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Constructive Feedback: 

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

 
 

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

 
 

s. 47C(1) 
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Mentoring opportunity for identifyingnetwork member: 
 

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

 

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

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

 

s. 47F(1)  
ss. 2.2(12)   2(1)(a)(ii) 

 
 

Department of Home Affairs – Mental Health Advocate: 

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

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

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

 
 
 
 
 
 

s. 47F(1)  
 

  
 
 

s. 22(1)(a)(ii) 
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1) LGBTQ  I nclus ion Re porting 
 

ANNUAL SUBMISSION: STRATEGY & ACCOUNTABILITY INTERMEDIATE 
2 points 4. LGBTQ Inclusion Reporting 

Within the assessed calendar year, we have publisheda report on our LGBTQ inclusion work. This may be within annual reports, CSR documentation or equivalent 
public facing documentation. 

 
Note: This report may include work prior to the assessed year, however the report must be published within 2020. 

 
Please provide evidence. 

The Department’s Annual Reports cover LGBTIQ+ inclusionactivity within anddemonstrate the value weplace on the work wehave undertaken. These reports help to 
inform key stakeholders of the ever-growing value of diversity and inclusion workmore generally. The 2019-2020 Annual Report 
(https://www.homeaffairs.gov.au/reports-and-pubs/Annualreports/home-affairs-annual-report-2019-20.pdf) contains key mentions of workin our Culture, Diversity 
and Inclusionprogram, inparticular our LGBTIQ+ progress and initiatives, are as follows: 

Our People (P16-17): 
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Workforce Diversity p214-215 
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2) M e dia Cove rage  
 

ANNUAL SUBMISSION: STRATEGY & ACCOUNTABILITY INTERMEDIATE 
2 points 5.  Media Coverage 

Our work in LGBTQ inclusion has been coveredby an independent source (not internally written or published) within the assessed calendar year. 
 

Note: This has to cover your LGBTQ inclusion work in detail and cannot be a brief mention of your organisation, recognised employee/individual or an award won. 
 

Please provide evidence of how your LGBTQ inclusion work has beenrecognisedby an independent source: screenshot, URL, image or insert attachment. 

To our knowledge, our workin LGBTIQ+ inclusion has not been covered or recognised by anindependent source 
within the assessed calendar year(2020). 

We have been featured by the Pride in Diversity Instagram, in recognitionof a number of our ABF staff who were 
awarded ABF Australia Dayawards for their work in LGBTIQ+ inclusion (right). 
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3) S trate gic Work  in Re cruitme nt,   S upplie r Policy  or S e rvice  Provis ion 
 

ANNUAL SUBMISSION: STRATEGY & ACCOUNTABILITY ADVANCED 
Max. 3 points 6.  Strategic Work in Recruitment, Supplier Policy or Service Provision 

We have completed, updated or are making progress towards work within one of the following areas over the assessed calendar year: 
• LGBTQ targetedrecruitment (targeting LGBTQ job seekers) 
• LGBTQ supplier policy / promotion / resourcing / procurement policy (either seeking LGBTQ suppliers; or having a policy requiring suppliers to reflect your 

values around LGBTQ inclusion or attend training) 
• LGBTQ marketing campaigns or service provision brochures/collateral specifically targeting LGBTQ populations or answering questions specific to this 

population 
 

Please provide evidence for work within oneof the requested areas within the assessed year. 
 

If you have completed work withinmore than one of the above areas within the assessed year or have alreadyexisting (andcurrent work) within areas listed above, 
please add that to the ADDITIONAL WORKsection at the end of this submission. 

The Department holds a profileonline at the Grad Connection website(access here: https://preview.gradconnection.com/employers/department-of-home-affairs/), 
which specifically targets universitygraduates looking for APS opportunities. This profile clearly flags the department’s commitment to active inclusion and targets 
LGBTIQ+ job seekers withthe rainbow logo tag and staff profile. 

Rainbow logo tag for the Department of Home Affairs employer profile on Grad Connection: 
 

 
 
 

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 

https://preview.gradconnection.com/employers/department-of-home-affairs/


Document 1 

P1a1g8e 113 – AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more e mployees) – v1.1 – Doc. 1 of 1 

 

 

 

Department of Home Affairs Employer Profileon Grad Connection – LGBTIQ+ section: 
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Department of Home Affairs Employer Profileon Grad Connection – Staff profile: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

s. 47F(1) s. 47F(1) 
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4) Exe cutive  Le ade rship Re pre se ntation 
 

ANNUAL SUBMISSION: STRATEGY & ACCOUNTABILITY 
7. Executive Leadership Representation 

ADVANCED 
2 points 

We currently have openly LGBTQ identifying people within our internal Diversity Council and/or within our Executive Leadership Team. 
Please provide details of the names and roles of openly LGBTQ identifying people within either your Diversity Council or Executive Team. 

We have openly identified LGBTIQ+ people within our LGBTIQ+ Staff and 
Allies Network and our Executive Leadership team. 

Luke Mansfield, the Home Affairs Diversity Champion from May – November 
2020. Luke openlyidentifies as a member of the LGBTIQ+ community, and 
was a devoted leader during his time in the role of Diversity Champion. Luke 
featured in a video during our virtual Pride Month campaign (right). 

Note: Luke moved on from the Department in November 2020 to take up a 
role with Services Australia. 
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s. 47F(1) 
 

s one of the former co-chairs of the LGBTIQ+ Staff and Allies Network, and is still a proud and vocal member of the network.s. 47F(1) openlyidentifies as a 
member of the LGBTIQ+ community andproudlyshared his experiences in a short video for Pride Month 2020: 

 
 
 
 
 
 
 
 
 
 

 
s. 47F(1) 

s. 47F(1) 

 
 
 
 
 
 
 
 
 
 

s. 47F(1)  
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5) LGBTQ  I nclus ion Promotion 
 

ANNUAL SUBMISSION: STRATEGY & ACCOUNTABILITY ADVANCED 
Max. 4 points 8. LGBTQ Inclusion Promotion 

We can show evidence of promoting our commitment to LGBTQ inclusion in up to two of the following areas: 
• pitching for business or contracts 
• engaging with potential clients/customers 
• applying for funding 
• engaging with strategic partners or key external stakeholders 

Please provide evidence for up to two of the areas covered. Note: Partial points will be given for less than two areas of work evidenced. 
 

If you have completed work withinmore than two of the above areas within the assessedyear or have already existing (and current work) within areas listed above, 
please add that to the ADDITIONAL WORKsection at the end of this submission. 
We have promoted our commitment to LGBTIQ+ inclusion throughengaging with strategic partners and key external stakeholders throughthe departmental podcast 
Let’s Have a Kiki. This initiative has provided opportunities for LGBTIQ+ people of diverse groups to raise their visibility and/or to share their stories across the 
organisation. The series focuses on diversity and inclusion, particularly within the LGBTIQ+ community. The podcast was launched in July 2020, and each episode allows 
staff to connect with each other, and withstrategic partners and key external stakeholders to promote LGBTIQ+ inclusionwithinour organisation, across the portfolio 
and beyond. 

The topic of the first episode discussed the role of our Diversity Champions, and one current and one former Champion were interviewed. The second episode explored 
LGBTIQ+ Domestic and Family Violence, interviewed a staff member who shared their story, and featured special guest Ben Bjarnesen from QLD Police, founder of 
LGBTQ DV Awareness Day. The third episode covers Mardi Gras, andthe journeys of other departments (Defence and AFP) to marching inthe parade. The episode was 
recorded in late 2020 but onlyreleasedon February 19 to coincide withthe start of the Mardi Gras festival in Sydney. 

'Let's Have a Kiki' is regularly promoted to all staff and network members (for example, at eachnetwork meeting), andis  anopportunity for LGBTIQ+ staff and allies to 
share their identity and discuss what life is like working in Home Affairs. By openly sharing our stories and experiences, we aim to continue to inform meaningful, 
tangible education and change inthe workplace for LGBTIQ+ inclusion. Furthermore, withthe consent of all participants, eachof these episode recordings has been 
shared with the organisations involved to continue promoting our LGBTIQ+ inclusionwork to a wider audience. 

Hosting duties are alsoshared around, with some of the hosts including current and former network co-chairs, network members and allies. This provides network 
members with the opportunity to share their unique story, raise their visibility andpromote LGBTIQ+ inclusion across the whole organisationand withportfolio 
colleagues. 

Future podcast topics include: 

- Putting the ‘B’ in LGBTIQ+ (in production, to feature special guest from Canberra organisation Meridian) 
- Parents of LGBTIQ+ teens (proposed) 
- Intersectionality (proposed). 
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All staff announcement about podcast launch on 3 July 2020: 
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All staff announcement about the second episode of the podcast on 10 November 2020: 
 
 
 
 
 
 
 

s. 22(1)(a)(ii)  
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SECTION 3: LGBTQ EMPLOYEE NETWORKS / RESOURCE GROUPS 
Please note: Different terms are used for internal networks (including Ally/Champion Networks, Resource Groups, Employee Network Groups, Employee Action Groups, 
etc.). For the purpose of consistency within this submission, when refering to suchnetworks or equivalent, the terminologyusedwithinthis sectionwillbe Employee 
Network. 

