at cost, halng

$ er minute, Including GST. A 60 minule interview costs $  inclusive of GST. We find
transcriptions to he a cost-effeclive approach to recording inlerviewss, however if you prefer, the
Reviewers can lake manual notes during interviews and produce recorcs in that way, or can take
abbreviated notes of Issues only anonymity is preferred. We will establish your preferences for this

aspect of the work before commencing.

The cost of Part C would Include another 8-16 hours to wiite an overall report and link tho
information as required with Part's A and B. -

- o For 20 peopls this would be 20-40 hours or § Inclusive of G:S'l‘ plus
transeription costs (if used). :
“ o For 50 people this would be 50-100 hours or § inclusive of GS'T plus

transcription costs (if used). :
It is important to note that interview times are likely to vary greatly, as are Interviewee numbers.

The dralt report will be quallly assured by a Principal Reviewer prior to submission to youl for

cominent, before finalisation, and | have allowed an aclditional 3-6 hours quality assurance at $
per hour inc GST for this slep, so this estimate is In the range of & ne GST.
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You will, of course, he hillad only for work performed so if the task is straighlforward and completed
in less time this will ho reflected in the Involce. If the malter evolves to he more complex than
anllclpated the reviewers will discuss this with you anc would secure prior endorsement of any
additional work or effort before procesding. We are happy to provide timesheets of work done,

Travel expenses at non-SES rales woulcl'. with prior agréement. be charged hack to you at cost
only.

' have altached a flyer showing a workshop we offer on this subject, for your later considerallon,
Also altached are a copy of our standard terins and conditions and a s'.-tanclar'd short form conlract

template. Wo are on a series of APS panéls, which | can discuss with you, or you may prefer to
use a purchase order only or your own form of contract or letter of engagement If you proceed.

Please contact Ms onl iIf you need any further information, or if you wish

to discuss this quote.

Yours sincerely

Business ivianager and Senior Reviewer
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GENERAL INFORMATION ABOUT CPM REVIEWS

CPM Reviews Ply Lid Is a buslhess which spedlalises In conducting workplace investigations. We
provide efhical, prqfassronal and Independent reviews of workplace hehaviour, adminlstrative
acllons and employment declslons for thé: public sector at all levels of government and for other
organlsations. -

Our 30 plus reviewers have a range of skills including legal qualificatlons and experlence at senior
levels of government, in federal polieing, human resource management and Industria) relations.
Support and asslistance to client organisalions gan extend to speclallst contexts such as private
companies, the prison system, and the health sector. GPM Reviews can help with all asslgnments,
large or small, whether simple or highly complex and sensitive, involving any staff at any level,
including at the most senior levels of government. - '

CPM Reviews has reviewers located In all states.

We can also facllitate part day, full day or multi-day foriims and workshops/iraining programs on
toplds related to respeciful workplaces and workplace behaviour, including bullying and
harassment and all other code of conductissues. We can provide advice on athlcs,.prohity and
the liko; mediation services, and can chair panels where an Individual has appealed against a
personnel Inanagement declsion relating to discipline or similar because of unacceplable

hehaviour.

As a husiness enility GPM Reviews has conducted over 400 independent investigations and
reviews for government agencles and other entities over the past 6 years, ingluding many of the
highast levels of camplexily. Some have heen of high political sensitivity, and some have Involved
the most senior levels of public servant and some pollticlans. :

"Review personnel have all oceupied demanding management and human resources positions .
within the public sector andfor private sectors, and most hold at least (or are in the process of
finalising) the Certificate 4 In Invesligations (Government), CPM Reviews has a strong sensitivity
to securily, confidentialily and privacy requirements and these are built inlo its organisational
culture, Several of lts Reviéwers, including Mr J ivls  Mr

and Mr® _hold Top Secrel Positively Velled (TSRV) security clearances.

CPM Revlews Is on a number of panels andfor under deeds of standing offer, including with the
Australlan Public Service Cominlsslon, the AGT Governmenl, the Altorney General's Department
(covering all of lts portfolio agéncles), thé ‘Australlan Taxalion Office, the Deparlment of Agriculture,
Alr Services Australla, the Clvil Aviation Safely Authorlly, the Depattment of Forelgn Affalrs and
Trade, the Department of Parliamentary Services, the Office of the Fair Work Ombudsman, and

the Victorian Department of Health.

