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2021 EMPLOYER PARTICIPATION DETAILS 

 
EMPLOYER / ORGANISATION DETAILS  
Organisation Name: The Department of Home Affairs 
Sector: Public/Government: Federal 
Employer Size (within Australia): Number of employees within Australia: >= 8,001 
Regional Employers Is your head office Regional? No 
Global Employers Do you have international offices: Yes 

Is your head office in Australia: Yes 
Contact Person for the Index: 
Please provide full contact detailsincluding 
postal address andpostcode. 
This is the person we should contact if we have 
any questions. Email results will also be sent to 
this person and hard copy participation 
certificates will be mailed to this person. 

Name: s. 22(1)(a)(ii) 
Position Title: LGBTIQ+ Lead, Diversity Officer 
Postal address (including postcode): 
People and Culture Division 
w/s 53080, Level 3, Orange Building 
5 Chan St Belconnen, 
ACT 2617 
AUSTRALIA 
Phone number:s. 22(1)(a)(ii) 
Email: s. 22(1)(a)(ii) @homeaffairs.gov.au 

 
NTERNATIONAL WORKPLACE INDEX PARTICIPATION 
Do you participate in any other 
workplace equality indices 
globally? 
Please delete those not relevant 

N/A 

EMPLOYER DETAILS: ALL ORGANISATIONS/EMPLOYERS MUST COMPLETE THIS PART OF THE SUBMISSION 
EMPLOYER DETAILS: PLEASE CHECK THAT YOUHAVE COMPLETED ALL DETAILS WITHIN EACH ROW OF THIS TABLE 
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INDUSTRY BENCHMARKS 
Participating employers will by default be 
benchmarked according to: 

• Sector: Public 
• Government: Federal 
• Employer Size 
• Awarded Tier Recognition 
• Global Employers 

 
All benchmarkingtables will be provided for 
comparison, but onlythose that reflect your 
dominant industry/business should be selected 
here. 

 
Please remove all that are not applicable or your 
core industry business. 

In addition to the Industries/Sectors listed in the 
column to the left, select the Industries most relevant 
to your organisation’s area(s) of focus: 

 
Please select a maximum of 4 industries:  

 
ϒ Aged Care 
ϒ All listed ASX Top 50 
ϒ Automotive: Wholesale and Retail 
ϒ Banking & Financial Services 
ϒ Community Services 
ϒ Computer Software 
ϒ Construction 
ϒ Disability Services 
ϒ Education (broader than Higher Education) 
ϒ Energy / Utilities 
ϒ Engineering 
ϒ Health & Wellbeing 
ϒ Hospitality 

ϒ Information Services Infrastructure 
ϒ Insurance 
ϒ Law Enforcement 
ϒ Legal 
ϒ Manufacturing 
ϒ Media & Entertainment 
ϒ Mining 
ϒ Operations Security 
ϒ Pharmaceuticals 
ϒ Professional Services & Consulting 
ϒ Property 
ϒ Rail & Logistics Transportation 
ϒ Recruitment 
ϒ Research & Development 
ϒ Retail  
ϒ Technology & Telco 
ϒ Tourism & Gaming 
ϒ Transport 
ϒ Are there any other industry benchmarks that 

you would like to see?: 

 
DISCLOSURE RECOGNITION 
Please select participation 
identification level at which we 
can identify you 
(Name and Employer Tier only, 
no scores) 
Please delete those not relevant 

We l i s t employers annually that reach each of the employer recognitiontiers withinthe AWEI, unless you choose to be anonymous. 
Some employers choose onlyto be identified should they reach a certain recognition tier. 

 
Select the recognitiontier at which you would like to be publicly identified: 

ϒ Only identify us if we reach Bronze Tier or higher 
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ADDITIONAL AWARD SUBMISSIONS 
Have you considered nominating someone for an LGBTQ Inclusion Award? 
Please list anyother LGBTQ Inclusion Awards that you are submitting for this year 
within the AWEI. This provides us with a cross-checkreference to ensure that all 
expected submissions are received. 

• Consider nominating a groupor individual for their extensive workin 
LGBTQ inclusion withinyour organisation 
• More than one nomination ineach category maybe received 

 
• Individual Nomination submissionforms canbe found here: 
http://www.pid-awei.com.au/submission-documents/ 

Award Nomination Categories: 
 

ϒ CEO of the Year Award: (insert nominee name/s) 
ϒ Executive Leadership Award: (insert nominee name/s) 
ϒ External Media Campaign Award: (insert nominee name/s) 
ϒ OUT Role Model Award: (insert nominee name/s) 
ϒ Network Leader of the Year Award: (insert nominee name/s) 
ϒ Sally Webster Ally Award: (insert nominee name/s) 
ϒ Sapphire Inspire Awardfor LGBTQ Women: (insert nominee name/s) 

 
NEGATIVE PRESS / COMPLAINTS DISCLOSURE 
• We have received negative press that has impacted our reputation as an LGBTQ inclusive employer 
• Formal complaints were lodged against us for LGBTQ discrimination, bullying or harassment (Fair Work Ombudsman, Human Rights Commission, Sex 

Discrimination Act) 
• We understand that up to 25 points may be deducted from our score ifwe havereceived a significant amount of negative press regarding ananti-LGBTQ incident 

where our organisation was responsible and insufficient actionwas taken to rectify this. 
 

In relationto the above (maintainingrequired confidentiality), please broadly outline your course of action or response/outcomes of any complaints lodged: 
 

N/A 

 
ACCURACY STATEMENT 
We confirm that at the time of submission, details provided for all questions identified withinthe three submissiondocuments are true andaccurate. We understand 
that should any claims be foundto be false, points andrankings willbe adjusted accordingly. 
Name of person signing off accuracy  s. 22(1)(a)(ii)  

Position within organisation: Acting Assistant Director, Culture, Diversity & Inclusion Section, Department of Home Affairs 
Contact Email:  s. 22(1)(a)(ii) @HOMEAFFAIRS.GOV.AU 
Contact Phone:  s. 22(1)(a)(ii)  

2021 STANDARD EMPLOYERAWEI 
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COMPLETE LIST OF ATTACHMENTS: 
- S1.07 – (a) Department of Home Affairs Writing Style Guide (Appendix A Extract - Inclusive Language) 
- S1.10 – (a) Benestar Marriage Equality 
- S1.10 – (b) Benestar Finding Strength in our Sexuality 
- S1.10 – (c) Correspondence with Benestar Clinician regarding LGBTIQ+ teens 
- S1.12 - (a) Gender Affirmation in the Workplace – Factsheet 
- S1.12 - (b) Gender Affirmation in the Workplace - Factsheet - Attachment A Questionnaire for Managers 
- S1.12 - (c) Gender Affirmation in the Workplace - Factsheet - Attachment B Gender Identity Affirmation Plan 
- S1.12 - (d) Gender Affirmation in the Workplace - Factsheet - Attachment C Team Communication Template 
- S1.20 – (a) LGBTIQ+ Lead PDA 2020-21 
- S1.21 – (a) Diversity Champion brief for ABF Diversity Champion Dr Bradley Armstrong 
- S1.22 – (a) Statement of Commitment – Workplace Diversity and Inclusion 
- S1.22 – (b) Future Ready 
- S1.22 – (c) ABF Realising our Full Potential (2020-2025) 
- S2.02 – (a) LGBTIQ+ Action Plan 2019-2022 ‘A Plan for Pride’ 
- S2.02 – (b) LGBTIQ+ Implementation Plan 
- S2.03 – (a) Email to managers and SES promoting AWEI survey completion 2020 
- S3.09 – (a) LGBTIQ+ Staff and Allies Network Terms of Reference 
- S3.12 – (a) ‘Welcome to the Department’ Automatic Diversity Email 
- S3.15 – (a) Top Tips to Be a Trans Ally 
- S3.15 – (b) Five ways to be an LGBTIQ+ Ally 
- S3.15 – (c) LGBTIQ+ Staff and Allies Network Members Welcome Pack 
- S3.20 – (a) Advice to Recruitment on using title ‘Mx’ 
- S4.21 – (a) Days of Significance – Notices and Posts to Educate and Celebrate 
- S4.24 – (a) Individual LGBTIQ+ Inclusion Work Recognition – ABF Australia Day Awards 2020 
- S10.43 – (a) Ready to Lead – Lesson Plan Leading Culture Part II D&I 
- S10.43 – (b) Ready to Lead – PowerPoint Leading Culture Part II 
- S10.43 – (c) Ready to Lead – Assessment 2 Leading Culture 
- S10.43 – (d) Ready to Lead – Program Outline 
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2021 STANDARD EMPLOYERAWEI 
SECTION 1: STANDING SUBMISSION 
This section pertains to LGBTQ inclusionwithin organisational policies and practice. 

