AUSTRALIAN WORKPLACE EQUALITY INDEX

2021 EMPLOYER PARTICIPATION DETAILS

EMPLOYER DETAILS: ALL ORGANISATIONS/EMPLOYERS MUST COMPLETE THIS PART OF THE SUBMISSION
EMPLOYER DETAILS: PLEASE CHECK THAT YOU HAVE COMPLETED ALL DETAILS WITHIN EACH ROW OF THIS TABLE

| EMPLOYER / ORGANISATION DETAILS

Organisation Name: IP Australia

Sector: Public/Government: Federal

Please delete those not relevant

Employer Size (withinAustralia): Number of employees within Australia:
Please delete those notrelevant 501-1999 employees

Regional Employers Is your head office Regional? No
Global Employers Do you have international offices: No

Is your head office in Australia: Yes

Contact Person for the Index:
Please provide full contact detailsincluding Name:

postal address and postcode. Position Title: Diversity and Inclusion

This is the person we should contact if we have | Postal address (including postcode): PO Box 200 WodenACT 2606
any questions. Email results will also be sent to | Phone number
this person and hard copy participation
certificates will be mailed to this person.

| NTERNATIONAL WORKPLACE INDEX PARTICIPATION

Do you participate in any other No
workplace equality indices

globally?

Please delete those notrelevant
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AUSTRALIAN WORKPLACE EQUALITY INDEX

Participating employers will by defaultbe In addition to the Industries/Sectors listed in the
benchmarked according to: column to the left, select the Industries mostrelevant O Legal
e Sector: Public/Private /NFP /Higher to your organisation’s area(s) of focus: Z Research & Development
Education Z  Technology&Telco
e Government: Federal, State, Local Please select amaximum of 4 industries:
e Employer Size
e Awarded Tier Recognition O Education (broaderthan Higher Education)
e Global Employers

All benchmarkingtables will be provided for
comparison, butonlythose thatreflect your
dominantindustry/business should be selected
here.

Please remove all thatare notapplicable oryour
core industry business.

| DISCLOSURE RECOGNITION
Please select participation We listemployers annually that reach each of the employerrecognitiontierswithin the AWEI, unlessyou choose to be anonymous.
identification level at whichwe | Some employers choose onlyto be identified should theyreach a certain recognition tier.
can identify you
(Name and EmployerTier only, Select the recognitiontierat which you would like to be publicly identified:
no scores) ' We are happy to be identified regardless of employer tier reached
Please delete those notrelevant

I ADDITIONAL AWARD SUBMISSIONS

Have you considered nominating someone foran LGBTQ Inclusion Award? Award Nomination Categories:
Please listany other LGBTQInclusion Awards that you are submitting for this year
within the AWEI. This provides us with a cross-checkreference to ensure thatall 0 CEOofthe Year Award: (insert nominee name/s)

expected submissions are received.

pride ndiversity
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AUSTRALIAN WORKPLACE EQUALITY INDEX

¢ Consider nominating a groupor individual for their extensive workin
LGBTQ inclusionwithin your organisation Executive Leadership Award:
¢ More than one nomination in each category may be received

External Media Campaign Award: (insert nominee name/s)
OUT Role Model Award: (insert nominee name/s)

Network Leaderof the Year Award: (insert nominee name/s)
Sally Webster Ally Award: (insert nominee name/s)
Sapphire Inspire Awardfor LGBTQ Women: (insert nominee name/s)

¢ Individual Nomination submissionforms can be found here:
http://www.pid-awei.com.au/submission-documents

Iy I Iy |

| NEGATIVE PRESS / COMPLAINTS DISCLOSURE

e We have not received negative press or complaints.

| ACCURACY STATEMENT
We confirm that at the time of submission, details provided forall questions identified withinthe three submission documents aretrue and accurate. We understand
that should any claims be foundto be false, points and rankings will be adjusted accordingly.

