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Introduction

This Framework outlines how the Churchill Trust will support an organisation that respects
and includes all individuals. We are committed to creating a space where people feel
safe, heard, and empowered to contribute, regardless of their background, identity,
circumstances or where they live.

We know that inclusion leads to better decisions, stronger relationships and fairer outcomes.
This Framework provides a plan for action to ensure our organisation reflects and supports
the community we serve.

As a small organisation, our primary role is to provide Fellowships and support Fellows
throughout their journey. This Framework focuses on ensuring that our processes, culture,
and engagement reflect fairness, respect and inclusion. It is not a quota system or selection
framework. All Fellowships will continue to be awarded on the strength of the application as
it encompasses the person, the project and their commitment to sharing the knowledge to

benefit Australia.

Diversity Equity Inclusion Belonging
Valuing the experiences, Reducing barriers and Creating welcoming, Building a community
backgrounds and providing support where accessible and culturally where everyone feels
perspectives that make needed so everyone safe environments. respected, connected and
every person unigque. has a fair opportunity able to contribute.

to participate.

Acknowledgement of Country

We acknowledge and pay respect to the past, present and future Traditional Custodians and Elders of
this nation and the continuation of cultural, spiritual and educational practices of Aboriginal and Torres
Strait Islander peoples.
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Message from the Board Chair

We are proud to endorse this Framework as a clear and deliberate step in strengthening
the Churchill Trust’s future. Diversity, Equity, Inclusion, and Belonging (DEIB) are fundamental
to the Trust’s long-term effectiveness, relevance, and public value.

The Trust was founded on the principle of supporting Australians from all walks of life.
This Framework reflects our commitment to more fully realise that principle by ensuring
equitable access, inclusive participation, and fair opportunity across all aspects of our work.

As a Board, our role is to provide stewardship and ensure that these commitments
are embedded in how the Trust operates, makes decisions, and measures success.
This Framework sets a path for action, accountability, and continuous improvement.

It is also critical to the strength of the Fellowship itself. Broadening participation and
reducing barriers ensures we continue to identify and support individuals with the
potential to deliver meaningful impact for Australia.

We recognise that progress requires more than intent. It requires sustained effort, clear
expectations, and a willingness to measure outcomes and adapt over time. The Board is
committed to monitoring progress, supporting implementation, and ensuring that inclusion
remains central to the Trust’s governance and strategy.

This Framework positions the Trust to better reflect the communities it serves, strengthen
decision-making, and enhance the impact of every Fellowship awarded.

Richard Roylance
National Chair

“Now this is not the end. It is not even the beginning of the end.
But it is, perhaps, the end of the beginning,”

— Sir Winston Churchill, 1942, Lord Mayor’s Luncheon
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Message from the
Chief Executive Officer

The Churchill Trust recognises that creating a culture of respect and inclusion, and a sense
of belonging, takes ongoing effort. This document reflects our commitment to listening,
learning and acting—so everyone feels valued and can thrive.

We acknowledge that we don't have all the answers, and that our understanding is

still evolving. However, we are committed to beginning with respect, listening to lived
experience, and working forward from there. By building knowledge, recognising what
we don't yet know, and striving to do better, we create a foundation for true inclusion.

Every person should have the chance to contribute and be heard. We welcome differences.
We support fairness. We know that stronger outcomes emerge when we listen to multiple
voices, not just the loudest or most familiar.

Inclusion is not just about policies, it's about people. It's about creating a space where
everyone feels safe, respected, and valued. It is about celebrating identity and seeing
differences as a strength.

We also recognise the importance of cultural safety. For Aboriginal and Torres Strait
Islander peoples. For people of diverse backgrounds. For anyone who has been excluded
or misunderstood. Cultural safety means listening with care, respecting lived experience,
and being open to feedback.

This Framework will guide how we work, how we grow, and how we live our values
day to day and year to year.

It reflects what we stand for: that opportunity and insight can come from anyone, anywhere.

And it reminds us that the work of inclusion starts with honesty, humility, and a willingness
to change.

Christine Dacey
Chief Executive Officer
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Our vision

To be an inclusive organisation that welcomes and supports people from all walks of life.
We want the Churchill Trust to be a place where diversity is an integral part of our culture
and where everyone is treated with dignity and fairness.