 
If you have an outstanding Network Leader who has performed above and beyond the expectations of their role andsignificantly impacted LGBTQ inclusionwithin your 
workplace, please consider nominating them for the Network Leader of the Year Award. (This nominationis open to anyone who has a formal role within the employee 
network leadershipgroup.) 

6) LGBTQ  Employe e  Ne twork  
 

ANNUAL SUBMISSION: LGBTQEMPLOYEE NETWORKS / RESOURCE GROUPS FOUNDATION 
Max. 2 points 9.  LGBTQ Employee Network 

Within the assessed calendar year, we have either: 
a) made progress towards the launchor establishment of an LGBTQ employee network 
b) an established LGBTQ employee network with a clearly documented charter/purpose or remit 

If you are in the process of creating a network, please evidence progress made within the assessedyear. 

If you have an existing network, please provide a copy of the network’s charter/purpose. 

Withinthe assessed calendar year (2020), we have continuedto work with anestablished LGBTIQ+ employee network (LGBTIQ+ Staff and Allies Network). The network 
charter/terms of reference are accessible via our LGBTIQ+ intranet hub, and included inthe welcome packfor staff new to the network. These ToRs are reviewed on an 
annual basis, if not more frequentlyto ensure they accurately reflect the state of the network andrequired resources. 

A copy of the network charter/terms of reference is attached: 

-   S3.9 – (a) LGBTIQ+ Staff and Allies Network Terms of Reference 
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LGBTIQ+ Staff and Allies Network Terms of Reference: 
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HR page where all staff access the network Terms of Reference: 
 
 
 
 
 
 
 
 
 
 

s. 47E(d)  
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7) Ne twork   Le ade rship S tructure  
 

ANNUAL SUBMISSION: LGBTQEMPLOYEE NETWORKS / RESOURCE GROUPS FOUNDATION 
Max. 3 points 10. Network Leadership Structure 

Our employee network has a clearly articulated leadership structure with: 
a) clear roles and/or responsibilities for those involved 
b) an HR or Diversity representative as part of the leadership structure 

 
For full points, please provide: 

(a) a copy of your network leadership structure clearly articulating role accountabilities 
(b) evidence that you have HR or diversity representation within the leadership 

Withinthe Network Terms of Reference, a leadership structure is clearly articulated including role responsibilities and the involvement of a Culture, Diversity and 
Inclusion Section representative as part of that leadership structure. 

See Annual Submission Section 3 Item 9: LGBTQ Employee Network & attachments for a complete copyof these ToRs. 
 
 

LGBTIQ+ Staff and Allies Network Terms of Reference – Table of Contents: 
 

 

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 

P1a2g9e 123 – AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more e mployees) – v1.1 – Doc. 1 of 1 

 

 

 

ToRs excerpt - Role of Co-chairs: ToRs excerpt - Role of Network Members: 
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ToRs excerpt - Role of Allies: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

ToRs excerpt - Role of the Culture, Diversity & Inclusion Section: ToRs excerpt – Governance: 
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8) Ne twork  S trate gy / Work  Plan 
 

ANNUAL SUBMISSION: LGBTQEMPLOYEE NETWORKS / RESOURCE GROUPS 
11. Network Strategy/ Work Plan 

FOUNDATION 
Max. 3 points 

Our network has in place its own strategy (or a work plan contributing to the organisation’s LGBTQ inclusion strategy) and has reportedprogress against clearly 
defined action plans, timelines and/or deliverables within the assessed year. 

 
For full points, please provide all of the following: 

(a) a copy of your network strategy or component of the strategy that the network has been workingon within the assessed year 
(b) a copy of action plans andtimelines utilised 
(c) a copy of the latest progress report 

Our LGBTIQ+ Staff and Allies networkoperates within the scope of the 
LGBTIQ+ Action Plan ‘A Plan for Pride’. See Annual Submission Section 2 
Item 2: Documented LGBTQ Strategy and related attachments for a 
complete copy of the LGBTIQ+ Action Plan). 

Key responsibilities of the network include driving initiatives andactivities 
for LGBTIQ+ inclusion(see excerpt from LGBTIQ+ Action Plan: Staff Led 
Network (right): 

The Culture, Diversityand Inclusion Section has been tracking network 
metrics to monitor overall growth and engagement. Metrics include: 

- membershipacross mailing lists andinternal social media group 
- self-identification in HR systems 
- distributionof Pride lapel pins to staff. 

Positively, all categories show a general trend toward growthover 2020. 

Additionally, the network documents all relevant action items following 
quarterly network meetings. This serves as both a progress monitor and 
timeline of actioned initiatives, activities or communications. 
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Excerpt from LGBTIQ+ Cohort Tracker: 
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Excerpt from action items over 2020: 
 
 
 
 
 
 
 

s. 22(1)(a)(ii) 
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9) O rie ntation / O n- boarding 
 

ANNUAL SUBMISSION: LGBTQEMPLOYEE NETWORKS / RESOURCE GROUPS INTERMEDIATE 
Max. 2 points 12. Orientation / On-boarding 

Our network is actively involved in orientation, on-boarding or the welcoming of new hires withinthe organisation. If orientation is strictly online, our network has 
sought means to introduce new hires to the network and welcome them to the organisation. 

 
For full points, please provide: 

(a) evidence of when this last occurred 
(b) the degree of network involvement/participation 

Due to the COVID-19 Pandemic, on-boarding andinduction and orientation moved online in 2020. New starters receive an automatically generated ‘Welcome to the 
Department’ email, which provides diversity information, explains why the department requests backgroundinformation(e.g. LGBTIQ+ status, disability etc), andlists 
the available staffdiversity networks. 

A complete copy of the email is attached: 

- S3.12 – (a) ‘Welcome to the Department’ Automatic Diversity Email 

Additionally, the standard induction pack available on our HR site includes mention of the Culture, Diversity & Inclusion program, and links through to the Culture, 
Diversityand Inclusion hub on myHR, andpoints directly to the available staff diversity networks. 
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Excerpt from induction pack: 
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Excerpt from Culture, Diversity & Inclusion myHR page: 
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Diversity Networks myHR page: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

s. 47E(d)  
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10) S trate gy and Goals  
 

ANNUAL SUBMISSION: LGBTQEMPLOYEE NETWORKS / RESOURCE GROUPS INTERMEDIATE 
2 points 13. Strategy and Goals 

Our network leads have objectives that are assessed annually withinperformance discussions, relating specifically to performance within that role (as opposedto 
generic cultural, diversity or value statements). 

 
Please provide evidence of specific KPI’s in relation to a network lead role being incorporatedwithin formalperformance/assessment discussions. 

The role of the network chair/co-chair is clearlyoutlined in the Network Terms of Reference (see Annual Submission Section 2 Item 9: LGBTQ Employee Network and 
related attachments for a copy of the ToRs). 

Employees take on the network co-chair role in a voluntary capacity for a 12-month basis. As suchis not mandatory to include in their annual performance 
review/discussion, though Co-Chairs are welcome to do so if they choose. 

Network Co-chairs regularly meet with the Culture, Diversity and Inclusion team to recognise their contributions, informally assess their work inthe role, review network 
commitments, actionitems, progress, and discuss ideas for future initiatives. 
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11) S ustainability Plan 
 

ANNUAL SUBMISSION: LGBTQEMPLOYEE NETWORKS / RESOURCE GROUPS INTERMEDIATE 
Max. 2 points 14. Sustainability Plan 

Our network has a documented sustainability plan (overand above a leadership structureand/or a succession plan) that will help ensure the longevity and 
continuity of the network. 

 
Please provide: 

(a) an outline of what considerations where consideredin the development of the plan 
(b) a copy of the plan 

The network structure and sustainabilityconsiderations are clearly documented in the Network Terms of Reference (see Annual Submission Section 2 Item 9: LGBTQ 
Employee Network and related attachments for a copy of the ToRs). The ToRs are reviewed on an annual basis, if not more frequently, to ensure they accurately reflect 
the state of the network and required resources. 

While it is desirable that the network has a co-chair from Home and Affairs and the ABF, at times this is not achievable andthe network runs effectivelywith onlyone 
network chair representative. Therefore the network can continue to be effective and contribute to driving engagement and initiatives, without running into barriers  
that might arise should two co-chairs be a concrete requirement. 