Name of person signing off
accuracy:

Position within organisation:
Contact Email:

Contact Phone:

2021 STANDARD EMPLOYERAWEI
SECTION 1: STANDING SUBMISSION

This section pertains to LGBTQ inclusionwithin organisational policies and practice.

Diversity and Inclusion

The Standing Submission includes:
HR Policy & Diversity Practice: | Standard practiceswithin HR Policies and explicit LGBTQ inclusion within them; including third party policies
LGBTQ Bullying / Harassment & Support: | Tracking and handling of potentialincidents and support for LGBTQ employees, should this occur
Trans & Gender DiverseInclusion: | Explicit policy inclusion for trans and gender diverse employees; including leave, forms, titles and dress codes
Strategic Focus: | Accountabilities and role responsibilities for HR and Executive staff; external / customer facing inclusion promotions
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IMPORTANT NOTE:
If you have submitted an AWEI last year, you may choose to carry overyour point allocations within Section 1: Standing Submission only.

e Ifyouwishto carryover your entire Standing Submissionscores from last year, please leave Section 1: Standing Submission blank.
(Recommended if you are satisfied with your previous scoresand/or no further workhas been done in this section.)

e Ifyouleave any questions blank within this section, we will not change the score fromlast year.

OR:

e Ifyou wish to submit (or re-submit) for any question/s within Section 1: Standing Submission, please submit evidence for the individual question/s applicable.
¢ Ifyousubmit evidence for any question, the evidence and score will be re-evaluatedbased only on the evidence supplied within this Submission (last year’s
evidence will notbe referenced, so you must re-submit all evidence requested).

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

Senior HR Person:
Contact Details (email / phone):

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

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

pride ndiversity
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STANDING SUBMISSION: HRPoLicy & DIVERSITY PRACTICE

STANDING SUBMISSION: HR POLICY & DIVERSITY PRACTICE FOUNDATION

1. Removal of the terms: ‘Sexual Preference’ or ‘Lifestyle Choice(s)’ Max. 2 points
We have conducted areviewto ensure that any reference to ‘sexual preference’ or ‘lifestyle choice’ within our policy documentation, diversity references, on
external facing websites and company intranet pages has been replaced with the words ‘sexual orientation.’

Please provide an outline of progress to date.

In 2019 Diversity and Inclusion, people from the IP Pride Steering Committee and our communications team had several meetings toreview all policy
documents, diversity references, intranet pages and external websites to make sure that any reference to ‘sexual preference’ or ‘lifestyle choice’ was
replaced with ‘sexual orientation’. Some of the email correspondence is attached under Section 1 Q1.

Audit done; changes were made in December 2019. Evidence shows review progress.- contacted all the owners of each document and changes
have been made and completed by 12 December 2019.

STANDING SUBMISSION: HR POLICY & DIVERSITY PRACTICE FOUNDATION
2. LGBTQInclusivity within Policies and Benefits Max. 2 points

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

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

Full marks were awarded last yearin 2020, please refer to last year’s submission which said:

IP Australia has made it explicitly clearthat all policies are inclusive of LGBTIQ employees and their families.
In 2019 a statement was added upfront on LGBTIQ page regarding policies/procedures. IP Australia does not have a section where all policies are listed,
therefore a statement was placed on IP Australia’s intranet page under Diversity and Inclusion. The statement is:

“Don’t read yourself out of any of IP Australia's policies. Theyare written for everyone and are writtento be all encompassing regardless of your gender,
disability, cultural background, sexuality or religion.”

This is found under : https://intranet.aipo.gov.au/about-agency/our-values/diversity-and-inclusion/Igbtiq. Ascreenshot is below:
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O s e pride AWEI 2020

. 4 A

Diversity and inclusion v Our champion

Indigenous

LGBTIQ+

Gender

AccessAbility

Family

Vulnerable People

Meet Margaret Tregurtha — our LGBTIQ+ champion
Workplace Contact Officers

Don't read yourself out of any of IP Australia's policies. They are written for everyone and are written to be all
Public interest disclosure encompassing regardless of your gender, disability, cultural background, sexuality or religion.