 
The Standing Submission includes: 

HR Policy & Diversity Practice: Standard practices within HR Policies andexplicit LGBTQ inclusion within them; including third party policies 
LGBTQ Bullying / Harassment & Support: Tracking and handling of potentialincidents andsupport for LGBTQ employees, should this occur 

Trans & Gender Diverse Inclusion: Explicit policy inclusion for trans andgender diverse employees; including leave, forms, titles and dress codes 
Strategic Focus: Accountabilities and role responsibilities for HR and Executive staff; external / customer facing inclusionpromotions 

 

 
Please provide the name and contact details of your Senior HR person: 

Senior HR Person:  s. 22(1)(a)(ii) , Acting Director, Culture, Diversity and Inclusion Section 
Contact Details (email / phone):  s. 22(1)(a)(ii)  

Should we require clarification/verification for any particular question within Section 1: Standing Submission, we will contact this individual. If this contact is not 
supplied, it may result in a loss of points for questions within this section. 

 
For further support and clarification: Please download the AWEI Scoring Guidelines or refer to the AWEI Tools and Support webpage. 

IMPORTANT NOTE: 
 

If you have submitted an AWEI last year, you may choose to carry over your point allocations within Section 1: Standing Submission only. 
 

• If you wish to carry over your entire Standing Submissionscores from last year, please leave Section 1: Standing Submission blank. 
(Recommended if you are satisfiedwith your previous scores and/or no further workhas been done inthis section.) 

• If you leave any questions blank within this section, we will not change the score from last year. 
 

OR: 

• If you wish to submit (or re-submit) for any question/s within Section 1: Standing Submission, please submit evidence for the individual question/s applicable. 
• If you submit evidence for any question, the evidence and score will be re-evaluatedbased only on the evidence supplied within this Submission (last year’s 

evidence will  not be referenced, so youmust re-submit all evidence requested). 
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STANDINGSUBMISSION: HR POLICY & DIVERSITY PRACTICE 

1. Removal of the terms: ‘Sexual Preference’ or ‘Lifestyle Choice(s)’ 
 

STANDING SUBMISSION: HR POLICY & DIVERSITY PRACTICE 
1.  Removal of the terms: ‘Sexual Preference’ or ‘Lifestyle Choice(s)’ 

FOUNDATION 
Max. 2 points 

We have conducted a review to ensure that any reference to ‘sexual preference’ or ‘lifestyle choice’ within our policy documentation, diversity references, on 
external facing websites and company intranet pages has been replaced with the words ‘sexual orientation.’ 

We have conducted a thorough review to ensure our terminologyis compliant with the above standards. 

Overall we meet the standards, however there are still legacy items accessible throughwebsite and intranet search functions which pull up documents from 2013 that 
use outdated language (primarilyfrom external sources and/or other Government departments). 

Work is being undertaken to either: replace these documents with updated versions that contain the appropriate language; or, if updated versions are already present, 
have theold versions removed. 

Additionally, a number of internal pages have been flagged for action as they still usethe LGBT or LGBTI acronym. In consultation withour staff andallies network, we 
have agreed to update our acronym references to LGBTIQ+to ensure we a rea s representative andinclusive as possible. 

Please see below for a screenshot of the review document, which contains the estimated completion level and clear detail on the page or document, the location, 
resource type, update progress and relevant comments. 
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Extract from Terminology Review Document: 
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2. LGBTQ Inclusivity within Policies and Benefits 
 

STANDING SUBMISSION: HR POLICY & DIVERSITY PRACTICE 
2.  LGBTQ Inclusivity within Policies and Benefits 

FOUNDATION 
Max. 2 points 

On our policy intranet pages (or upfront within our policy documentation), we have made it explicitly clear that all policies are inclusive of LGBTQ employees and 
their families (where families are included within policies/benefits). 

 
Please provide a screenshot or insert attachment of where you state the explicit inclusion of LGBTQ employees (and families where relevant) within policies/benefits 
(please do NOT attach complete policies). 

Our HR landing page for ‘Pay, leave and conditions’ contains a clear statement of explicit support for LGBTIQ+ staff and their families: 

“Culture, Diversity and Inclusion 

We are committed to buildingand valuing a diverse workforce that represents the community we serve. These policies, procedures and conditions are fully inclusive of all 
staff and their families, regardless of cultural background, race, ethnicity, disability, age, gender identityor sexual orientation.” 

 
 

Additionally, our Workplace Determination (WD) hub reiterates this message, displaying it alongside a list of key HR policies andprocedural instructions, andalongside 
factsheets whichsupport the WD, 
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Screenshot – HR Landing page - Pay, leave and conditions: 
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Screenshot: Workplace Determination Hub – HR Policies and Procedural Instructions: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
s. 22(1)(a)(ii)  
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Screenshot: Workplace Determination Hub – Factsheets: 
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3. New Parent Leave Inclusive of LGBTQ Families 
 

STANDING SUBMISSION: HR POLICY & DIVERSITY PRACTICE 
3.  New Parent Leave Inclusive of LGBTQ Families 

FOUNDATION 
Max. 3 points 

On our policy pages (or upfront within our family policy documentation), we explicitly communicate that our New Parent Leave (or equivalent) includes those who 
have children via surrogacy, adoption and foster arrangements regardless of employee gender. 

 
For full points, please identify: 

(a) If leave covers surrogacy and where the availability of this leaveis explicitly communicated for LGBTQ families 
(b) If leave covers adoptionandwhere the availability of this leave is explicitly communicated for LGBTQ families 
(c) If leave covers foster arrangement and where the availability of this leave is explicitly communicated for LGBTQ families 

All HR policies, procedural instructions, fact sheets andguidance material to support the Department of Home Affairs Workplace Determinationare permanently hosted 
on the HR ‘Workplace Determination’ intranet page. This is where our Parental Leave Policy is located. This page is accessed via the ‘Pay, leave and conditions’ landing 
page highlighted above in Standing Submission Item 2: LGBTQ Inclusivity within Policies and Benefits, whichclearlystates that these policies, procedures and conditions 
are fully inclusive of LGBTIQ+ employees and their families. 

The (draft) parental leave policydoes not explicitly cover (a) surrogacy, but does cover(b) adoption, and (c) foster arrangements, as well as supporting partner leave. 
Hypothetical example scenarios are also included throughout the policy, where onlynames – not genders – are used. Feedback has been provided to the business area 
responsible for developing the parental leave policy including how surrogacy might be includedandconsidered inthe draft policy. 

Screenshots of intranet access and excerpts from policy statements andare below. 

Note: HR policies, procedural instructions, fact sheets and guidance material to support the Department of Home Affairs Workplace Determination (WD) are currently 
under reviewas part of the WD implementation. The WD replaced all prevailing industrial instruments, including the Department of Immigrationand Customs (DIAC) 
Enterprise Agreement (EA), on 8 February 2019. All policies that supported andexplained the DIAC EA no longer apply, as they may not provide current information in line 
with the provisions under the current WD. The WD providesa single set of employment terms and conditions for all non-SES employees of our Department andthe 
Australian Border Force (ABF). 
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Accessing Policy Documents via the Workplace Determination page: 
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Excerpt from Parental Leave Policy: 
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Excerpt from Parental Leave Policy – Adoption/Foster Leave: 
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Excerpt from Parental Leave Policy – Adoption/Foster Leave (employee couple): 
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Excerpt from Parental Leave Policy – Supporting Partner Leave: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Excerpt from Parental Leave Policy – Unpaid parental leave (employee couple): 
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Excerpts from Parental Leave Policy - Definitions: 
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4. Travel Advice for Employees 
 

STANDING SUBMISSION: HR POLICY & DIVERSITY PRACTICE 
4. Travel Advice for Employees 

ADVANCED 
2 points 

We have travel advice and support available to our LGBTQ employees or employees with LGBTQ dependents shouldthey berequired to travel for work (e.g. cultural 
context, safety, LGBTQ matters in other jurisdictions). 

