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Definition of Terms

We al have our favourite approach to politicaly correct languaye The kindred terms,
Ondigenous Aborigind or Torres Strait Idande,Oare convanttions and condruds of the
domnant colonist sodety often unfairly focusng on irrelevant, discriminatory characteristics
of people when describing them in negdive situaions A dilemma exists as to how to best
practically identify the people, who are central to the purpo< of this paper. Defining people
by ther colowr for meisaconcern.

| have chosen to describe these people as Outside's for they are on the peipheay of the
domnant sodeties. In oppostion to the majority, they are the Outsider.

However, | foundthe use of MonThe OutsiderOmade awkward reading and have chosen to
refer to the employers, and other managers and the like as @vhiteOcolonialists. The textud
move from Abariginds and non Aboriginds to Outsiders and @vhiteOcolonialists keeps the
categories intact and the subditution of Outsiders and QvhiteOcolonialists for me is a modd
tha works D this embodies the unresolved issue around the politics of naming and the
preference of wordsthat do not even bdongto my culture.

Theterm Indudrial Relationsdefines:

¥ rules for employment management;

¥ methodsdefining those rules;

¥ categorization of players,; and

¥ interaction processes between these entities.

Introduction

Work is a central fact of life and a key sodal inditution of Audralian sodety. Yet Outsider
members of Audraian sodety are often distinctly midaid in the picture of the Audralian
workforce. Inde=d, a paudty of thinking exists in relation to Outsider workers and thar
employment issues. In the redlity of my life if 1 have a problem in the workplace, it
congstently evolvesinto a situaionwhich is cloudal by the colour of my skin and notjug an
Indugrial Relations issue The workplace will never quite ge rid itself of de facto
discrimination of employers who just honestly bdieve, in ther hearts tha the othe are
dightly inferior to themselves, who choos to promote the QvhiteOcolonial rather than the
other because the @vhiteCcolonial some how makes them feel more comfortable.



Importance of the Study

In my postion as an Aborigind Employment Co ordinator within a highe education
Inditution, | was often approached by Outsider staff members who felt tha they had been
treated in a different way to their QvhiteOcolleagues when they had an Indudrial Relations
concern. They bdieved tha ther race aways became a factor in any issue they raised. The
recurring theme of these events led me to bdieve there was a need to explore wha was taking
place and if it was unique only to my highe educion inditution (HEI) or occurring
naiondly andinterngiondly.

The essence of the problem is tha discrimination, even postive discrimindion, in any sense
of theword, is unfair and may infringeon the right of individuds to pursue their own gods
and ther own way of life. Effective workplace relations rely on treating each other with
respect and sengtivity.

My thesis and as a consequence this paper, discusses a globd problem for al Outsiders for
which race becomes an issue when they seek a resolve for what is a work related grievance.
This perception has been gained by interactions on a one to one basis with nine Outsider
women for a previous article. Morgan (1999) The women bdieved tha thar work based
grievances had been handled by management in a different way to what it would have been if
it had involved thar GvhiteDcolleagues. All of the staff had come together to lodge a
complaint aboutthe activities of their Outsider manager. It took over eighteen monthsfor an
outcome which was totally unsatisfactory for al those conaerned. The process induded three
mandaory mediation sessions two with a mediator from the Equity Unit and one Outsider
from another University. A maor conequence of the handling of ther grievance was all
employees tha were interviewed either left the higha education arena or moved to
maingream postionswhich provide more anonynity.

The research for this pgper views soda conditioning, equity and fairness in the indudrial
arena by udng a structured quantitative questionndre with a section which enabled the
researcher to andyse the data using ethnogiaphic methods There were two pats to the
research. Thefirst part was conduded in Audralia. The second pat was conduded through
contacts made at the World Indigenous Peoples Conference on Education (WIPCE) which,
took place in Canadain Augug, 2002. A brief questionnare was distributed to Outsiders in
highe eduction arenas in Audralia and also at the Conference to ascertain if the problem
was specific to the Audralian workforce.

Table 1: Distribution of subject by county of origin

Country Number of research participants
Audrdia 66

Canada 30

New Zeaand 12

United States 14

Other 0

Total 122




Table 2: Distribution of subjects by county of origin and responses who reply yes and no to
being treated differently by management in the HEI workplace.