All Reviews are managed In accordance with procedural falrness.and relevant policy and
legislative requirements. Reporls are completed to be conclusive of malters at thal point, to a
standard able to be used as evidence If a matter went to the Falr Work Tribunal or to a civil court.

Our work can relato to:

o Suspected hreaches of any formal codes of conduet andfor guildelines as applicable to any
client organisation, noting the variations of requirements hatween cllents;
) investigations into complaints, grievances and allegalions of suspected misconduct,
. Including Public Interest Disclosure matters and allegations of bullying and harassment;
n investigations into the inappropriate receipt of gilts, henefits, payments and other forms of

.corruption, Including giving preference to friends and family
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] malters raised under any organisalion’s Enlerprise'Agreemeni, Including reviews of any -
actions that affect individual employees In their employment, including reviews of decislohs
and dispute handling, advice and advocacy, all In accordance with relevant legislation

Public Interest Disclosure reports or similar matters undor any legislation

0 undertaking audits of the way organlsations handle matter like bullying and harassment or
assessmenls of wording of codes of conduct :

] convening workshops on 'Respsctiul Workplaces' to Improve awareness and
understanding and mitigate related risks; or ’ e

] olher engagement or employment mallers the organisalion considers warranls
Ihvestigation,

We undertake Indepgndlent fnvestlgati011s_a_r1cl reviews varying In slze and complexity and abide by

all relsvant legislatlon and policies. All wark In ralation to collection, assessment and analysis of

evidence; formulation of preliminary and final findings; and recommendations and determinations
as requlred, Is dlone n strict adherence to all components of procedural falrness requirements,

To ensure a high standard and quality of all work, all repoits are reviewed for quality by a Princlpal
Reviewer, or by a Senior Reviewer with specialist expertise In the subject malter, hefore
submission to the client, ‘ ' o

CI°M Reviews enjoys the distinclion of having heen named In a recent ruling by Falr Work Australla
(FWA) where a paity was Instructed to have an independent review conducted by GPM Reviews,
in what had heen brought before FWA as an unresolved and problematic malter,

g

March 2014

Page G ol G



Option Four: DBM Independent Consulianis



O

Independent Consultants

Speclalists In corporate analysis, Investigation, management & leadership

Mr Nigel Hadgkiss,

Director

Fair Work Building & Construction
PO Box 9927, Melbourne, VIC 3001

Dear Nigel,

Further to our recent discussion regarding your desire to come to a greater understanding
of harassment and hullying issues within your organisation, please find attached a proposal
to carry out the requested work.

I have provided two options in relation to how the work could be conducted with related
costing.

I'am also keen to ensure that no part of the organisation believes that it has been neglected
or has not heen given the same opportunity as other locations, simply because of the
number of staff, distance or remote location.

It is also my firm view that people are reluctant to discuss bullying and harassment issues
over the telephone with persons whom they have not previously met.

Bullying and harassment can be an immensely personal and deflating issue to an individual
who has experienced it within the workplace and to then ask them to clearly articulate their
experience with someone to whom they are unfamiliar can he equally confronting, unless
done properly. It is also important to assess the validity of any claims face-to-face. Much
can be gleaned from observing the witness.

For this reason, the proposal outlined is based on face-to-face contact. If this does not suit
your requirements and your preferred option is to speak to each person by telephone, | will
revise the proposal accordingly.

As itis hest practice to adopt the same methodology for everyone within the organisation,

this proposal ensures all persons are granted the opportunity to partake in a guided group

discussion as well as a one on one discussion, which is clearly more personal and allows the |
individual being interviewed to speak more freely without group pressure. -

— ==}
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I have also taken the liberty of speaking with a colleague investigator || Sep |
who has undertaken a significant amount of work in this area and who has worked wnth me
in conducting both investigations and also cultural reviews in other organisations. | have
included herin Option One because of the advantages in having her involved.