 
Please provide a copy of travel advice available. 

The Department provides travel advice and support to LGBTIQ+ employees regarding work-related travel requirements and LGBTIQ+ considerations withina specific 
country or region. A permanent landing pageon our HR platform includes accessible guidance and information around overseas postings andmissions. This page is also 
accessed via the ‘Pay, leave andconditions’ landingpage, whichas highlighted above in Standing Submission Item 2: LGBTQ Inclusivity within Policies and Benefits, 
clearlystates that these policies, procedures and conditions are fully inclusive of LGBTIQ+ employees and their families. 

From this page staff can navigate to the Overseas Posting Preparation Program and Overseas Long-term Posting Handbook. The handbook provides information to 
assist officers preparing for overseas posting, including considerations for LGBTIQ+ relationships and family members, directions for employees to contact their post for 
r specific informationandadvice regarding the local cultural context, laws and safety concerning LGBTIQ+ status in a particular region/s. 

The Department’s Overseas Conditions of Service Policy Statement covers family circumstances and recognition of relationships for work-related travel, and the 
Department’s Travel Policy mandates risk assessments for high-risk countries. 

Employees are advised inthe Overseas Conditions of Service Policy Statement to consult DFAT Travel Advisories (smarttraveller.gov.au) prior to undertaking travel. This 
website provides current information on safety and security, as well as other topics such as health issues, local laws and safety with regard to LGBTIQ+ status to assist 
Australians travelling or living overseas to make informed decisions when visiting a particular region/s. There is a page available with advice specifically for LGBTIQ+ 
travellers. 

Staff are able to access Border and Operations information on our internal intranet site. Although this page is primarilyfor the purposes of supporting visa officers to 
assess visa applications, it provides comprehensive information on key relationshipcustoms and laws across a significant number of regions (99 – a selection of which is 
captured below). For example, the landing page for Austria has anoptionto view ‘Austria relationship types’. The summary of key relationships for Austria provides 
information that same-sex relationships and transgender people are generally socially accepted and officially recognised. Incontrast, the summaryfor Poland indicates 
the different circumstances in this region. 
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Overseas Postings and Missions Landing Page: 
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Overseas Preparation Program Page: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

s. 47E(d)  
 
 

s. 47E(d)  
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Excerpt from Overseas Long-term Posting Handbook: 
(Family issues & recognition of LGBTIQ+ relationships in other regions) 
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Excerpt from Overseas Conditions of Service Policy Statement – Travel Advisories: 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Excerpt from Travel Policy – Risk Assessments:: 
 
 
 
 
 
 
 
 
 

s. 47E(d)  
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Excerpt from Overseas Conditions of Service Policy Statement – Recognition of relationships: 
 
 
 
 
 

s. 22(1)(a)(ii)  
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DFAT Travel Advisories Page – Advice for LGBTI Travellers: 
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Border and Operations information: 

Information by region (99): Information on region’s relationshiptypes – Austria: 
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5. Third Party Policies 
 

STANDING SUBMISSION: HR POLICY & DIVERSITY PRACTICE 
5. Third Party Policies 

ADVANCED 
Max. 2 points 

We have audited thirdparty service providers to ensure they align with our non-discriminatory policies/procedures, inclusive of LGBTQ people and their families. 
 

Please select all that have been audited, evidence only requiredfor one: 
☒  Superannuation 
☒  Death & TDP Benefits / Life Insurance 
☒  Travel Insurance 
☒  Healthcare (excluding EAP – Employee Assistance Programs – coveredelsewhere) 

 
Please select all that have been audited from the list above (clicking the check box will mark it as selected). Please also provide evidence for oneof the above, showing 
explicitly where LGBTQ inclusivity is stated. 

Senior representative from Culture, Diversity and Inclusion Sectionthat can be contacted, if required, to verifythat you have audited, or do regularlyaudit third party 
policies to ensure that they are not discriminatory and inclusive of LGBTIQ+ people: 

• s. 22(1)(a)(ii) , Acting Assistant Director:s. 22(1)(a)(ii)  
 

Evidence for: Superannuation 

The default superannuationfund for all new departmental employees is the Public Sector Superannuation Accumulation Plan (PSSap). We have a landing page on our HR 
platform specifically for superannuationinformation, which highlights the PSSap as the default fund. 

The website for the PSSapfund states intheir ‘benefits for customers’ page that they "exclusively serve current andformer members of the Australian Defence Force, 
government employees, and their families." The Product Disclosure Statements, andpolicy guidance on ‘Insurance andyour Super’, and ‘Tax and your Super’ utilise 
inclusive language regarding employee andpartner status. 

Finally, the Commonwealth Superannuation Corporation (CSC) has a clear Diversity Policy Statement which is inclusive of LGBTIQ+ employees (screenshots below, full 
copy accessible here: https://www.csc.gov.au/Members/About-CSC/Corporate-governance/). 
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Screenshot – location of superannuation information on HR intranet page: 
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Screenshot – PSSap website: Customer Benefits: 
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PSSap PDS – Insurance and your Super: 

R
e

le
a

se
d

 b
y 

D
e

p
a

rt
m

e
n

t o
f 

H
o

m
e

 A
ff

a
ir

s 
u

n
d

e
r 

th
e

 F
re

e
d

o
m

 o
f I

nf
or

m
at

io
n 

A
ct

 1
98

2 



Document 1 

P3a3ge 33 – AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more e mployees) – v1.1 – Doc. 1 of 1 

 

 

 

PSSap PDS – Tax and your Super: 
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PSSap – Product Disclosure Statement: 
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Excerpt from CSC Diversity Policy: 
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6. LGBTQ Inclusive Domestic & Family Violence Policy 
 

STANDING SUBMISSION: HR POLICY & DIVERSITY PRACTICE 
6.  LGBTQ Inclusive Domestic & Family Violence Policy 

ADVANCED 
Max. 5 points 

We have a Domestic & Family Violence Policy (DFV) that covers the following: 
(a) specific challenges and unique types of violence faced by LGBTQ communities 
(b) stated LGBTQ avenues of support 
(c) a statement that the policy explicitly covers LGBTQ people, partners and their families 

 
For full points, please provide evidence for all of the above. (Please only provide evidence specific to each of the above points, do not attach your entire policy.) 

Our main HR intranet page for DFV is inclusive of LGBTIQ+ staff. 

We state that our DFV policy explicitly covers LGBTIQ+ people, partners and their families, andacknowledge the unique challenges and types of violence faced by 
LGBTIQ+ communities in DFV situations. We clearly state LGBTIQ+ specific avenues of support (including Another Closet, and Say It Out Loud), and provide the Pridein 
Diversitypublication ‘LGBTI Domestic and Family Violence’ (2018) as a comprehensive resource for informationandsupport. Additionally, our DFV Contact Officers have 
specialist training in domestic andfamilyviolence to support them in their role. 

Additionally, staff canaccess the Peer Support Program and Peer Support Officer (PSO) Network. This program also has specific PSO for Pride and PSO for Pride Allies, 
who either identify as LGBTIQ+, or are experienced allies with a good understanding of LGBTIQ+ sensitivities and potentialareas for concern. They provide staff and 
officers of the Department and ABF a confidential, peer-to-peer service to address specific challenges related to LGBTIQ+ experiences. Further to this, all staff have 
access to the names of all PSOs, includingPSO for Pride and PSO for Pride Allies. The goalsof PSOs are to offer an empathic, non-judgemental listening ear; provide 
strategies and techniques to promote self-care; and facilitate or recommendpathways for professional or social support. See Section 1, Item 8: LGBTIQ+ Training for 
detailedinformation about this role. 
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HR intranet page for DFV includes specific mention of LGBTIQ+ support andresources: 
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Pride in Diversity LGBTIQ+ DFV Guide – Also hosted on our internal Social Media Page – Rainbow Jam: 
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LGBTIQ+ Specific Support Services: 
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DFV Contact Officer Network: (names blocked for privacy) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

s. 22(1)(a)(ii) 
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7. Communications on LGBTQ Inclusive and Offensive Language 
 

STANDING SUBMISSION: HR POLICY & DIVERSITY PRACTICE 
7.  Communications on LGBTQ Inclusive and Offensive Language 

ADVANCED 
max. 4 points 

We have developed targetedcommunications or public relations guides thatoutline how to reference LGBTQ communities in communications, articles, media, 
and/or advertising that: 

a) provide examples of both inclusive language AND language that is exclusive/offensive to LGBTQ people 
b) are available to all employees within the organisation 

 
For full points, please attach: 

(a) a copy of your guide that includes examples of both inclusive languageAND exclusive/offensive to LGBTQ people 
(b) details of how this guide is made available to employees 

The Department has a number of internal andexternal guides and resources available for all staff, which provide clear examples of inclusive language andlanguage that 
is exclusive/offensive to LGBTIQ+ people. 