5119 PM
&

11/03/2021
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AUSTRALIAN WORKPLACE EQUALITY INDEX

STANDING SUBMISSION: HR POLICY & DIVERSITY PRACTICE \ FOUNDATION

3. New ParentLeaveInclusive of LGBTQ Families \ Max. 3 points

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

Forfull points, please identify:
(a) If leave covers surrogacy and where the availability of this leaveis explicitly communicated for LGBTQ families
(b) If leave covers adoptionandwhere the availability of this leave is explicitly communicated for LGBTQ families
(c) If leave covers foster arrangement and where the availability of this leave is explicitly communicatedfor L GBTQ families

Full marks were awarded last yearin 2020, please refer to last year’s submission which said:

IP Australia explicitly communicate that ourNew Parent Leave includes those who have children via surrogacy, adoption and foster arrangements regardless of
employee gender. Leaveis available to allstaff.

IP Australia’s Enterprise Agreement and leave policy and procedure covers adoption and fosterarrangements.

Section 17 of IP Australia’s leave policy states:

ADOPTION/FOSTER CARER’S LEAVE

The EA sets out the provisions applyingto Adoption/Foster Carer’s Leave.

An employee who is the primary carerand has 12 months ormore continuous APS service, is entitled to paid Adoption/Foster Carer’s Leave of 14 weeks at full pay
or 28 weeks at half pay forthe purposes of adopting or fostering a child. A maximum of 14 weeks counts as service forall purposes.

The EA defines long term fostering as a fostering arrangement fora child that is formore than six months.

An employee who is the primary carerand has less than 12 months continuous service in the APS, is also eligible for Adoption/Foster Carer’s Leave, butonly two
weeks will bepaid leave.

Adoption/Foster Carer’s Leave may be taken in one block or asseparate absences overthe 12 month period following the adoption. To apply for Adoption/Foster
Carer’s Leave the child concermned must be:
a. underl6 yearsold atthe time of placement orexpected time of placement with an employee foradoption/fostering,
is nota child of the employee or the employee’s spouse or defacto partner, and

hasnotbeenin the custody orcare of the employee orthe employee’s partner forsix months ormore at the day of placement orexpected dayof
placement.

prideindiversity
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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/Fosteringof the child cannot extend beyond the first anniversary of the date of placement.

The EA provides for two daysunpaid leave to attend interviews or examinations required in order to obtain approval forthe employee’s adoption orfostering of a
child. To accessthe two daysunpaid leave the twelve month qualifying period doesnotapply.

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

a. theemployeecouldinstead take some other form ofleave,and
the employerdirects the employee to take that other form of leave.

An employee who is entitled to a period of unpaid pre-adoption leave/pre-fosteringis entitled to take theleaveas:

a. asingle period ofup to two days,or

b. anyseparate periodsto which the employee and the employeragree.

Employees should discuss their proposed Adoption/Foster Carer’s Leave (as wellasany types of leave they wish to take) with theirmanagers and. Pay and Conditions
(DIIS) before they apply forthe leave.

Evidence will need to be provided of the proposed placement of the child with the employee. A statement must also be provided confirmingthat requirements have
been satisfied concerningthe 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 isto be the child's primary care giver during the period of leave.

On the 20/11/19 a meetingwas had with the Employment Framework team who informed Diversity and Inclusion that surrogacy is covered underparentalleave
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/Igbtiq) states:
“The leave policy and procedure includes those who have children via surrogacy,adoption,and fosterarrangements regardless of employee gender.”

(see print screen below):
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Don't read yourself out of any of IP Australia's policies. They are written for everyone and are written to be all
Public interest disclosure encompassing regardless of your gender, disability, cultural background, sexuality or religion.