Further to this, our executive engagement (SES level Diversity Champions) ensures that momentum is maintained, even when one of the co-chair positions may be 
vacant (andvice versa, shoulda Diversity Champion role have a vacancy). 
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12) A llie s  of T rans   and Ge nde r Dive rse  Pe ople  
 

ANNUAL SUBMISSION: LGBTQEMPLOYEE NETWORKS / RESOURCE GROUPS ADVANCED 
Max. 3 points 15. Allies of Trans and Gender Diverse People 

The network has undertaken one of the following within the assessedyear: 
a) actively distributed, promotedor developed information on how to be an ally to trans and gender diverse employees 
b) worked with trans and genderdiverse employees or community members to developtargeted inclusion initiatives profiling trans and genderdiverse speakers 

or role models 
 

Note: This is over and above speaking events or LGBTQ calendar Days of Significance. 
 

Points will be given for oneof the above. 
(a) If you have selected (a), please provide a copyof the information provided 
(b) If you have selected (b), please provide details andevidence of this work 

 
If you have undertakenwork for both, please include the secondpiece of work under ADDITIONAL WORKat the end of this submission. Please do not duplicate any 
evidence already submitted for events around LGBTQ Days of Significance. Points will not be allocated twice for the same event. 
Withinthe assessed year, the network has (a) actively distributed, promoted or developed information on how to be an ally to trans and gender diverse employees. 
Although information on how to be a good ally is often promoted inconjunctionwith our communications regardingLGBTIQ+ days of significance, informationabout 
allies is always availableandpromoted on our MyHR LGBTIQ+ hub. The Culture, Diversity and Inclusion team regularly review the available information to ensure it is 
accurate and up to date. 

Every person who joins the LGBTIQ+ Staffand Allies network is providedwith a welcome pack, which includes specific information regarding how to be an ally, including 
links to the resources available on our LGBTIQ+ MyHR hub. These resources include ‘Top 10 tips about how to be a good ally’, ‘Trans Ally Tip Sheet’, ‘5 Ways to be a 
LGBTIQ+ Ally’, and‘Supporting trans staff – how to be a trans ally’. 

See attachments for full copies of the documents and resources mentioned: 

- 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 
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Screenshot of ‘Support – the role of PRIDE Allies’ section on myHR LGBTIQ+ hub: 

(note links to Transgender Ally Tip Sheet, and Five Ways to be an LGBTIQ+ Ally tip sheet). 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

s. 47E(d)  
 
 
 
 
 
 
 
 

s. 47F(1)  
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Screenshot of ‘Transgender or ‘Trans’ and Intersex Staff’ sectionon myHR LGBTIQ+ hub: 

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 

P1a4g4e 143 – AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more e mployees) – v1.1 – Doc. 1 of 1 

 

 

 

LGBTIQ+ Staff and Allies Network – Welcome Pack: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

s. 47E(d)  
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13) V is ibility  of LGBTQ  Wome n 
 

ANNUAL SUBMISSION: LGBTQEMPLOYEE NETWORKS / RESOURCE GROUPS ADVANCED 
Max. 3 points 16. Visibility of LGBTQ Women 

Throughout the assessed year, our network has either: 
a) developed andmade progress against anactive strategy with targets in place to increase the visibility of LGBTQ women; or 
b) undertakenand documentedsignificant activity throughout the year to increase visibility of LGBTQ women and out role models 

 
Points will be given for oneof the above. 

(a) If you have selected (a), please enclose a copyof any plan developedalong with a report of progress made 
(b) If you have selected (b), please provide anoutlineof all activity taken to specifically increase the visibility andparticipation of LGBTQ women 

 
If you have undertakenwork for both, please include the secondpiece of work under ADDITIONAL WORKat the end of this submission. 
Throughout the assessed year, our network has (b) undertaken and documented significant activity throughout the year to increase visibility of LGBTIQ+ women andout 
role models. 

 
In August 2020, the Department’s Wear it Purple Dayvirtualpanel discussion s. 22(1)(a)(ii) featured a panel of four women: two out role models, andtwo active allies. The 
out role models discussed their experiences being out in the workplace (in 
particularat Home Affairs), as well as their experiences more broadly. The panel 
alsodiscussed the importance of empoweringandsupporting rainbow youth. 

 
Considering the challenges of 2020, the overall staff engagement for this virtual 
event was fantastic, 50+ stafftuned in live on the day, withmanymore watching 
the recorded discussion after the event. 

The Culture, Diversityand Inclusion Section received overwhelminglypositive s. 22(1)(a)(ii) feedback from viewers about the discussion, including one staff member who 
watched the discussionwith their LGBTIQ+ child. They were happy to share their 
childagreed with everything that was saidregarding ways to empower and 
support rainbow youth. 

 
 

Right: Wear it Purple Day panel discussion- host s. 22(1)(a)(ii) , with 
panel members. 
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14) LGBTQ  I nte rse ctionality 
 

ANNUAL SUBMISSION: LGBTQEMPLOYEE NETWORKS / RESOURCE GROUPS ADVANCED 
3 points 17. LGBTQ Intersectionality 

Throughout the assessed calendaryear, the network has provided opportunities for LGBTQpeople of diverse groups to raise their visibility and/or to share their 
stories across the organisation: 
Please provide evidence for one of the following: 

• LGBTQ and Aboriginal, Torres Strait Islanderor Indigenous 
• LGBTQ and a personof faith 
• LGBTQ and of another diverse group(i.e. CALD, of mature age, living withdisability, etc.) 

Please provide evidence for oneof the selected groups above. 
If you have undertakenabove-and-beyond work for more than one of the groups mentioned above, please include evidence of work in the ADDITIONAL WORK section at 
the end of this submission. 

Throughout the assessed calendar year, the network has provided opportunities for LGBTIQ+ people of diverse groups to raise their visibility and/or to share their stories 
across the organisation. For example, inthe final LGBTIQ+ Staff and Allies Networkfor 2020, a portfoliocolleague from the Australian Federal Police (AFP) joined us to 
tell their story, sharing their experiences of intersectionality and openly discussing the challenges that come with being a member of the LGBTIQ+ communityand 
Indigenous. This opportunity gave the guest speaker a chance to raise the visibility of this particular experience of intersectionality. It helped to inform our network 
members of the various challenges (some familiar, some not) that others face when different parts of their identity and experience intersect. This experience will 
encourage others to take the opportunity to share their story and/or raise the visibility of a particular experience of intersectionality. 
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Excerpt from Network Meeting Minutes held 3 December 2020: 

Name and some identifying details removedfor privacy. 
 
 
 

s. 22(1)(a)(ii), s. 47F(1) 
 
 
 

s . 22(1)(a)(ii)  
s. 22(1)(a)(ii), s. 47F(1)  

 
 

s. 22(1)(a)(ii 

 
 

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

s. 22(1)(a)(ii) s. 22(1)(a)(ii), s. 47F(1) 

  

 
 
 

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

 
 
 
 

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

 
 
 
 
 

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

s. 22(1)(a)(ii), s. 47F(1) 

s. 22(1)(a)(ii), s 
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15) I nte rse x A llie s  
 

ANNUAL SUBMISSION: LGBTQEMPLOYEE NETWORKS / RESOURCE GROUPS ADVANCED 
Max. 4 points 18. Intersex Allies 

As Intersex Allies: 
a) The network has completed oneof the followingwithin the assessed calendar year: 

• communicated what the organisation has beenor is currently doing to be more inclusive of Intersex people while acknowledging that Intersex status is 
about variations of sex characteristics, not gender identity or sexual orientation 

• held organisation-wide educational events where Intersex people have spoken 
• distributedcurrentand accurate information on Intersexinclusion or awareness raising across the organisation (see Additional Work section) 
• shared articles, books, movies, documentaries, presentations about Intersex from intersex perspectives 
• sought and gained permission from intersex organisations such as IHRA to share relevant content on social media or LGBTQ network / diversity page 
• developed a network initiative or working group with Intersex representation to help determine how the organisationor network canbe more inclusive of 

Intersex people (over andabove including Intersex awareness within LGBTQ inclusivity training). 
b) Our organisationhas signedup to The Darlington Statement 

 
Please provide: 

a) evidence for one of the selected actions above 
b) evidence of your organisation signingup to The Darlington Statement 

 
If you have undertakenabove-and-beyond work for more than one action in part a) mentioned above, please include evidence of work in the ADDITIONAL WORKsection 
at the end of this submission. 
As Intersex Allies, the network has communicated what the organisation has been or is currently doing to be more inclusive of Intersex people, while acknowledging that 
Intersex status is about variations of sex characteristics, not gender identity or sexual orientation. Informationis always available on our LGBTIQ+ hub on MyHR, which 
clearlystates that intersex status is about bodily diversity, and is not related to gender identity or sexualorientation. Our internal social media platform for the network, 
Rainbow Jam, alsohosts resources about intersex inclusion. 
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Screenshot: Rainbow Jam resources: 
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MyHR resources: Intersex status 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

s. 47E(d)  
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16) Broade r I nclus ion 
 

ANNUAL SUBMISSION: LGBTQEMPLOYEE NETWORKS / RESOURCE GROUPS ADVANCED 
Max. 3 points 19. Broader Inclusion 

Within the assessed calendar year, the network has planned, targeted andtrackedbothactivity andprogress within one of the following areas: 
a) work to extendand increase network engagement and inclusion within regional offices 
b) increasing LGBTQ presence or leadershipwithin other internal diversity networks or working groups (i.e. women, parents, cross-cultural) 

 
Points will be allocated for oneof the above. If you have completedwork in more than one of the above stated areas, please include evidence of work in the ADDITIONAL 
WORK section at the end of this submission. 

