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THE CHANGING LANDSCAPE

RESPECT @ WORK

Introduction of the 

Positive Duty & 

increased protections for 

workers

FAMILY DOMESTIC 

VIOLENCE

A stronger approach to 

zero FDV

WORKPLACE 

GENDER EQUALITY

Mandatory reporting of 

gender pay gaps

COERCIVE 

CONTROL

NSW: A legal definition 

of domestic abuse

Creation of a coercive 

control offence
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GUIDEL INES  FOR POS IT IVE  DUTY

With employees

CONSULTATION

Recognising the 

cause & effect role 

of gender equality

GENDER 

EQUALITY

Identify and 

address risk factors

INTERSECTIONALITY

Placing individual 

needs at the 

forefront

PERSON-CENTRED & 

TRAUMA INFORMED
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POS IT IVE  DUTY:  IMPACT

98%

Employers who have a 

formal policy or strategy

97%
Employers who provide a 

grievance process

89%

11%

STATISTICS ON 

IMPLEMENTATION

 WGEA Data 2022 - 23

Employers provide training 

to all managers

Non-compliance with legal 

positive duty obligations 
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GENDER AND SEXUAL HARASSMENT

56%

Aboriginal and Torres 

Strait Islander people

46%
LGBTIQ+ Community

48%

33%

EXPERIENCE OF 

WORKPLACE SEXUAL 

HARASSMENT

2022 AHRC National Survey

People with a disability

Total population

*people of intersex 

variation had a rate of 70%
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FDV |  KEY POINTS

• How workplaces can support 

(above statutory entitlement)

• Role of leaders and P&D

• DEI driven approaches

• The role of D&I

• Safety plans

• Confidentiality

• Robust policies and processes  

• Materials and frameworks for 

response

• Consider supports available 

including for those experiencing 

FDV and users of FDV

• Understanding of rights 

and support materials

• Tailored supports

• CALD specific FDV risks

• Career concerns

FDV & THE WORKPLACE

PRACTICAL STEPS

1

2

PROCESS

CALD CONSIDERATIONS

3

4
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CENTRING VOICE I S  NOT…

Diversity Council Australia (Mapedzahama, V., Ojinnaka, A., Deo, S. and O’Leary, 

J.): Centring Marginalised Voices at Work: Lessons from DCA’s Culturally and 

Racially Marginalised (CARM) Women in Leadership Research, Sydney, 2024

No consultation
A few people (1 or 2) are 

consulted 
Some people with lived 

experience are consulted

A critical mass are 
consulted and engaged 

actively and meaningfully

Exclusion Tokenism Consultation Centring Voice
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USE OF  ARTIF IC IAL INTELL IGENCE

Diversity Council Australia (A. Kaabel, J. O’Leary, A. 

Leibbrandt, and M. Avery): Inclusive Artificial Intelligence at 

Work in Recruitment: From Cautious to Converted, 2022

1 in 3 Australian 

organisations reported 

that they used AI recently

   CONVERTED  CAUTIOUS
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TIME F IXES  NOTHING-  DR IV ING CHANGE

LEADERSHIP SYSTEMS CULTURE
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CONTACT KWM

CILLA ROBINSON

Partner

Employee Relations and Safety | King & Wood Mallesons

E: cilla.robinson@au.kwm.com 

T: +61 2 9296 2433

M: +61 439 087 623



DISCLAIMER

King & Wood Mallesons refers to the network of firms which are members of the King & Wood Mallesons network. 

Legal services are provided independently by each of the separate member firms. No member firm nor any of its partners or 

members acts as agent for any other member firm or any of its partners or members. No individual partner or member in any 

member firm has authority to bind any other member firm. See kwm.com for more information.
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