Country Number of research | Number of research
participants Yes participants No

Audrdia 42 24

Canada 16 14

New Zeaand 10 2

United States 3 11

Total 71 51

The results indicate Outsiders have experienced QvhiteOcolonia management and union
representatives making assumptions requiring a paradigm shift, in thar methodsof dealing
with Outsider people. This shift occurred even when an Outsider was employed under the
same policies and procedures as ther QvhiteOcolleagues. In a red sense, an Outside is
powerless in dealing with this type of Gntangible racismO There is a lack of sufficient intent
and awareness to establish legidative boundaies. Thereby, alowing sodety to potentialy
sanctify the establishment of a philosophy which distinguishes an Outsider as the scapegod.
E.g. Young (2005) an administration officer was told by he manager tha if he had any
trouble with Outsider staff she would be called into his office with them to act as a suppot
officer. She was very distressed by this as she it was not pat of her job description and she
felt shewould bedraw into problems jus because of her race.

The latest data available from Department of Education, Training and Youth Affairs b Staff
2000 Sdected Highe education Satistics states the total number of Indigenous people
employed full-time in the highe education sector in Audralia is 517. At the same time, the
focusof the available literature is on the problems of recruiting the Outsider and much of the
literature ignaes the experiences of Outsiders as employees within organisations

Workplace culture has been noted as an important element in labour force paticipation.
Hunter and Hawke (2001) point out that workplace culture influences @n individud @& job
seeker@ decision to accept a job and, once employed, whether they will stay in ajobCHunter
and Hawke, (2001) p. 44. They suggest tha the conditions of employment and the overall
qudity of workplace life may influence the choices of individud Outsider people to a greater
extent than has been recognised.

Experiences of Outsider Peoples

The experiences of Outsider people working in highe eduction ingditutions indicates tha
they often feel disadvantaged and discriminaed againg on the basis of ther Aborigindity,
even across counties, and these experiences influence ther future actionsand choices. The
Outsider pason mug fit into theworld asit is and tha world is often hard, difficult and aien.
No matter how hard they try to succeed at work, they sense that they are up agang an amos
insurmountble wall.



Althoughactive discriminaion has been legislated agang, in redlity discriminaion has not
disappeared. Rather it has become more subtie and less overt with its adverse effects till
present in sodety today. The research paticipants in this study foundtha racism is a Gidden
thingQin the workplace. Examples of Gubtie discriminaion8indude being passed over for
promotion, beng assignad unpleasant tasks at work, beng stereotyped, and beng excluded
from the Gnne circleQof ther workplace. Yet despite these subtie discriminaions some
Outsider people are still able to work/survive successfully in HEI@. Depending on the context
of success and by who® measure. Are you successful if you work for ten years as an
academic if it is with Outsider people and will tha success be recognized as tranderable into
maingdream academia?

The following case study reflects paticular characteristics of the research participantsO
experience.

Ganeold crap®
This case study illudrates the experience of the inadvertent dismissal of an Outsider
member@ complaint and its long-term effects.

The subject is afemale in her late twenties who has worked at the HEI in various capacities
for nineyears.

During a turbulent time in the HEI, this research participant experienced harassment from
another Outside male staff member. She approached the Trade Union for suppot and she
was very disappointed by ther respons. She felt tha the union dismissed her complaint on
thebasis of the Aborigindity of thetwo parties

The union was of no help - same old crap (excuse me) rather than treat a member as an individual the
matters were seen as a Mlack thing@® [my words]. That if it was an [Outsider] harassing an [Outsider]
then it was a[Outsider] issue- | got fed up and was very disappointed. Research participant (2002)

Rather than giving up the research participant decided to take legd action. However this was
not a smple solution. Indeed it was very distressing and she became very sick. It took three
years and induded court action and as part of tha process the HEI required her to see a
psychiatrist.

By then | had enough. | went to court by myself and when | got to court this barrister whom | had never
met before but who was representing me handed me a copy of a psychiatric report - al very traumatic
for me. | was informed that because of the action | took (work care) as opposed to going to the equal
opportunity |1 would lose and to appeal | would need at least $10,000 and would still lose but at least |
could talk in court - ho hum! So amidst the tears | signed a document which withdrew my legal action -
and subsequently resigned.