 
The Department’s Writing Style Guide is accessible to all staffwithinthree clicks from the intranet home page. All employees are encouraged to use the writing style 
guide when developing any communications for the Department andthe ABF. This guide is designed to align with the Australian Government Style Manual, whichalso 
provides clear dos/don’ts withregardto inclusive language. This language guide is alsoaccessible within 3 clicks of the intranet home page. The LGBTIQ+ hub on our HR 
intranet page has easily accessible guidance available to all  staff about practicing inclusive language. 

 
Complete copies of the guide mentioned above is attached: 

- S1.7 - (a) Department of Home Affairs Writing Style Guide (Appendix A Extract - Inclusive Language) 
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Intranet page for writing style guides: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

s. 47E(d) 
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Appendix A of the department’s style guide provides clear inclusive and exclusive/offensive examples with regards to language, sex and gender: 
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Australian Government Style Manual: 
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LGBTIQ+ intranet hub– Practicing Inclusive Language tile: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

s. 47E(d)  
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STANDINGSUBMISSION: LGBTQ BULLYING/HARASSMENT & SUPPORT 

8. LGBTQ Training HR / Grievance Officers 
 

STANDING SUBMISSION: LGBTQ BULLYING/HARASSMENT & SUPPORT 
8. LGBTQ Training HR / Grievance Officers 

FOUNDATION 
Max. 3 points 

We have an internal formal HR/Grievance process whereby LGBTQ people can request or engage with: 
a) someone specifically trained in LGBTQ Inclusion; OR 
b) an ally who has a good understanding of LGBTQ sensitivities and potential areas of concern 

 
For full points, please confirm: 

(a) that all identified LGBTQ friendly Grievance Officers or first points of contact have either; undertaken LGBTQ awareness training or are experienced allies with a 
good understandingof sensitivities 

(b) where these LGBTQ aware/friendly grievance contact points can be locatedor requested for those seeking formal support 

The department is committed to creating a positive, respectful and courteous workplace. All staff are encouragedto upholdthe Australian Public Service (APS) Code of 
Conduct, Values and Employment Principles. There are a number of avenues through which LGBTIQ+ staff can request support, or engage with anallywho has a good 
understanding of LGBTIQ+ sensitivities and potentialareas of concern. Thesesupport services andfirst points of contact are all easily located on the department’s 
intranet and HR pages. They are: 

I. Peer Support Program and Peer Support Officer Network (including PSOs for Pride, and PSOs for Pride Ally) 
II. Mental Health First Aid Officer Program 
III. Harassment Contact Officers 
IV. Workplace Behaviours Team (WBT) 
V. Employee Assistance Program 
VI. ABF Speak Safe 
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Intranet page – Getting support at work: 
 
 
 
 
 
 
 
 
 
 
 
 
 

s. 47F(1)  
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I. The department’s Peer Support Program (PSP) is an 
initiative of the Mental Health Plan 2020. Staff canaccess 
the Peer Support Officer (PSO) network to get support 
from peers or colleagues. A PSO is a volunteer in the 
Department who is trained to recognise the indicators of 
stress andprovide relevant support or referrals. The goals 
of PSOs are to offer an empathic, non-judgemental 
listening ear; provide strategies and techniques to 
promote self-care; andfacilitate or recommend pathways 
for professional or social support. 

 
The Peer Support Program training was developed by a 
team of clinical psychologists who have extensive 
experience indeveloping and implementing training across 
a wide range of organisations. PSOs attendan intensive 
two-day training course, facilitated by a clinical 
psychologist. It equips them with the skills to support staff 
experiencing stress or those who have witnessed or 
encountered a critical incident. 

 
This program alsohas specific PSO for Pride and PSO for 
Pride Allies, who either identify as LGBTIQ+, or are 
experienced allies witha good understanding of LGBTIQ+ 
sensitivities andpotential areas for concern. They provide 
staff and officers of the Department and ABF a 
confidential, peer-to-peer service to address specific 
challenges related to LGBTIQ+ experiences. Further to this, 
a l l  staff have access to the names of all PSOs, including 
PSO for Pride and PSO for Pride Allies. 

 
 
 
 
 

s. 22(1)(a)(ii) 
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PSO for Pride Initiative info: ‘How do I contact a PSO?’ 
 
 
 
 
 
 
 
 
 
 

s. 22(1)(a)(ii)  
 
 
 
 
 
 
 

s. 22(1)(a)(ii)  
 

Excerpt of the master list of PSO for PRIDE and PRIDE Ally accessible to all staff (personal details removedfor privacy): 

 s. 22(1)(a)(ii)  s. 22(1)(a)(ii)  
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In addition to the explicit LGBTIQ+ inclusion and support through the PSOs for Pride and PSOs for Pride Allyprogram, a number of other pathways are available for staff 
to seek support. 

 
 

II. The Mental Health First Aid Officer Program complements the existing Peer Support Officer (PSO) Program and provides additional training on mental 
health concerns associated with a traumatic work incident. Both MHFAOs and PSOs support staff with personal/relationship/workplace concerns, andhave 
additional specific trauma support training. Staff canaccess a list of MHFAOs intheir area. 

 
 

Mental Health First Aid Officer Program: Locations of MHFAOs (personal detailsremoved for privacy): 

s. 22(1)(a)(ii) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

s. 22(1)(a)(i i)  
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III. Harassment Contact Officers (HCOs) are staff who help employees who experience discrimination and workplace harassment. They engage with 

employees, manage sensitive issues, remain objective andnon-judgmental, and model respectful andappropriate workplace behaviours. HCOs provide 
information to staff for further support (formal and informal resolutionprocedures), help to educate staff at all levels about workplace harassment issues, 
prevention and resolution. HCOs undergotraining in order to take on the role. This trainingincludes defining the legal frameworksurrounding 
discriminationandharassment inthe workplace, learning howthe legal framework principles apply inthe workplace anddiscussingthe range of formal and 
informal complaints and resolutionprocesses available. All staff are able to access a list of HCOs to reach out to one in their area (examples of HCOs in ACT 
included). 

 
HCO description and contact information: HCO Contact List: 

Example of only ACT shown, but HCOs are available ina l l  states and territories. 
Personal details blocked for privacy: 

 
 
 
 
 
 
 
 
 
 

s. 22(1)(a)(ii) 
 

s. 22(1)(a)(ii) 
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IV. The Workplace Behaviour Team (WBT) has been set up to provide national leadership and coordination to address inappropriate workplace behaviour. 

The team provides objective and impartialguidance andinformationabout the options available for dealing with inappropriate workplace behaviour; 
provides advice to staff andmanagement; and receives, assesses andresponds to formal complaints of inappropriate workplace behaviour. 

Workplace Behaviour information: 
 
 
 
 
 
 
 
 
 
 

s. 47E(d)  
 
 
 
 
 
 
 
 
 
 

s. 47E(d)  
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WBT Advice and Support: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

s. 47E(d)  
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V. The department’s Employee Assistance Program (EAP) is available to a l l  staff andtheir immediate family. Benestar provides professional, confidential 
counselling andsupport services for staff. Staff canaccess up to six, one hour EAP counselling sessions per year, per issue. Staff are encouraged to specify 
the service they wouldlike to use to ensure they speak to the right consultant when arranging counselling. 

 
 
 
 
 
 

s. 22(1)(a)(ii)  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

s. 22(1)(a)(ii)   s. 47E(d)  
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VI.  

provides immediate support on these issues regardless of work location. 

s. 47E(d)  
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9. Behavioural Examples of What Constitutes Bullying / Harassment 
 

STANDING SUBMISSION: LGBTQ BULLYING/HARASSMENT & SUPPORT 
9.  Behavioural Examples of What Constitutes Bullying / Harassment 

INTERMEDIATE 
Max. 4 points 

Documentation within our bullying and harassment policy/guidelines provide clear behavioural examples of what constitutes bullying/harassment in terms of sexual 
orientation, gender identity/expression AND examples of behaviour that constitutes bullying/harassment of intersex people. 

