This book explores the evolution of the 30 functioning muiltilateral
development banks (MDBs). MDBs have their roots in the growing
system of international finance and muiltilateral cooperation, with
the first recognisable MDB being proposed by Latin America in
financial cooperation with the US in the late 1930s. That Inter-
American Bank did not eventuate but was a precursor to the World
Bank being negotiated at Bretton Woods in 1944. Since then, a
complex network of regional, sub-regional, and specialised
development banks has progressively emerged across the globe,

including two recent entrants established by China and the BRICS.

MDBs arrange loans, credits, and guarantees for investment
iNn member states, generally with the stated aim of fostering
economic growth. They operate in both the Global North
and South, though there are more MDBs focusing on
emerging and developing states. While the World Bank and
some of the larger regional banks have been scrutinised,
little attention has been paid to the smaller banks or the

overall system.

This book provides the first study of all 30 MDBs and it
evaluates their interrelationships. It analyses the emergence
of the MDBs in relation to geopolitics, development
paradigms, and debt. It includes sections on each of the
banks as well as on how MDBs have approached the key

sectors of infrastructure, human development, and climate.

Published in paperback on 26 September 2022:

https://www.routledge.com/The-Global-Architecture-of-

Multilateral-Development-Banks-A-System-of-
Debt/Bazbauers-Engel/p/book/9780367708122

The Global Architecture of Multilateral
Development Banks: A System of Debt or
Development?

Dr Adrian Robert Bazbauers & Associate Professor Susan Engel (UoW)
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THE GLOBAL ARCHITECTURE
OF MULTILATERAL
DEVELOPMENT BANKS

A SYSTEM OF DEBT OR DEVELOPMENT?

Adrizn Robert Bazbauers and Susan Engel

Related Outputs

Bazbauers, AR (2022) Translating
climate strategies into action: An
analysis of the sustainable, green,
and resilient city action plans of the
multilateral development

banks. Development Policy

Review. https://doi.org/10.1111/dpr.12
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The Australian Policy Handbook:

A Practical Guide to the Policymaking Process (7 edition) .%%Cz Public Service

Research
Group

Catherine Althaus, Sarah Ball, Peter Bridgman, Glyn Davis,
David Threlfall

Summary

This longstanding textbook is a recognised part of the
Australian policymaking landscape. Having sold over 30,000
copies it has become a mainstay for professionals seeking to
understand and navigate policy processes. Endorsements
from the Honourable Quentin Bryce, AD CVO, Dr Martin
Parkinson AC PSM, Helen Williams, AC, and Professor
Emeritus Richard Mulgan frame the text as a perfect
‘blending [of] academic literature and practitioner
experience’...

“The Australian Policy
Handbook remains the
essential guide for

students and practitioners

o p°|lcymakmg In The Australian Policy Handbook shows how public policy
Australia” permeates every aspect of our lives. It is the stuff of
government, justifying taxes, driving legislation and shaping our
social services. Public policy gives us roads, railways and
airports, emergency services, justice, education and health
The seventh edition of this services, defence, industry development and natural resource

classic handbook on the policy management.. While po!|t|C|ans make the deC|S|ons,.pubI|c
_ servants provide analysis and support for those choices.
process is fully updated,

featuring new material on policy This updated edition includes
making amid local and global new visuals and introduces 3
di t th testabl series of case studies for the

ISruption, € con es: dDIE . first time. These cases—
nature of modern policy advice, covering family violence,
commissioning and contracting, behavioural economics,

Nt g I justice reinvestment, child

public engagement and policy orotection and more—

success and failure. illustrate the personal and
professional challenges of
policymaking practice.

Drawing on their extensive
practical and academic
experience, the authors
outline the processes used in
making public policy. They

Available for pre-order... items to systematically explain the

ship after 20 December relationships between
political decision makers,

public service advisers,

, , , , community participants and
The Australian Policy Handbook: A Practical Guide those charged with

to the Policymaking (routledge.com) implementation.




Academy of Adaptive
Leadership @ UNSW ¢

Advancing adaptive leadership for positive impact in the Indo-Pacific region

Public Service
Research
Group

Who we are - ADAPTIVE LEADERSHIP

' FOR DEFENCE

 Adaptive leadership takes leadership to the next level to confront
the challenges and opportunities in our more volatile, uncertain, ' The Australian Defence Department as part of their

complex and ambiguous world strategic update identified, as a matter of necessity,
« AAL@UNSW is an exciting venture between AGSM and UNSW | aneed to build adaptive leadership capability and

Canberra that builds off our proven experience to curate adaptive capacity to learn and excel in making risk-based
leadership to suit your demands decisions in ambiguous environments. A five level

. Adaptive Leadership Program has been designed
« AAL@UNSW is THE one-stop shop for adaptive leadership to

' and developed by UNSW to engage with the
meet the needs of private, public and civil society in the Indo- practices of adaptive leadership across the various
Pacific

. leadership levels of military and non-military settings
. to understand and embed adaptive leadership
= % thinking, skills and tools that are available.