Locations v Our |leave policy includes those who have children via surrogacy, adoption, and foster arrangements regardless of
employee gender.

Our partners v
IP Pride Network Steering Committee

Corporate goverrance ~ co-craie:
Strategic Roadmap to 2030 secretariat: ||
Communications: I

Working with our customers v
Diversity & Inclusion: || GG
Planning v
Major projects and programs b LGBTIQ+ Champion: Margaret Tregurtha
Job opportunities For more information contact us at MDB-IP-PRIDE

5:24 PM =]
11/03/2021 7

[ STANDING SUBMISSION: HR POLICY & DIVERSITY PRACTICE | ADVANCED
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AUSTRALIAN WORKPLACE EQUALITY INDEX

4. Travel Advice for Employees

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

Travel advice is attached under Section 1 Q4: IP Australia’s International Information sheet. It states:

“Itis essential that the traveller consults the Smartraveller website for any information or Travel Advices relevant to the countries to be visited (either
en route or destination) to determine whether the planned travel should be undertaken, modified or cancelled. “

Smartraveller website provides specific information for LGBTIQ+ people https://www.smartraveller.gov.au/search?search=LGB Tl and specific safetyissues
on https://www.smartraveller.gov.au/before-you-go/who-you-are/LGBTI

IP Australia provides travel advice for employees and support is available to our LGBTIQ employees or employees with LBTIQ dependents should they
require to travel for work. Our documents state: Alltravel involves certainrisks. These risks should be identified and assessed priortotraveland where
appropriate, controls implemented to manage therisks.

Consideration could be given to for example:

e the familiarity of the traveller with the destination;

e the health of the traveller;

¢ the physical and socio-cultural environment (e.g. quality of accommodation, sanitation, local laws and customs, climate extremes, reliable emergency
services, crime or political unrest);

e the safety/hygiene of food and water supplies; and

e standards of communication, energy, transport systems.

A WHS risk assessment and actions is completed with individuals prior to travel approval:
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Australian Government

——— FOR MS HOME  / INTERNATIONAL TRAVEL

It is a requirement under the Work Health and Safety Act 2011 that an identification of the health and security risks, related to the countrie
that you are to visit and transit through, has been made prior to your travel, and you have, with assistance from IP Australia, implementec
arrangements that will mitigate these identified risks. Considerations should include:

You have sought personal medical advice regarding your intended travel with any pre-existing medical condition(s) you may have,
you have obtained sufficient medication (in original packaging) to meet personal needs while you are travelling. Caution should be
exercised that the medication is not prohibited, or limited to a prescribed quantity, at the travel destination.

Vaccinations are voluntary however, where you have elected to accept the recommended infectious disease vaccinations, you hav
done so prior to the commencement of travel.

Where relevant, rest days have been incorporated into your itinerary, at both the beginning and the end of the official trip, to combe
lag and fatigue.

You have read the travel advisories applicable to your travel itinerary from DFAT, and registered details of your travel at Smartrave|

You have referred to the advice on personal security, health and safety, including country specific advice, as provided by Internatio
S0sS.

Be aware that air travel may increase the risk of Deep Vein Thrombosis. and the associated symptoms.

Obtained disease outbreak news at World Health Organisation

| acknowledge that | have considered the risks inherent in the travel [] Yes

| STANDING SUBMISSION: HR POLICY & DIVERSITY PRACTICE ADVANCED
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5. Third Party Policies
We have audited third party service providers to ensure they align with our non-discriminatory policies/procedures, inclusive of LGBTQ people and their families.