Having a male and female co-reviewer will allow participants the opportunlty to speak to a
person of the same gender should they so choose and will contribute to a more balanced
and objective assessment of what can often be a highly subjective and emotive topic based
on individualised perceptions.

In group discussions, the presence of another skilled investigator allows for greater capture
of relevant information without the need to break the flow of the discussion in order to
more accurately and properly record comments made.

I have attached curriculum vitae's for both myself and for your consideration.

The proposal is based on attending each site and speaking with staff and managers in group
and one on one discussions.

Travelling will be undertaken outside of husiness hours wherever possible in order to
maximise on the ground time and the capturing of as much information as possihle.

Without some form of general agreement to the proposal and therefore an agreement as to
the way in which the work and travel will be carried out, | am unable to specifically provide

a costing,

That said, | have provided an estimation of the number of days (referred to as consultancy
days) required to undertake the task and have based the proposal and costing on this,
noting that travel and incidentals would be in addition to the rate quoted.

I would like to advise that should a final determination come down to budgetary

constraints, conS|derat|on will be given to negotiating a reduced fee structure as hoth
myself and |} are keen to further develop our capacity in regard to conducting
workplace rev:ews in the field of bullying and harassment and establishing our credentials as
national forerunners in this area as well as to provide assistance to your organisation.

Please feel free to raise any further issues with me and if you consider the proposal has
merit, | would be more than happy to develop a clearer itinerary and travel costing based on
a clear timetable of operations.

I look forward to hearing from you.
David Madden.

Director/Investigator
Dbm Independent Consultants.
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ProposaL FOR FAIR WORK BUILDING & CONSTRUCTION.

PREPARED BY DAVID MADDEN OF DBM INDEPENDENT CONSULTANTS.

1, Problem analysis

It is generally argued that bullying and harassment within the workplace has become more
common and increasingly identifiable in recent years.

It can have a significant impact upon the psychological and physiological health of staff and
effect the achievement of organisational goals through lost productivity and the presence of
workplace conflict.

If left unchecked, the impact can be far reaching not only in terms of lost productivity, but
employee health, workplace conflict and if necessary, costly internal and external
investigations which themselves can have a profound impact upon the workplace.

It is also known that bullying and harassment within an organisation are often reflective of
management intervention and human resource practices.

Legislation and guidelines have made employers more responsible for preventing bullying
and harassment and having workplace policies and procedures in place in order to be
proactive towards its abolition, prevention and response. '

In January 2014, new workplace bullying laws were introduced, these placing even greater
emphasis on employers to have in place proper systems and practises in relation to bullying
and harassment and complaints handling procedure.

It is understood Fair Work Building & Construction have conducted the workshops and
training focusing on the topic of bullying and harassment.

A recent Fair Work Building & Construction employee engagement survey established that
17.3% of staff reported that they have been subjected to harassment or bullying in the

office environment.

Of the sample, 26.4% reported they had witnessed harassment or bullying in the office
environment,

The assessment of the information gleaned from the survey found a disparity between the
survey results and Human Resource records which identified only a few reported incidents
of bullying and harassment in the previous 12 months.

Accordingly, it was identified that there was a need within the organisation to more fully
understand the extent of any bullying and harassment and to assess how accurate the
survey results are in representing what is actually occurring.

=
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The purpose of the review is to more clearly assess and understand the extent of bullying
and harassment within the agency and to determine the participants (both victim and
harasser), causation, impact and particular trouble spots.

The review also allows those persons who reported within the survey their observations
with regard to bullying and harassment, an opportunity to more clearly articulate their
observations or experiences.

The review will simultaneously determine the level of knowledge held by staff in relation to
the concept of bullying and harassment, the relevant policies and procedures and
importantly, their understanding of their responsibilities regarding same.

The results of the review will allow the organisation to more clearly focus its bullying and
harassment strategies including policy, education and managerial intervention.

In effect, the review allows the organisation to draw a line in the sand by developing a clear
understanding of past practice and strategy and based on the review outcomes, a clear
understanding of future direction and the need for focused intervention.

An additional aspect of the enquiry is to review the current internal governance procedures,
including a review of organisational policies, reporting procedures and any other relevant

material.