"Adaptive Leadership is the

practice of mobilizing
people to tackle tough Case Study

challenges and thrive”

Ron Heifetz et al, 2009

Our commitment to you What makes us unique in the world

. We will work with you to tailor our  \We provide comprehensive wraparound services. Our
competitive advantage Is our research underpinnings and our
focus on assessing impact. The regional focus of AAL@QUNSW
allows us to evidence and live the strengths of diversity and
Inclusion

knowledges, skills and services. We
build off the wisdom of long-standing
adaptive leadership practitioners
alongside newly emerging adaptive
leadership innovators. Our faculty, staff
and coaches bring deep expertise and
experience In adaptive leadership and

 We bring the best of local and international collaboration.
AAL@UNSW proudly partners with the founders and members
of the Australian Adaptive Leadership Institute (AALI), Adaptive
Leadership Australia (ALA), the Kansas Leadership Center

scholarship (KLC) and with the Harvard founders and facilitators of adaptive
leadership
)j Some of our faculty (L to R):
| Farayl Chipungu, Shibaab Rahman, Maxime Fern, Catherine Althaus, Max Rixe, Saul Brown,

Rosamund Christie, Michael Johnstone

Ask us today about AAL@UNSW and email PSRG@unsw.edu.au!

I KANSAS
: LEADERSHIP

CENTER

Australian Adaptive Leadership Institute



Evaluating Value of Long-Term
Secondments and Postings i'(- e oo
in the Australian Federal Police

Prof. D. Blackman, Dr V. Herrington, Dr. K. May, Dr. N. Scudder

Postings and secondments occur when someone ,
undertakes a transfer to another role for at least six months Funded by.
prowdmg opportunities to acquire knowledge and skills.

anagln%acqumtlon and usage of the new knowledge Australian Federal Police
impacts the organisational benefit from supporting such
Initiatives. In conjunctions with AIPM

We sought to establish both anticipated benefits and
potential ways to add value to the organisation.

The Australian Federal Police (AFP) posts  Five issues seen as critical for knowledge acquisition,
liaison officers across the world and has transfer and utilization

outbound and inbound

secondments (domestic and 1. Establishing secondment and posting purpose
international). It aims to create new . | | | |

networks, upskill leaders, and acquire 2. Recruiting the right people with the right skills for each

new knowledge and skills. opportunity

Data from a Global Policing Innovation 3. Appropriate preparation for secondment or posting
Exchange survey and AFP focus groups 4. Planned and appropriate support on secondment or posting

confirmed participants gained new
knowledge. Advantages included:
accessing different knowledge; achieving 5. Effective reintegration following secondment or posting
broader perspectives; gaining and

practicing new skills; increased problem

solving capacity drawing on knowledge “I felt a little bit stale at the time... now I'm... a really big advocate

and skills of two organisations; developing for secondments because it's really motivated me
networks and relationships; and

enhancing members’ leadership skills.

(i.e. check-ins)

Four areas where benefit could be enhanced:

 Actively managing secondments thinking about where and when
knowledge and skills can be created and used;

* Integrating secondments more clearly into career management;

 Creating regular opportunities for (a) check-ins and (b) feeding
new ideas back; and

 Proactive re-entry in terms of debriefing and ensuring others can
benefit from the new knowledge identified.



Is it a challenge?

Regulation of workplace emotions
when Working From Home (wrh)

Dinithi Padmasiri M.K.

* WEFH blurs the physical boundary between work

and family

e What are the challenges experienced by Sri Method
Lankan IT managers in regulating workplace * Qualitative
emOtiOHS When V\/FH'P ° Data Collection

* Purposive sampling
* Ten IT organisations in Sri Lanka

e Two sample groups

Group 1- Management (21)
Group 2— IT Managers (25)

e Online interviews

 Data analysis

* Theoretical thematic analysis

Findings

* Challenge 1: Managing work and family life while regulating

workplace emotions when WFH
COVID-19

CORONAVIRUS

* Challenge 2: Pressures on mental health affected ability to
regulate workplace emotions when WFH

* Pressures due to being isolated and relentless work

* Challenge 3: Finding new ways to regulate workplace emotions
that suit the home environment

What can employers do?

* Online programmes- games and family days

* Online workshops and counselling for family
members

* Develop individualised daily/weekly work
plans that include breaks

* Online training programmes for IT managers
to regulate workplace emotions when WFH

=gl Find out more:
e https://www.unsw.adfa.edu.au/dinithi-padmasiri-mampe-kankanamalage




Optimising flexible working amongst
public sector knowledge workers

)
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F Buick, M Glennie, H Dickinson, D Blackman, S Williamson, V Weeratunga,

M Tanili

Flexible working is
central to the future
of work

e How can public
sector organisations
best support
flexibility in the
timing and location
of work to benefit
both employees and
employers?