 
(a) If you have selected (a), please provide a list of activities/work conducted/completedto increase inclusion within regional offices and progress to date 
(b) If you have selected (b), please provide evidence of activity or LGBTQ representation across other diversitynetworks 

Withinthe assessedcalendar year, the network has planned, targeted andtrackedboth activity and progress within workto extend and increase network engagement 
and inclusion within regional offices. 

 
We reached out to a l l  network members and People Business Partners to seek points of contact in the regions, to work with us promote engagement from those 
geographically removed from the central Canberra hub. Responses from interested parties were registered withus, and their status as region POC flagged for easy 
visibility in our membership list. 

 
Individual names have been removed from the screenshot for privacy. These members are available to be contacted when there’s an opportunity for them to offer 
support and promote networkactivities or days of significance intheir immediate region. 
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Network Email 13 November 2020 seeking POCs: 

 
 
 

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

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

 
 
 
 
 

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

s. 22(1)(a)(ii) 
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s. 22(1)(a)(ii) s. 22(1)(a)(ii) 
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17) Ne twork   Re porting 
 

ANNUAL SUBMISSION: LGBTQEMPLOYEE NETWORKS / RESOURCE GROUPS ADVANCED 
Max. 4 points 20. Network Reporting 

Within the assessed calendar year, we produced: 
a) a network specific report on progress against network targets, in addition to 
b) one of the following areas of performance: 

• additional advice provided to the organisationthroughout the year 
• areas of significant contribution 
• areas of future focus 
• annual progress tracking against the AWEI 

Please provide evidence for both (a) and(b). If you have undertaken above-and-beyond work for more than one of the areas mentioned above, please include evidence of 
work in the ADDITIONAL WORK section at the end of this submission. 

In summary of 2020, our final DiversityMatters newsletter of the year focused on some key progress for networkactivities. This newsletter is distributed to the network 
and a l l  staff, andincludes progress updates on some key initiatives that were focused on during the assessed calendar year. This includes the network acronym update, 
the launch of the LGBTIQ+ podcast, continued distribution of our PRIDE lapel pins, andvirtual celebrations of LGBTIQ+ days of significance. These achievements 
represent clear progress against the LGBTIQ+ Action Plan, a portionof whichthe network is responsible for. See Section 3 Item 11: Network Strategy / Work Plan for 
more detail  on the network targets withinthe broader frameworkof the Action Plan. 

Additionally, we have continuedto provide advice to various areas of the organisation as required. In December 2020, a business area was working on updating an 
internal HR systemto include the title ‘Mx’ for selection (to align with other internal HR systems). They sought information andadvice about the title from the Culture, 
Diversityand Inclusion Section, we provided advice to ensure their team could understand what the title is and why its inclusion is important. This enabled the business 
area to be preparedfor any questions they may potentially be asked once the update goes l ive. 

 
 

Complete copy of the email advice mentioned above is attached: 

- S3.20 – (a) Advice to Recruitment on using title ‘Mx’ 
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SECTION 4: VISIBILITY OF INCLUSION 
18) Days of S ignif icance  

 

ANNUAL SUBMISSION: 2020 VISIBILITY OF INCLUSION FOUNDATION 
Max. 2 points 21. Days of Significance 

Within the assessed calendar year, we have celebrated and promoted LGBTQ Days of Significance across the organisation while providingand/or educating 
employees with an understandingof why these dates are important. 
For full points, please provide: 

a) a list of LGBTQ Days of Significance celebrated throughout the assessed year 
b) a brief description of each event, detailing how you promotedan understandingof why the day is significant 

The Culture, Diversityand Inclusion Section has a dedicated events calendar to keep track of each cohort’s days of significance to promote over the course of the 
calendar year. 

A complete list of the days recognised and how they were celebrated are as follows. Eachnotice or communications (comms) article clearly explains the meaning of the 
day, why it is important and how staff can support anddrive inclusion, withthe a im to increase overall staff literacy of LGBTIQ+ inclusion. Note, events in 2020 were 
held virtually due to Covid-19. 

1. 31 March 2020 – Transgender Day of Visibility: comms out to all staff via notices 
2. 17 May 2020 – IDAHOBIT: comms out to a l l  staff via notices 
3. 1 – 30 June 2020 – PRIDE Month: Virtual campaign with weeklycomms our to all staff via notices, executive video messages, staff video messages 
4. 28 August 2020 – Wear it Purple Day: comms out to all staff to promote virtual panel discussion via webex. 
5. 23 September 2020 – Bi Visibility Day: RainbowJam post (internal social media page) 
6. 21 October 2020 – International Pronouns Day: Rainbow Jam post (internal social media page) 
7. 25-31 October 2020 - ACE Awareness Week: comms out to all staff via notices 
8. 26 October 2020 – Intersex Awareness Day: comms out to a l l  staff via notices 
9. 12-19 November 2020 – Trans Awareness Week: comms out to a l l  staff via notices 
10. 1 Dec 2020 – World AIDS Day: comms out to a l l  staff via notices 

 
 

See attachment for copies of these communications: 

- S4.21 – (a) Days of Significance – Notices and Posts to Educate and Celebrate 
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Screenshot of LGBTIQ+ events calendar for 2020 (LGBTIQ+ team = yellow): 
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19) V is ibility  in the Work  place  
ANNUAL SUBMISSION: 2020 VISIBILITY OF INCLUSION FOUNDATION 

Max. 3 points 22. Visibility in the Workplace 
We actively encourage and provide a means by which employees can indicate their commitment to LGBTQworkplace inclusion through the use of: ALLY email 
signatures, lanyards, personal pronouns, virtual backgrounds, etc. 

 
Please provide: 

a) a list of options available to employeesthrough which they canvisually indicate that they are an ally or supporter of LGBTQ inclusion 
b) a couple of photos showingactive support andvisibility of these options within/around/throughout the workplace (please limit photos to a couple of photos – 

not required for each available option) 

We actively encourage andprovide a means by whichemployees canindicate their commitment to LGBTIQ+ workplace inclusion throughthe use of: 

- PRIDE lapel pins (separate Home Affairs and ABF pins are available) 
- workstation Pride and Pride Ally symbols, 
- personal pronouns in email signature blocks 
- network posters 
- diversity postcards 
- flags in ABF Head Quarters, and 
- virtual backgrounds during major events (e.g. Pride Month). 

 
 

Pride Lapel Pins (HA & ABF): 
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Flags at ABF HQ (Bi flag not pictured): Diversity Postcards: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

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

Pride/Pride Ally Desk Symbols: 
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20) A lly / Champion Re fe re nce  Guide s  
 

ANNUAL SUBMISSION: 2020 VISIBILITY OF INCLUSION INTERMEDIATE 
Max. 3 points 23. Ally / Champion Reference Guides 

We provide Ally/LGBTQ Champion Reference Guides or materials on how to be an effective ally and/or an active champion for LGBTQ inclusion withinthe 
workplace. 
Please provide 

(a) copy of this guide or an outline of the content covered within the guide 
(b) information regardinghow it is distributed or where this guide can be found 

As covered in Section 3 Item 15: Allies of Trans and Gender Diverse People we have a number of reference guides andresources/materials available for how to be an 
effective allyand/or active championfor LGBTIQ+ inclusion withinthe workplace. These resources are regularly promoted (via hyperlink) to all staffin conjunction with 
days of significance, but are always available and easilyaccessible via our MyHRLGBTIQ+ hub, and via our internal social media platform Rainbow Jam. 

The primaryresources for allies and LGBTIQ+ Champions are: 
- Pride in Diversity publication ‘EngagingAllies for Change’ 
- Tip Sheet – Trans Tip Sheet 
- Tip Sheet – Five Ways to be an LGBTIQ+ Ally 
- Text (below) – Top Ten Tips on how to be a good ally. 

See attachments for full copies of the documents and resources mentionedabove: 

- 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 
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Screenshot from LGBTIQ+ hub – Top Ten Tips on how to be a good ally: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

s. 47E(d)  
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21) I ndividual LGBTQ  I nclus ion Work  Re cognition 
 

ANNUAL SUBMISSION: 2020 VISIBILITY OF INCLUSION INTERMEDIATE 
2 points 24. Individual LGBTQ Inclusion Work Recognition 

Leadership has formally recognised and communicated the work of employee/s across the organisation, regarding their internal contributionin LGBTQ inclusion 
within the workplace. 