The review will also identify whether sufficient/targeted training has occurred; whether
policies and procedures are in place, widely known and operating satisfactorily; whether
complaints procedures are generally known, being followed and complaint outcomes are
heing implemented and actioned. Comparison of review results and survey results will also

he documented.

2. Methodology

The proposal is to attend each office of Fair Work Building & Construction and determine
through group discussion with staff, one on one discussion with staff and separate
discussion with management, staff understanding of harassment and bullying (both
policy/legislation and practise), their perception of whether it is occurring in the workplace
and evidence of same (either personal experience or having witnessed bullying and
harassment involving a colleague), staff knowledge of policy and procedures concerning

same,

This will he achieved through the conduct in each location of:

o agroup discussion with staff (where large numbers of staff are present, several
sessions will be held),

o aseparate discussion with managers and supervisors,
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o one on one interviews with staff who volunteer to provide without obligation,
information to the reviewers about their experiences or ohservations associated
with bullying and harassment in the workplace.

Staff who recount personal experience associated with bullying and harassment will not
have their matters investigated by those involved in this review.

They will instead be encouraged to report such matters through the application of existing
policy (unless this is an unsuitable option in which case an alternate recommendation will

he made).

In each situation, notes will be taken by the reviewer(s) without identifying the individual
involved?,

The notes will later form the basis of report content and will be used to inform the
recommendations and findings.

In addition, during this first stage with it is planned to meet with Human Resource Managers
to determine their experience with bullying and harassment complaints and compliance
with procedure, as well as noting any recommendations for change they consider necessary
based on their experience of process and complaints.

The second stage of the proposal involves a review the current internal governance
procedures including a review of organisational policies, reporting and complaint handling
procedures and any other relevant material.

The review of the governance should also involve an examination of how previous
complaints were handled.

This would not involve an in-depth review but rather a tabletop analysis of the original
complaint, the process adopted, documentation and outcome review. All documents
considered will be kept strictly confidential and names of persons involved will not he

recorded.

All of this information will be then analysed and provided as part of a comprehensive report.

The report will summarise the results of the on-site discussions, identify staff perception
and understanding of bullying and harassment, their experiences or observations, the policy
and its application, management capacity to set the tone, regulate and respond to

complaint®.

" Where an individual chooses to avail themselves of the one on one opportunity but desires the presence of a
support person nominated by them, that will be allowed.
? A by-product of this inquiry is to provide a snapshot of organisational culture based on staff experience and
anecdote, as against simply at tick in the relevant box achieved through survey. This is relevant considering
culture is something identified in the survey as an area of opportunity. Indeed, the areas of opportunity are :

o Senior leaders implement change effectively at FWBC

o FWBCrecognises and rewards employees who deserve it
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The report will include findings, recommendations and strategies. All of these will be
underpinned by evidence gathered during the review.

Importantly, the findings will clarify the extent of bullying and harassment, distinguishing
between matters perceived by staff to be bullying and harassment but potentially more
appropriately related to other actions, staff understanding of the policy and their
willingness to report such matters. This is an important aspect because the survey results
raise issues in relation to workplace culture®.

If the proposal is accepted, then contact details of the person within each State and
Territory office with whom the reviewer will liaise will be required.

3. Proposal 1

The main difference between this and the later proposal, is that this proposal seeks to use
two reviewers (one male and one female) in conducting the research/review at the larger
sites/offices. At the smaller offices (staff < 10), only | would attend.

This proposal captures the experience and knowledge of, an accredlted

Investigator and experienced mediator with whom | have previously worked. |

also has conducted workplace reviews in agencies which have high levels of gnevances,
workers compensation claims (based on psychological injury) and has reported on
Workplace Safety issues relating to stress claims.

As has already been outlined, there is benefit in having both a male and female reviewer
present during the discussions, particularly when dealing with a highly emotive and
subjective matter.

o | would be available for larger sites (> 10 staff)” as outlined helow.

The tahle overleaf provides indicative on the ground hours with staff, managers and Human
Resource practitioners.