Context and method

e Knowledge workers
in the ACT public
service

e Mixed methods
study

 Focus groups with
84 staff and
managers

 Analysis of
Microsoft 365
metadata, building
access data and
employee survey
data

Find out more:

service

Findings

e Staff value the
opportunity to work
flexibly and this is a

key retention factor
for the ACTPS

* Flexible work is
increasing self-
reported productivity
and wellbeing

e Some staff have
limited interaction
with others and feel
isolated

e Some staff
experience work-life
spill-over and feel
unable to switch off

Contact: Dr Fiona Buick f.buick@adfa.edu.au
https://www.unsw.adfa.edu.au/our-research/our-projects/flexible-working-act-public-

Project partner: ACT Public Service
Funder: Australian and New Zealand
School of Government (ANZSOG)

Ways to optimise
flexible working

* An outcomes-
oriented approach
to working moving

towards a cultural focus on
results, rather than when and
where employees work.

e A purposeful
approach to
working from the
office carefully

considering when and why
working from the office is
important and how it adds
value to individuals, teams and
organisations.

A team-based
approach to
working connecting team

members by a common
purpose, interdependent roles,
shared responsibilities and
complementary skills, enabling
iIndividuals to look beyond
personal gain and focus on
their contribution to the
broader context.

Managerial support
and development

encourage a more consistent
approach that supports
broader outcomes.

Public Service



Using performance data in
learning systems

Karen Gardner and Deborah Blackman

NG

®. Public Service

\fé Research
Grou

AN P

CANBERRA

Background Findings
Current approaches to A systems approach recognises that

performance management focus

. L No single actor has control over the entire system
on compliance, are failing to

achieve anticipated outcomes e Qutcomes are emergent and cannot be entirely pre-determined
and are associated with | |
unintended consequences like * Leverage points that broaden engagement with stakeholders;

encourage multi-level flows of information and feedback loops

aming. .
5 5 are needed to alter system behaviours
These concerns are leading to a

reconsideration of public value Learning systems

and the role of government * require a formative policy approach;

agencies in stewarding system

development to achieve * recognise professional authority;

improved outcomes through | | |

embedding a learning system. * use data as a starting point for dialogue for change;

Our research adopts a complex * reward improvement not compliance through development
systems approach to investigate opportunities not performance payments

leverage points that support 3 * Clarify policy goals at multiple levels and motivate behavior
shift to learning in performance change by building in adaptive capacity for learning and
management systems. improvement by supporting information flows and feedback

loops that respond to complexity.

Data use Iin performance management &
learning systems systems

Assurance Improvement
Extermnal Locus of comtrol Intermil
Verification/ Certification Folicy goal Improvement
Summative Formative
Managerial power 1 ype of power Professional Authority

Viarkets Ideal type MNetworks

. P4P - L

. Auditing Ay strategies

'H—'“l!'-"-l'lE [}I.Ii'l e 1.:I'l-'-|:-li s 5 N« :-1 'I-: ] i:l.'ii'llll HI:EI:IlI,'. i-L11' |:]1 :I.iL1 it :I.

Tdentifying variation

‘League Tables Opt 1 data sharmg

i -y i g & Ba il i g

[L'L‘?'l"-" rr"hll"“']ﬂ“["""“""l Informal benchmarking

‘Decontexmalis . :
i — Contextual

'Pre¢ision

PDS A, tools & change management processes

Pavmeent for performance _
Knowledge as 1ts own reward

'Eamed autonoany (reduced reporting Rewarding performance

requIrerneTts ) _ ' ' e, ':I'“'E"”“:' It opportunmties

"‘Competitive acocss (0 hunds Mulndisciplhinary mmprovement ieams

:il':::::;::!::‘:-;?:::e'fmr'||'u:-=- dntn Motivating behaviour change Consortiums for govemance to maximise use
of performance mformation for gquality

Policy accountabnlaty tool :
Program planning

We are seeking practice partners in government and NGO sectors with an interest in
working together to apply systems thinking to develop new responses to performance
management processes and other complex policy and practice problems.

Find out more: Blackman D. et al. (eds.) 2021, Handbook on Performance Management in the Public
Sector, Edward Elgar
Contact: Dr Karen Gardner karen.gardner@unsw.edu.au




Regulating work health and safety
for heavy vehicle transport drivers

Prof. L. Thornthwaite, A/Prof. S. O'Neill & Dr S. Holley

Please provide URL for link to researcher
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A systems approach to evaluation -ﬁ%

UNSW

CANBERRA

Traditional evaluation
methods are poorly
suited to assessing the
efficacy of complex
health programs

* We developed a systems-
informed mixed method
evaluation design that measured
multiple levels of impact

* The evaluation partnered with
health not-for-profit One Disease
to extend the evidence base

. assessed the cost-of-illness for
crusted scabies in the NT

. developed a world-first framework
to inform scabies modelling in
human populations and improve
decision-making about scabies
interventions

. developed a world first picture
based quality-of-life survey
delivered through conversation

. undertook a systematic review of
case detection to inform OD
strategies

Research
Group

Karen Gardner and Miriam Glennie

Findings

One Disease

. partnered with NT government, Aboriginal Community Controlled Health Services,

Hospitals, and Dermatologists to improve CARPA guidelines and the identification and
treatment of people with crusted scabies

. partnered with Centre for Disease Control, NT Government to facilitate enhanced data

collection for crusted scabies

. developed strategies for changing practices, mindsets, expertise and procedures

(education and support roles; decision support tools; guidelines; electronic care plans)
to embed system changes

. was acceptable to stakeholders and was implemented to varying degrees in different

locations over time.