Even though she had been a member of the union for over 8 years and believed in unions
during this time of the grievance she had no union suppot because @f course | wouldn®
bother with theunionO

Theoutcome was all negative, from he point of view. Shereceived no compensation, became
ill andfelt so distraughttha sheresigned.

| can talk about it now but at the time and for several years onwards even just thinking about what |
went through made me cry.

Themes



Many themes have arisen from a careful anaysis of the research and which can be described
as (he odrich syndromeQ Research participants felt management put ther head in the sand
and denied problems ingead of dealing with them immediately and so preventing escalation.
Research paticipants felt tha management failed them in a numbe of ways, by failure to
follow inditutiond policy and noma procedures in evaluaing the totaity of the
circumstances of staff grievances.

Many Outsider staff felt that Genior management don®bother responding when you request
thar time® The empirical evidence indicates when the Outsider requests a meeting with
management regarding working conditionsit is not unusud for management to refer theissue
to a department which deals with sodal justice issues before they actudly have any idea of
wha the problem entails. This reassignment is based on management@® certainty that the
problem will betoo hard to resolve.

The main contribution of this pgoe is tha pdicy needs to be groundel in the actud
expeience of the Outsider worker rather than theorising about what may or may not be
beneficia for them. Thefirst step to solving problems in the workplace is conceding that they
are genuine.

At theheart of Occupaiond Health and Safety legidationis thefundanental requirement tha
the employe mug take reasonable care of an employee and tha due diligence should be
exercised in carrying out this obligaion. Duediligence requires tha an employer take every
precaution reasonable in the circumstances to protect the hedlth, safety and welfare of the
employee. This research provides example after example of existing conditionsthat suggest
total disregard by QvhiteOcolonial management when informed of problems concerning
Outsiders. They are hesitant to get involved and make appropriate decisionsfor thewell-beng
and direction of Outsides, generating a culture of denial, indead of one of immediate
intervention which would prevent an escalation.

Those involved in resolving the grievance mug be, and be seen to be, impartial. They mug
not be seen to have some specific biases, actud or potential, in a particular outcome.
Condusonsmug be based on facts not on speculation or suppostion tha the complaints are
aboutrace.

Prof Bob Morgan (2001)at the 4™ IndigenousResearchersOForum introduces the concept of
the @uest paradigmOin which Outsider people mugt opeate in the essentialy adversarial
domain of the mgority culture. There are rules and timeframes set in conaete, and while
adheingto these rules, there is nowhere to develop a meaningful space to shift from guests to
patners. These rules indicate wha can be done indead of how we can research as a
celebration of who we are. Let's start giving respect and status to Outsider workers and really
changecultures so stereotyping in theworkplace does not correlate with lineage

Asaresult of theresearch | foundthefollowing key points of significance:

¥ Failureto ded with issues of mismanagement of staff
Failure to follow pdicy in staff grievance

Failure to follow Qvhistle blowerOprocedures
Failure to deal with anissueof staff salary

K K K K

Management treating Outsider staff differently



Over supevision
Smear campaign
Overcompensation for staff members onthe grourds of race

K K K K

Difficulties in getting promotion

Some example of these follow:

One research participant felt that G\dministrators say one thing concerning Outsider issues
and do not follow throughQ(research participant 2002) This became a common theme of the
empirical evidence; often the research participants complained to supevisors and felt tha
immediate action would occur only to find tha later on the supavisor had either referred the
matter to another Outsider manager or asodal judice area. Alterndively it had been placed in
thetoo hard basket.

Failure to follow policy in staff grievance

A numbe of staff madeaformal complaint regarding a manager and the running of the centre
in which they worked. The survey research paticipant who related this inddent was an
Outsider male in his thirties. The majority of staff in the area were Outsider and the manager
was aso Outsider. Management repeatedly questioned the grievant and then mysterioudy at
onepoint, the whole matter seemed to be forgotten. It became necessary for the grievants to
individudly and collectively contact senior management to address ther problem/s. The
research participant felt,

this matter was handled by management (who were non-Outsider) in a dismissive way which, | feel this
would not have been the case, had it been an issue raised by WvhiteOcolonial staff.O research participant
(2002)

Failure to follow ‘whistle blower’ procedures

A research participant reported ingances of fraud to the @Vhistle blowerOofficer and nothing
ever happened. Going to the person that is charged with oversight of this policy, is usudly
seen as much less adversarial as say going to the media. The research paticipant felt tha the
person in question was morally required to act but was distressed at no outcome leaving him
to question the ethical legitimacy of the Inditution. Althoughit is often argued tha people are
more likely to behave responsbly if they are hdd accountble for ther actions there is no
necessary link between being responsble and being accountble.