Please select gllthat have been audited, evidence only requiredfor one:
X Superannuation
[0 Death & TDP Benefits / Life Insurance
[ Travel Insurance
[J Healthcare (excluding EAP — Employee Assistance Programs — coveredelsewhere)

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

IP Australia audited Superannuation schemes. This can be verified by contactin-(Diversityand Inclusion)_

contacted_ (Employee Relations)on the 5/11/19 to ensure IP Australia’s superannuation aligns with our non-discriminatory
policies/procedures, inclusive of LGBTIQpeople and their families- advised that the Superannuation Act 1976 Marriage Amendment Bill 2017
replaced ‘a man and awoman’ with ‘2 people.’- also reviewed the definitions and provided definition. Emails are attached under Section 1
question 5.

After following up with PSSap (IP Australia’s Superannuation scheme) | have found the following information: The only federal superannuation scheme
which does not discriminate against a surviving same-sex partner is the Public Sector Superannuation Accumulation Plan (PSSap).Ll This federal scheme
covers employees hired on or after 1 July 2005. The PSSap Trust Deed has adopted the ‘interdependency relationship’ category.

STANDING SUBMISSION: HR POLICY & DIVERSITY PRACTICE ADVANCED
6. LGBTQ Inclusive Domestic & Family Violence Policy Max. 5 points
We have aDomestic & Family Violence Policy (DFV) that covers the following:

(a) specificchallenges and unique types of violence faced by LGBTQ communities

(b) stated LGBTQ avenues of support
(c) astatement that the policy explicitly covers LGBTQ people, partners and theirfamilies

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

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

IP Australia’s Domestic Violence Policy is attached under Section1 Q6.
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AUSTRALIAN WORKPLACE EQUALITY INDEX

It states the following:

Domestic and family violence refers to acts of violence, intimidation and coercion that occur between people in all types of relationships. Such
relationships include past or current intimate relationships regardless of gender and sexuality, relationships involving carers’ of people with a disability
or a medical condition, relationships with relatives and guardians, housemates or violence towards or from children and older people.

These acts include but not limited to verbal, physical, sexual, emotional, financialand psychological abuse. No matter the circumstances, or whether
the individual experiencing it recognises it, domestic and family violence is a crime.

LGBTIQavenues of support are mentioned in the policy. The policy states a number of internal avenues of support including EAP. On our LGBTIQ page
we haveidentified specific EAP providers trained to assist the LGBTIQ community. Evidence of this is provided under the EAP question. The policy also

states:

Seeking support froman external provider
There are several options for workers who wish to seek support through external services. Alist of the services, including 24 hour support services, and

their contact details can be found at www.dvcs.org.au/contact-us/ (ACT) and/or www.1800respect.org.au/ (National) and/or MensLine on 1300 78 99 78

or Home - Menslink

The Australian Federal Police’s Gay and Lesbian Liaison Officer (GLLO) Network is a volunteer network which helps supportindividuals and managers
within the Australian Federal Police as well as members of the LGBTI community it serves. Theycan be found at Gayand Lesbian Liaison Officers |

Australian Capital Territory Policing

C) statementthat the policy covers situations involving partners and their families. The policy states:

Domestic and family violence impacts a survivor’s life in ways that only the person experiencing the violence truly understands. A range of internal and
external support services are available to workers and may extendto contractors engagedby IP Australiaand employees’ families. |P Australia aims to
empower individuals to take charge and control the decisions they make by committing to offer the following support mechanisms.

STANDING SUBMISSION: HR POLICY & DIVERSITY PRACTICE ADVANCED
7. Communications on LGBTQ Inclusive and Offensive Language max. 4 points

prideindiversity
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We have developed targeted communications or public relations guides that outline howto 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

Forfull points, please attach:
(a) acopyofyourguide thatincludes examples of bothinclusive 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)]

Attachedin Section 1 Q7 is both inclusive language AND exclusive/offensive language to LGBTQ people guides.

Guide is made available through our intranet on our LGBTIQpage andlearnhub for all staffto access. It has alsobeen added to our Diversityand
Inclusion learning module that is being rolled out to the whole agency.
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LGBTIQ+ Powerpoint Presentation File : Inclusion: how to be an Ally

Breaking_the Silence - Pride Inclusion IDAHOBIT Panel video : to celebrate IDAHOBIT 2020, the panel shares their
own personal experiences and what IDAHOBIT and breaking the silence means to them.