Our commitment

The Churchill Trust is committed to:

* Making sure our work reflects fairness and respect.

* Reflecting the diversity of the Australian community.

* Supporting people from underrepresented or marginalised groups.
* Removing systemic and attitudinal barriers to participation.

* Being mindful of Australia’s geographic diversity, including metropolitan, regional,

rural and remote locations.

* Regularly reviewing our approach based on evidence and lived experience.
Diversity, Equity, Inclusion, and Belonging (DEIB) sits alongside our Innovate Reconciliation
Action Plan (RAP). While the RAP provides a focused roadmap for reconciliation with
Aboriginal and Torres Strait Islander peoples, this framework broadens our commitment to

all forms of diversity, equity, inclusion and belonging. Together, they guide how we embed
respect, representation and equity across everything we do.

“There is a distinct difference between being a leader serving
a personal agenda, or being a leader invested in the nation.”

— Michelle Deshong CF, 2017
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What is Diversity, Equity,
Inclusion, and Belonging?

000 Diversity refers to the visible and invisible differences that exist between
\ f people. This includes differences in gender, age, culture, ethnicity, physical
ability, sexual orientation, religion, and socio-economic background, as
well as individual differences such as education, values and beliefs. It also

Diversity . . . .
includes place-based differences, such as geographic location.

o Equity is about recognising that different people face different barriers and
GD ’ giving them the support they need to succeed. It recognises structural and
T place-based barriers, including those experienced by people in regional,
rural and remote Australia. It is not about treating everyone the same. Itis
about giving everyone a fair chance.

connected, and able to perform to their full potential. It means actively

© Inclusion is about creating an environment where people feel respected,
removing barriers so that everyone can participate equally and receive

Inclusion the support they need to succeed.
Belonging is the feeling of being accepted and valued for who
a you are. It means people feel safe, respected, and connected,

and confident that they have a meaningful place in the community

Belonging or organisation.

Why is this important

Fostering diversity and inclusion leads to better outcomes for individuals and organisations. It helps
build stronger teams, unlocks innovation, and ensure services meet the needs of diverse and continually
changing communities. Inclusive organisations are more adaptable, resilient and representative.

We also have a responsibility to model inclusive and respectful behaviour in every interaction with each
otherand our community. This includes recognising when identity, power or history may affect how
people experience those interactions.

To build an environment where everyone feels safe, valued and respected, we must also consider
cultural safety.

6 |
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Cultural safety

Cultural safety refers to an environment where a person’s identity, needs, or well-being
faces no challenges. It involves recognising and addressing power imbalances, systemic
bias, and cultural assumptions. Cultural safety is crucial for building trust, especially with
Aboriginal and Torres Strait Islander peoples and other marginalised groups.

We will develop and implement a cultural protocol guide for stakeholders, outlining when
and how to respectfully engage with Welcome to Country and Acknowledgement of
Country practices. We will also support ongoing learning about cultural protocols, histories,
and relationships—helping everyone at the Trust approach their work with greater respect
and awareness.

Being mindful of cultural load

As part of our commitment to cultural safety, we also acknowledge the concept of cultural
load—the additional emotional and cultural responsibilities that individuals, particularly
from Aboriginal and Torres Strait Islander communities and other underrepresented groups,
may carry. This includes expectations to educate others, represent their communities,

or participate in cultural practices, often in addition to their existing responsibilities.

We are committed to being mindful and respectful when seeking input or collaboration,
particularly from those with lived experience. This means recognising people’s time and
energy, not placing unfair burdens on individuals to speak on behalf of a group, and avoiding
repeated or tokenistic requests. Respectful engagement means offering choice, valuing
contributions without assumption, and working in ways that are inclusive and sustainable.

Being mindful of place-based load

We also acknowledge the concept of place-based load. The additional time, travel,
costs, logistical effort, and advocacy often required of people living in regional, rural, and
remote locations to access opportunities that are readily available in metropolitan areas.
The Trust will be mindful not to shift these burdens unfairly onto individuals and will seek
proportionate, respectful ways to support engagement and participation.

| 7
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The importance of data

We recognise that historical data is incomplete. Improving voluntary data collection will
be a gradual process, guided by respect, privacy, and consent.