Clinical and health prevention Impacts

. increased treatment completion, enhanced community follow-up and reduced new cases

and number of recurrences of crusted scabies

. achieved good reach of health messages through an innovative crowdsourcing model for

participatory design of social media

System changes

. extended system boundaries to include communities and health services in piloting data

collection for assessing prevalence

. demonstrated two-way learning with communities

. facilitated links between primary and secondary care for improving follow-up and scabies

free homes

Contextual factors

High scabies prevalence; Reinfection; Heat, humidity & mite
replication Overcrowding, Mobility

SYSTEM
;ﬂ"::;“ﬂ“; IMPROVED CARE PROCESSES
: A |
calutionchilbs Hospital tmatmrn; ::mp:?tiun, :rim:;rl:r :ar:[fn llow-up, uptake CLENT y i
S of education and social media EXPERIENCE AND SYSTEM CHANG
:;::;;':"‘E"t OUTCOMES i -
+ Notification IMPROVED SYSTEMS AND FH.AE_IICES i : |::||-|-|-|3-|:|m
e Policy, Procedures, Practices, Mindset R ) !i-:a!:I
Technology * Reduced T‘E
+ Waorkforce stigma S a——
turnover & PROGRAM IMPLEMENTATION * Health
retention Partnerships, expertise, education, case management, scabies seeking
* Professional free Tones
power
. y
3’”
=
Find out more:
Contact: Dr Karen Gardner karen.gardner@unsw.edu.au Project partner: One Disease

https://research.unsw.edu.au/people/dr-karen-gardner

Public Service



Credible biodiversity offsetting needs public
national registers to confirm no net loss

CANBERRA Heini Kujala”B", Martine Maron€¢, Christina M. KennedyP, Megan C. EvansE™, Joseph W. BullF,
Brendan A. WintleB, Sayed M. Iftekhar®, Katherine E. Selwood®B, Kahli Beissner"!, Dave Osborn!, & Ascelin Gordon-

138 138

 There is an increasing global focus on net gain and net positive ] g 138
. . . . . . Unique ID to link development and offsets
outcomes for biodiversity, including under the Convention on and all relevant documents
Biological Diversity (CBD) Post-2020 Global Biodiversity ID Develop. Date Area Offset Date Area Information on size, type and time of

establishment of development and offset

Framework, but also via calls for a “nature-positive”impact in
industry and finance.

138 138_D 9518 80ha 138 O1 3.3.20 70ha

138 138_02 1.6.19 280 ha Spatial data on development and offset sites

 These claims require the ability to quantitatively evaluate the

EVALUATION OF PROPOSED
OFFSET ACTIONS

effectiveness of biodiversity offsets to determine whether no 138 D P Estimated biodiversity losses, metrics used
. . . N ot with source information
net loss (NNL) is being achieved 138;9%’138-010} Catculat -
i alculation approach for offset obligation
 Here, we used the global inventory of biodiversity offset \ A R L) S i PR Ul G
.. . . . . . " ’f source information
policies to find all current public registers associated with NNL Seomm=" Required reporting and agent responsible,
objectives and administered by government bodies and then inked via 1D
. . . . e o LOSS-GAIN CALCULATION Gains required/expected with source
qualitatively compared these with the criteria in Box 1. —3 —— — information
0SS urtplier = se aln
Box 1. Offset register checklist 138 80 ha 3 70 ha restored 4 breed
Lo habitat habitat pairs/10 y
2,
ESSENTIAL FOR EVALUATING PROPOSED OFFSET oz ¢ broed oSty Ol
o 2 .
= = Monitoring data from
ACTIONS E E’ ) -develop'ment site
 Aunique ID linking the development and associated offset g & ¢ with offset o " offsetste
sites and any relevant documents/data - m i‘*\ R e il ISl
72 AN
. . o i im N withou
« Spatial data on locations and area of developments and 5 5 e o
offsets
o lodi 1 138 D -~
Impacted/targeted biodiversity features O o o) POl Reported costs spending
 Estimated development impacts (losses) on each biodiversity F 707 D Linkages to other relevant databases
. . I rotecte — (protected areas, conservation programs, land
feature and how they were measured, including source of N : use plans)
. . SO = 297 Of1
information i

« Approach used for offset calculation or financial TOTAL PROTECTION

compensation amount

Offsets

Voluntary Metrics on how developments and offsets affect
biodiversity at landscape level

Regular data synthesis and analysis

ADAPTIVE POLICY
IMPROVEMENT

Nature
reserves

 Actions proposed, their size and duration, performance
measures, and source of information to justify these

National parks

 Time horizon during which gains should be achieved

* Reporting required to be delivered by the proponent with links|  Figure 1. Types of data and information needed to be stored

to reports in an offset register.
ESSENTIAL FOR EVALUATING OFFSET OUTCOMES AND ) )
EFFECTIVENESS Current registers do not allow evaluation of
« Amount and types of gains required/expected from actions no net loss

d f inf tion to justify th
and source ot information to justity these * Although >100 countries have biodiversity offsetting, we

