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Example Submission – 2017 NSW Health Awards Winning Entry  

AWARD CATEGORY  

Award Category:  A Safe & Healthy Workplace 

 

 
 

SECTION WORD 
LIMIT 

GUIDELINES 

Entry title  Working Together to STOP VIOLENCE 

Partner 
organisation/s 

 White Ribbon Australia, Education Centre Against Violence (ECAV), 1800Respect,  
Port Macquarie Hastings Domestic and Family Violence Specialist Service, Lifeline 

Australia and Griffith University. 

Abstract 125 
Words 

We are creating a resilient organisation to prevent and respond to domestic and family 
violence (D&FV) which significantly impacts workplaces due to absence, poor 
performance and misconduct. 
 
We aimed for accreditation as a White Ribbon Workplace (WRW) which drives a: 

 Workforce with greater understanding of violence prevention; 

 Safer, more respectful workplace. 
 
WRW is a District-wide organisational movement to stop violence against women.  It 
engages and enables all staff to lead this social change. Education was delivered to 
4,000+ staff. We embedded CORE values, cultural change, preventing violence, 
supporting gender equality and promoting respectful relationships within the workforce 
and community.  
 
Our workforce is skilled in recognising D&FV and increasingly confidence to respond 
appropriately. We are the first NSW District to achieve White Ribbon Workplace 
accreditation. 

Relevance 

to entry 

category 

125 
words 

 

 

1:4 Australian women (Our Watch 2015) and 1:20 Australian men >15 years 
experienced physical or sexual violence from a partner (ABS 2013). Domestic and 
Family Violence is a preventable public and workplace health and safety.   
 
Perpetrators can use workplaces to harass or stalk victims, impacting work 
performance resulting in work absence and misconduct due to fear, injury or concern 
for children while working.    
 
Our WRW program increases staff awareness of D&FV and maximizes personal safety 
with 4000+ staff attending training to prevent and address D&FV at work and in the 
community. Supported by the Board and Executive, this program further supports our 
robust safety culture, staff wellbeing and indirectly impacts on patient safety and 
integrated care.  It is key in keeping people healthy. 

 

Innovation and 
Originality 
 
 

250 
words 

Mid North Coast Local Health District (MNCLHD) is the first District accredited as a 
White Ribbon Workplace (WRW) following a rigorous process to demonstrate effective 
leadership, resource allocation, communication, policy development and training.   
 
This organisational movement aims to stop violence against women by engaging and 
enabling staff to lead this social change. Education was delivered with specialist 
services to 4,000+ staff.  

  

Long-term behavior change: 
Allocation of significant time and financial resources ensures staff involvement and 
community engagement.  Specific D&FV policy was developed to guide recognition, 
prevention and response.  
 
We partnered with the Education Centre Against Violence (ECAV) to develop D&FV 
workplace training resources including three training DVDs incorporating D&FV 
advocate, Rosie Batty.  MATE! ByStander training for staff provides skills to confront, 
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interrupt and prevent violence. A dedicated fulltime project officer leads, implements, 
monitors and evaluates the project which impacts indirectly on patient care. 

 

Resources developed by MNCLHD project team: 

 PowerPoint recognising D&FV and support options (attachment 1); 

 Orientation session;    

 Safety List: for managers/staff;  

 Tools for managers on how to respond appropriately when staff disclose they are 
experiencing D&FV (attachment2); 

 Referral tool and Memorandum of Understanding for specialist services available to 
assist people experiencing D&FV;  

 Intranet pages with key resources; 

 FAQ sheets, banners; 

 T shirts prompt conversations; 

 Community days engage with external organisations.    

 
MNCLHD is officially recognised by White Ribbon Australia as leaders in contributing to 
National cultural change to prevent and respond to violence against women supported 
by workplace practices. 
 

Sustainable 
and 

Scalable 

250 
words 

 

 

There are formal systems for holding the gains that the LHD committed to at program 
inception. Goals and objectives direct monitoring for sustainability. 
 
An enthusiastic and supportive management structure includes: 

 The Chief Executive is a White Ribbon Ambassador leading the project and 
engaging the community; 

 Strong governance by a Steering Committee chaired by the Chief Executive 
with senior executive participation;   

 The Governing Board monitor the program;  

 Strong commitment towards reaccreditation in 3 years as detailed in the 
MNCLHD Operational Plan (attachment 3); 

 Implementation framework developed to recognise, respond, refer and inform 
safety plans; 

 WRW accreditation is a standing item on departmental meeting agendas.  
 

Ensuring Compliance: 

 Orientation of incoming staff defining compliance with WRW expectations; 

 Manager training continues building workforce capacity to recognise and 
respond to all types of violence;  

 Ongoing manager and supervisor training scheduled; compliance with content 
and mandatory attendance is monitored; 

 18 staff are Train the Trainers in MATE! Bystander.  23 sessions scheduled 
2017 and 25 in 2018. 

 
We continue to strengthen engagement with our community and partners working 
collaboratively to prevent D&FV.  
 
107 organisations (March 2017) are WRA accredited workplaces.  We have 
demonstrated that accreditation is achievable across a complex organisation.  This 
program should be mandatory in all NSWHealth organisations. All resources described 
are freely available for adoption or modification. 
 
