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Adoption/Foster Carer’s Leave cannot commence earlier than the day on which the employee first takes custody of the child for adoption/fostering, or the day on 
which the employee starts any travel that is reasonably necessary to take custody of the child for the adoption/fostering (date of placement). 
Adoption/Fostering of the child cannot extend beyond the first anniversary of the date of placement. 

The EA provides for two days unpaid leave to attend interviews or examinations required in order to obtain approval for the employee’s adoption or fostering of a 
child. To access the two days unpaid leave the twelve month qualifying period does not apply. 

However an employee is not entitled to take a period of unpaid pre-adoption/pre-fostering leave if: 

a . the employee could instead take some other form of leave, and 
the employer directs the employee to take that other form of leave. 

An employee who is entitled to a period of unpaid pre-adoption leave/pre-fostering is entitled to take the leave as: 

a . a single period of up to two days, or 
b. any separate periods to which the employee and the employer agree. 

Employees should discuss their proposed Adoption/Foster Carer’s Leave (as well as any types of leave they wish to take) with their managers and. Pay and Conditions 
(DIIS) before they apply for the leave. 

Evidence will need to be provided of the proposed placement of the child with the employee. A statement must also be provided confirming that requirements have 
been satisfied concerning the child's age, relationship to the employee and time of placement with the employee. An application for Adoption/Foster Carer’s 
Leave will need to state that the employee concerned is to be the child's primary care giver during the period of leave. 

On the 20/11/19 a meeting was had with the Employment Framework team who informed Diversity and Inclusion that surrogacy is covered under parental leave 
arrangements in the Enterprise agreement and leave policy and procedure. 

On our intranet under Diversity and Inclusion, the  LGBTIQ page (https://intranet.aipo.gov.au/about-agency/our-values/diversity-and-inclusion/lgbtiq) states: 

“The leave policy and procedure includes those who have children via surrogacy, adoption, and foster arrangements regardless of employee gender.” 

(see print screen below): 
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We have developed targeted communications or public relations guides that outline 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 language AND exclusive/offensive to LGBTQ people 
(b) details of how this guide is made available to employees 

[Insert Evidence Here or Indicate Name of Attached File(s)] 

Attached in Section 1 Q7 is both inclusive language AND exclusive/offensive language to LGBTQ people guides. 
 
Guide is made available through our intranet on our LGBTIQ page and learnhub for all staff to access. It has also been added to our Diversity and 
Inclusion learning module that is being rolled out to the whole agency. 
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Margaret(LGBTQ Champion) is also using How to be an Ally in her talks about Inclusion around each of the work groups. She discusses how to be an 
LGBTQIA + Ally (which I have attached). See heading under ‘Stand Out Against Discrimination’. 
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IP Australia also have staff that are specifically trained in LGBTIQ awareness and who have been identified as a first point of call. On our LGBTIQ intranet 
page https://intranet.aipo.gov.au/about-agency/our-values/diversity-and-inclusion/lgbtiq it states: 

 (Workplace Contact Officer) from IP Australia are specifically LGBTIQ trained to help deal with bullying and 
harassment. Head to the workplace bullying and harassment page for more information. See screenshot below: 
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Ally training was provided to all staff to get a good understanding of LGBTIQ sensitivities and potential areas of concern: 

Training was promoted by our LGBTIQ Champion and was held on the 24 October: https://intranet.aipo.gov.au/about-the-agency/news-listing/update-
your-lgbtiq-champion. See below print screen: 
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Learnhub has the recorded training for all staff to access. LGBTIQ+ Training Video File :  introduces  from Pride in Diversity and the 
Pride Network who provides an overview of how IP Australia can build an inclusive workplace. 
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All staff at IPA complete an exit interview whereby people can provide information as to why they are leaving. This data again is captured by HR to action any 
bad behaviour. 

 

This is an extract from the Separation Policy and Procedure regarding Exit Interviews and using the information to make change. 
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Our Gender Champion states under our Diversity and Inclusion intranet pages: 
 



 

Page 32 – AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more employees) – v1.1 – Doc. 1 of 1              
 

 









 

Page 36 – AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more employees) – v1.1 – Doc. 1 of 1              
 

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 communication regarding where ‘Gender Neutral’ or ‘All Gender’ bathroom/facilities can 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 and when you expect to have signage in place. 
 
