
 
 

Group Diversity & Inclusion Policy 

 

1 Overview 

The ASX Corporate Governance Council has issued the 3rd Edition of its ‘Corporate Governance Principles 

and Recommendations’. This policy endorses these recommendations, and uses them as the minimum 

expectations for our organisation.  

 

Through this policy, NAB aims to continue our objective to be a leader in and advocate for diversity and 

inclusion. We also seek to continue integrate diversity and inclusion into the way we work, and how we 

do business. 

 

It is critical that we attract, recruit, retain and develop the best talent. We cannot afford to ignore a 

segment of the talent pool – whether we are talking about women, mature workers, people with 

disabilities, indigenous Australians, recent migrants or graduates. New market-leading ideas and 

perspectives require new thinking and we believe a diverse and inclusive workforce is the key lever 

behind such thinking. For NAB, diversity also means having an employee base which matches the 

geographies, customers and communities within which we serve. 
 

 

1.1 Definition  
 

It is not sufficient to bring together a diverse mix of people; it is about having a culture (and leadership) 

that encourages all employees to reach their full potential in the workplace. We already have a diverse 

workforce comprised of different people with different experiences.  At NAB we define these differences 

to include age, gender, disability, ethnicity, marital or family status, religious or cultural background, 

sexual orientation and gender identity. Diversity does not address how these different people function 

or work - this is inclusion. Inclusion enables us to strive to have all people respected and valued, not just 

for their abilities, but also for their unique qualities and perspectives. It is inclusion that promotes 

diversity of thought. 

 
 

2 Policy Principles 

2.1     Diversity = Strong Business Performance 

 

• To continue to be a relevant, adaptive and innovative organisation, we must leverage the full 

potential of all our people. A culture that embraces individual differences in all its forms will 

enable us to do this through diversity of thought. 
• Our intent is to develop and maintain a workforce at all levels, including senior management, 

which reflects the diversity of the customers we serve, and the communities in which we 

operate. This simply makes commercial sense. 

• Inclusion must be a part of who we are – there is no full stop and no end to this pursuit. 

 
 

2.2     How We Respond 
 

Consistent with our NAB Values, particularly to ‘Do the Right Thing’ and ‘Respect for People, we 

will: 

• Emphasise the accountability of our leaders to foster an inclusive culture where individual 



 
 

difference is understood, respected and valued. 

• Achieve greater gender diversity – particularly in the senior levels of our organisation through 

the development of measurable objectives. The Board evaluates these objectives annually and 

critically assesses our progress. 

• Continue to promote flexible work practices that support the requirements of an employee’s 

role, the needs of the business and the way an employee lives. 

• Develop recruitment protocols that eliminate bias – whether it is real or perceived. This 

includes recruitment and selection processes (including promotions) at all levels that are 

appropriately structured so that a diverse range of candidates are considered. 

• Implement recruitment and selection processes, including our talent pipeline and succession 

planning, to promote and develop a diverse workforce of qualified people from diverse 

backgrounds and across the age spectrum. 

• Implement programs to assist in the development of a broader, more diverse pool of skilled and 

experienced employees that, over time, will prepare them for more senior roles. 

• Deliver fair and equitable performance management processes. 

• Determine the remuneration for women and men undertaking work of equal value considering 

length of service since last increase, previous increases, position in range, internal relativities, 

performance, employment status, relevant market considerations and pay equity as outlined in 

our Enterprise Agreement.  

• Understand the reasons for resignations. 

• Evaluate our diversity and inclusion position, both internally against our targets and against 

appropriate external benchmarks. 

• Foster a working environment free from discrimination, harassment, vilification or victimisation. 

 

2.3     Our Commitment   
 

At NAB, we will: 

• be a diversity leader and advocate; 

• integrate diversity best practice into the way we work and how we do business; 

• invest in building capability among our people leaders to support and foster diversity, inclusion 

and flexibility; 

• continue to meet or exceed our legal and regulatory obligations in relation to equal opportunity, 

diversity and inclusion, wherever we operate; and 

• be recognised externally as an organisation that exemplifies diversity and inclusion in action. 

 

3 Contact Details 

People Team 

Kate Dee: GM Talent, Leadership and Culture  

0475 830 604 

Kate.Dee@nab.com.au 

 

 

4 Related Policies & References 

• ASX ‘Corporate Governance Principles and Recommendations 3rd Edition (March 2014) 

• Group Discrimination & Harassment Policy 

• Workplace Bullying Procedure 

  