It must be read as a guide only, for planning is predicated on the involvement of staff. In
reality and given the survey results, there might not be as much engagement by staff as
planned, however the proposal must allow for maximum opportunity. Where planned staff
contact time is not being accessed, the reviewers will wherever possible amend the
schedule and ensure the invoice reflects such change.

The proposal based on location and staff numbers and reflecting two reviewers being

present in some sites is shown overleaf.

o Senior leaders effectively communicate the reasons behind decisions
o In FWBC, communication between senior leaders and other employees s effective
* The final report will Include reference to the survey results compared to the revlew results,
* should it be considered that a uniform approach is required for each site, [I8 | can make herself

availahle in all locations.
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Office Staff Group Manager Opportunity for | No of Proposed
location number | discussion(s) tiscussion one-on-one Reviewers | Consultancy
days hased on
reviewer
numbers
{Approximate)
Adelaide 6 3 hours 2 hours 4 hours 1 1
3 hours xtwo | 2-3 hours 8 hours 2 4
sessions = 6
Brishane 17 hours total
Canherra 3 3 hours 2 hours 3 hours 1 1
Darwin 2 3 hours 2 hours 2 hours 1 1
Hobart 2 3 hours 2 hours 2 hours 1 1
Melbowrne | 53 3 hours x 2--3 hours | 12 hours+ 2 6
three sessions | (2 sesslons Planned
=9 hours If meeting with
total necessary) H/R Staff -+
examination of
historlcal
complaint
material
Perth’ 22 3hoursxtwo | 2-3 hours | 8 hours 2 4
sessions = 6 (2 sessions
hours total if
necessary)
Sydney 28 3hoursxtwo | 2-3 hours | 8 hours 2 4
sessions = 6 (2 sessions
hours total if
necessary)
TOTAL 22 days

‘Using two reviewers at the larger sites means that a total of 22 days consultancy would be
required for the on-site part of the proposal.

The office based analysis (summarising review results plus review of governance) involving
both reviewers would amount to a total of approximately 7 consultancy days.

In order to fully meet the brief as outlined by the agency and utilising the second reviewer,
approximately 30 consultancy days would be necessary to complete the brief,

The normal hourly rate model would not be applied and instead a standard fee of N ver
day plus GST would be applied. The total consultancy cost for this proposal is estimated at
SIERN] (plus gst and travel costs as outlined previously).

Flights will be at invoice cost. Travel and accommodation would be invoiced as per standard
government allowance rates.

® All travel would be based on economy type fares except travel to Perth and the Northern Territory which due
to distance would be undertaken on a business class fare.
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It is important to note that this fee structure allows for travel to occur outside of business
hours, where ever possible, so as to maximise the on ground opportunity with staff. This
means that in effect, travel time where possible will be at the consultant’s expense.

In addition and where it is possible and reasonable to do so, travel will be arranged so as to
make optimum use of shorter distances and available fights hetween locations without the

necessity of returning to Sydney.

For example, endeavours would be made to meet with staff from the Hobart, Melbourne,
and Adelaide office in their prospective locations without the reviewer/s returning to
Sydney, thereby reducing travel costs.

The client agency will be responsible for providing the reviewer a room within which the
group discussions can be conducted (morning or afternoon tea provisions if necessary), an
office for the discussion with the manager(s) and a nearby (but offsite) venue for one-on-
one discussions.,

4. Proposal 2

This proposal is based on one consultant attending each office of the Fair Work Building &
Construction offices and conducting sessions with staff, separate sessions with the manager
and the consultant then heing available for one-on-one discussions with staff who choose to
utilise that option in discussing the harassment and bullying issue.

The reviewer's planning needs to be sufficiently flexible to accommodate the changing and
unknown numbers who would participate heyond the group discussion, hut also be in a
position to encourage people to come forward in the event they are reluctant to do so.

The aim is to gather information and this can only be done if staff feel sufficiently
comfortable to discuss their workplace issues.

The proposal (again being predictive in nature in terms of staff engagement) is shown
below.

