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ABSTRACT

This research project resulted in the development of a project charter document that can
be usad to initiate the implementation of culturd diversty training in alarge urban fire
department. The problem was there was an assumed need for culturd diversity training within
the organisation. The purpose of the project was to produce a project charter to action the
implementation of culturd diverdty training within the Department.

This research employed both historica and action research, to address the following
research questions. What cultura diversity training have other fire services or organisations
provided to their saff? What are the benefits of culturd diversity training for saff in
organisations? What potentia problems exist for the organisation if such training is not
undertaken? What indicatorsin the organisation’s community demonstrate the need for such
traning?

The principa procedures employed form part of action research methodology and
vigting the experience of initiatives where such training could have been of benefit.

The mgjor outcomes of the research were principally the production of a project charter
acceptable to the organisation and identification of; the presence of such training in other
organisations, training benefits, problems if such training is not undertaken and the indicators
that demondrate the need for such training in the organisation’s community.

The recommendations resulting from this research included (a) ng Smilar
programs prior to course content finaisation, (b) inviting tenders from recommended providers
of amilar programs, () undertaking afour level evauation of the planned program, (d)

measuring where possible benefits of programs, (€) induding multicultural community and



politica representativesin program communication strategy, and (f) including pilot program

outcomes in communications strategy.
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INTRODUCTION

The Metropolitan Fire and Emergency Service Board (MFESB) operates within alarge
urban environment in the city of Mebourne, Audrdia. This environment contains a number of
sgnificant features. It is geographicaly large with an areato provide service within of some
1,200 square kilometres. It has alarge population of 3.5 million. It isamulticulturd city that
has devel oped since the second world war into a city of many different racid origins and many
residents with a non English spesking background.

The MFESB in the past few years has undertaken a number of initiativesin meeting the
fire education needs of its community. The problem isthat there is aneed for cultura diversity
traning (CDT) of MFESB g&ff to better deliver existing and future educationd programs and to
adso improveits ahility to do busness with its community.

The purpose of this research project isto develop a project charter for the implementation
of cultura divergty training within the MFESB. Higtorica and action research methods are
employed to answer the following questions.

1. What culturd divergity training have other fire services or organisations provided to their
gaff?

2. What are the benefits of culturd diversity training for Saff in organisations?

3. What potentid problems exigt for the MFESB if such training is not undertaken?

4, Wha indicators in the MFESB community show the need for such staff training?

BACKGROUND AND SIGNIFICANCE
The MFESB exigsin aggnificant multiculturd and NESB environment. Twenty-eght
point eight per cent of Mebourne s population has alanguage other than English asthe first

language spoken a home (Austrdian Bureau of Statistics, 1993). The politica head of the State



of Victoriadso holds the minigterid portfolio of multicultura affairs. The current government

is committed to meeting the speciad needs of the population’s demographic make up. It recently
indituted a policy that 5% of the advertisng expenditure of dl government and its agencies
must be dedicated to languages other than English.

The MFESB has undertaken avariety of activities to provide services to NESB parts of
its community. 1n 1995, the MFESB Fire Prevention department undertook research following
guiddines found in the publication The Community - Based Fire Safety Program Preliminary
Report, published by Tridata Corporation (Rossomondo and Schaenman, 1993).

The research sought to gain an appreciation of the degree of fire safety knowledge and
smoke darm presence in the Vietnamese community. The process was inclusive and sought to
involve the target population in problem identification, strategy development and
implementation. The experience led the MFESB to become more active and focused initsfire
safety education for NESB communities. A number of NESB specific education programs were
developed and NESB components were added to existing programs from 1995 through to present
time.

Some of the more significant programs include:

FLAMES, Better English through Fire Safety, ajoint initiative of the Metropolitan
Fire Brigade (MFB) and Adult Multicultural Education Services, Victoria(AMES).
This program trains selected firefighters as ona English language educators to
deliver a curriculum that achieves English language and fire safety education
outcomes using specidly deve oped English language curriculum developed with fire

safety asthe learning materia subject matter. The program is ddivered to new



migrants who when they arrive in the country do not know how to contact the Fire

Services or what a smoke darm is as examples of knowledge gaps.

Bilingua gtaff as Community Educators. This program involves the recruitment and

traning of MFESB hilingud saff as community fire safety educators. Various

NESB groups have been recruited to receive this program. Outcomes have included

sgnificant relationship building with these communities.