 
For full points, please provide evidence of behavioural examplesgivenwithin your documentation in terms of: 

(a) behaviour that constitutes bullying/harassment in regard to one’s sexual orientation 
(b) behaviour that constitutes bullying/harassment of trans or gender diverse employees 
(c) behaviour that constitutes bullying/harassment of intersex people 

The department’s Workplace Behaviour Policy Statement explicitly states examples of what bullying and/or harassment looks like, including protected attributes. 
Please note that the term ‘sexual preference’ is still included in this PS (as in the screenshot below) and needs to be updated. This has been flagged inthe review 
document in Standing Submission Item 1: Removal of the terms: ‘Sexual Preference’ or ‘Lifestyle Choice(s)’, and raised with the work area that owns the document. It will 
be updated in the next round of consultationandupdates occurring in 2021. 
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Excerpts from the Workplace Behaviour Policy Statement – what is discrimination, protected attributes: 
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Excerpts from the Workplace Behaviour Policy Statement – examples: 
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10. EAP Provider 
 

STANDING SUBMISSION: LGBTQ BULLYING/HARASSMENT & SUPPORT 
10. EAP Provider 

INTERMEDIATE 
Max. 3 points 

We have either: 
a) identified individuals within our EAP provider who have received specific training in, or have considerable understanding of the challenges faced by 

LGBTQ individuals that we can refer our LGBTQ employees 
b) received documentation that we believe demonstrates boththe knowledge and expertise of our EAP provider to support LGBTQ people 

and we have: 
c) clearly communicated this on our EAP Provider page and/or our LGBTQ intranet page 

 
Please provide: 

(a) evidence of (a) or(b) above and 
(b) where this has been communicated on an LGBTQ intranet page 

Benestar, the Department’s Employee Assistance Program, has provided a number of resources that outline their knowledge and understanding to support LGBTIQ+ 
employees, and to inform and educate other staff. These resources are clearly visible andeasily accessible to a l l  staff via the LGBTIQ+ hub onour intranet, and via the 
EAP internet page. These documents show clear EAP branding, as does their website (accessible by all staff). 

Benestar offers confidential counselling and support services for staff experiencing work-related or personal difficulties, and provide professional helpthrough the 
Employee Assistance Program (EAP). The program is available at no charge for employees andtheir immediate family. 

Additionally, recent correspondence between the Diversityand Inclusion Section and one of Benestar’s clinicians indicates a deep and nuanced understanding of the 
challenges faced by the LGBTIQ+ community. 

Screenshots of the Benestar pdfresources are included below, however full copies are attached: 
- S1.10 – (a) Benestar Marriage Equality 
- S1.10 – (b) Benestar Finding Strength in our Sexuality 
- S1.10 – (c) Correspondence with Benestar Clinician regarding LGBTIQ+ teens (note that personal details have been removed where requiredfor privacy) 
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Intranet HR page – Links to Benestar (the Department’s EAP) resources: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

s. 47E(d)  
 
 
 
 
 
 
 
 

s. 47E(d)  
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Benestar resources display clear branding: 
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Benestar website resources display clear branding(accessible by all staff): 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

s. 22(1)(a)(ii) 
 
 
 
 
 
 

Email from Benestar clinician regarding LGBTIQ+ teens & resources is attached 
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11. Tracking of Incidents 
 

STANDING SUBMISSION: LGBTQ BULLYING/HARASSMENT & SUPPORT 
11. Tracking of Incidents 

ADVANCED 
Max. 4 points 

We can provide evidence that shows: 
a) how we extract LGBTQrelated instances from collected bullying/harassment data 
b) the development of a process that is sensitive to LGBTQ disclosure enabling us to mediate and/or action incidents 

 
For full points, please screenshot or provideevidence for both a) andb) above. 

Bullying and Harassment reporting is currently reported andmanagedthrough our Workplace Relations and Behaviours Team. They manage a database that records all 
complaints and allegations of inappropriate workplace behaviour. Bullying/harassment issues are flagged within the system andreported on, tracked andmonitored as  
required. Positively, LGBTIQ+ specific instances of bullying and/or harassment have not been identified as anemerging trend for concern. 

The Department and ABF have a number of contact points that staff can either gainadvice or lodge a formal complaint including: 

• Workplace Behaviours Team 
• Harassment Contact Officers 
• Peer Support Officers 
• Integrity and Professional Standards (APS Code of Conduct) 
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s. 22(1)(a)(ii) 
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STANDINGSUBMISSION: INCLUSION OF TRANS AND GENDER DIVERSE PEOPLE 
12. Gender Affirmation Policy and Process Documentation 

 

STANDING SUBMISSION: INCLUSION OF TRANS ANDGENDER DIVERSE PEOPLE 
12. Gender AffirmationPolicy and Process Documentation 

INTERMEDIATE 
Max. 5 points 

We have a documentedgender affirmation policy/process and documentationto support both; the employee(s) wishing to affirm their gender in the workplace AND 
their manager(s), peers and colleagues. 

 
Note: ‘Gender affirmation’ (above) is the ideal term for what has commonly beenreferred to as ‘transitioning.’ 

 
Please provide: 

a) a copy of this specific policy/process 
b) detailed support documentationfor employee(s) wishing to affirm their gender in the workplace 
c) detailed support/educationaldocumentation for managers peers and colleagues 

The Department has publisheda ‘Gender Affirmationinthe Workplace’ fact sheet to help individuals, managers andcolleagues to feel more confident and supported 
navigatinggender affirmation inthe workplace. This factsheet is permanently hosted on our HR intranet page. Complete copies of the factsheet and supporting 
attachments are attached. This package fulfils (a), (b), and(c), as the suite of documents provides information to not only the employee affirming their gender (with 
guidance on specific process e.g. updating IT systems and footprints), but also provides educational content for managers, peers and colleagues to better understand the 
importance of gender affirmationandhow they canbest support their colleagues. This package also links employees back to resources readily available on the LGBTIQ+ hub 
on our HR intranet page. 

In communications sent to a l l  employees, staff wereencouraged to read the factsheet, share it with colleagues, and continue fostering a workplace culture that 
celebrates, embraces, andadvocates for diversity andthe inclusion of everyone. 

Full copies of our policy andsupporting documentationare attached, see: 
- S1.12 – (a) Gender Affirmation in the Workplace - Factsheet 
- S1.12 – (b) Gender Affirmation in the Workplace - Factsheet - Attachment B Gender Identity Affirmation Plan 
- S1.12 – (c) Gender Affirmation in the Workplace - Factsheet - Attachment B Gender Identity Affirmation Plan 
- S1.12 – (d) Gender Affirmation in the Workplace - Factsheet - Attachment C Team Communication Template 
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LGBTIQ+ Intranet HR page - Gender Affirmationin the workplace: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

s. 47E(d)  

R
e

le
a

se
d

 b
y 

D
e

p
a

rt
m

e
n

t o
f 

H
o

m
e

 A
ff

a
ir

s 
u

n
d

e
r 

th
e

 F
re

e
d

o
m

 o
f I

nf
or

m
at

io
n 

A
ct

 1
98

2 



Document 1 

P6a7ge 63 – AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more e mployees) – v1.1 – Doc. 1 of 1 

 

 

 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

s. 47E(d)  
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13. Dress Codes and Uniforms 
 

STANDING SUBMISSION: INCLUSION OF TRANS ANDGENDER DIVERSE PEOPLE 
13. Dress Codes and Uniforms 

ADVANCED 
Max. 4 points 

We have removed gendered language within organisational wide dress code policies and/or guidelines to empower all employees, including trans, gender diverse 
and non-binary employees to dress in a manner (or select uniforms) that best reflects who they are. 

 
Further contact details and information has also been provided for support, if required. 

 
For full points, policies or guidelines must: 

a) state that all employees are supported to dress in a manner that best reflects their gender identity 
b) explicitly mentions trans, gender diverse andnon-binary employees 
c) provide a support contact or further information on interpreting these guidelines, if required 

The Department of Home Affairs, including the ABF, have policies inplace that state that all employees are supported to dress in a manner that best reflects their 
gender identity, as well as providing contact details for additional support or further information. 