 
Note: This excludes PiD communications around AWEI Awards – but can include your leadership’s formal internal recognition of the contribution made by 
employees. 

 
Please provide evidence. 

In January 2020, several ABF Officers were recognised for their contributionto advancing diversity andinclusionworking inthe LGBTIQ+ community. A list of 2020 award 
recipients is attached, with LGBTIQ+ awards highlighted. This work was further communicated across the organisation via the DiversityMatters newsletter issued in May 
2020. 

See attachments for full copies of the document mentioned above: 

-    S4.24 – (a) Individual LGBTIQ+ Inclusion Work Recognition– ABF Australia Day Awards 2020. 
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Excerpt from DiversityMatters Newsletter, 5th Edition, May 2020: 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

s. 22(1)(a)(ii)  
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22) Confide ntial Contacts  
 

ANNUAL SUBMISSION: 2020 VISIBILITY OF INCLUSION INTERMEDIATE 
2 points 25. Confidential Contacts 

We have an LGBTQ intranet page that clearly identifies LGBTQpeople or allies who can be contactedfor a confidential and informal discussion regarding being an 
LGBTQ employee withinthe organisation. This is over and above any HR or grievance contacts and confidentiality must be assured. 

 
Please provide a screenshot of where this information is provided. If the contact is not clearly communicated as CONFIDENTIAL, full points will not be awarded. 

The department’s Peer Support Program(PSP) is a critical 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 and provide relevant support or referrals. 
The goals of PSOs are to offer anempathic, non-judgemental listening ear; provide strategies and techniques to promote self-care; andfacilitate or recommend 
pathways for professionalor social support. 

The Peer Support Program training was developed by a team of clinical psychologists who have extensive experience indeveloping andimplementing training across a 
wide range of organisations. PSOs attend an intensive two-daytraining 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 PSO for Pride and PSO for Pride Allies, who either identifyor are experienced allies with a good understanding of LGBTIQ+ sensitivities and 
potential areas for concern. They provide staff andofficers of the Department and ABF a confidential, peer-to-peer service to address specific challenges related to 
LGBTIQ+ experiences. Further to this, staff have access to the names of all PSOs, including PSO for Pride and PSO for Pride Allies. 

This information is available on our HR page, accessible by all staff, andclearly states conversations are confidential. 

See also: Section 1 Item 8, ‘LGBTQ Training HR / Grievance Officers’. 
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Screenshot from HR pages about PSO program: 
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23) Communication of LGBTQ  S upport I nformation 
 

ANNUAL SUBMISSION: 2020 VISIBILITY OF INCLUSION INTERMEDIATE 
Max. 2 points 26. Communicationof LGBTQ Support Information 

As the initial source of information for LGBTQemployees, our LGBTQintranet page clearly articulates: 
a) the process for formally reporting workplace LGBTQ bullying/harassment 
b) available LGBTQ friendly support (should this occur) 

 
For full points, please: 

(a) provide a screenshot of where this information is communicated on the network or LGBTQ diversity page. 
(b) clearly show LGBTQ friendly support avenues 

As the primary source of information for LGBTIQ+ employees, our LGBTIQ+ intranet page clearlyarticulates (b) available LGBTIQ+ friendly support. Information regarding 
the process for formally reporting workplace bullying/harassment is ownedandupdated by the Workplace Relations and Behaviours team. 

See also: Section 1.9 - Behavioural Examples of What Constitutes Bullying / Harassment. 
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Screenshots from LGBTIQ+MyHR page clearly articulatingavailable LGBTIQ+ friendly support: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

s. 47E(d)  
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s. 47E(d)  
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Screenshot from Workplace Behaviour HR page regardingformal processes: 
 
 
 
 
 
 
 
 
 
 
 

s. 47E(d)  
 
 
 
 
 
 
 
 
 
 

s. 47E(d)  
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24) LGBTQ  S ocial M e dia S tre ams  
 

ANNUAL SUBMISSION: 2020 VISIBILITY OF INCLUSION ADVANCED 
2 points 27. LGBTQ Social Media Streams 

We have internal LGBTQ social media streams or any other means by which we can engage staff in conversations and post items of interest in regardto our inclusion 
work (may include but is not limited to Yammer, Twitter, Facebook, SharePoint). 

 
Please provide screenshot evidence of such posts and/or conversations onyour socialmedia streams. 

We have internal LGBTIQ+ social media stream by which we can engage staff in conversations andshare items of interest regarding our inclusion work as well as 
community events. The platform we use is SAP JAM, and the LGBTIQ+ page/groupis called ‘Rainbow Jam’. 

Group front page, including group description, banner images, and promo tiles: 

Note promo tiles regularly change to promote various days of significance, training or opportunities (e.g .2021 AWEI survey, as below). 
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The sidebar promotes quick links to key documents on the intranet, as well as informationabout the PRIDE lapel pins, and upcoming events: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

s. 47E(d)  

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 

P1a7g3e 173 – AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more e mployees) – v1.1 – Doc. 1 of 1 

 

 

 

Post to group with item of interest - opportunity toattend a livestream keynote address from Catherine McGregor AM: 

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

s. 22(1)(a)(ii), s. 47F(1) 
 
 
 

s. 47F(1)  
 
 

s. 47F(1) 
 
 
 

s. 47F(1) 
 
 
 
 
 
 
 
 
 
 

s. 47F(1) 
s. 47F(1) 

 

s. 47F(1) 
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s. 22(1)(a)(ii) 

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

s. 22(1)(a)(ii)  
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SECTION 5: TRAINING, AWARENESS & PROFESSIONAL DEVELOPMENT 
Please do not include compliance training covering anti-discrimination policies or training withinevents. Both of these are covered elsewhere. 

25) F ace -  to- F ace  Training 
 

ANNUAL SUBMISSION: 2020 TRAINING, AWARENESS & PROFESSIONAL DEVELOPMENT 
28. Face-to-Face Training 

FOUNDATION 
2 points 

We have made face-to-face LGBTQAwareness / Inclusion / Ally Training available to all employees within the assessedcalendar year. This would include any 
interactive training conducted via internet technologies (i.e. WebEx, Zoom, Teams, etc). 

 Name of Trainer or 
Provider: 

1. Department of Home Affairs 
2. Pride in Diversity 

☐ Our trainer is accredited by or from Pride in Diversity 
☒  Our trainer is accredited by or from Pride in Diversity 

 

 Length of training: 1. 1.5 hrs 
2. 1.5 hrs 

 

 Date/s: 1. Due to resourcing constraints and impact of COVID-19, there was no capacity to deliver face-to-face training. 
2. Employees were still able to participate in the Webex online awareness training offered by Pride in Diversity. 

 

 Number of 
attendees approx 
that will have gone 

through this 
training: 

1. Minimum 20 for a session to be held face to face (therefore zero due to COVID restrictions) 
2. LGBTIQ+ Lead 

 

 Evidence of training 
undertaken (one 
piece required): 

1. Screenshot of the invitation sent or where training has been communicated (Department face-to-face training information).  
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s. 47F(1) 

s. 47E(d) 
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2. Screenshot of the invitation sent or where training has been communicated (Pride in Diversity LGBTIQ+ Awareness training) 
 

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

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

 
 
 
 
 
 
 
 
 
 
 
 
 

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

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

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

s. 22(1)(a)(ii) 
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Copy of 
presentation or 

outline of training 
covered: 

1. Screenshot of training outline for Department face-to-face training information (online learning management system): 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 s. 47E(d) 
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2. Screenshot of training outline for Pride in Diversity LGBITQ+ Awareness Training sessions via Webex: 
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26) O nline  T raining 
 

ANNUAL SUBMISSION: 2020 TRAINING, AWARENESS & PROFESSIONAL DEVELOPMENT 
29. Online Training 

FOUNDATION 
2 points 

We have LGBTQ online training modules or pre-recordedcontent that can be accessed by employees throughout the assessed calendar year. 

 Name of Online 
Training or Video: 

LGBTIQ+ Inclusion: Walking in Rainbow Shoes  

 Length of the LGBTQ 
component within the 

video/training: 

Complete module  

 Where employees can 
access this training : 

Training is accessed via the LGBTIQ+ hub on myHR.  
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s. 47E(d) 

s. 47E(d) 
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  Screenshot of e-learning module Walking in Rainbow Shoes: 

 

 
 

 

 Tracking: Although participation and access numbers are not tracked for this specific module, access to the module is shared with all new LGBTIQ+ network members.  
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 Copy of the module or 
a brief outline of it’s 

LGBTQ content. 