If this is not possible for any reason, please provide: 

(d) evidence of any research or work that you have done in this area  
(e) any means by which you have been able to accommodate trans, gender diverse and non-binary employees 

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

[Insert Evidence Here or Indicate Name of Attached File(s)] 

IP Australia has been working towards getting Gender Neutral bathrooms for the last 2 years.  See attached some of the history and consultation under Section 1 Q 15. 

Margaret (LGBTIQ+ Champion) approved to have the below signs in all the toilets as a steppingstone. We created some comms before putting up the signage which is 
written below: 

“We are committed to providing a safe space for all of us as part of our Inclusion journey at IP Australia. To aid us in our journey you may notice signs 
appearing in the bathrooms throughout our IP Australia Buildings, regarding safe and respectful inclusive behaviours. We trust that all staff will use the 
bathrooms that are appropriate for their needs, and will be respectful of others in the bathroom areas. We strongly encourage everyone to continue 
working together to embed a culture where all of us feel respected, valued and included. This also includes respecting your colleagues privacy and not 
asking why they are using a certain bathroom. “ 

See below photo of toilet signage: 



 

Pa                                
 

 

















 

Page 45 – AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more employees) – v1.1 – Doc. 1 of 1              
 

 
 













 

Page 51 – AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more employees) – v1.1 – Doc. 1 of 1              
 

 
On the Pride in Diversity members section we are also mentioned as being Members. We also have sponsored events such as Pride in Practice conference in 2019 and 
2020 demonstrating our commitment to learning and development, support and Inclusion. People are then informed that we are an Inclusive employer and feel more 
comfortable to apply. 
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Within the assessed calendar year, we have either: 
a) made progress towards the launch or 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 assessed year. 
 
If you have an existing network, please provide a copy of the network’s charter/purpose. 

[Insert Evidence Here or Indicate Name of Attached File(s)] 

Our IP Pride LGBTIQ Employee Network was established in 2019 and has continued to meet every 2 months throughout 2020.  The terms of reference are attached and 
provide clear documented purpose (see attached under Section 3 Q9).  
 
Our purpose states: 
 
IP Australia Pride Network Statement of Purpose 
The role of the Pride Network is to support sex, sexuality and gender diversity at IP Australia. 
The Pride Network is committed to following responsibilities: 

- Promoting initiatives and events within IP Australia to educate and embed a culture that is inclusive of LGBTQIA+ diversity. 
- Promoting the visibility of LQBTQIA+ staff within IP Australia. 
- Creating and maintaining a visible peer support network for staff to meet, network, and discuss LGBTQIA+ issues. 
- Exploring LGBTQIA+ diversity accreditation for IP Australia. 

 
The terms of reference and purpose can be found on our intranet pages under LGBTIQ+ and IP Pride network page. 
See below screen shot: 
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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 organisation throughout 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. 

See attached quarterly report. LGBTIQ specific areas are below: 

LGBTIQ+  Review recruitment documentation, 
advertising and processes. 

 Membership of PRIDE in diversity  
 Identify IP Australia’s Australian 

Workplace Equality Index (AWEI) score 
for inclusion of the LGBTIQ+ community.  

 Review IP Australia’s AWEI and identify 
opportunities for improvement. 

 Unconscious bias training on learnhub 
for all staff in Diversity units. 

 Offer LGBTIQ+ Ally training annually.  

 Sharing the stories and achievements of 
people who are gender diverse through 
IP Pride Steering Committee. 

 Review people related policies, other 
guidance material and communications 
to reflect inclusive language. 

 Ensure EAP provider and identified staff 
have received specific training in or have 

 Review recruitment documentation, 
advertising and processes. 

 Membership of PRIDE in diversity  
 Provide training on unconscious bias 

delivered through MEETs and LEADs 
Diversity unit on learnhub. 

 Offer LGBTIQ+ Ally training annually.  

 Sharing the stories and achievements of 
people who are gender diverse through 
IP Pride newsletter and IP Pride 
meetings 

 Review people related policies, other 
guidance material and communications. 

 Ensure EAP provider and identified staff 
have received specific training in or have 
considerable understanding of the 
challenges faced by LGBTIQ+ individuals. 
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b) a brief description of each event, detailing how you promoted an understanding of why the day is significant 

See below: message from the Executive for IDAHOBIT Day 2020 and Wear it Purple Day 2020. This was also promoted in the Director General Messaging 
and in the Around the Agency newsletter. We also had an event listing on our intranet. 
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From: Margaret Tregurtha   
Sent: Friday, 28 August 2020 4:58 PM 
To: DL-ALL IP AUSTRALIA STAFF <DL-ALL_IP_AUSTRALIA_STAFF@ipaustralia.gov.au> 
Subject: COVID-19 Update [SEC=UNCLASSIFIED] 
 
Dear Colleagues 
 
(coming to you in purple acknowledging Wear it Purple Day, which reminds us all to think about how we can best support our Rainbow young people.  I 
am looking forward to seeing the results of our IP Pride Network’s competition!) 
 