Collecting data on diversity and inclusion helps us understand who makes up our
stakeholders, identify gaps, measure progress, and set evidence-based targets. However,
sharing personal information is always voluntary. We respect individuals’ right to privacy
and are committed to handling all data sensitively and securely.

Where appropriate and voluntary, location-based information (such as metropolitan,
regional, rural or remote) may also be used to understand patterns of access,
participation and barriers, and to inform more equitable program design.

Data sovereignty

We acknowledge that people have the right to control their personal and community
data. For Aboriginal and Torres Strait Islander peoples, data sovereignty is the right to
govern the collection, use, and application of their own data. It ensures that information
about Aboriginal and Torres Strait Islander peoples is owned and controlled by them.
The same principle should apply to all underrepresented groups, including those from
non-English-speaking backgrounds.

Data helps us measure, evaluate and adapt, but it should always be shared voluntarily,
and used with extreme care and consent.

Inclusion through the Churchill lens

At the heart of the Trust is a belief that opportunity and impact should not be limited by
background, status, or circumstance. Every Australian, from all walks of life, can engage
with The Trust and apply for a Churchill Fellowship.

8 |
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Our guiding principle reflects a commitment to inclusion that spans all aspects of our work.
[t reminds us that:

* We are all equals
* Passion and talent are not defined by privilege
* Insight can come from anyone, anywhere
e Contribution is strongest when all voices are heard
Diversity strengthens the Fellowship community. Fellowships are awarded on merit,

not quotas. This Framework focuses on ensuring fair access, respectful engagement,

and inclusive practice.

Understanding our people

The Trust believes in building a strong internal culture based on respect and trust.
Understanding who our people are—including their backgrounds, identities, and lived
experiences—helps us better support them.
We commit to:

* Providing opportunities for feedback

* Creating safe spaces for conversations

* Encouraging staff to share what matters to them

* Reflecting staff voices in our decision-making

“Organisations need to include the voice of knowledge
holders with lived experiences.”

— Kathy Karatasas CF, 2022
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All our people

To ensure we reflect the communities we serve, we monitor the demographics of The Trust
ecosystem and compare them with broader Australian population benchmarks where data is
available. This helps us understand who is engaging with The Trust and its programs, identify
areas of strong representation, and highlight opportunities to improve access and participation.

The following data is based on The Trust ecosystem. This includes the following groups: Staff
(regional and HO), Board of Directors, Patrons, Life Members, Selection Committees (including
advisory panels) and Churchill Fellows. The data does not include Churchill Fellows who have
rescinded or relinquished their Fellowship or people that have passed away. Results are based on
known data compared to this ecosystem, noting that historical options were limited and now are
updated and aligned to the DEIB Framework.

Inclusion Group National Average Trust Ecosystem

Aboriginal and Torres Strait  3.8% 2.23%
Islander Peoples'

Age Diversity 55+2 29.4% 72.72%
Cultural Diversity® 22.8% Non-English Speaking ~ 2-25%
Language Other Than Background

English at home (LOTE)

. (o)
Gender Equality* 50.7% Female 48.08% Female

49.3% Male 51.88% Male
0%’ Non-binary 0.05% Other®
0% Transgender
0% Other

1 Australian Bureau of Statistics (30 June 2021), Estimates of Aboriginal and Torres Strait Islander Australians.

2 Australian Bureau of Statistics (2021), Historical population.

3 Australian Bureau of Statistics (20 September 2022), Cultural diversity of Australia.

4 Australian Bureau of Statistics (2021), Population: Census.

5 Reporting on non-traditional gender began in 2026 (optional, included from 2026).


https://www.abs.gov.au/statistics/people/aboriginal-and-torres-strait-islander-peoples/estimates-aboriginal-and-torres-strait-islander-australians/30-june-2021
https://www.abs.gov.au/statistics/people/population/historical-population/latest-release
https://www.abs.gov.au/articles/cultural-diversity-australia
https://www.abs.gov.au/statistics/people/population/population-census/2021

Diversity, Equity, Inclusion and Belonging Framework

Inclusion Group National Average Trust Ecosystem

LGBTIQA+5 4.5% Unknown**

Neurodiverse Individuals’ 15-20% Unknown™**

People with Disability® 21.4% 0.77%

) e G

e e S Major Cities 73.0% Major Cities 66.49
Inner Regional 18.0% Inner Regional 15.71%
Outer Regional 8.0% Outer Regional 7.23%
Remote 1.1% Remote 1.11%
Very Remote 0.7% Very Remote 1.34%

* Note: Percentages are not shown where respondent numbers are too small to provide meaningful results.
** Note: Reporting on LGBTIQA+ and Neurodiverse individuals began in 2026 (optional, included from 2026).
*** Note: Reporting on LGBTIQA+ and Neurodiverse individuals began in 2026 (optional, included from 2026).