Safe Accident Free Environment (SAFE) program. Thisisapartnership program

with a community safety education program provider that ddiversto thirteen

different language groups. This program has recently been sdected for indlusonin a

manud by the Victorian Multi-culturadl Commission, as an example of best practices.

Firefighters are trained to work together with community seen presenting to deliver

relevant fire safety information to targeted ethnic groups.

Ethnic Media Program. This conssts of paid message spots on ethnic radio, which

research shows is the most effective means of reaching certain ethnic groups. It aso

includes editorid and bilingual MFESB gaff on talkback shows.

Fire Ed NESB module. This conggts of take home materias produced in thirteen

languages as part of a comprehensive schools program so that the partnership

principles of the program can be achieved with parents who do not speak English.

It is obvious that, though the various efforts have been praiseworthy in themsdlves, there

was aneed for consolidation and an encompassing strategy. Such a strategy was developed by
gaff with this author in 1997 and launched by a Government Minister (Metropolitan Fire

Brigade, 1997).



That drategy was focused on fire safety education in the community and its action plan
did not specificdly address the particular training needs of our firefightersin meeting the
demands of exiging activity and plansto deliver more effective fire safety education programs
within the NESB community.

This research is reated to the leadership and communication eements of the Nationd
Fire Academy Executive Development course. Theinitiatives to date have been pro-active and
have had substantia external impact. It isnow appropriate to bresk new ground, to exercise
leadership in promoting enhanced communication skills to better relate to each other and our

community.

LITERATURE REVIEW

Literature was reviewed at the Nationd Fire Academy (NFA), the MFESB library and
interlibrary loan where appropriate. The focus of the problem and purpose statement is culturd
diversty training of firefighters (and non operationa staff) to meet the needs of better service
delivery to a diverse community.

Much of the literature sourced was focused on diversity training to meet internd human
resour ce management needs. There did not appear to be a great body of materid that would
inform research question results to a very sgnificant degree. It is expected, however, that the
research methodology and procedures will deliver the outcomes required.

It is dso expected that a secondary outcome of the CDT will be enhanced vauing of
interna organisationd diversity to the extent it is currently present.

Culturd diversty training is fundamentally about the establishment of a didogue that

takes place within oursaves, between people and with the world around us. It bringsinto play



core atitudes, vaues and beliefs that in other forms of training generdly remain at asafe
distance from those involved in the learning process (Gacciardo-Masci and Gonzalez, 1998).

LaRuss0 (1993) describes the implementation of *ethnic traditions' training into the City
of Aurora, Colorado. Thistraining forms part of abigger picture that includes on call trandators
and the use of basic question cards by first response crews. He provides a number of very
graightforward examples that clearly illustrate how ignorance of other cultures' attitudes can
very easly frustrate norma operationa activity and successin building rdationships within a
community.

Kemper (1998) writes from a globd training perspective. She seesthat skills we have
relied on in the past are no longer adequate. She believes that the ability to adopt methods and to
work effectively in across-culturd or multicultura setting has become critical.  She reports that
quite often the effect of culture on training success is il often redlised only after awake-up cal
or experience of culture dash in atraining setting.

Johnson and O’ Mara (1992) describe diversity training in alarge utility company of some
27,000 employees where a strategy employed was to develop diversity trainersinternaly which
had a number of benefits. The company sees that managing diversity is the right thing to do, and
makes good business sense by creating better customer service, improving its public image and
boosting consumer confidence and credibility. The company has what appearsto bea
comprehensive customer service program that meets the needs of people of different ethnic
origins. The company’s approach has been recognised by the United States Department of
Labour.

Payne and Mobley (1992) describe the significant potential and redlity of backlash or

resstance to diversity training. They provide avery useful table (p. 47) that lists twenty issues
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that can foster resistance to such training. They aso offer a number of srategies for success: get
management aboard, involve employees, work from an inclusive definition of diversty, use well
qudified professonds as trainers, acknowledge res stance, let experience be the teacher, affirm
the value of trainees experience, put an end to the PC (Politically Correct) police, be clear on
business connections, laugh, smile and enjoy, follow up, co-facilitate, create an open atmosphere,
keep up with new developments and integrate specid topics.

Nelson et d (1991) found that ethnicity aong with membership of rura or urban
communities were variables in regard to citizen preference for obtaining threat — relevant
information and preference for participation in the process of community emergency
management. Thalr findings were specific and highlighted the need to investigate particular
ethnic group preferences prior to delivery of education / information programs or requests for
participation.

