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This one day event was attended by 50 people from across the Disability sector. The following is a summary of the Evaluation forms completed at the conclusion of the event.
40 evaluation forms were returned (80%)

Q1.
Did this event provide the information that you had hoped for?
· Yes - 37
· No – 1
· Unsure – 2
Q2. Which aspect of the information provided today will practically assist you in your role at work?

· Knowledge that New Australians face. Change dynamic until acceptance.
· I feel it will help me to take a step back and really watch behaviours and monitor new staff levels of understanding and assist them to feel comfortable.

· Better understanding of cultures
· Different gesture made by different cultures

· The awareness and information that I can use in my role as a coordinator, so I can mentor staff with issues that need to be resolved.

· By working through Hofstede Cultural Framework in groups I became aware of the subtle issues/rather than the obvious issues we face in the work place. Strategies can be implemented early.

· Relating to a new resident in Australia.

· Understanding cultural adaptation

· To think more about how I ask people to do things. I will clarify more and not expect the person knows what has been asked.

· Further develop the employability skills handbook for our organisation.

· I found the whole session and info given, very helpful and most will assist me to support others from different culture(s)

· Staff training in cultural awareness

· Review slang words /approach, booklet handout (guide for orientation improvements), understanding of disability sector problems
· Formalisation of some of the issues faced by CALD applicants/employees.

· Cultural differences

· All awareness of cultural issues
· Acculturation

· A (new) understanding – particularly of the process of cultural adaption

· Understanding difficulties that people face.

· Understanding unconscious/conscious competency section.

· Acculturation – thinking about accepting (better)

· More aware of potential issues, better understanding of the work place environment, be able to identify hidden issues.

· The ongoing support needed for CALD employees. The idea that the emphasis is on supervisors/managers to put the extra work in to assist the employee. Matching employee to the night client.

· Concept of having to treat someone differently in order to treat them equally. Awareness of ‘unconscious incompetence’ > ‘unconscious competence’ 
· Group activities

· Hofstede framework

· All information relevant. Really got me thinking about cultural shock stages.

· To know more about different cultures and issues related to CALD backgrounds. 

· Strategies for implementing and understanding of cultural diversity in the work place
· To get to know who the people in my workplace cultural differences to better understand them.

· Insight into the way we as Australian’s are perceived by others. ‘Blunt or even rude’

· Understanding of diversity and cultural needs

· Found out more about other cultures. small power – big power

· Understanding unconscious incompetence recognising a yes is or may be a cover up to be open minded. 
Q3. What did you find most useful from today’s event?

· Listening to input from others
· Open discussions and practical examples. Developing an understanding of the difficulties experienced by people from other cultures when entering the Australian workforce.

· The group activities

· Information – discussion

· The diversity in workplaces and how they have problem solved

· Hofstede’s cultural frame work and the communication info.

· Better understanding of cultures

· The culture day – very informative, information I can use.

· Hearing experiences from employees. Learning about  acculturation and the cultural framework

· All of it

· The awareness of looking at things differently

· Address the gap for CALD support workers

· Everything

· All of it

· Opportunity to discuss in small group situation. Realisation that our organisation does embrace support workers from CALD

· Conversation between the groups

· Understanding unconscious/conscious competency section

· Looking at cultural framework

· Share experience / reflect on our work places, staff etc…

· Discussion and resource book
· Strategies on how to retain these staff. Networking.

· Everything

· Theory with understanding

· The openness of the discussion from the group in all the exercises/activities

· The acculturation process

· Group activities, interaction and group feedback. Shock. Unconscious incompetence, conscious incompetence.

· Everyone’s input to workshop

· Listening to group ideas, comments and participation in group activities.

· How enormous my own knowledge deficit is/or was – regarding cultural issues. I am now better equipped to tackle or help solve confronting issues. 

· Reinforced the understanding that Australia is very much a melting pot of different realities that needs lots of attention to keep it right.
Q4. Were there opportunities for you to engage/ask questions?
· Yes – 39

· No – 0

· Unsure – 1

Q5. Can you suggest improvements for the future training events?

· No it was well structured.

· The training day was great. It would be of great benefit if this was incorporated within our companies training orientation.

· Dolly should approach big organisations, that this is incorporated into the orientation and induction.

· Respect from audience that when a person is talking – others listen.

· To recognise that Australians can be negative toward workers from CALD backgrounds. This is supported by family background and media stereotyping and political statements.

· Have someone who has a disability to talk to groups.

· Look at people from other countries (who speak English)

· Everything is pretty much organised. Everything is on track.

· Do more work in groups based in examples (helps us to visualise the scenario)
· More clear strategies. Examples of how to address problems in workplace.

· Tell everyone to turn phones off! Suggest some ground rules – seems ridiculous but some people need to be told that it is rude to speak when someone else is.

· More information, less group work.

· I wish HR was at this session also.

· Involving support staff in the cultural diversity training.

· Case studies to problem solve. Pre reading ie. Booklet to be discussed.

· More about strategies

· Passive self defence

· Yes – in Hofstede examples Australia is high MAS. So question should have been about ‘CALD from low MAS moving into team with high MAS’. The actual example was the other way around. However our sector is probably more low MAS or at least many perceive it to be so, although I’m not really sure.
Q6. What topics would you like to see presented at future disability training forums?

· More detail on strategies to reinforce the concept and practice of substantive equality.

· Supporting residence that experience difficulties in having support works from different cultural backgrounds.

· Behaviour management, passive self defence
· General disability, conditions knowledge, information.

· Behaviour management

· Passive self defence

· More advice on how to integrate different cultures

· Induction training, disability services training

· Perhaps a hand-out on different acceptable/non-acceptable social/religious practices and moves from various countries around the world. ie. Bowing – Japan, kissing – France/Italy etc. and more about saying ‘yes’ as a cultural requirement and how we can deal with it.

· Recruitment of DSW when times become tougher, finding skilled staff – staff shortage.

· How clients/residents feel about knowing people from different places/countries look after them.

· Reflect on managers/supervisors understanding and expectations in regards to the whole sector. (I think this is where most of the issues start)

· Little bit about Australian culture.

· How to implement specific strategies

· Could we have templates of organisations training programmes. i.e. Able to adopt to our own organisation.
· Acculturation process in more depth – for outcomes and to get over this. ‘strategies to value people’

· More information on cultural diverse staff in relation to clients.

Q7. Was the venue suitable for this type of event?
· Yes – 39

· No – 1