For uniformed staff: 

The Australian Border Force Uniform Dress and Appearance Standards policy clearly indicates that all employees are supported to dress in a manner that best reflects 
their gender identity: 

 

 
 

The supporting documentation for uniform entitlements and ordering forms identify uniform pieces in alignment with the gender binary, however as clearly articulated 
in the Dress and Appearance Standards policyabove, employees “may wear the uniform that appropriately reflects their sex and/or gender identity”. 
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Excerpt from Dress and Appearance Guide – specifies male/female clothes for ordering/fit purposes: 
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Additionally, the Gender Affirmation in the Workplace factsheet provides clear information and guidance for trans and gender diverse staff and their managers and 
peers, including a contact point for support with updating uniforms. 

See Standing Submission Item 12: Gender Affirmation Policyand Process Documentation & attachments for more detail on the Gender Affirmation factsheet. 
 
 

Excerpt from Gender Affirmation in the Workplace Factsheet: 
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binary is included. 
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14. Gender Affirmation Leave 
 

STANDING SUBMISSION: INCLUSION OF TRANS ANDGENDER DIVERSE PEOPLE 
14. Gender Affirmation Leave 

ADVANCED 
Max. 4 points 

We have an internal policy that ensures additional paid leave is available for employees who require time away to undertake or physically manage their gender 
affirmation. 

Note: For full points, this leave must be in addition to the need to utilise annual leave, sick or generic personal leave. 

For full points, please provide: 
- evidence of a paid leave entitlement (over andabove annual leave, sick or generic personal leave) for individuals currently affirming their gender 
- a list of any supportingdocumentationrequired from the employee for you to enact this leave 
- whether this leave availability is standard HR policy or solely dependent on the discretion of the manager 

As outlined in the Gender Affirmation Factsheet (see Standing Submission Item 12: Gender Affirmation Policy and Process Documentation), no specific gender 
affirmation leave is available. However, staff are able to use Personal Leave, Flex-Time, Annual Leave, Long Service Leave or Purchased Leave: 

Extract from Gender Affirmation Factsheet: 
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15. Gender Neutral Bathrooms and Facilities 
 

STANDING SUBMISSION: INCLUSION OF TRANS ANDGENDER DIVERSE PEOPLE 
15. Gender Neutral Bathrooms and Facilities 

ADVANCED 
Max. 4 points 

We have (or are working towards) having ‘Gender Neutral’ or ‘All Gender’ bathrooms and/or facilities with clear and visible signage available to employees. 

Note: “Unisex” signage will not be given points for this question. We are seeking more inclusive language for inclusive signage. 

If you already have gender neutral or all gender signage, please provide: 
(a) evidence of a communicationregarding where ‘Gender Neutral’ or ‘All Gender’ bathroom/facilitiescan be located 
(b) evidence of clear and visible signage as it appears at the bathroom/facility location 

 
If you are still making progress towards this, please: 

(c) outline progress made andwhen youexpect to have signage in place. 
 

If this is not possible for any reason, please provide: 
(a) evidence of any research or work that you have done in this area 
(b) any means by which you have beenable to accommodate trans, gender diverse andnon-binary employees 

 
* Please refer to the Evidence Guidelines regarding changes made to this question.* 

All mobilityaccess toilets withinthe Department are gender neutralby design, in line withrequirements andbuilding code. As clearlystated in our Gender Affirmation in 
the Workplace Factsheet (see Standing Submission Item 12: Gender Affirmation Policy and Process Documentation), we explicitly state that staff are legally entitled to 
use the bathrooms and facilities that reflect their gender identity. 

Extract from Gender Affirmation Factsheet: 
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16. (Forms) Non-Binary Gender Options for Employees 
 

STANDING SUBMISSION: INCLUSION OF TRANS ANDGENDER DIVERSE PEOPLE 
16. (Forms) Non-Binary Gender Options for Employees 

ADVANCED 
Max. 2 points 

We have audited and amended (or are in the process of auditing/amending) all internal documents and forms that collect gender informationto include non-binary 
options and options for those who identify as trans or gender diverse (moving away from binary male/female, Mr. Ms., Mrs etc.). 

 
For full points, please provide: 

(a) a brief outline of progress of work to date 
(b) options provided within changeddocuments if changes have been made 

OR (c)  evidence that you do not collect or have removed gender options or gendered information onyour forms 
We have commenced an audit of available internal documents forms but only a limited number of these collect gender information. Of these, currentlyonly one 
(Declarable Circumstances online form) has been identified for updates to reflect inclusionof the gender neutral title Mx, which is already used ina  number of other 
forms and IT systems across the department. The responsible business area has been contacted requesting them to action the update. 
Excerpt fromaudit tracker – Forms that collect gender information: 

 
 
 
 
 
 

s. 47E(d) 
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17. (IT Systems) Non-Binary Gender Options for Employees 
 

STANDING SUBMISSION: INCLUSION OF TRANS ANDGENDER DIVERSE PEOPLE 
17. (IT Systems) Non-Binary Gender Options for Employees 

ADVANCED 
Max. 2 points 

We have audited and amended (or are in the process of amending) all relevant IT systems that collect gender informationto include non-binary options and options 
for those who identify as trans or gender diverse (moving away frombinary male/female, Mr. Ms., Mrs etc.). 

 
For full points, please provide: 

(a) a brief outline of progress of work to date 
(b) options provided within systems if changeshave beenmade 

OR (c) evidence that you do not collect or have removed gender options or gendered information within your systems 

We have commenced an audit of available internal IT systems but onlya very limited number of these appear to collect and/or display gender information. Manyonly 
displaythe employee’s email address andname. 

There are some known issues with our internal records management system (TRIMHPE Records Manager) not correctlysyncing with the informationlisted on a user’s 
SAP HR profile (such as title Mx). The Mx name prefix will be available in the drop-down list of titles inthe new versionof TRIM HPE Records Manager, expected to be 
deployed withinthe department by June 2021. There are workarounds in place to ensure users canstill display the correct title ‘e.g. Mx’ until the fix is deployed. Users 
can free-type the correct title in and liaise with the TRIM helpdesk to ensure any future syncs with the SAP HR data does not wipe the updated title. See below an extract 
from our audit tracker document. 

Additionally, our internal job application system is undergoing anupdate in February 2021 to add ‘Mx’ title into the selectionlist. 
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Excerpt of audit tracker – Forms that collect gender information: 
 
 
 
 
 
 

s. 47E(d) 
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Correspondence with TRIM Support regarding TRIM Updates for Personal Profile Titles (Mx): 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

s. 22(1)(a)(ii)  
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18. Trans and Gender Diverse Applicants 
 

STANDING SUBMISSION: INCLUSION OF TRANS ANDGENDER DIVERSE PEOPLE 
18. Trans and Gender Diverse Applicants 

ADVANCED 
Max. 6 points 

For trans and gender diverse applicants, we have: 
a) Implemented processes tohelp reduce roadblocks/difficulties faced by trans and gender diverse people whoare applying for jobs 
b) clearly communicated a point of contact available for trans and gender diverse applicants throughout the recruitment process on relevant webpages or 

within application documentation 
c) provided documentationaddressing concerns specific to trans and gender diverse applicants and made these available throughout the recruitment process 

 
For full points, evidence must be provided for all items above. Partial points will be given if all items are not evidenced. 
We have implemented processes to help reduce roadblocks/difficulties facedby trans andgender diverse applicants applying for jobs. 

 
Internal Applicants: 

- The ‘Vacancies’ landing page has ‘Our Employee Value Proposition(EVP) – What it means to work for the Department’ front and centre, which flags the 
commitments to supporting all staff to bring their authentic selves to work. 

- Candidate profiles are automatically maintained from previous applications; however staff always have the optionto update them as needed. Profiles include 
the option to update ‘Current title’ (e.g. Ms, Mr etc) and LGBTIQ+ status. 

- During theapplication process it is clearly stated why diversity informationis collected: 
o “The Department is committed to buildingand valuing a diverse workforce that represents the communitywe serve, a workforce that fosters 

inclusiveness andembraces the diversity of its people, such as differences in cultural backgrounds, race, ethnicity, disability, age, gender identityor 
sexual orientation. For this reason, the Department collects certain diversity information to use for benchmarking of our performance against these 
aims. Other personal information such as place anddate of birth is used to initiate Employment Suitability Screeningand Security Clearances processes 
(where required). Please note that this information is not used in anyway during the assessment and selection process. Gender data in the recruitment 
process informs our success in attractingand developingtalent equally, at all levels.” 