) Confil.‘m:.:\tion that off§ets were implemented as planned and could only locate 9 public offset registers from Australia,
description of potential adjustments Europe, and the United States - estimated to contain
 Monitoring data for target biodiversity at the offset site(s) to information on 25% of all biodiversity offsets globally
verify gains 7 of 9 registers did not provide the magnitude of biodiversity
 Monitoring data for control site(s) to test counterfactual losses being compensated; 5 did not specify impacted
assumptions biodiversity features; 3 did not allow identification of what
*  Monitoring data at impact site(s) and updated impact development was being offset.
estimate/offset liability  None reported if the offsets delivered the planned
BENEFICIAL FOR ADAPTIVE POLICY IMPROVEMENT biodiversity gains.
 Record of the policy initiating the offset Offset registers are Central' but only

 Agreed costs for individual activities (if any) and/or reported
cost spent on offsets

the first step

 Confirmation of compliance: were all conditions set to the Good offset registers have several benefits:

offset met? : :
* Assist proponents and consultants to design better and more

 Final outcome for target biodiversity: did the offset gains cost-efficient offsets,

balance the development losses?
P  Enable regulators to better assess proposals,

 Losses and gains for the target biodiversity expressed using
metrics that allow evaluating impacts at the offset program
level

 Support policy improvement and better outcomes for
biodiversity and society

AFinnish Natural History Museum, University of Helsinki, Helsinki, Finland. *Correspondence heini.kujala@helsinki.fi

BSchool of Ecosystem and Forest Science, The University of Melbourne, Melbourne, VIC, Australia

CSchool of Earth and Environmental Sciences and Centre for Biodiversity & Conservation Science, The University of Queensland, Brisbane, QLD, Australia
DGlobal Protect Oceans, Lands, and Waters Program, The Nature Conservancy, Fort Collins, CO, USA

EPublic Service Research Group, School of Business, University of New South Wales, Canberra, ACT, Australia. **Presenting megan.evans@unsw.edu.au
FDurrell Institute of Conservation and Ecology, University of Kent, Canterbury, Kent, UK

SDepartment of Accounting , Finance and Economics, Griffith Business School, Griffith University, Nathan, QLD, Australia

HDepartment of Agriculture, Water and the Environment, Canberra, ACT, Australia

'Department of Natural Resources and Environment, Launceston, TAS, Australia

JSchool of Global, Urban and Social Studies, RMIT University, Melbourne, VIC, Australia
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Misdiaghosed, misunderstood and
missing out: the story of Lynch syndrome

A/Prof. S. O'Neill, Dr. E. Raets, S. Morris, T. Rice and B. Fairbank

CANBERRA

The project Funded by:

A world-first global survey of families living with Lynch syndrome (an
inherited mis-match repair gene mutation that can predispose carriers to 14
types of cancers).

The survey aimed to better understand Lynch syndrome families’ needs and
experiences. 54% of the 461 responding families were from Australia and
over 80% of respondents were female.

« 50 survey questions covered: experience of Lynch syndrome diagnosis;
cancer risk management; cancer history and treatment; family cancer
history; navigating the health system, access to employment and
insurance, and psycho-social impact of living with Lynch syndrome on
families’ finances and well-being.

. Lvnch
-'..o, S{mdrome
Y Australia

Key findings (Australian respondents)

Most respondents were concerned at the lack of reliable information from health professionals and many
reported needing to “push” or advocate for themselves in order to receive appropriate treatment

* 41% said GPs were not useful; failing to take or use prior family cancer history to identify families at risk, were
unable to provide helpful information or support, were disinterested, or provided inconsistent or outdated advice
about risk, testing, surveillance screening and treatment options.

“GP didn't have a clue and sent me in circles, | ended up having to tell him how to do his job... and pay him for it"

“Fortunately | had done my homework and asked him to read the pathology reports from other family members again,
he did and grudgingly progressed my request for genetic testing”

“My GP had no idea what Lynch Syndrome was & was very reluctant to refer me for testing ... I've also had to explain what Lynch is
Sin e to most other medical practitioners I've had to deal with”.

o o « 44% first heard about LS following their own cancer diagnosis; 5.6% from a GP, 3% after doing their own
research and 47% from other family members.

Many were diagnosed with a first cancer at an early age and many had experienced multiple cancers.

A third of respondents had their first cancer before age 40, and 26% reﬁorted a family member under 30 years at
—— Uommisnn cna diagnosis. 8% of respondents reported a first cancer diagnosis under the age of 20 years. 63% have opted for

MSHE: 17.6%

preventative surgery.

What is Lynch syndrome?
(Scan the QR code below)

: 3.7%

Image source: Llach, Pellise, Monahan (2022)
https://doi.org/10.1016/j.bpg.2022.101790

Project output

Research report launch at the Garvan Institute and summary findings presented at
Clinical Oncology Society of Australia (COSA's) annual scientific meeting, Lynch
Syndrome Australia conference and the ABC Health Report.

Misdiagnosed, Misunderstood and missing out: Lynch
syndrome’s untold health story

« 77.6% had experienced two or more primary cancers. 49% had 3 or more cancers, with most of these (94%)
being different types of cancer. One in five respondents had experienced at least 4 separate cancer diagnoses.