 
The module covers: 

- gender identity, sexual 
orientation, intersex and 
gender expression 

- explains a 
heteronormative world 

- personal stories 
- how to become an ally 

and actively show 
support 

- resources (allypostcard, 
terminology, quick guide 
to inclusion etc) 
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27) Profe ss ional De ve lopme nt for LGBTQ  Employe e s  
 

ANNUAL SUBMISSION: 2020 TRAINING, AWARENESS & PROFESSIONAL DEVELOPMENT ADVANCED 
Max. 2 points 30. Professional Development for LGBTQ Employees 

Outside of the Pride in Practice Conference within the assessed calendar year, we have either: 
(a) provided LGBTQ people with LGBTQ specific leadership training, internally or externally (excludes conferences unless specifically dedicated to LGBTQ 

leadership development) 
(b) put processes in place to ensure that there is LGBTQ representation within talent development programs. 

 

Please provide evidence for the oneselected item above. If you can provideboth, please addthe second item to the ADDITIONAL WORKsection at the end of this 
submission. 

We haveprovided LGBTIQ+ people with LGBTIQ+ specific external leadership training. In October 2020, we offered LGBTIQ+identifying staff the opportunity to attend 
training run by The Equality Project, inconjunctionwith the Department of Industry, Science, Energy and Resources. This training was specifically for LGBTIQ+ 
employees only (although we received interest from allies keen to participate). 

The training program was split over two sessions (Webex) andprovidedparticipants with training on mental health and resilience specifically targeted at LGBTIQ+ 
employees. This training provided the opportunity to focus on these issues whilst supporting more broad leadership skills withina safe, inclusive environment. 

Employees who did attendthe training will provide an update to the LGBTIQ+ Staff and Allies Network at the next meeting in February 2021. 
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Email to network members advertising training opportunity: 
 
 
 

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

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

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

s. 22(1)(a)(ii)  
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Explicit confirmation from training organisers that the opportunity is for LGBTIQ+ identifyingemployees only: 

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

 
 
 
 

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

s. 22(1)(a)(ii) 
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Post in Rainbow Jam (internal social media) advertisingtrainingopportunity: 
 

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

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

 
 

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 

P1a8g8e 183 – AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more e mployees) – v1.1 – Doc. 1 of 1 

 

 

 

28) LGBTQ  I nclus ion Training Plan 
 

ANNUAL SUBMISSION: 2020 TRAINING, AWARENESS & PROFESSIONAL DEVELOPMENT ADVANCED 
Max. 4 points 31. LGBTQ Inclusion Training Plan 

We have a strategy or training plan in place to specifically address LGBTQ inclusion and/or awareness training for all employees. 
Please provide: 

(a) a copy of the strategy 
(b) outlined progress madethroughout the assessedyear 

All employees must complete mandatory training annually (‘The Essentials). This training covers basic workplace behaviour responsibilities and expectations, however 
does not specifically address LGBTIQ+ inclusionor awareness items. A strategy has been prepared, but is beingimplemented in 2021: 
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29) LGBTQ  Confe re nce s ,  S e minars  and Eve nts  
 

ANNUAL SUBMISSION: 2020 TRAINING, AWARENESS & PROFESSIONAL DEVELOPMENT ADVANCED 
2 points 32. LGBTQ Conferences, Seminars and Events 

Within the assessed calendar year, we have provided opportunities for employees to attended external dedicated LGBTQ conferences, seminars or events. 
 

Note: This may include but is not limited to the Pride in Practice Conference, Regional Reach or Sapphire Events, or external LGBTQ panel events. This does not 
include roundtables or social networking events. 

 
Please provide evidence. 

We have provided opportunities for employees to attend external dedicated LGBTIQ+ conferences, seminars or events. In 2020, NT staffwere offered the opportunity to 
attend the NT Regional Reach program in November. 

Email to NT-based network members about NT Regional Reach in November: 
 
 
 
 

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

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

s. 22(1)(a)(ii) 
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Email to our People Business Partner in NT to promote to all staff in the region: 
 
 
 
 
 

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

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

s. 22(1)(a)(ii)   
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A representative from the Culture, Diversity and Inclusion Section attended the virtual Pride in Practice Conference: 
 

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

 
 
 
 
 
 
 
 
 
 
 

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

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

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

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 

P1a9g3e 193 – AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more e mployees) – v1.1 – Doc. 1 of 1 

 

 

 

SECTION 6: EXECUTIVE LEADERSHIP & ENGAGEMENT 
Please note: Different titles are used when referring to the most senior executive. For the purpose of consistency within submission, in defining CEO or Equivalent, we 
are referring to the most senior executive in your organisation within Australia. 

 
If you have a CEO or equivalent, or Senior Leader/Executive highly active inpromoting and supportingLGBTQ inclusion (as an LGBTQ individual or anally), please consider 
nominating them for the following Awards (where applicable): 
• Executive Leadership Award 
• CEO of the Year Award 

30) Exe cutive  S ponsor or Champion 
 

ANNUAL SUBMISSION: 2020 EXECUTIVE LEADERSHIP & ENGAGEMENT INTERMEDIATE 
Max. 2 points 33. Executive Sponsor or Champion 

We have a visible and active Executive Sponsor or Senior Champion for LGBTQ inclusion whohas both: 
a) contributedto the LGBTQ strategy 
b) is engaged in tracking performance progress against the strategy throughout the year 

 
For full points, please provide evidence for all parts to this question: 

a) specific contribution to the strategy 
b) level of engagement, tracking progress against the strategy (signed statement by the Executive as to their role in strategy development / tracking will suffice) 

As covered in the Standing Submission Item 21: Executive Sponsor or LGBTQ Champion, we have Senior Executive (SES) staff located withinour Australianoffices driving 
our diversity agenda. They contribute to our LGBTIQ+ strategy intheir roles as Champions for our diversitycohorts. We have one Diversity Championeachfor Home 
Affairs and the ABF. In 2020, Home Affairs Diversity Champion Luke Mansfieldwas one of the key supporters driving the initiative to include personal pronouns in email 
signature blocks. This initiative gained significant tractionfollowing his visible support. 

The Diversity Champions formally catch up with the Culture, Diversityand Inclusion Section on a quarterlybasis, with informal communication occurringfrequentl y 
between meetings as needed. Through these channels we track our performance against our project strategies throughout the year, andensure accountability and 
transparency between the Champion(s) andthe Culture, Diversity and Inclusion Section withrespect to engagement, activities and visibility. 
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s. 22(1)(a)(ii) 

 

2020 Diversity Champions: Diversity Champion Luke Mansfield’s Signature Block with Pronouns: 
 
 
 
 

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

 
s. 22(1)(a)(ii)  
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31) Exe cutive  A dvocacy 
 

ANNUAL SUBMISSION: 2020 EXECUTIVE LEADERSHIP & ENGAGEMENT ADVANCED 
2 points 34. Executive Advocacy 

Within the assessed calendar year, Senior Executive(s) withinour organisation have: 
a) advocated for LGBTQ inclusion at anexecutive level externally amongst peers 
b) advocated for LGBTQ inclusion at anexecutive level internally amongst peers; or 
c) attended at least two of the Pride in Diversity Executive Allies Forums within the assessed year 

 
Please provide evidence for oneof the above. 

 
If you can provide evidence for two or more of the above, please addthe additional item/s to the ADDITIONAL WORKsection at the end of this submission. 

Withinthe assessedcalendar year, Senior Executives withinour organisation have (c) attended at least two of the Pride in Diversity Executive Allies Forums. 

Assistant Secretary Ciara Spencer attended the Februaryand August Executive Allymeetings in 2020. Ciara regularly liaises with the Culture, Diversity and Inclusion 
Section to ensure any relevant matters areraisedon behalf of the LGBTIQ+ Staff and Allies Network, and to share anyoutcomes of the Executive Allymeetings. 
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Meeting: February2020 
 
 
 

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

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

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

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

s. 47F(1)  

s. 47F(1)  
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s. 22(1)(a)(ii) 
 
 
 
 
 
 
 
 
 
 
 
 
 

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

s. 47F(1)  

 
 
 
 
 

s. 47F(1)  
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Meeting August 2020: 
 
 
 
 

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

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

s. 47F(1)  

s. 47F(1)  
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s. 22(1)(a)(ii)  
 
 
 
 
 
 
 
 
 
 
 
 
 
 

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

s. 47F(1)  
s. 47F(1)  

 

s. 47F(1)  
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32) CEO  or Equivale nt Communications  
 

ANNUAL SUBMISSION: 2020 EXECUTIVE LEADERSHIP & ENGAGEMENT ADVANCED 
2 points 35. CEO or Equivalent Communications 

Within the assessed calendar year, our CEO or equivalent has sent formal communications to all employees comprehensively discussing progress made in LGBTQ 
inclusion work and its importance to the organisation. This may be CEO communications prioritised on intranet pages or within a CEO newsletter (beyond social  
media, award announcements only). 

 
Please provide the most comprehensive communication sent out by your CEO (or equivalent) to all employees in regard to your work in LGBTQ inclusion. 