 
External Applicants: 

- Positions advertised externallyall include a section ‘Getting to know the Department of Home Affairs’ whichclearlystates: “We are committed to providinga 
working environment that values diversity and inclusion andsupports staff to reach their full potential”. Applicants are directed to read the Department’s 
Statement of Commitment – Workplace Culture, Diversity and Inclusion. This states the Department is committed to “building and valuing a diverse workforce 
that represents the community we serve. A workforce that fosters inclusiveness andembraces the diversity of its people, suchas differences in cultural 
backgrounds, race, ethnicity, disability, age, gender identity or sexual orientation,” as well as a commitment to: “provide a safe, openandaccepting 
environment that supports people of all sexualities and gender identities, where staff can bring their authentic selves to work.” 
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Internal Vacancies – ‘Our EVP – What it means to work for the Department’: 
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Internal Vacancies – Personal Informationin Applications: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

s. 47E(d)  
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Candidate Profile – Voluntary Identity Data: 
 
 
 
 

s. 22(1)(a)(ii) 
 

 
 
 
 
 
 
 
 

s. 22(1)(a)(ii) 

s. 22(1)(a)(ii) 

s. 22(1)(a)(ii) 
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APS Jobs website – Home Affairs Job Listing – ‘Getting to knowthe Department of Home Affairs’: 
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Home Affairs Website – Workplace Diversity Statement of Commitment: 
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STANDINGSUBMISSION: STRATEGIC FOCUS 

19. External Website LGBTQ Workplace Inclusion Promotion 
 

STANDING SUBMISSION: STRATEGIC FOCUS 
19. External Website LGBTQ Workplace Inclusion Promotion 

FOUNDATION 
Max. 2 points 

We have promotedour focus and work on LGBTQ workplace inclusion on our external facing webpage (URL). 
 

Please provide the URL of an external webpage thatspecifically promotes your inclusion work. (Points will not be given if we are unable to access this externally.) 

The Department promotes our inclusionwork on our external webpages. 

In particular, our Culture, Diversity and Inclusion Action Plans (including A Planfor Pride, the Department’s LGBTIQ+ Action Plan 2019-2022) are all accessible here: 

• https://www.homeaffairs.gov.au/access-and-accountability/our-commitments/plans-and-charters/departmental-plans, 

The Department’s Statement of Commitment: Workplace Culture, Diversity and Inclusion is alsoavailable here: 

• https://www.homeaffairs.gov.au/about-us/careers/working-with-us/workplace-diversity. 

These pages clearlyarticulate and promote our focus on LGBTIQ+ workplace inclusionwith specific mention of the diversity of the workforce including differences in 
gender identity and sexualorientation. 
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20. HR / Diversity Professional Accountabilities 
 

STANDING SUBMISSION: STRATEGIC FOCUS 
20. HR / Diversity Professional Accountabilities 

INTERMEDIATE 
2 points 

We have at least one Diversity / HR professional whose job description, performance appraisal or work plan includes specificand detailed LGBTQ inclusion 
objectives/targets. 
Note: This is beyond a general reference to LGBTQ inclusion as an area of diversity. 
Please provide evidence of such specific targets. 

The Department’s Culture, Diversity & Inclusion Sectionmanages a number of cohorts, including Indigenous, culturally and linguistically diverse(CALD), gender, 
intergenerational, disability, and LGBTIQ+. Two members of the section are dedicated to progressing LGBTIQ+ work, one APS6 LGBTIQ+ lead, and one APS5 support staff, 
with oversight by an EL1 and EL2. 

Team Hierarchy: 
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General task breakdownof responsibilities within the LGBTIQ+ team: 
 
 
 
 

s. 22(1)(a)(ii) s. 22(1)(a)(ii)  
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21. Executive Sponsor or LGBTQ Champion 
 

STANDING SUBMISSION: STRATEGIC FOCUS 
21. Executive Sponsor or LGBTQ Champion 

ADVANCED 
Max. 4 points 

We have an Executive Sponsor located within our Australian offices with documentedrole expectations/accountabilities related to LGBTQ inclusion work and 
advocacy within the organisation. 

 
For full points, please provide evidence of both: 

(a) the documented role expectation/accountabilities 
(b) the mechanism through whichthe Executive Sponsor reports or is made accountable for these 

 
 

We have a number of Senior executive level (SES) staff 
located within our Australianoffices whoare helping to 
drive our diversity agenda intheir roles as Champions for 
our diversity cohorts. For eachof the Championremits 
(Diversity, Disability and Indigenous) one Champion 
represents the Department, andanother represents the 
ABF. s. 47E(d)  
The Diversity Champion remit covers: gender, 
intergenerational, culturally and linguistically diverse, and 
LGBTIQ+. When a Champion is appointed they are briefed 
on their role, responsibilities andexpectations. 

The Diversity Champions formally catch up with the 
Culture, Diversity and Inclusion Sectionon a quarterly basis  
however informalcommunication is frequent. It is through 
these channels we can ensureaccountabilityand 
transparency between the Champions and the Culture, 
Diversityand Inclusion Section to effectively progress 
initiatives, discuss opportunities and align expectations . 

A full copy of the brief excerpt below is attached, see: 

- S1.21 – (a) Diversity Champion brief for ABF 
Diversity Champion Dr Bradley Armstrong 
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Excerpt: Diversity Champion brief for ABF Diversity Champion Dr Bradley Armstrong 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

s. 22(1)(a)(ii) s. 22(1)(a)(ii)   
s. 22(1)(a)(ii)  
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22. Senior Management Diversity Accountability 
 

STANDING SUBMISSION: STRATEGIC FOCUS 
22. Senior Management Diversity Accountability 

ADVANCED 
Max. 4 points 

We include specific diversity and inclusion accountabilities, job goals or expected outcomes within senior management appraisals beyond generic company values 
addressing diversity/inclusion (this may or may not include LGBTQ specific accountabilities). 

 
Note: This is outside of network leadership and executive sponsor accountabilities - applies to all executive/senior leaders. 

 
For full points, please: 

(a) confirm that there are diversity accountabilities (over andabove general behavioural values) within senior management appraisals. 
(b) provide evidence (template example acceptable) or if highly confidential, please indicate the name of a senior HR person whocan verify this: 

As covered in Standing Submission Item 19: External Website LGBTQ Workplace Inclusion Promotion, the Department’s Statement of Commitment: Workplace Culture, 
Diversity and Inclusion clearly articulates thediversity and inclusion commitment that all Executive, managers and staff will adhere to. 

The Department’s strategic document Future Ready specifies behaviours andaccountabilities expected of all employees, including our Executive (senior management). 
These behaviours and accountabilities directlyaffect our organisational culture, diversity, andinclusion. All employees use their Performance Development Agreements 
to reflect individual accountabilities aligned with the specific values-based behaviours articulated in Future Ready. We acknowledge and celebrate the diverse 
organisations andcultures that have shaped us into the Department we are today. Our Cultural Intent Statement in Future Readysets out what we value andwhat it 
means in practice. 

The ABF’s Realising our Full Potential (2020-2025) highlights the signature values of our workforce, including our Executive. The specific, signature values andleadership 
competencies articulated in Realising our Full Potential are embedded inindividualperformance assessments, talent management, promotionandrecruitment 
processes. 

Each of these documents works inalignment with the others to identifystrategic and culturalgoalsaround diversity and inclusion. 

See complete versions of referenced documents attached: 

- S1.22 – (a) Statement of Commitment – Workplace Culture, Diversity and Inclusion 
- S1.22 – (b) Future Ready 
- S1.22 – (c) ABF Realising our Full Potential (2020-2025) 
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Excerpt from Statement of Commitment: Workplace Culture, Diversity and Inclusion: 
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Excerpts from Realising our Full Potential: 
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Excerpts from Future Ready: 
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Excerpt from Future Ready – Cultural Intent Statement: 
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23. Customer-facing LGBTQ Inclusion 
 

STANDING SUBMISSION: STRATEGIC FOCUS 
23. Customer-facing LGBTQ Inclusion 

ADVANCED 
Max. 3 points 

We have evaluated (or are in the process of evaluating) the LGBTQ inclusivity of customer facing / service user processes. 
 