As mentioned in last week’s email, the MRT met this week to consider how we can best continue to respond to COVID-19 over the longer-term through a 
more ‘normalised’ approach. In discussing this approach, we noted the COVID-19 issues that are known and that we continue to deal with on a daily 
basis, and those that may emerge in the short, medium and long-term.  
 
In considering the above, the MRT agreed that the processes we’ve established to monitor and respond to COVID-19 over the past 6 months are robust 
and being appropriately administered by General Managers. On this basis, the MRT has decided that it will stand-down and transition responsibility for 
decision-making on those known issues to General Managers on an ongoing basis. The MRT also agreed that it would immediately re-form should a new 
issue emerge that has the potential to significantly impact our staff or customers. This change in our approach should not impact the way in which you 

s 47F
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engage or interact with our COVID-19 response—if you identify issues or concerns you should raise them immediately with your supervisor or General 
Manager so that they can be escalated and addressed appropriately.  
 
I also want to assure you, particularly those staff in Victoria who are still dealing with significant disruptions to their daily lives, that this decision is not 
about stepping away from or reducing our efforts on COVID-19. Rather it is about better concentrating those efforts to continue to provide the best 
support to you all. We will continue to monitor the effectiveness of our overall response and the Director General, Deputy Director Generals and General 
Managers will receive weekly updates on any COVID-19 matters or issues that emerge. You will also be informed immediately of any issues that may 
impact on you, and our Ways of working during COVID-19 intranet page will continue to be updated as new information comes to hand. 
 
Knowing that we will be dealing with COVID-19 for the foreseeable future this change in the approach of the MRT does not lessen the expectations on all 
of us to continue to maintain COVID-Safe practices, so please remember: 

• Maintain social distancing and good hygiene. 
• Follow all signs and directions within the workplace. 
• Clear and wipe down your desks each morning and evening. 
• Do not travel to COVID-19 hotspots and keep your supervisor informed of your travel plans in accordance with our Travel Restrictions 

Framework. 
• Do not attend work if you’re unwell. 
• Monitor for symptoms and get tested where recommended. Do not forget to inform your supervisor and do not attend work until you receive 

advice it is safe to do so.  
 
Our support services remain available to you all at any time, so please continue to make use of them as and when you need. I hope you all have restful 
weekend with your families.  
 
Kind regards 
 
 
Margaret Tregurtha 
Deputy Director General 
Policy and Corporate Division 
IP Australia 

 
 

Visit us at http://www.ipaustralia.gov.au 
s 47F
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Executive Advocacy 
 
 
 
 
Promoting External events 

Sent to the IP Pride Network monthly. It contains Learning and Development opportunities, personal stories,  resources 
for staff to access, tools, days of significance and events. An example is attached “IP Pride Newsletter Sep 2020.’ 
 
See attached email ‘request opinion and podcast’ which ask staff comments on toilet signage and talks about respect 
Margaret also provides staff with podcast to listen to. Margaret is IP Australia’s LGBTIQ+ Champion and Deputy Director 
General. Margaret has also taken it upon herself to go to each Section meeting and advocate for LGBTIQ+ staff. See 
‘LGBTIQA+ Speaking notes for Group Meetings.’ 
 
See November Out for Australia email as one example of promoted material to IP Pride Network. 

 

AWEI 2021 SUBMISSION DATES 
 

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 (hard copies, USB, etc). 
• Deadline for large file transfer program URL (including but not limited to Dropbox, Google Docs, Parcel Post, SharePoint or any other 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 to AWEI@prideindiversity.com.au; with a copy to   

 
IMPORTANT INFORMATION FOR SUBMITTERS 

Please ensure that you have signed up to the following newsletter – this will ensure that you receive all relevant information and updates in terms of the up and coming 
AWEI period.  Click here to 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 and lived experiences of your employees.  While survey data is linked to your 
organisation enabling us to provide you with a comprehensive high-level analysis of responses, individual respondent data is not collected 
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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/ 
 

 