Despite the complexity of annual surveillance with multiple specialists, most reported little support or assistance

» 43% had no support to co-ordinate or manage their surveillance. 29% were supported by GPs, 15% by an
oncologist or specialist, and the remaining 13% by other specialists or family members.

You need one person to co-ordinate the testing and | don't believe it should be the local GP if they have no idea about it. There are
too many doctors and specialists involved - should be one person to oversee the whole process and arrange appropriate surgeries
and tests. (Not necessarily the patient - that is ok when [everyone is] healthy but when [self or family member is] battling with
cancer it is too much).

« 24% reported extensive delays in testing, cancer screening or waiting for surgery. Of these 50.7% had delayed
surveillance for work or personal commitments, 17% for financial reasons and 12% because there was no local
access to a suitable health professional. Some reported going private because of public hospital waiting times.

Respondents experienced financial burdens from both annual surveillance and cancer treatments.

» 73% regularly paid annual out-of pocket medical gap costs for surveillance with 52% paying more than $500 per
year and 20% paying between $2,000 - $5,000 per year.

» 29% reported to pay more than $10,000 in c];ap fees for treatment relating to a single cancer diagnosis, while 6%
paid more than $15,000. Rural and regional respondents noted additional travel and accommodation costs.
Given many respondents had multiple cancer diagnoses, the financial burden over a lifetime can be significant.

Respondents raised concerns after facing discrimination in employment and/or life and travel insurance

« Some even refused testing due to concerns that a confirmed diagnosis would impact future access to
employment or insurance. This meant they did not have confirmation of the specific MMR gene affected and so
could not assess their individual risk.

-
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Measuring mentally healthy work

S.0'Neill, M. Glennie, C. Caponecchia, D. Blackman, V. McDermott,

J. Rooney, V. Huron, J. Farmer
Funded by:  National Workplace Initiative,
Mentally heahhy work is both National Mental Health Commission
a legislative duty and an The project

enabler of high performance

* How can organisations identify
whether current practices
support mental health and which
aspects of work create stress,
conflict or psychological harm?

» What data supports this process?

Labour
force |

Culture -

© Workforce
. oupply

We developed and user tested two practical,
evidence-based guides on measuring to ensure
mentally healthy work.

* One tailored to medium to large organisations
* One tailored to small business and sole traders

The guides include numerous measures, with
explanations as to what each reveals and what
type of questions it can help answer or monitoring

Principles of good measurement
 |dentify information gaps and needs

Industry

. : rofile
© chain " . i » Be alert to unwanted consequences
External e Business i S |nternal :: . COnS-'ider Q’[hiCS, privacy and
* context oo R oot | confidentiality | |
. Systems  reauaions . * Collect relevant, reliable and valid data
it » Analyse data carefully and objectively
Respond AT 1 2 . . .
NI Resources » |dentify target measures and indicators
| : LA CN : :
- Oansatona e " Stakeholders * Report clearly consistently and tailor to
-' ' audience
Benefits of good data
COntInua”y ImpI‘Ove yOur SyStemS What doeS our ml Data helps us understand the internal and external risk factors

and practices.

that influence mentally healthy workplaces and the financial, human

Make more informed and
effective decisions.

ldentify problem areas early and
build a case for change.

Maintain accountability within the
organisation and to stakeholders.

Meet your legal obligation to
systematically manage risk.

Find out more:
Contact: Assoc. Prof. Sharron O'Neill
sharron.oneill@unsw.edu.au

Mentally healthy workplaces:
a measurement guide for
medium to large organisations

mean for a mentally
healthy workplace?

and organisational resources available to help manage those
risks and deliver mentally healthy workplaces.

Measures and indicators to help understand:

Industry
profile

(N

h {

Workplace

profile

Labour

®\ force profile

Leadership,
management
and culture

Financial

resources
- Outputs
and

‘ Outcomes

I
Business =

size

Mentally healthy workplaces:
a measurement guide for sole traders and small
businesses
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WORK HEALTH AND SAFETY
(WHS) PERFORMANCE DATA
INFORMS THE BUSINESS
DECISIONS OF MANAGERS
AND OTHER STAKEHOLDERS

Yet WHS reports tend to focus on
performance measures that are
inappropriate for informing due
diligence and many other WHS-
related management decisions

Considerations for preparing useful
reports for business leaders:

 Reduce “noise” by consulting users to
identify the questions, concerns and
knowledge gaps that need addressing.

* Add value by reporting high quality data
and providing an executive summary to
highlight important changes and
challenges. Ensure users can access
more detail as needed.

* Provide context as appropriate and
ensure valid analysis of KPIs / performance.

Thinking about WHS performance measures

C ) C )

Inputs Outputs

A J A J

Lead KPI Lag KPI

Controls

Lead KPI Lag KP

Systems

Find out more:
Contact: Assoc. Prof. Sharron O’Neill
sharron.oneill@unsw.edu.au or

https://research.unsw.edu.au/peopl

Measures for informing safe,
healthy and productive work

Associate Professor Sharron O’'Neill

This research developed a guide to help
business leaders obtain the relevant,
reliable and valid information they need to
exercise WHS due diligence. It outlines
evidence that can help leaders answer four
essential questions.