For full points, please: 
a)  clearly outline the extent of this work and progress made to date 

Unfortunately we cannot provide informationon anyprojects regarding this due to security restrictions. 
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24. Customers Information: Changing Gender Markers 
 

STANDING SUBMISSION: STRATEGIC FOCUS 
24. Customers Information: Changing Gender Markers 

ADVANCED 
3 points 

We provide customers / service userswith easily accessible information on how they can change their title (Mr, Ms, Mx), name and gender within our systems. 
 

For full points, please provide either: 
a) a copy of the customer/service user documentationthat outlines this or a screenshot of that information. 
b) evidence that you do not collect or have removed gender options or gendered information in your systems 

Our internal HR pages provideclear information on a number of topics regarding how to change someone’s title, name andgender within our systems. These topics 
include: 

- recognition of sex and gender 
- how to update personalrecord(s ) 
- privacy, and 
- where to go for more information. 
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Guidance on how to update personal records within our systems: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

s. 47E(d)  
 
 

s. 22(1)(a)(ii)  
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** END OF SECTION 1: STANDING SUBMISSION ** 
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ANNUAL SUBMISSION 
This part of the Submission (Sections 2 – 10) is only applicable to work carried out in the 2020 calendar year. Points will not be allocated for work carried out in 2021. 

All questions within the Annual Submission must be answeredin order to obtain point allocation. No points are carried over within these sections. 

A reminder toread each questioncarefully and the specific evidence required, respectively. 
• Each questionasks for specific LGBTQ-explicit evidence. If inadequate or incomplete evidence is provided for any question, full points may not be obtained. 
• If attaching evidence, please indicate the question number / title on the file name 

 
For further support and clarification: Please download the AWEI Scoring Guidelines or refer to the AWEI Tools and Support webpage. 

 
 

**Due to the Covid-19 pandemic and national/state-wide restrictions, social distancing and other related factors, we will be accepting any virtual or digital evidence for 
the questions within the Annual Submission.** 
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SECTION 2: STRATEGY & ACCOUNTABILITY 
1) Exte rnal LGBTQ  Expe rtise  

 

ANNUAL SUBMISSION: STRATEGY & ACCOUNTABILITY 
1. External LGBTQ Expertise 

FOUNDATION 
Max. 2 points 

We have access to external LGBTQ support/expertise that we have called upon throughout the assessed year (this may include but is not limited to PID). 
 

Please provide evidence of onesuch engagement throughout the assessed year, identifying whothat was with. 

The Department engaged with Pride in Diversity relationshipmanagers. 47F(1) to seek advice on best practice to update our acronym in May 2020. 

The conversationfirst took place via phone, however follow-up in writingwas recorded. At that stage we were using 'LGBTI+' however with additional reading on the 
Darlington Statement and potential inclusion/omissionof the 'I' we sought advice froms. 47F(1) about the best way forward to ensure we were being as inclusive as 
possible with our acronym. 

Followings. 47F(1) advice we sought input from our network on their preference with regards to retaining the ‘I’ to ensure inclusivity, andthe potential addition of the 'Q' 
for queer/questioning. Our network members were overwhelminglysupportive of this proposalandweproceeded to update our acronym to LGBTIQ+. Network 
members were advised of the outcomein June 2020. 
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Email from PiD to Home Affairs Diversity and Inclusion section regarding updating of Home Affairs Acronym: 
 

s. 47F(1)  

s. 22(1)(a)(ii) 
s. 22(1)(a)(ii)   

 
 
 

 
 
 
 
 

s. 22(1)(a)(ii) 

 
s. 47F(1) 

 

s. 22(1)(a)(ii)  
 

s. 47E(d) 
s. 22(1)(a)(ii)  

 
 

s. 47E(d)  
 
 
 
 
 
 
 

s. 22(1)(a)(i i)  

s. 22(1)(a)(ii) 
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Email to LGBTIQ+ network members advisingof updated acronym following consultation: 
 
 
 
 

s. 22(1)(a)(ii)  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

s. 22(1)(a)(ii)  
 
 
 
 

s. 22(1)(a)(i i)  
s. 22(1)(a)(ii)  
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2) Docume nte d LGBTQ  S trate gy 
 

ANNUAL SUBMISSION: STRATEGY & ACCOUNTABILITY FOUNDATION 
Max. 3 points 2.  Documented LGBTQ Strategy 

We have a documented LGBTQ inclusion strategy (or pillar within an overarching diversity strategy) in place for the assessed year that includes clearly defined LGBTQ 
targets and/or action plans. 

 
Please provide a copy of the LGBTQ component of your strategy andclearly defined targets. If your strategy does not contain clearly defined LGBTQ targets, please 
provide any accompanying/supportingaction plans that will show specific goals in this area 

The Department of Home Affairs has a documented LGBTIQ+ inclusion strategy – the LGBTIQ+ Action Plan 2019-2022 ‘A Plan for Pride’. 

The actionplan focuses on three priority areas – (1) drive a supportive andenabling culture; (2) embed LGBTIQ+ inclusion in departmental practices; and(3) engage staff 
to support LGBTIQ+ inclusion. Our goals and success measures are clearlyarticulated to shape our approach to the LGBTIQ+ inclusion program. This document is 
available both internally and externally. Our implementation of the strategy and progress against these clearlyarticulated goalsis tracked using the LGBTIQ+ 
Implementation Plan. This plan enables us to clearly identify timelines, deliverables, responsibilities andtrack and report against progress of the Action Plan. 

The Culture, Diversityand Inclusion Section meets regularly (quarterly) with the LGBTIQ+ Staff and Allies network to tracknetwork goals and progress against the 
strategy. 

Full versions of the documents mentioned are attached: 

- S2.2 – (a) LGBTIQ+ Action Plan 2019-2022 ‘A Plan for Pride’ 
- S2.2 – (b) LGBTIQ+ Implementation Plan 
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External Web Page - Departmental Plans:  
 

See: https://www.homeaffairs.gov.au/access-and- 
accountability/our-commitments/plans-and- 
charters/departmental-plans 
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Intranet HR pages: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

s. 47E(d)  
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Action Plan Excerpt: Implementation Plan Excerpt: 
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3) LGBTQ  A dvisory Group 
 

ANNUAL SUBMISSION: STRATEGY & ACCOUNTABILITY INTERMEDIATE 
Max. 4 points 3.  LGBTQ Advisory Group 

We have established and promoted an internal LGBTQ advisory groupwhich has: 
a) met specifically to identify areas requiring change or to work on projects requiringtheir expertise and guidance 
b) engaged with the organisation in efforts to implement change or complete allocated projects 

 
Note: This group may be the leadershipor a subset of your Employee Network, or a group within your organisation with distinct expertise in LGBTQ inclusion. 

 
For full points, please provide: 

(a) evidence of how this group’s expertise or counsel is promoted across the organisation 
(b) evidence of any meetings or work undertaken by this group throughout the assessed year 

Within the LGBTIQ+ Staff and Allies network there are a number of passionate and vocal members who often contribute to projects requiring their expertise and 
guidance, and who regularly engage with the organisationbeyondthe scope of the network, encouraging organisational change. 

When the Culture, Diversity and Inclusion sectionwas developing the Gender Affirmation Factsheet (see Standing Submission Item 12: Gender Affirmation Policy and 
Process Documentation) the network was specifically consulted and key members of the group provided their input, expertise andguidance, sharing how their lived 
experience has shaped their interpretationof the policy and noting areas with room for improvement. Examples of these key network members providing feedback are 
below. 

Further to this, in March 2020, one of our networkco-chairs at the time engaged withmanagers and SES across the organisation to encourage broader participation to 
complete the 2020 AWEI survey. 

Finally, our SES cohort knows the value of the network, its members, and the community they have created. In September 2020, the Department’s Mental Health 
Advocate reached out to source a role model from the network, to connect with a vulnerable staffmember in Victoria (during the height of the VIC lockdowns). We 
were able to arrange for a network member outside that person’s region to reach out, and provide a different perspective, share their ownexperiences identifying as 
LGBTIQ+ duringthe pandemic, andtake on a mentoring role. 

 
 

Full version of the email promoting SES survey completion is attached: 

- S2.3 – (a) Email to managers and SES promoting AWEI survey completion 2020 
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Email to network seeking feedback/input on draft Gender Affirmation Factsheet: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Positive feedback: 
 

s. 22(1)(a)(ii)  
 
 

s. 22(1)(a)(ii)  
 
 

s. 22(1)(a)(ii) 
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