**** Note: 8.12% are unknown.

© o N O
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https://www.abs.gov.au/statistics/people/people-and-communities/estimates-and-characteristics-lgbti-populations-australia/latest-release
https://www.pwss.gov.au/sites/default/files/Neurodiversity%20Fact%20Sheet.pdf
https://www.abs.gov.au/statistics/health/disability/disability-ageing-and-carers-australia-summary-findings/latest-release
https://www.abs.gov.au/census/find-census-data/search-by-area
https://www.aihw.gov.au/reports/rural-remote-australians/rural-and-remote-health
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Diversity and Inclusion
focus areas

Inclusion in the context of The Trust

The Trust supports individuals, not categories. Our role is to ensure that everyone has
a fair opportunity to apply, participate, and benefit. Inclusion at the Trust means:

* Fair and respectful application and selection processes

Cultural safety for everyone in the ecosystem
* Supporting everyone in the ecosystem from across Australia, and all backgrounds

* Celebrating the diversity of the individual experiences and impact

As a small organisation, to achieve tangible outcomes, we will focus on the following
eight areas, as listed in the table on pages 10 and 11. These are influenced by
community standards.

Aboriginal and Torres Strait Islander peoples

Australia’s First Peoples hold a unique place in our nation. The Trust supports the principles
of self-determination and truth-telling, as reflected in the Uluru Statement from the Heart and
reconciliation which frameworks. We commit to strengthening our cultural capability and
supporting Aboriginal and Torres Strait Islander leadership and aspirations.

Age diversity

We value the experiences and perspectives of people across all age groups—from young
people, early-career professionals through to older Australians. Our approach supports
lifelong learning, adapts roles to different career stages, and addresses ageism by promoting
intergenerational respect and opportunity.

Cultural diversity

Australia is one of the most culturally diverse nations in the world. We aim to reflect this
diversity across our organisation and ensure our work is culturally responsive in its design,
delivery, and communication. This includes recognising language needs, building
intercultural capability, and understanding the experiences of people from refugee,
asylum-seeking, and migrant backgrounds.
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Gender equality

We recognise that gender identity is diverse and evolving, and we will continue to improve
how it is reflected in our data, language, and practices. We support equal rights and
opportunities for people of all genders, including cisgender, transgender, non-binary

and gender-diverse individuals. This includes addressing barriers, enabling flexible work,
and supporting diverse representation, in line with national strategies and the Workplace
Gender Equality Agency.

LGBTIQA+

We are committed to ensuring that people of all sexualities, gender identities, and
gender expressions feel safe, supported, and respected. Our approach is guided by
community-led best practices and lived experiences, and we will continue to learn from
LGBTIQA+ communities to build inclusive standards and engagement.

Neurodiversity

We recognise and value neurodiversity, including but not limited to autism, ADHD,
dyslexia, and other cognitive differences. We are working to increase understanding,
ensure inclusive communication and work environments, to support meaningful
participation for all neurodivergent individuals.

People with disability

The Trust aims to remove barriers to participation and create accessible, inclusive
environments across all aspects of our work. We align with the principles of the Disability
Discrimination Act 1992 and Australia’s Disability Strategy. We are also committed to
co-designing approaches with people with lived experience of disability.

Place-based inclusion (regional, rural and remote Australia)

Australia is a large and geographically diverse country, and people live and contribute
across metropolitan, regional, rural and remote communities. The Trust recognises that place
shapes lived experience, access to opportunity and ways of engaging. Place-based inclusion
means being mindful of geographic context and responding with flexibility and respect, so
that people across Australia’s diverse landscape can participate fully, engage meaningfully
and share in the impact of the Fellowship community.

| 13
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Our commitments

Diversity Equity Inclusion Belonging
Valuing the experiences, Reducing barriers and Creating welcoming, Building a Fellowship
backgrounds and providing support where accessible and culturally community where
perspectives that make needed so everyone safe environments. everyone feels respected,
every person unique. has a fair opportunity connected and able
to participate. to contribute.