Duguay (1996) summarises key information from areport titled “Cultural Diversity and
Disagter”, published by the University of British Columbia Disaster Preparedness Resource
Centre for Emergency Preparednessin Canada. This information lists a number of facts and
advice items that support information found in other literature. The facts and advice are
comprehensive and sraightforward and would be useful information for any emergency services
to reference.

Paumbo (1994) examines the impact of culturd diversity training within the Chesterfidd
Fire Department. An unexpected result was that 66% of survey respondents perceived that this
training did not assst them in deding with the public / cusomersthey serve. A number of

recommendations are provided which would address this result.
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The Audrdian Bureau of Statigtics (1993) found that 17.4% of the population in
Audrdiaaged five and over live in homes whose firg language is other than English. This
breaks down to 28.8% of the population in Melbourne. Appendix A breaks down the size of the
Victorian community spesking alanguage other than English. Appendix B displays the lack of
English proficiency within nominated ethnic groups. Appendix C compares the top 10 countries
population by birthplace againgt settler arrivals.

Adult Multiculturdl Education Services (1999) provides an evauation of apilot culturd
diverdity training program held at one fire gation. A number of useful suggestions were
provided by participants. Thethrust of the evauation is very positive. One participant reported
now engaging loca Vietnamese in conversation in shops, something he had not previoudy done.

The literature summarised offers avariety of information to assst in obtaining results for
the research questions. It offers the learnings of others which can be matched or contrasted with

findings of procedures used to achieve results from the research questions.

PROCEDURES

Definition of Terms

Project Charter A document format developed by the MFESB to capture key information

about a planned project that will dlow decison makersto sgn off.

MFESB Metropolitan Fire & Emergency Services Board
MFB Metropolitan Fire Brigade
NESB Non English Spesking Background

Research Methodology

The desired outcome of the research was to develop a project charter for the implementation of

culturd diverdty training of MFESB Staff to be better able to ddliver existing and planned
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services to an ethnicaly diverse population. The research was historical research which
consdered the available literature and existing organisationa reports and drategiesin order to
understand the current Situation in the MFESB and its environment.

The research was dso action research in terms of using current understanding and results
of research questions to inform the development of a project charter that can take the initiative
forward within the organisation. Demographic information contained in Appendixes A, B and C
was found as aresult of historica research and used in the development of the project charter to

be found in Appendix D.

Assumptions and Limitations

The literature that related to culturd diverdty training focused on the community or
customer was limited. The organisational support for such aproject is assumed given political

sengtivity of the chdlenge.

Action Research Steps

The following action research steps were sourced from the Nationd Fire Academy’s
Executive Development course student manua (Nationa Fire Academy, 1997).

a) Recheck problem statement for clarity and comprehensiveness.

The problem is very clear in that there is a management assessed and staff assessed need
for culturd diversty training. It is comprehensive in terms of the charter addressing the
key organisationd information needs to accept the charter and move forward.

b) Establish broad godls.

The purposeisto develop a project charter for the implementation of culturd diversity
training within the MFESB.

C) Conduct a gituationa analyssinduding influencing focus.




d)

f)

o)

h)

13

Thisandyss can be found in introduction background and literature review. A

gtuationd force fiddd andlyssis provided here.

Assisting Forces Resisting Forces

Political environment - Apathy of gaff

CEO support - Lack of project management time
Budget availability

Useof pilots

Union briefing

Qudity of training to be sourced

Define and prioritise srategies.

The project charter and follow on action plan will capitalise on assisting forces and
minimise impeding forces where appropriate. (See Appendix D).

Set objectives.

Set in project charter available at Appendix D.

Devedop sep by step action plans for accomplishing each objective.

Set in project charter to the extent appropriate for extended tria in 10 workplaces.

Implement the plans— monitor for timely completion

Not applicablein thisresearch. Implementation will occur in next phase. Pilot & onefire
gation completed on time.

Evduate outcomes.

Externdly evaduated as discussed in literature review.
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A number of specific processes were used to address each research question. These
processes were chosen pragmatically given the basic nature of the research was action research
to achieve a pecific outcome.

Research Quedtion 1. What culturd diversty training have other fire services or

organisations provided to their steff?
Use of literature review, saff discussion, review of Fire Servicestraining program
directory.

Research Quedtion 2. What are the benefits of culturd diversty training for Saff in

organisations?
Use of literature review and professiona judgement accessing experience of previous
service ddlivery to NESB groups.