Office Staff Group Manager Opportunity for one- | Proposed
location number | discussion(s) tiscussion on-one Consultancy days
(Approximate)

Adelaide 6 3 hours 2 hours 4 hours 1

3 hours x two 2 -3 hours 8 hours 2

sessions = 6
Brishane 17 hours total
Canberra 3 3 howrs 2 hours 3 hours 1

Darwin 2 3 hours 2 hours 2 hours 1

Hobart 2 3 hours - 2 hours 2 hours 1
Melhourne 53 3 hours x three | 23 hours 12 hours + 3

sesslons = 9 (2 sessions If Planned meeting

hours total necessary) with H/R Staff +

examination of ]
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historical complaint
B material

Perth 22 3 hours x two 2-3 hours 8 hours 2
sessions =6 (2 sessions if
hours total necessary)
3 hours x two 2-3 hours 8 hours 2
sesslons = 6 (2 sessions if

Sydney 28 hours total necessary)

TOTAL 13 days

At the end of each of the review sessions, participants will be provided contact details for
the reviewer(s) and be given a timeline within which it is possible for them to submit
additional information and/or documentation to be considered as part of the review.

Further telephone interviews will also be possible once the participants have heen
introduced to the reviewer(s).

Following on from the on-site discussions, the information gathered will be documented
and analysed and stage Il involving the analysis of related policy and governance will he
conducted simultaneously, This will include information analysis from discussion with the
Human resource Managers and review of previous complaint material, It is likely that this
stage will take a five consultancy days.

In order to fully meet the brief as outlined by the agency, approximately 20 consultancy |
days would be necessary to complete the brief.

The normal hourly rate model would not be applied and instead a standard daily rate of
S per day plus GST would be applied. The estimate for this proposal including
workshops, interviews, analysis and review, and report production would be provided at an
estimated total consultancy cost of $|IR (plus gst and travel costs as outlined helow). |

For each proposal, flights will be at invoice cost. Travel and accommodation would be
invoiced as per standard government allowance rates.

As already indicated, this fee structure allows for travel to occur outside of business hours,
where ever possible, so as to maximise the on ground opportunity with staff. This means
that in effect, travel time where possible will be at the consultant’s expense,

In addition and where it is possible and reasonable to do so, travel will he arranged so as to
make optimum use of shorter distances and available fights between locations without the

necessity of returning to Sydney.,

For example, endeavours would be made to meet with staff from the Hobart, Melbourne,
and Adelaide office in their prospective locations without the reviewer/s returning to i
Sydney, thereby reducing travel costs. i

The client agency will be responsible for providing the reviewer a room within which the
group discussions can be conducted (morning or afternoon tea provisions if hecessary), an

[o—
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office for the discussion with the manager(s) and a nearby (but offsite) venue for one-on-
one discussions.

5 Resources accessed as part of proposal development

o FWBCSTAFF ENGAGEMENT SURVEY 2013

o BULLYING AND HARASSMENT POLICY

°©  PERFORMANCE AND DEVELOPMENT FRAMEWORK

o MANAGING AND REPORTING BULLYING AND OTHER UNACCEPTABLE BEHAVIOUR
POLICY

o APSC CODE OF CONDUCT CODE OF CONDUCT
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ATTACHMENT B

Ausiralian Government

Foir Work Building
& Construction

OUTCOMES

FWBC Executive Board Neeting
Monday, 14 April 2014, 09:30 am -2 pm

Attendees: Nigel Hadgkiss (Chair), Brian Corney, Glyn Cryer, Jeff Radisich, Murray
Gregor, CIiff Pettit,

Apologies: Heather Hausler, Tim Honey

Secretariat:




Australian Government

Fair Work Building
& Construction




KRy 5

Australian Government

Fair Work Buoilding
& Construction

1.1

Consideration of proposals for bullying investigation / policy advice providers (Glyn)

The Board reviewed the proposals contained in the paper and agreed on a provider,

ACTION: Glyn to prepare contract for DBM Independent Consultants and draft message to staff
informing them of the progress.
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& Construction




e 2y «
Australian Government

Fair Work Building
& Construction

Pats | UPCOMING BUSINESS

a1 | The next Execulive Board will be held on Tuesday 20 May, 12 — 5 pm in Syndey.