Common priorities across all focus areas

* Embed inclusion from the start: design policies, spaces, communications,
and systems with inclusion in mind, not as an afterthought.

* Listen to lived experience: centre the voices and leadership of people directly affected

by exclusion, discrimination, or under-representation.
* Challenge barriers: identify and remove barriers to participation.

* Foster cultural safety and belonging: create environments where people feel safe
being themselves, are respected for their identity, and are valued for their contributions.

* People may belong to more than one diversity group: we recognise that experiences
and barriers can overlap and affect people differently.

* Promote representation and visibility: support pathways for participation,
leadership, and recognition within the organisation and externally, while being
mindful of cultural load.

Why it matters (common threads)

¢ Inclusion strengthens: decision-making, trust, and outcomes.

* Injustice persists without intentional action: exclusion and bias—whether visible
or invisible—don't resolve themselves. They must be named and addressed.

* Diverse voices create better outcomes: representation ensures our work reflects
the richness of society and builds relevance and legitimacy.

* People thrive when they'rerespected: everyone performs better
and contributes more when they feel seen, heard, and valued.

14 |
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Practical actions that apply across all areas

* Review and update policies and language: use inclusive, non-discriminatory
language and audit policies for any unintended barriers.

* Track and share progress: collect data sensitively, with consent, to guide improvements.

* Enhance the Fellowship application process to be more inclusive: increase the
opportunity for Aboriginal and Torres Strait Islander representation on assessment
panels and co-design support mechanisms, such as mentoring or information sessions
tailored to Indigenous applicants.

* Create education and awareness opportunities: offer training and resources
to foster understanding and promote inclusive practices.

* Design for flexibility and accessibility: whether physical, digital, or procedural
—ensure equitable access and flexible participation.

* Improving diversity on our selection panels: review all panels to increase representation
across the full range of lived experiences, including Aboriginal and Torres Strait
Islander peoples, people with disabilities, and culturally diverse backgrounds.

Celebration and visibility

The Trust will actively celebrate the diversity of its Fellows and community. This reflects our
belief that diversity is a strength and should be recognised. We will:

* Share Fellow stories across communications channels

Highlight work aligned with significant cultural and inclusion dates
* Support Fellow-led events and storytelling

* Encourage Fellows to share their lived experience where they choose

Implementation and support

This Framework will be implemented in a practical and proportionate way,
reflecting the size and role of the Trust. Actions will be prioritised based on impact,
feasibility, and available resources.
Responsibility will sit with:

* CEQ: overall leadership and accountability

* Leadership team: embedding inclusive practices in operations

* Communications team: inclusive storytelling and representation

* Board: oversight and review

| 15



The Winston Churchill Memorial Trust

16 |

Diversity and inclusion oversight will be integrated into existing leadership and
operational meetings. External expertise, including Churchill Fellows, will be engaged
where appropriate.

We will also support our internal stakeholders with training and resources to build
understanding and confidence in inclusive practice.

Considerations

* Workplace
Creating a workplace where all employees feel safe to express their identity and culture,
and where diverse perspectives are valued.

* Education
Ensuring that educational settings are inclusive and equitable for all, regardless of their
background, and that teachers and staff are culturally competent.

* Self-reflection
Individuals need to critically reflect on their own biases, assumptions, and power dynamics.

* Power dynamics
Recognise and address the power imbalances that may exist between different groups.

* Trauma-informed practices
Understanding the impact of trauma on individuals and communities, especially in
marginalised groups, and incorporating trauma-informed practices into service delivery.

* Continuous improvement
Cultural safety is an ongoing journey that requires continuous learning and reflection.

“Leadership is more than roles—it is action, integrity,
and accountability to community.”

— Michelle Deshong CF, 2017
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Measuring progress

Creating an inclusive culture is an ongoing process. As a small organisation, we aim to
keep our measurement practical, meaningful, and aligned with our purpose. We recognise
that inclusion is not just about statistics—but about listening, learning, and improving.

Our progress will be tracked through a mix of qualitative and quantitative indicators.