Research Question 3. What potentid problems exigt for the MFESB if such training is

not undertaken?

Consderation of literature review, assessment of Government policy / palitica climate
and professiond judgement accessing experience of previous service delivery to NESB
groups.

Research Question 4. What indicatorsin the MFESB community show the need for such

gt traning?

Anaysis of available demographic dataand professond judgement.

A limitation of these proceduresis that accessing the organisation’ s experience in service
delivery to NESB groups had to be limited to drawing on persond and some key staff’s
experiences. These experiences and consequent learnings had not been documented as a

result of insufficient resources and a priority on action.
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RESULTS
A Project Charter developed for the purpose of introducing cultura diversity training

within the MFESB is shown in Appendix D.

Answers to Research Questions

Research Question 1. The literature provides a number of different examples of culturd

diversty training in organisations. These range from a small fire department (La Russo, 1993) to
alarge private sector utility (Johnson and O’ Mara, 1992). The MFESB has piloted such training
at one gtation (Adult Multicultural Education Services, 1999). The programs described are well
structured with clear outcomes and have been evaluated to some degree. They dl focus on the
areathisresearch is directed towards, that being the development of staff to better meet the needs
of the organisation’s community or customer base. Staff knowledge provided information that
two sister emergency services, Police and Ambulance, in Mebourne did in fact have programs
worthy of reference but not published in the literature.

Research Quedtion 2. The benefits of culturd divergty training are generdly pogtivein

the literature including the authors cited above. Paumbo (1994) is an exception in that the
evauation of the target audiences perception of such training in degling more effectivey with a
amdl fire department’ s community was found to be negative.

The benefits of such training include enhancing the organisation’ s capacity to deliver
services such asfire safety education, firefighting, emergency medica response and improving
the effectiveness of partnership gpproaches to emergency issues within the community.

Research Question 3. The problemsthat exist for the organisation if such training is not

undertaken include politica scrutiny, less effective service ddivery outcomes, reduced standing

and public image in the community. One clear danger isatrigger point such as cultura conflict
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in an area of service delivery could occur resulting in negative outcomes for the organisation and
the community. Thisinitiative is proactive and intended to prevent problems occurring. The
organisation wants to become more community and partnership focused inits activities. Such
training will provide gaff with the skills and most importantly attitudes to foster those outcomes.

Research Question 4. The indicatorsin the MFESB community that demondtrate the

need for culturd diversty training are found in two main aress. Firdly, the Augtraian Buresu of
Statidtics census datais discussed in the literature review and reflected in gppendixes A, B and C.
A key fact istha 28.8% of Mebourne s population live in homes where English is not the first
language spoken. Secondly, the experience of the organisation in ddivery of existing programs
to NESB groups has seen an assessment by activity leaders and managersinvolved that such
training of staff would add consderable vaue to existing service delivery. This assessment
included the learnings achieved by informa discussons with training providers. 1t hasaso

raised awareness of the firefighter ddiverers, of what they don’'t know, hence leading requests
from firefighters for training.

The outcome of the action research is contained in Appendix D. It isaproject charter,
that provides the organisation with key information about a project to the extent that an
appropriate project sponsor can sign off. 1t contains information about the proposed project
including asummary, arationde, basic timing, budget, success factors, background, congtraints,
assumptions and reporting requirements. This Project Charter gpproach is new for the

organisation at thislevel and this project is bench testing the process.

DISCUSSION
The outcome of the action research has been developed using appropriate results from the

research questions. The project charter isameans of achieving support within the organisation



for development and implementation of an action / implementation plan to make the initiative
happen.

The literature review discovered examples of culturd diversity training unknown to the
MFESB. Discusson with staff identified two programs being ddlivered within Mebourne to
Police and Ambulance services that can be followed up in detail in the program devel opment
phase.

The literature review discussed a number of benefits of this training ranging from smdll
fire departments to alarge scde utility. These benefits match the understanding derived from
accessing our higtorical experience and informa discussions over time with cultura diversity
traners. There was aclear difference described by Palumbo (1994) where 66% of respondents
to asurvey sad thet the training did not assist them in dedling with the public / customers they
serve. Kirkpatrick (1979) offersamode of training evauation based on four levels. These
levelsare; 1. Reaction, 2. Learning, 3. Behaviour and 4. Results. | suspect that the way the
guestion was put in the survey had respondents respond at the results level. 1 suspect that the
survey was not broad enough in scope or of sufficient depth to provide sufficient detato come to
such an unqudified conclusion. In any event it raises the critica question of ensuring training is
matched to identified need which research question four attempts to address. It dso raisesthe
need to ensure a sustainable evaluation processis put in place for the forthcoming program.