1. What WHS hazards and risks does this
business expose workers to?

2. What is the business doing to ensure
workers’ health and safety?

3. How successful is it in preventing
injury/iliness to people at work?

4. What is the impact of WHS on business

performance?

* Present consistently, where appropriate,

to ensure data is comparable and easily
interpreted.

« Aggregate cautiously to ensure important

results and nuance are not hidden,
obscured or overlooked in larger data sets

* Consider graphics for communicating

important information clearly and concisely

« Seek feedback from users to enable

continuous improvement.

AY
Funded by: i._\!‘ﬁ!;
SafeWork NSW NSW

GOVERNMENT

Wik

MEASURING AND
REPORTING WHS
INFORMATION

s ]
2 l# f i

3 LET'S TALK SAFETY
A P\ \

Examples of WHS outcome measures

Frequency
measures:

C )

How many
people were
damaged?

Outcomes

Recordable
Injuries
Near miss

High potential
Injuries

Fatality Severity

m res.

Permanent disability easures
(total or partial disability) HOW bad|y
Long term impairment were they
(>6 mths to recovery) damag ed?
Moderate impairment Fatalities

(>2 wks but < 6mths
to full recovery)

Disabling injury
or iliness

Short impairment
(<2 wks to recovery)

Temporary

e injury or iliness
No impairment

Examples of lead and lag indicators for WHS Controls could include:

INCIDENT
INVESTIGATIONS

MAINTENANCE
SCHEDULE

APPROPRIATE
ROSTERS

e/associate-professor-sharron-oneill

LEAD:

# investigations
completed to
schedule

LEAD:

% major
equipment
assets covered
by maintenance

LEAD:

% roles assessed
for minimum
(safe) staffing
levels

RISK
REGISTER

PROCUREMENT
POLICY

OFFICER
TRAINING

LEAD:

% risk register
reviewed and

LEAD:

% CAPEX
appraisals

LEAD:

% exec. meetings
not including

or scan the QR code to

access the Safe Work
NSW Report.

LAG:

% completions
with level 1
HOC (Eliminate
hazard) actions
implemented

schedule

LAG:

# or % assets
with planned
maintenance
overdue or
deferred

LAG:

# double shifts
worked, or %
shifts operating
below minimum
levels

updated (to reviewed WHS briefings &

schedule) for potential industry updates
WHS issues

LAG: LAG: LAG:

# hazards % purchases % executives

identified in involved in engadging

incident reports
that were not on
the risk register

WHS incidents
or requiring
modification

in relevant
discussion in the
meetings



Regulating work health and safety
for heavy vehicle transport drivers

Assoc. Prof. S. O'Neill, Prof. L. Thornthwaite (Macq.Uni) and Dr. S. Holley

Overview Funded by:

This project examined the role of six contemporary modes of work health
and safety (WHS) regulation in the management of critical injury risk in
the Australian road freight transport (RFT) industry. The study reviewed
academic literature on WHS risks, forms of regulation and WHS risk
management and was further informed by detailed survey of the WHS
perceptions and experiences of 559 heavy vehicle road transport (truck)
drivers in Australia.

Findings

The study identified a complex web of WHS risk factors for RFT drivers (see Figure 1) and an intricate mix of
regulatory levers and WHS risk management approaches. Yet the RFT industry remains one of Australia’s
most dangerous workplaces. The results revealed,

e RFT drivers underestimate the injury potential associated with various WHS risk factors.

 Training is a dominant risk management tool, yet there are important gaps and overlaps in content and
access is limited for critical cohorts of drivers, particularly casuals and contractors.

 Drivers are aware of, and many have experience of, unsafe work practices although many are reluctant
to resist or report due to concerns about job security and bullying and harassment.

e Existing models of regulation and enforcement are complex and overlapping and present an
overwhelming regulatory burden for truck drivers, and drivers bear the brunt of sanctions due to the

difficulty of enforcing more complex regulation on participants higher up the heavy vehicle ‘chain of
responsibility’.

Further information

To access the TEACHO research reports,
please use QR code below.

Fig. 1 WHS risk factors



Executive peer-to-peer networks:
building leaders’ intellectual (safety) capital

Assoc. Prof. S. O'Neill, Dr. P. Miller, Assoc. Prof. J. Rooney & Ms. S. Cao

Funded by:

& Auslndustry (Aust. Gov.)

Overview
This commissioned research
Method projelc;c. examined the evidence base
In relation
o Academic & grey literature review to the role, operation and feasibility
» Key informant interviews, focus ggf&(gfﬁgfve peer-to-peer (PTP)

groups and surveys Aims:

* Feedback workshops e to provide areview and synthesis

of academic literature on executive
peer-to-peer (EPTP) networks and
their role in helping business
leaders develop intellectual (safety)
capital and safety leadership
capability.