We will:

* Set clear and practical goals in line with our inclusion focus areas
* Review feedback from Fellows, applicants, and staff

* Monitor trends in participation, access, and engagement

* Report transparently on actions and outcomes

* Adjust our approach based on what we learn

* Progress will be reviewed annually and reported to the Board

Ataglance

This section provides a snapshot of performance and progress against our key focus areas
Suggested metrics include:

* Representation rates (compared to national benchmarks)
¢ Participation in training and events

* Completion of the DEIB Framework deliverables

* Staff engagement survey results

* Inclusion or safety index

* Use of adjustments or accommodations

* Feedback from underrepresented groups

* This information will be updated and reported annually

| 17
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Key indicators we will track

Fellowship Self-reported data on cultural background, gender, disability,
Applicant Diversity LGBTIQA+, age, and Aboriginal and Torres Strait Islander peoples identity
(optional and anonymous).

Cultural Safety and Qualitative feedback from Fellows and staff on feeling respected, heard,
Inclusion and included.
Accessibility Whether our website, forms, application, travel and reporting processes

are accessible to people with disability and neurodivergent individuals.

Staff Inclusion and Percentage of staff identifying in one or more focus groups
Representation (where comfortable); training participation.
Inclusive Practices Number of adjustments, translation services, or flexible supports

provided to staff and Fellows.

Storytelling We will actively share stories that reflect the diversity of our Fellowship
community. This includes amplifying the experiences and insights of
all our diverse community including Aboriginal and Torres Strait Islander
Fellows through profiles, podcasts, publications and events.

Fellowship Impact Inclusion of diverse stories, voices, and outcomes in our communications
Sharing and events.
Organisational Participation in inclusive events or days of recognition (e.g. NAIDOC,
Engagement IDPWD, Wear It Purple).
Internal Review Annual review of DEIB progress by leadership team, including
and Reflection opportunities to improve policy and practice.

Notes:

* Datais voluntary and anonymous where appropriate.
* Feedback loops matter: We will prioritise respectful, human-centred consultation.
* Ourgoalis progress, not perfection: \We will evolve and adapt our approach over time.

18 |
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Continuous Improvement
—A Living Framework

Our DEIB Framework is ongoing. We will review and update this Framework regularly to
ensure it remains relevant and effective. Community expectations, language and best
practice continue to evolve. We will continue to learn and adapt based on evidence,

feedback, and lived experience.

“Organisational leaders must be strong advocates for creating
checks and balances. It is essential for organisations to maintain
the significance of their culture and ensure that decisions
are not influenced by unconscious biases.”

— Kathy Karatasas CF, 2002
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Aboriginal and Torres Strait
Islander peoples

The Churchill Trust is committed to reconciliation and truth-telling. We
acknowledge the strength, resilience, and leadership of Aboriginal and Torres
Strait Islander peoples and seek to elevate their voices within our organisation.

We commit to four priorities:

* Cultural safety as a foundation
Cultural safety is not an outcome but a continuous practice. We will
embed self-reflection, respect, and cultural accountability into our leadership
and policies.

* Partnerships not paternalism
Actively partner with Aboriginal and Torres Strait Islander communities and
knowledge holders, valuing their lived experience and cultural expertise.

* Data sovereignty and governance
Respect the right of Aboriginal and Torres Strait Islander peoples to control
their data, and support systems of self-determined governance.

* Learning from and respecting Aboriginal and Torres Strait Islander
knowledge and leadership
Incorporate knowledge systems, where feasible, into our ways of working,
and recognise that culture itself is a protective factor and source of wisdom.

Why it matters:

* We uphold our obligations under the Uluru Statement from the Heart and
support a Voice, Treaty, and Truth.

* We believe reconciliation is everyone’s responsibility.

* We recognise the harms of erasure and exclusion, and work to address them.

LA A
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Practical actions:

* All stakeholderswill have access to ongoing cultural learning opportunities,
including participation in cultural events, guest speaker sessions, and on-
Country learning where appropriate.

* Partner with Aboriginal and Torres Strait Islander peoples, Fellows and
organisations to co-develop programs.

* Consider cultural factors when reviewing Fellowship processes.

* Respect and integrate the data governance principles of Aboriginal and
Torres Strait Islander peoples.