The literature does not focus explicitly on problemsfor organisations if such
development is not undertaken. It does focus on benefits and hence implies that the benefits are
only atainableif this organisationa development occurs. The results identify political scrutiny
as an issue which results from being sengtive to the externd environment. Other problems

identified include reduced public sanding and less effective service delivery. These problems

17
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would be difficult to measure. This organisation is seeking to be pro-active on theissues. Asyet
there has been no ‘trigger’ to action and we are seeking to develop the organisation’s
competency in this areato better and more effectively meet our misson of meeting the
community’s need for protection of life and property.

The literature review provides substantial demographic information about the Me bourne
community. Thisinformation matches our experience of service ddivery and professond
judgement that indicates the need for such training. The pilot a Richmond Fire Station provided
information that the training was needed. This means that we need to communicate the need as

part of our communication strategy in the implementation plan.

RECOMMENDATIONS

1. That the project charter developed be taken forward formally within the MFESB o that
gpprova can occur for an action plan and implementation phase to occur.

2. That the content, structure, methodology and delivery of smilar programs within Police
and Ambulance services be examined prior to findisation of MFESB course content.

3. That dependent on feedback on success of programs within Police and Ambulance
services that concerned providers be invited to tender.

4, That the developed MFESB course be the subject of an evauation that encompassesthe
four levels of evaluation described by Kirkpatrick (1979).

5. That the pogtive benefitsin terms of public image and enhanced service ddivery bethe
subject of measurement to the extent that isrediticaly possble.

6. That gppropriate multicultural community and political representation be included in the

program’s communicetion strategy.
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That the communication strategy include reports of the positive pilot program to

encourage voluntary participation

That other researchers focus efforts on evaluation and as rigorous as possible
measurement of benefits as the literature shows a need for increased research in thisarea
and such information will be useful in generating support for funding of organisationd

development around culturd diversty issuesin other organisations.
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APPENDIX A

Size of Victorian community Speaking a Language other than English in the
Home

Top 12 — Total People

‘000 %
1. ITALIAN 178,907 18.9%
2. GREEK 132,475 14.0%
3.  CHINESE LANGUAGES 60,700 6.4%
4.  VIETNAMESE 39,608 4.2%
5. ARABIC (including Lebanese) 34,869 3.7%
6. GERMAN 36,136 3.4%
7.  MACEDONIAN 31,009 3.3%
8. MALTESE 27,733 2.9%
9. CROATIAN 24,184 2.5%
10. SPANISH 23,669 2.5%
11. TURKISH 23,610 2.5%
12. POLISH 22,373 2.4%

Source: Australian Bureau of Statistics (1993).




APPENDIX B

Lack of English Proficiency within Ethnic Communities

VIETNAMESE 47%
KHMER 45%
JAPANESE 35%
RUSSIAN 32%
KOREAN 31%
BURMESE 28%
TURKISH 28%
THAI 28%
PORTUGESE 27%
CHINESE 26%
ROMANIAN 26%
SPANISH 24%

Source: Australian Bureau of Statistics (1993).




APPENDIX C

TOP TEN COUNTRIES POPULATION BY BIRTHPLACE (1991)

SETTLER ARRIVALS 1991 — 1994 ALL PEOPLE

VS

24

1991 91 - 9%4
1.  UNITED KINGDOM & IRELAND 27.1% 13.7%
2.  NEW ZEALAND 6.7% 8.6%
3. ITALY 6.2% 0.3%
4.  YUGOSLAVIA 3.9% 4.6%
5. GREECE 3.3% 0.3%
6. VIETNAM 3.0% 8.2%
1. GERMANY 2.8% 0.8%
8.  NETHERLANDS 2.3% 0.3%
9. CHINA 1.9% 3.6%
10. PHILIPPINES 1.8% 5.5%

Excluding Australian Source: Australian Bureau of Statistics (1993).




APPENDIX D

PROJECT CHARTER

PROJECT TITLE: CULTURAL DIVERSITY TRAINING IN THE MFESB

Cultural diversity is a simple phrase
representing a complex combination of factors
with which we are born and which we acquire in life
that create our individual sense of identity.

Building intercultural relationships requires an understanding of cultural
differences in perceptions, values and behaviour. As a service provider, the
MPFESB has identified a need for greater understanding of its culturally
diverse clients in order to better serve them and, in the process, further
develop good community relations.