The manager carried on with undhical and unpofessiond practices. Pleas for hdp were
basically duded unde the carpe by management who Outsider people sadly bdieved had an
obligation and interest in ther welfare. Theresearch participant bdieved this would not have
been allowed to hgppen with a group of @vhiteCeolonial staff.

Management treating Outsider staff differently

Treating races differently is the definition of racism. One of the mog serious negdive
consquences of legdized racism is tha it tendsto indte individud racism. The following
examples illudrate the experience of beng treated differently on the basis of beang
Indigenous

Over supervision
| have worked in variousroles mainly pertaining to administration and program management,
althoughl have always been able to produce the desired results my supevisors have always



felt the need to supevise me to a high level. Observationsof my colleagues show tha they do
not attract the same level of supavision. However, When | have approached my supevisors
to discuss this situaion | have aways been told Qvell it& for your own good,it@ jus to keep
you from beng stereo typed by others, lets call it your career development or you will benefit
from thesupeavision®

Smear campaigns
A research participant experience of bang treated differently:

My contract was not renewed by the faculty - a personal smear campaign was attempted (unsuccessful
because of staff, student and union support) these are tactics that are used generally in universities - but
in this case | am sure that the ‘annoyance' | was perceived to be was based on the two counts of my
being - awoman - and being Outsider - therefore 'expected’ to act gratefully (for being allowed to sit in
on 'the boys club’ and ‘academia) and act submissively in general. research participant (2002)

Overcompensation for staff members on the grounds of race

Outsiders had aso expeiences of over compensation on the basis of ther Indigenous
heritage Politically correct speech probaly began with the best of intentions It was

suppo=d to be a postive step in ending racial, ethnic and religiousdiscriminaion. But what

sarted as a well-meaning idea has deteriorated into a debacle of outof-control

overcompensation. Unfortunaely, no do<e of political correctness can eradicate racism or any

other kind of present-day discriminaion. Political correctness can alter our speech and even

our actions butit can't penetrate thought There are no shortcuts to equdity. Whether QvhiteO
colonial people bdieve it or not even the mog well-meaning ingitutions have continuing

racism smmering jus benesth the surface and in turn this produces a defensive reaction,

followed by over compensation to proveit is untrue.

One research participant complained @ was considered a nuisance rather than a colleague -
tolerated only because of university regulationsCresearch participant (2002)

Comments such as these raise the question:

How do Outsider people ge favorable regulations and laws implemented in
sodeties where powerful forces routinely perceive them as being distinctively
different and out of the ordinary?

Affirmative action these days seems to indte, rather than ease, the nation'sinternd divisons
Aninaeasingly assertive oppostion movement argues tha the batle to guarantee equd rights
for al citizens has been foughtand won b and tha favouring members of one group over
another smply goes agang thegrain.

But defendeas of affirmative action say tha the playing field is not level yet B and tha
granting modest advantages to minorities and women is more than fair, given hundeds of
years of discrimination tha benefited whites and men.

To live with both these views makes you a moral dilemma not an ordinary worker.

Skin Colour and Polite Radsm

Often excellent anti racism policies are shdved until an inddent occurs tha requires
management to act in an attempt to hush an embarassing situaion before it reaches the
media. Anti racism policies seem to be initiated only when and if mgjor catastrophes erupt
and are shdved when thingsare resolved.



Another research participant complained tha when she chastised a subordinae for beng late
for work and taking long lundhes, the employee went to the next level supavisor who took
theresearch paticipant aside asked her to come and see him with an Outsider suppott officer.
He complained about the look tha she got on her face when she spoke to people. The
guestionis: Why was it necessary for her to be accompanied by a suppott officer.