Alignment with Reconciliation Action Plan

The Trust supports reconciliation by building strong relationships with
Aboriginal and Torres Strait Islander peoples.

We commit to:

e Listening to and learning from Aboriginal and Torres Strait Islander voices.

* Supporting truth-telling and cultural safety.

* Working in partnership with Aboriginal and Torres Strait Islanders
and organisations.
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People with disability

The Churchill Trust believes inclusion means everyone has access to the opportunities,
environments, and support they need to thrive. We are committed to reducing barriers
and supporting people with disability to participate fully in our programs and activities.

We will monitor changes in disability policy, including the NDIS and foundational
supports, and update our approach where needed.

We commit to three priorities:

* Universal design * Promote disability
Accessibility must be embedded from employment pathways.

the beginning, not added later. « Support staff networks for

Inclusion starts with listening. oeople with disabilities.

* Inclusive employment .
|dentify and remove barriers to Why it matters:

hiring and advancement. * Neurodiversity contributes to stronger

- Rethinking public space problem-solving and inclusive design.

Advocate for inclusive public * Workplaces designed for
infrastructure. neurodivergence are better
for everyone.
Practical actions:

* Audit digital and physical spaces.

* Ensure accessibility and
provision of support at Trust
events where required.

AR

Diversity Equity Inclusion Belonging

churchilltrust.com.au
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Neurodiversity

The Churchill Trust values the wide range of ways people think, learn and communicate.

We support neurodivergent inclusion through understanding, accommodation

and empowerment.

We commit to three priorities:

* Awareness and training
Increase organisational understanding
of neurodivergence and dispel
stereotypes.

* Supportive environments
Provide flexible environments that
cater to diverse sensory needs,
processing times, and communication
preferences.

* Celebrating strengths
Focus on what neurodivergent people
bring—creativity, pattern recognition,
deep focus, and innovation.

Practical actions:

* Offer neurodiversity peer support.

* Provide access to noise-cancelling
tools or designated quiet spaces.

* Encourage flexible working
arrangements including flexible
hours, opportunity to work from
home on designated days where
operationally feasible.

* Encourage using a variety of
communication methods to
accommodate different community
preferences and needs (eg. visual aids,
written communication etc).

LR R

Diversity Equity Inclusion Belonging

* Encourage neurodiversity awareness

through Neurodiversity celebration
week and providing opportunities
for guest speakers with lived
experience to share perspectives
and experiences.

Encourage use of assistive
technologies such as speech to text or
text to speech software for employees
or Churchill fellows undertaking
fellowship (eg. Using Artificial
Intelligence (Al)).

Provide Churchill Fellowship applicants
who are neurodivergent with the
option to identify as neurodivergent
for diversity monitoring purposes.

Any information collected should

be confidential and managed in
accordance with privacy requirements.

Why it matters:

* Neurodiversity contributes to stronger

problem-solving and inclusive design.

* Workplaces designed for

neurodivergence are better
for everyone.

churchilltrust.com.au
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®

Diversity

LGBTIQA+

The Churchill Trust embraces the full spectrum of gender and sexual identities.
We want all people to feel safe, respected and free to be themselves.

We commit to four priorities:

» Safety and visibility * Provide tailored well-being and
Ensure LGBTIQA+ staff and Fellows support resources.
are safe, seen and supported. * Provide applicants with the option

* Education to self-identify as a member of the
Provide training on inclusive language LGBTIQA+ community for diversity
and respectful behaviour. monitoring purposes. Any information

* Representation collected should be confidential
Support LGBTIQA+ participation and managed in accordance with
in leadership, research and privacy requirements.

decision-making.
g Why it matters:
* Policy and practice

Review all policies for inclusiveness. Inclusion fosters trust, belonging

and improved outcomes.

Practical actions: ¢ Discrimination against LGBTIQA+
* Use pronouns, preferred names and people affects their well-being
gender-inclusive language. and opportunities.

* Support Pride staff networks.

* Recognise key LGBTIQA+
awareness days.

o % ]
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Culturally and Linguistically
Diverse (CALD) communities

The Churchill Trust values the richness of Australia’s cultural diversity. We believe
that inclusion requires intentional listening, respectful engagement and dismantling
systemic barriers.

We commit to four priorities: Practical actions:

* Inclusive leadership * Conduct language access audits.