A Language Guide: Trans and Gender diverse inclusion URL : This guide explains key terms and offers examples of
language that can help us build safer, more inclusive environments for trans and gender diverse communities.

Transhub: a digital information and resource platform for all trans and gender diverse (TGD) people in NSW, loved
ones, allies and health providers.

How you can get involved

¢ Join Diversity and Inclusion Network
« Join IP_PRIDE

‘ 422 PM
@ tm ) L ENG 514

12/03/2021

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 | have attached). See heading under ‘Stand Out Against Discrimination’.

Page 15— AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more employees) —vl1.1—- Doc. 1 of 1



STANDING SUBMISSION: LGBTQ BULLYING/HARASSMENT & SUPPORT

STANDING SUBMISSION: LGBTQ BULLYING/HARASSMENT & SUPPORT FOUNDATION
8. LGBTQTraining HR / Grievance Officers Max. 3 points
We have an internal formal HR/Grievance process whereby LGBTQ people can request or engage with:

a) someone specifically trained in LGBTQ Inclusion; OR

b) an ally who has a good understanding of LGBTQ sensitivities and potential areas of concern

For full points, please confirm:

(a) thatallidentified L GBTQ friendly Grievance Officers or first points of contact have either; undertaken L GBTQawareness training or are experienced allies with a
good understanding of sensitivities

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

Full marks were awarded last yearin 2020, please refer to last year’s submission. Last year’ssubmissionis below.

IP Australia have Workplace contact officers that can also direct people to the specialist LGBTIQ grievance officers.
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harassment, discrimination and workplace bullying.

How to get involved

* Join DRIVE
* Join the Social and welfare club
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Diversity Respect Inclusion Vision Equality (DRIVE) Network

The DRIVE Network is an avenue for all staff to be involved in diversity and inclusion activities. DRIVE is open to st
who identify with diversity, or are friends and allies of people who identify with diversity. DRIVE is a key supporter
diversity and inclusion functions and events and acts as a prime consultation body on diversity and

inclusion matters. If you are interested in joining DRIVE, email MDB-Diversity & Inclusion .

Our network of Workplace Contact Officers (WCOs) ensure we have a fair and equitable workplace by actively
promoting workplace diversity and providing confidential support for work-related concerns and information on
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IP Australia also have staffthat are specifically trained in LGBTIQawareness and who have been identified as a first point of call. On our LGBTIQintranet
page https://intranet.aipo.gov.au/about-agency/our-values/diversity-and-inclusion/Igbtiqit 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 screenshotbelow:
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Bullying, harassment and support

_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 fo
more information.

I o I < considerable understanding of the challenges faced by

LGBTIQ individuals. If you would like further information or support, please contact them via our Employee Assistar
Program.

Resources

LGBTIOQ+ Workplace Inclusion course on Learnhub

LGBTIQ+ Training Video File : |-ntroduces |_from I - the Pride Network v

provides an overview of how IP Australia can build an inclusive workplace.

LGBTIQ+ Powerpoint Presentation File : Inclusion: how to be an Ally
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Ally training was provided to all staff to get agood 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-lgbtig-champion. See below print screen:
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A
You are here: Home

An update from your LGBTIQ+ Champion

As IP Australia’s LGBTIQ+ Champion I'd like to provide an update on some of the steps we've taken recently to continue to build an inclusive and supportive
workplace.

In July this year we joined the Pride in Diversity Program , including sponsoring the Pride in Practice Conference in November along with Department of
Agriculture, Attorney General's Office and the ATO. Pride in Practice is the only national conference dedicated to advancing LGBTIQ+ inclusion in Australian
workplaces, sports organisations and the health and human services sector.