Our external partner, The Education Centre Against Violence, has recently been 
approached by various Districts and other organisations to deliver this training which 
was co-developed with MNCLHD. 
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Better Patient 

Outcomes 

 

 

 

 

 

200 
words 

 

 

 4,400 staff have undertaken workplace training increasing awareness and skills in 
preventing D&FV and its physical, emotional and psychological impacts. 

 
 Process Results: 

 Increased manager and staff skills and knowledge of D&FV; 

 Managers are equipped and resourced so experience less anxiety  as a result 
of receiving disclosures which can be stressful; 

 Staff are supported to request workplace assistance when experiencing D&FV;  

 Subject Matter Experts trained;  

 Staff experiencing D&FV are appropriately supported;  

 Safety management plans developed for staff disclosing D&FV to keep staff 
safe at work; 

 Employee Assistance Program to illicit data on rates of D&FV. 

 

 Outcomes: 

 Improved workplace culture, office safety and morale; staff feel safe to 
disclose, reporting to managers increased; 

 Increased knowledge and skills of staff to address violence against women 
(attachment 4); 

 Post training survey: improvements in all aspects of D&FV (attachment 5); 

 Feedback from several staff; pride in being accredited. 
 

Community organisations, e.g.  Local Council, external D&FV services and the 
Police Superintendent have commented favourably about MNCLHD being a leader 
in awareness raising.  White Ribbon Day activities, promoting prevention of men’s 
violence against women, had strong support and inclusion from external 
organisations including youth leaders.  

 

Better 

Teamwork 

and 

Partnerships 

100 
words 

 
WRWA was achieved by employing great teamwork across all levels of management 
and staff, partnering with external training and accredited organisations.  MNCLHD was 
awarded an Outstanding Achievement with the comment “The extent of collaboration 
with expert agencies is exemplary” (attachment 6). 
 
Memorandum of Understanding with Domestic & Family Violence Specialist Services 
provides a confidential pathway to specialist counseling for staff experiencing D&FV. 
 
Collaboration continues with ECAV and Griffith University for training.  
 
Wearing WRW shirts encourage conversations amongst staff and community 
promoting awareness and engagement leading to community involvement in White 
Ribbon Day activities  
 

  Ongoing collaboration to achieve 2019 reaccreditation.  
 
 

CORE Values 

– 

Collaboration
, Openness, 
Respect and 
Empowerme
nt 

100 
words 

Collaboration: 
MNCLHD has demonstrated leadership which will encourage other organisations to 
address D&FV. The program requires all staff to work together as D&FV is present 
across all income streams, social classes and professions.   
 
Openness: 
Evaluations from ECAV training are utilised to improve content. D&FV is an 
encouraged standing item on  meeting agendas 
 
Respect: 
The MNCLHD program supports the 94% of employees that believe employers should 
take a leadership role in educating their workplace about respectful relationships 
(Pennay 2012). 
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Empowerment: 
Employees seek workplace support for D&FV due to changing stigma around D&FV.  
Managers provided resources to assist in responding confidently.  

 
 

Link  to 
NSW Health 
strategic 
planning 
framework 

100 
words 

NSW2021 Goals: 
6.  Strengthen NSW skill base; 
11.  Keep people healthy and out of hospital;  
13.  Better protect the most vulnerable members of our community: implement support 
initiatives for women and children escaping domestic violence.  
 
NSW Premier’s Priority:  
NSW Domestic and Family Violence Blueprint for Reform 2016 – 2021.  
 
NSW Health Performance Framework: 

 KF-005:  Domestic and Family Violence Routine Screening  
 
MNCLHD Strategic Directions:  

 Education and training on the effects of D&FV on children, to decrease the 
numbers of children at risk of significant harm. 

 Staff and patient safety; 

 Positive culture aids staff attraction and retention. 

 

Productivity 

and 

Efficiency 
 

100 
words 

 

 

It is impossible to quantify prevention, but MNCLHD contribute to reducing the 
domestic violence costs to business of $1.5 billion per annum (ABS 2013). 
 
Productivity is enhanced, direct cost to employers for staff absenteeism, lost 
productivity and replacement staff costs reduced.  The Australian Bureau of Statistics 
estimate this cost is $465 million per annum (ABS 2013).  
 
Other benefits include: 

 Risk mitigation of workplace incidents; 

 Improved staff retention rates due implementing flexible work practices; 

 Reduced need for recruitment, orientation, mandatory and department training 
resulting from staff retention; 

 Staff health and safety culture strengthened. 

 Retention reduces costs. 

 Staff maintains their job. 

 

Total 1350 
words 

Including references; but excluding reference list and entry title. 

Tables and 
Graphics 

Must be 
in 
.pdf, 
.doc, 
.xls, .xlxs, 
.docx, 
.jpg, 
.jpeg, or 
.png 
format 
and 
under 
3MB 

Attachment One: PowerPoint Staff information recognizing D&FV and support 

Attachment Two: Tools for managers responding to disclosure 

Attachment Three: Operational plan 

Attachment Four: FU Survey  

Attachment Five: ECAV Training Feedback 

Attachment Six : WRA Assessor Report Criteria and Results 
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