In March 2020 the ABF Commissioner published anall-staff message inthe Executive Hub, congratulating the new ABF Diversity Champion Dr Bradley Armstrong on his  
appointment to the role. The Commissioner articulated the importance of the role and ourcommitments to progressing all aspects of diversity and inclusion (including 
LGBTIQ+), strengthening our workplace culture, andensuring allstaff are able to bringtheir authentic selfto work. 

Executive hub messages are accessible by all staff directly from our intranet home page. 
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Executive Hub Message from ABF Commissioner: 
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Where staff access the Executive Hub Messages from the intranet home page: 
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33) CEO  or Equivale nt S pe ak  ing at Eve nts  
 

ANNUAL SUBMISSION: 2020 EXECUTIVE LEADERSHIP & ENGAGEMENT ADVANCED 
2 points 36. CEO or Equivalent Speaking at Events 

Our CEO or equivalent has spoken at LGBTQ events held by our organisation, either internally or externally. 
 

For full points, all of the following must be provided: 
(a) evidence of the individual speaking at the event and approximate duration of speech 
(b) brief outline of event purpose andtypical audience 
(c) approximate attendee numbers 

One of the commitments in the LGBTIQ+ Action Plan (see Annual Submission Item 2 ‘Documented LGBTQ Strategy’) is to ‘support the Secretaries’ Equality and Diversity 
Council  (SEDC) to drive improvements in LGBTIQ+ inclusion across the APS. 

The council brings together all departmental secretaries (including the Secretary of the Department of Home Affairs) to driving meaningful change to make the APS an 
employer of choice for all Australians. The Council focuses on removing employment-related disadvantage on the basis of: Aboriginal and/or Torres Strait Islander 
status; gender; sexual orientation, gender identity or intersex status; race or ethnicity; disability; and age. 

The SEDC met on 07 February 2020. The key outcomeof this meeting was that the council agreed that strategic inclusionanddiversity matters willbe elevated to the 
Secretaries Board, in place of the Council, and that the newly established COO Committee will be leveraged to drive inclusion and diversity across the APS and within 
agencies at anoperational level. 

The full communique is available here: https://www.pmc.gov.au/news-centre/pmc/communique-13-february-2020 
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Secretaries’ Equality and Diversity Council outcomes – February 2020: 
 
 
 
 
 
 
 
 

s. 22(1)(a)(ii)  
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SECTION 7: DATA COLLECTION & REPORTING 
34) Employe e  Data A nalys is  

 

ANNUAL SUBMISSION: 2020 DATA COLLECTION & REPORTING INTERMEDIATE 
Max. 3 points 37. Employee Data Analysis 

Within our annual engagement, pulse or diversity surveys, either for the assessed calendar year or year prior, we have: 
a) included questions in regardto one’s sexual orientation, gender identity or whether or not someone is intersex, AND 
b) analysed and reported on LGBTQ engagement data alongside other diversity demographics or overall population statistics 

 
Forfull points, please provide: 

a) details of when that data was last collected 
b) a copy of the questions used to identify LGBTQ population 
c) an overview of comparative findings or analysisas comparedto other internal populations 

We undertake employee data analysis througha number of avenues: 

- Monthly report and Diversity Dashboard 
- LGBTIQ+ monthly tracker (network) 
- Annual APS Census survey 

We review a monthlydiversity dashboardreport, which displays current data (sexual orientation, gender identity) against other diversity demographics andoverall 
departmental statistics. This self-identification data is collected via easySAP (HR system). Staff canaccess this optionthrough their personal profile. This de-identified 
data is reported on a monthlybasis to key stakeholders including Senior Executives, Diversity Champions andnetwork chairs. Further to this, we track network 
membershipon our mailinglist and our internal social media platform Rainbow Jam to monitor growth and engagement. These tools assist us to identify any trends in 
self-identification and engagement. 

In addition to the above, the APS Census survey runs annually. The annual surveyincluded questions regardingsexual orientation, gender identity, whether or not 
someone is intersex, andanalysed and reported on LGBTIQ+ engagement data alongside other diversity demographics or overall populationstatistics. 
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LGBTIQ+ self-identification datacollected via easySAP: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 

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

s. 22(1)(a)(ii) 
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Diversity Dashboard Report – Monthly – November 2020: 
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LGBTIQ+ Engagement Monthly Tracker: 
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Rainbow Jam Dashboard: 
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Department of Home Affairs APS Census 2020 Excerpts – Demographics, Inclusion and Wellbeing: 
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35) LGBTQ  A nalys is  
 

ANNUAL SUBMISSION: 2020 DATA COLLECTION & REPORTING ADVANCED 
3 points 38. LGBTQ Analysis 

Within the assessed calendar year (or year prior), we have specifically asked, investigated or assessed one of the following: 
• if LGBTQ employees are directlyor indirectly disadvantaged at any stage during the recruitment process 
• if LGBTQ employees are directlyor indirectly disadvantaged intalent management processes or career progression 
• if there are discrepancies inattrition rates between LGBTQ and non-LGBTQ employees 
• if within gender aggregated data, we include non-binary employees and ifnot a proposed planof action 
• if internal engagement or AWEI Surveydata show any “most in need” areas to focus on, resulting in a plan of action 

Please provide evidence for oneof the above, including a plan of actionwhere stipulated. Points will be given for one of the above. 
 

If you have done work in more thanone of the above areas within the assessedyear, or year prior, please add suchwork to the ADDITIONAL WORKsection at the end of 
this submission. 

Within 2020 weassessed the 2020 AWEI Survey data, which showedsome key areas, or ‘most inneed’ areas to focus on, resulting ina  plan of action. 

Below excerpts from the summary of results, andminutes from the August 2020 LGBTIQ+ Staff and Allies Network Meeting, identify the areas to focus on improving 
(training), and commitment to implementing improvements in line with the LGBTIQ+ Action Plan(seealso: Annual Submission Item 2 ‘Documented LGBTQ Strategy’). 
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Excerpt from Summary of 2021 AWEI Survey results: 
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Excerpt from Minutes of 8 September 2020 LGBTIQ+ Staff and Allies Network Meeting: 
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SECTION 8: COMMUNITY ENGAGEMENT 
Please note: For this Submission, we will be accepting evidence only regarding one such event/instance for each questionwithin this section, respectively (as opposed 
to two). If you have more than one example to evidence for the questions withinthis section, please please add the additional item/s tothe ADDITIONAL WORK section 
at the end of this submission. 

36) Employe r Brande d Participation at Community Eve nts  
 

ANNUAL SUBMISSION: 2020 COMMUNITY ENGAGEMENT INTERMEDIATE 
2 points 39. Employer Branded Participation at Community Events 

Within the assessed calendar year, we held stalls at LGBTQ community events or participated in pride parades under our employer/company branding. (This may 
include online community events with prominent employer branding.) 

 
Note: This must be a targeted branding exercise, over and above employees wearing corporate t-shirts but not contributing formally to the event. 

 
Please provide evidence of brandingdisplayed atonesuch community event, including online community events. 

As a result of the significant restrictions due to the COVID-19 pandemic wewere unable to effectively participate in LGBTIQ+ community events under employer 
branding withinthe assessedcalendar year. 
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37) Pro- Bono or F inancial  S upport:  LGBTQ  Charitie s/  O rganisations  
 

ANNUAL SUBMISSION: 2020 COMMUNITY ENGAGEMENT INTERMEDIATE 
2 points 40. Pro-Bono or Financial Support: LGBTQ Charities/Organisations 

Throughout the assessed calendar year, we have provided pro-bono or financial support to LGBTQ charities/community groups. (This includes sponsorships of 
events, publications or pro-bonoaccommodation/venue support. Fundraisingis covered in Q41.) 

 
Please provide evidence of onesuch instance. 

Unfortunately, we have not providedpro-bono or financial support to LGBTIQ+ charities or communitygroups within the assessed calendar year. 
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38) F undrais ing 
 

ANNUAL SUBMISSION: 2020 COMMUNITY ENGAGEMENT 
41. Fundraising 

INTERMEDIATE 
2 points 

Throughout the assessed calendar year, we have engagedin fundraising for LGBTQ 
charities / communities / groups. (This may include the support of any LGBTQ charity groups withinworkplace giving programs.) 

 
Please provide evidence of onesuch instance. (This can be a letter of appreciation, certificate, receipts or confirmation of funds raised issued bythe charity/group.) 

 As an organisation, we raisedover $25,000 for Beyond Blue in 2020 by donating a goldcoinon ‘Casual Fridays’. Beyond Blue assists a broad range of people inthe 
community, including LGBTIQ+ people andtheir families. 

Additionally, our Workplace Giving Program lists ‘AIDS Trust of Australia’ as one of the nominated charities, with a total ofs. 22(1)(a )(ii ) being donated in 2020. 