* To highlight factors that enable

effective
PTP / EPTP networks and outlining

the practical benefits, challenges
and misconceptions of PTP

Results networks vis-a-vis other types of

o learning collaborations
« Commissioned research report | |
 To explore and outline alternative

provided to SafetyWorks Pty Ltd. operating and funding models for a

 This in-confidence report provided National executive PTP network.
an evidence base to help inform
the establishment by SafetyWorks

of the
Executive Safety Exchange (ESE)
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Demonstrating hidden value in
: : % o
UNSW  Somplex public service systems N

CANPEREA T Deborah Blackman, Sophie Yates, Jeremiah Brown

Abstract Funded by: ATO and School of

There is a recognised need across Australian public services to Business, UNSW Canberra
demonstrate value, but often this is challenging when the nature of the

work means that clear outputs and outcomes cannot be attributed to

people or teams. This research investigates the sources of, creation of, £ g

and challenges in determining hidden value in public service systems. '
We seek to map the purpose, components, relationships and current

behaviours of hidden value systems, to establish where, and how, Al
systems-level change is developed. We aim to develop a view of the i
system that encompasses the com‘olex elements as they work together,

but also think about new, potentially emergent ideas of what value is,

how it is created, and how it is made visible.

Sentencing 15" #
AGVISO"-Y Research, statistics and education
COU HC” about sentencing in Victoria

About Sentencing Sentencing Statistics Education News and Media Current Projects Publications

The Sentencing Advisory Council bridges the gap between
the community, the courts and the government by
informing, educating and advising on sentencing issues.

Method Fi -
indings
* Linked case studies with different 5 _ o
organisations * Stakeholders in both cases agreed the organisations
» Business Partnering function at the provided significant value that was difficult to
Australian Taxation Office (18 interviews demonstrate using current methods (e.g. “produce 6
* Victorian Sentencing Advisory Council (19 reports per year”)
interviews) .
+ Identify similarities and differences in * Hidden value was created by methods that were both
challenges with measuring and interdependent and hard to measure, including:

demonstrating hidden value

. o * [nfluencing the way decisions are made
* Apply systems thinking lens to findings

* Facilitating reflective practice among stakeholders

- v HR Bucinece Part * Providing an evidence-informed basis for
I o ; s Partm
" Role and Responsibilities stakeholders’ work

% * Hidden value was facilitated by fostering a consistent
e Y O - ‘brand’, based on resources such as:

| * Trust

@ “ © * Independence
@ @ * Good relationships

Conclusions

Better understanding of value creation and recognising sources MEMANDARIN
within their context increases organisational capacity to shape T

SySte ms and influence stakeholders. s Sopeners Demonstrating hidden value in a complex public

* |dentifying their role in system intervention offers organisations or ~ service system: Consider the HR business partner
teams opportunities to measure movement earlier and differently 0y W
(i.e. when are they invited to be part of decisions or how are they
integrated into wider networks?)

* |dentifying hidden value helps identify where to leverage the system
in terms of shaping new system rules, structures of knowledge flows,
paradigm shifts, and helping others helping reframe goals

* Looking for hidden value shifts mindsets away from trying to
measure and control value, and helps work towards shaping and
influencing others in the system to achieve overall system purpose

For more information:
https://www.unsw.adfa.edu.au/our-research/our-projects/demonstrating-value-in-a-sphere-of-influence




Public Service
Research
Group

HR policies - a friend for some, a foe for others

: Y
UNSW ‘5%6
Dr. V. Weeratunga, Dr. F. Buick, Prof. M. O'Donnell, Prof. D. Blackman & Dr. M. Glennie

N

Investigate the unintendec Cross-level (organisation, team, individual) interactions between o
consequences of HR job demands and resources have implications for wellbeing. * Organisations coula

policies on employee | improve and sustain
wellbeing Demands are stressors that reduce wellbeing; resources are wellbeing by adopting

supports that enable wellbeing and buffer against stressors. a multi-level approach
and by integrating
wellbeing as an
overarching goal into
all HR policies.

Aim Findings Key takeaways O

Context Three HR policies emerged as having negative implications on

Australian Public Service — | employee wellbeing, specifically for middle managers:
a division within a large

depa riment y ; B Organisational level policy that is a resource
Policy on flexible work for individual employees but a demand for
! middle managers as they need to ensure
arrangements team goals are achieved while balancing

= Job-Demands and i | multiple individual flexible work arrangements Organisation

Resources theoretical -

lens o . . .
; : - ; Organisational level policy that is a resource
- Policy enabling to work for individual employees but creates demands Individua

Organisation

Figure: The organisation, team and
individual as interwoven levels

Team ==

- Qual_ita_ntive _data: from differgnt states for managers when teams are geographically
Administrative data - - and territories dispersed

\

62 policy documents

- [ Organisational level policy aimed at achieving
Policy on Average efficiencies, imposing individual and team  Provide middle

Staffing Levels level demands for middle managers when managers with more
_ managing work-deliverables and teams

Primary data - individual
and group interviews In
five locations across
Australia

iIndividual-level
resources to enable
them to manage
demands, which could
Improve wellbeing at all
three levels.

Conclusion

El%.ﬁ@ Adopting a multi-level approach to HR policy design and wellbeing is useful to
s recognise the inter-related and inter-dependent nature of organisational, team and
iIndividual levels in which job demands and resources exist.
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