Skin colour is no longe the issue it was at the beginning of the 20th century, but as
demondrated by thereal life experiencesit is still a hidden and dangeaousissue

According HREOC tatistics there has been a sharp rise in race-based complaints in recent
years, and it appears tha thisissue has doggelly followed usinto the214 century.

After examining the experiences of the research paticipants, | have conduded tha not many
employers would voluntarily implement a program which deals with Outsider indudrial
relation issues. Moreover, withoutthe protection of a strong proactive law, fears of employer
reprisals led to few complaints. The am is to move from predomnantly anecdotal reports of
progressto firmer, verifiable daa tha can become a guidein thefuture.

Outsider people see these impediments as the degree in which they are beng penalized for
being theother.

A magjor conaern relating to current pdicies for employment of the Outsider in the highe
education inditution (HEI) is tha it is inwufficiently suppoted by comprehensve and
subdantive evidence. This is largdy because recent research in the HEI® has been based on
andysis of Indigenousstudents with little congderation of the staff. The purpo< of this paper
isto address the challenges facing the Outsider society when they are employed in the highe
education Sector

The QvhiteOcolonialist must come to terms with our past, be cognisant of the present, and
plan for the future. They mug recognise our place in Audralia, our historical context and
strive to overcome oppressive discriminaion. The optimine outcome is to be flexible on
access, active in redress, and rigourous on success resulting in the promotion of equd
oppotunity andthefull development of human potential.

Thus| bdieve we are in an era in which both organisations and individuds face a maor
chdlenge of revisng, modenizing, and inventing new and possibly radical inditutiond
structures. Furthermore processes to promote valued equity in our workplaces and sodeties.
Busness and labour organisations have an obligaion to be willing to consider serioudy any
fundamental new approaches or idess for structuring relations which could be perceived as
discriminatory in naure. Simply stated, unless individuds are willing to address fundanental
flaws in ther attitudes and bring them into debates over policy and practice, new ideas will
never enter into community policy debates.

It is essential and practical tha information about this kind of project is made available
worldwide so tha other people can learn from the experiences and play a prominent role in
building a bridge of est practicesObetween Outsder employees and QvhiteOcolonialist
managers.

Best practice requires a systematic approach to the achievement of workforce diversity, as
demongrated by:



¥ Embedding planning within the university's strategic human resource qudity assurance
planning

¥ Executive staff communicating clear and unambiguousmessages about the importance of
workforce diversity

¥ Holding heads of academic and administrative units respongble as part of performance
management

¥ Undetaking annud and longitudind ongoing evaluaion andyses of workforce diversity;
¥ Ensuring that GvhiteCcoloniaist views do notdominate selection practices
¥ A diverse workforce reflects thefull diversity of the wider community.

Naming these ideas est practicesOis to suggest that data can and should be replicated and
genegated from them and that they be capable of and should be contributing to policy
development.

Given the notion of the degree of high maintenance tha cultura appropriateness of
employment would require, it is congstently disregarded as part of processes. It appears tha
with the failure to refine employment conditionsto indudethe personaof indudria relation
prindples there will be a probability tha they are statistically assessed as failures causng
consderable ham to Outsider economic independence.

This researcher argues tha athough condderable funding is beng provided it is not
trandating into advantageous outcomes. The comments by the research participants repudiate
that there have been any worthy achievements in employment in highe education.

There is arequirement for permanent ways to neutralize the inhaent biases tha appear to be
impossible to eradicate in white dominaed HEI's. The problem is that the types of biases that
keep the Outsider from beng hired, retained and promoted in jobsis not temporary, it is
pemanent. 0emporary remediesCstill haven®changed many inditutions

In summary the case examples demondrate, sometimes a @vhiteOcolonial person who is a
postion of power and works with Outsider people mug be prepared to be chdlengeboth ther
motives and decisionsduring the process of dealing with both postive and negdive indudrial
relation issues in the workplace. Having examined this hypothesis the researcher is optimistic
tha the resulting conduson may prompt further, more rigorous investigaion of a complex
issue of the cultural context of workplace relations. The mog critical task for contemporary
indugria relation researchess is to test the viability of existing inditutiond structures and
legd prindples and embark on methodsthat are better suited to the needs of today® Outsider
workforce.
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