Beyond Blue Donations in 2020 – totals. 22(1)(a)(ii ) at Pay Run 14, 24 December 2020 – 06 January 2021: 
 
 
 
 
 

s. 22(1)(a)(ii) 
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Workplace Giving Program Charity Options– AIDS Trust of Australia 
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2020 Donationrecordsfor AIDS Trust of Australias. 22(1)(a)(ii) 
 
 
 
 
 
 
 
 
 

s. 22(1)(a)(ii) 
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SECTION 9: SURVEY 
39) S urve y Participation 

 

ANNUAL SUBMISSION: OPTIONAL SURVEY PARTICIPATION OPTIONAL 
2 points 42. Survey Participation 

☒  We are participatingin the 2021 AWEI Survey. Please note: 
• Partial points will not be given. Full points will only be obtained for the following: 

o Medium Employers (501 – 2000 employees): if 50 or moresurvey responses are collected 
o Large Employers (2001 – 8000 employees): if 100 or more survey responses are collected 
o Significant Employers (8001 or more employees): if 200 or more survey responses are collected 

 
Please note – we have submitted two surveys for our organisation – one for the Department of Home Affairs, anda separate one for the Australian Border Force – due 
to the different operational paradigms between the two. We have requested threetotal reports, one each for HA and ABF, and one aggregate report of HA and ABF 
combined. 

 
Please note: the more respondents you have, the more substantial data youwill receive. The purpose of the AWEI Survey is to provideyou with significant information on 
the impact of your inclusion initiatives andallow you to benchmark against the national dataset. 
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SECTION 10: ADDITIONAL WORK 
This section allows youto describe and provide evidence for any additionalwork completed throughout the assessed calendar year: 

(a) that has not already been included within this index submission 
(b) that you believe is significantly over andabove what a particular question or index topic is looking for 
• IMPORTANT: PLEASE COMBINE ALL RELATED INDEX WORK INTO ONE ROW. For example, ifyou wishto claim for signficiant training, list all LGBTQ training within 

one row under the Item Name of “Training.” Only 1 point is available for all workpertaining to a particular topic/area – PLEASE do not split similar areas of index 
activity over multiple rows. 

• Please add additionalrows regarding different areas of work, as necessary. Note: A maximum of 15 points (15 items) may be obtainedin this section. Should you 
submit more than this, you will still only be eligible for the same Maxmumpoints. 

40) A DDI  TI O NAL WO RK 
 

ANNUAL SUBMISSION: ADDITIONAL WORK 
43. ADDITIONAL WORK 

ADDITIONAL 
Max. 15 points 

Item Name: 
[Question No. or 
Item Name Here] 

 
If referencing 
significant work over 
and above in 
relation to one of 
the questions or 
topics within the 
index, please state 
question number or 
index topic here and 
then provide 
evidence to the 
right. 

 
If you have new 
work, the topic of 
which is not covered 
within the index, 
please add an 
appropriate heading 
here and then 
provide evidence to 
the right. 
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S3.18 – Intersex 
Allies 

In addition to what is flaggedin Section 3 Item 18 – Intersex Allies, the network has alsocompleted one of the following within the assessed calendar 
year: distributed current and accurate informationon Intersex inclusionor awareness raising across the organisation. In October 2020 we celebrated 
Intersex Awareness Dayandpromoted the day of significance to all staff, encouraging people to learn more about what Intersex status reallymeans. 

 
Screenshot: Intersex Awareness Day Staff Notice: 

 
 
 
 
 
 
 
 
 
 
 
 
 

s. 47E(d)  

Other Work: 
DiversityMatters 
Newsletter 

The Culture, Diversityand Inclusion Section produces a quarterlynewsletter called DiversityMatters. This newsletter provides anopportunity for the 
Section to share key achievements and events for our diversity cohorts (LGBTIQ+, gender, disability, indigenous, intergenerational) with all staff. It 
provides a platform where staffcan share their stories, celebrate their wins and acknowledge their challenges. DiversityMatters is accessible through 
our MyHR platform, but is advertised to all staff via a notice and weekly bulletin. It helps to raise the profile and visibility of some of the challenges these 
staff members face, and educate a broader audience as to why it is socritical to continue to progress our diversity and inclusion agenda. 

 
Newsletter header branding: 
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Previous issues are all accessible throughmyHR: 
 
 
 
 
 
 
 
 
 
 

s. 47F(1) 
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 LGBTIQ+ excerpt from November 2020 issue of DiversityMatters: 
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LGBTIQ+ excerpt from November 2020 issue of DiversityMatters: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

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

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

 
 
 
 
 
 
 
 
 
 
 
 

s. 22(1)(a)(ii)  
s. 22(1)(a)(ii)  
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Other Work: 3 
Clicks Away 
Campaign 

A key campaign that the Culture, Diversity and Inclusion Sectionpromotes is that of ‘Three Clicks Away’. This campaign was developed to encourage 
staff to self-identify in our HR systems (key point being it only takes ’three clicks’ to achieve) . This assists us to gain a broader understanding of our 
workforce, place a greater focus on improving workplace diversity and inclusion strategies andinitiatives to ensure we are continuing to create an 
accessible and inclusive workplace for everyone. 
A supporting one-minute walkthrough video was also created to demonstrate how quick and simple it is for anyone to update their personal equity and 
diversity profile. 

 
 All staff notice promoting Three Clicks Away: 
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Screenshot of video which demonstrates howto update an employee’s equity and diversity profile: 
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Other Work: 
External 
opportunities to 
support the 
community 

In 2020 wewere pleased to work with a PhD candidate at the University of Canberra. We shared their research project and encouraged network 
members to participate in the opportunity, as the project was relevant to some member’s experiences as identifying as trans or gender diverse. The 
project was designedto explore the career development and work experiences of trans and gender diverse individuals, withquestions focusing on 
gender identity, workplace support and participation. The PhD candidate was grateful to be able to work with us to promote the project to the wider 
community. 
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Other work: ABF 
Ready to Lead 
training and 
development 
program 

The ABF Ready to Lead program is a training and development program deliveredby an externalprovider (Wisdom Learning) that specifically focuses on 
Diversityand Inclusion in some modules. The Diversity and Inclusion sessions form part of Block 3 – Leading Culture, whichis supported by the following 
Units of Competency as part of the Certificate IV in Leadership and Management: 

• BSBLDR404 (A) – Lead a diverse workforce 
• BSBCRT401 (B) – Articulate, present and debate ideas 
• BSBLDR511 (B) – Develop and Use emotional intelligence 

The module consisted of presentations specifically relating to D&I, assessment and group activities including debates. Debate topics were: 
• Proposition 1 – The APS Codeof Conduct andthe ABF Signature Values shouldonlyapply while on duty. 
• Proposition 2 – The ABF shouldhave quotas to ensure representation from Indigenous people, women, peoplewith a disability andthose from 

the LGBTIQ+ community 
 

Chris White, former LGBTIQ+ Staffand Allies Network co-chair was a guest speaker for the session. Chris attended andspoke specifically to experiences 
of diversityandinclusionregarding identifying as part of the LGBTIQ+ community. Further to this, guest speakers from the Performance Management 
Team attended and outlined the process to follow when managing under-performance. 
See below attachments for an in-depth view of the Diversity and Inclusionmodules (including LGBTIQ+ topics): 

- 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 SUBMISSIONDATES 
 
 

We can accept AWEI submissions between Monday 4th January – 5pm Friday 12th March 2021 (or midnight Saturday 13th March 2021 for large file transfer URL). 
 

• No later than 5pm, Friday 12th March 2021 for hand-delivered, couriered or mailed submissions (hardcopies, USB, etc). 
• Deadline for large file transfer program URL (including but not limited to Dropbox, Google Docs, Parcel Post, SharePoint or anyother internally approved large file 

transfer system) midnight Saturday 13th March 2021 
 

• Important: File attachments within emails will not be accepted. Pride in Diversity will take no responsibility for attachments sent via email. 
• All file transfers and access to various systems must be sent tos. 47F(1) with a copy tos. 47F(1)  

 

IMPORTANT INFORMATION FOR SUBMITTERS 
 

Please ensure that you have signed up to the following newsletter – this will ensure that you receive allrelevant information andupdates in terms of the up and coming 
AWEI period. Click hereto sign up or go to: http://eepurl.com/tT7vf 

 

OPTIONAL AWEI EMPLOYEE SURVEY 
 

Participating in the AWEI optional Survey? You will be able to request your unique survey URL as of 1st December 2020. You will receive this link when the survey goes live 
on Monday 4th January 201 and will remain open until the close of submissions on Friday 12th March 2021. 

 
Participation in the survey allows you to balance the results of your AWEI with the views andlivedexperiences of your employees. While survey data is linked to your 
organisationenabling us to provide you witha comprehensive high-level analysis of responses, individual respondent data is not collected 

 
INDIVIDUAL AWARD NOMINATIONS 

 
Please consider nominating your colleagues, networks, etc. for an LGBTQ Inclusion Award. Award categories can be found within the Participation Details of this 
Submission or on the AWEI website: http://www.pid-awei.com.au/submission-documents/ 
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