S'upp.or.t pathways for culturally and * Engage Fellows and communities
linguistically diverse (CALD) leaders. through consultation and conversation.
* Language equity * Highlight CALD Fellow success stories.
Ensure key communications are clear

. . . .
and accessible to those from non- Use inclusive imagery and

English speaking backgrounds. case studies.

¢ Cultural understanding Why it matters:

Provide training and reflection

opportunities for all staff. * One in three Australians was

. . born overseas.
* Responsive practice

Develop policies that account for * Systems built without

different cultural norms, obligations cultural consideration can

and challenges. inadvertently exclude.

LR R
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Gender

The Churchill Trust supports gender equity and inclusion, including support for women,
men and gender-diverse people. We recognise that everyone benefits from challenging
rigid gender norms.

We commit to four priorities: Practical actions

* Gender Pay Equity * Track and publish gender pay data.
Committed to identifying and addressing

* Offer shared parental leave.
gender pay gaps.

* Use gender-neutral recruitment processes.
* Workplace flexibility
Support gender balance by enabling
shared care and flexible roles.

* Celebrate women and gender-diverse
Fellows.

* Gender-responsive leadership
Create space for gender-diverse voices

Why it matters

. * Gender equity improves outcomes across
and decision-makers. quity Imp

health, safety, innovation and productivity.
* Prevention of bias

Train staff to recognise and reduce * Supporting gender-diverse leadership leads

gendered assumptions to better organisational performance.

Gender Distribution of Churchill Fellows by Decade
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Age diversity

The Churchill Trust values people of every generation. Mid-life often marks a convergence

of age-based discrimination, caregiving responsibilities, and reduced opportunities for

re-skilling. Inclusion means recognising that talent, insight, and learning do not stop at

any age—and that inter-generational collaboration benefits everyone.

We commit to four priorities:

* Removing age-based barriers in
hiring, promotion, and training
Focus on skills, not date of birth,
and provide targeted up-skilling
where needed.

* Supporting age-friendly work design
Flexible hours, phased retirement, job-
sharing, and ergonomic adjustments
help older staff stay engaged
while transferring knowledge to
younger colleagues.

* Championing ‘age-in-place’ thinking
Create physical and digital environments
that are safe and welcoming, from
accessible meeting rooms to hybrid
work technology.

* Embedding intergenerational
learning and leadership

Reverse mentoring, mixed-age project
teams, and age-diverse succession
planning enable us to harness the
experience of older staff while
nurturing emerging talent.

LR R
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Practical actions:

* Audit job ads and performance criteria

for age-coded language.

* Pair staff in intergenerational

mentoring circles.

* Track engagement and retention by age

band and report the results annually.

Why it matters:

* Retention of critical skills

and networks
Older workers often hold institutional
knowledge that is costly to replace.

Stronger innovation and
decision-making

Mixed-age teams bring a broader
range of life experiences and
reduce groupthink.

Health and social impact
Continued, meaningful work supports
both mental and physical well-being
and helps combat the personal and
societal costs of ageism.

churchilltrust.com.au
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Place-based inclusion

The Churchill Trust recognises that where people live can shape access to opportunity.

We are committed to ensuring people in regional, remote and very remote communities

can participate fully in Fellowships and Trust activities.

We commit to three priorities:

* Equitable access
We will reduce geographic barriers
by providing flexible pathways to
participate, including virtual, hybrid
and domestic Fellowship options
where appropriate.

* Accessible engagement
We will deliver online and hybrid
engagement opportunities and
support participation in Trust events,
recognising the additional time, cost
and logistics of travel.

* Place-based inclusion
We will recognise and value the
knowledge, experience and
perspectives of regional and remote
communities, ensuring Fellowship
opportunities are relevant and
accessible across all locations.

o % ]
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Practical actions:

Provide virtual and hybrid
information sessions, interviews and
Fellowship opportunities.

Provide assistance where distance
creates a barrier.

Offer alternative Fellowship models
(Domestic, Virtual and Hybrid).

Ensure regional and remote
representation in outreach and
communications.

Consider location-based barriers in
program design and delivery.

Why it matters:

* Regional and remote communities

bring critical insights, innovation and
lived experience that strengthen
national outcomes.

* Geographic location can limit

access to networks, services and

opportunities.

churchilltrust.com.au