1. Project Sponsor: CEO Mr B. Solly

2. Project Leader: = Commander T. Hunter
3. Project Client: MFESB

4. Project Summary:

What:

Theam of this program isto deliver culturd diversty training to dl MFESB gt&ff.

Expected project outcomes include increased staff awareness in relation to the changing needs of
Mebourne s multiculturd community, in an effort to improve the qudity and effectiveness of
the Brigade' s customer service.

Why:

To develop:

- A gregter undergtanding of the benefits and difficulties arising from diversity of cultura
programming.
An increased awareness of how our own cultura programming influences intercultural
relaionships and communication styles.
Coping mechanisms in order to minimise cultura conflict.
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When:

Implementation of Stage 1 — a pilot program including program devel opment, marketing,
delivery at 10 diverse work sites and evauation with recommendations — June, 1999.

Implementation of Stage 2 — Program ddlivery over remaining worksites — June 2000.
How Much:

The budget for the pilot program, to be implemented before June 1999, is $25,000. Thisincludes
the following:

Program devel opment costs

Basic communication brochure

Delivery of 10 sessonsto diverse workplaces
Evauation report and recommendations

5. Critical Success Factors
Critical Success Factors Measure
Full workforce participation - Workforce requests for further training
Demondtrated executive committee - Zone support
support as an organisationd priority - Business plan achievement (community
Support of workforce gatekeepers safety modd)
Inclusion in zone business plansfor
implementation (eg. Attending a st
number of multiculturd events)

6. Background

In 1997, the Fire Prevention Department of the MFB developed a Fire Safety Education Strategy
for People of Non-English Backgrounds which was formally supported and endorsed by Brigade
Executive. The am of the policy document was to

raise avareness among Brigade employees of the nature and scope of the multicultura
community served by the MFB
identify current strategies being undertaken to meet the fire safety education needs of these

groups
make recommendations for further action in this area

The document identified that close to 30% of the population of metropolitan Melbourne speeks a
language other than English asthe first language a home. ABS datistics would aso confirm
that there are over 130 different languages and dia ects spoken and that the nature of theseis

congtantly changing.



Since that time a number of successful initidivesin providing quaity community safety
information and Education have been devel oped, implemented and evauated. These include:

» I FLAMES, Better English through Fire Safety, ajoint initiative of the MFB and AMES
(Adult Multicultural Education Services, Victoria)

» ] SAFE a& HOME, ajoint initiative of the MFB and the Roya Children’s Hospitdl SAFE
Program

» [ The use of bi-lingua staff to assst in delivering fire safety education to their community
group

» [ Theimplementation of the Commonwealth Government’ s Language

Aswell, anumber of platoons have been active themsalvesin seeking to better serve the needs of
their locd ethnic communities. This hasincluded the study of a number of community

languages at relevant stations, such as Turkish at Broadmeadows, Cantonese at Burwood and
Vietnamese a Richmond and number of Western Zone Stations.

A number of platoons have dso voluntarily undertaken a Cultura Diversity Course delivered by
AMES to raise their awareness of a number of culturd, socid and religious issues which come to
the fore when multi cultures meet. This heightening of awareness has become increasingly
relevant with the adoption of the Brigade' s Emergency Medical Response role, which will see
firefighters as the first on scenein time critical medica emergencies.

Although the introduction of srategies and programs rdevant for multiculturd Mebourne began
asanissuefor the Fire Prevention Department, it is becoming increasingly obvious that meeting
the needs of our multicultura community is an organisationa issue and must be an integra part
of the Brigade's Community Safety Modd.

It istherefore seen as valuable that al employees of the Brigade, operationa and non
operationa, be required to undertake some form of cultura diverdty training so that in their
respective interaction with the community we serve they are better able to understand these
cultures and are able to offer amore effective service.

7. Key Project Constraints

Zone support

UFU support

Workforce reaction

Need for an effective communication strategy:

- Accurate flow of information to the workforce through the implementation of an
information pamphlet / Firevison

- Zoneto facilitate awareness and preparation of the workforce to participate

8. Key Project Assumptions

That the workforce acknowledges a need for training in the area
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That these training programs will be step forward in operationd personnd better serving the
needs of the community.

0. Reporting Requirements
Monthly Report a
Exception Report (Milestones) a
Completion Report Q

10. Project Client Approval
Department:
Signed:

Date:
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