IP Australia is currently completing the Australian Workplace Equality Index (AWEI) to gauge maturity within the agency. The AWEI now stands as the definitive
national benchmark on LGBTIQ+ workplace inclusion. It comprises the largest and only national employee survey designed to gauge the overall impact of
inclusion initiatives on organisational culture as well as identifying and non-identifying employees. The Index drives best practice in Australia and sets a
comparative benchmark for Australian employers across all sectors.

We will also be offering LGBTIQ+ training for all staff on 24 October to continue to build our maturity and awareness. The training will cover the challenges
faced by the LGBTIQ+ community and how we can be informed, engaged and visible allies to create a culture of inclusion. Registration is essential and I would

encourage you all to consider attending.

To find out more about Diversity and Inclusion in the workplace and how you can get involved, please contact the DRIVE Network .

2:26 PM

3/03/2020 % )

Learnhub has the recorded training for all staffto access. LGBTIQ+ Training Video File :_ introduce_ from Pride in Diversity and the
Pride Network who provides an overview of how IP Australia can build aninclusive workplace.
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STANDING SUBMISSION: LGBTQ BULLYING/HARASSMENT & SUPPORT INTERMEDIATE
9. Behavioural Examples of What Constitutes Bullying / Harassment Max. 4 points
Documentation within our bullying and harassment policy/guidelines provide clear behavioural examples of what constitutes bullying/harassmentin terms of sexual
orientation, genderidentity/expression AND examples of behaviour that constitutes bullying/harassment of intersex people.

Forfull points, please provide evidence of behavioural examples given within your documentation in terms of:
(a) behaviourthat constitutes bullying/harassment in regard to one’s sexual orientation
(b) behaviourthat constitutes bullying/harassment of trans or gender diverse employees
(c) behaviourthat constitutes bullying/harassment of intersex people

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

See attached documentation in our Bullying harassment policy and Harassment, Discrimination and Workplace Bullying Guidelines (in Section 1 Q 9)

In the policy and guidelines it states the following

What constitutes bullying/harassment.... “Harassment consists of behaviour that is unwelcome, unsolicited, usually unreciprocated and usually (but not
always) repeated.

Harassment is any form of behaviour that unfairly or unreasonably offends, humiliates, intimidates, belittles, undermines scares, excludes, or
embarrasses anyoneitis directed at; and does not require intent for the behaviour to be deemed as harassment.”

Discrimination... “Discriminationis the less favourable treatment of one worker or member of the public compared to others because of theirrace,
gender identity or expression, religion, political opinion, sex, pregnancy or potential pregnancy, marital status, physical or mental disability, sexual
orientation, national extraction or social origin, age, and/or family responsibilities.

Examples include, but are not limited to:

a) not offering weekend overtime to a worker on the assumption of their family commitments;
b) notincluding gender diverse people or people who identify as LGBTIQ+ in social events which may involve partners attending
c) not properly considering the potential of job applicants because of their

i) ethnic origin;

ii) disability;

iii) genderidentity or expression including those with none,

iv) sexual orientation,

v) marital status
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vi) or because they are pregnant;
d) implementing action which only makes learning and development opportunities available to full-time workers.

STANDING SUBMISSION: LGBTQ BULLYING/HARASSMENT & SUPPORT INTERMEDIATE
10. EAP Provider Max. 3 points
We have either:
a) identified individuals within our EAP provider who have received specifictraining in, or have considerable understanding of the challenges faced by

LGBTQ individuals that we can refer our LGBTQ employees

b) received documentation that we believe demonstrates boththe knowledge and expertise of our EAP providerto support LGBTQ people
and we have:

c) clearly communicated this on our EAP Providerpage and/orour LGBTQ intranet page

Please provide:
(a) evidenceof(a)or(b)above and
(b) where this has been communicated on an LGBTQ intranet page

Full marks were awarded last yearin 2020, please refer to last year’s submission which stated:

contacted our EAP provider on the 1/10/19 to have a discussion regarding which staff had specific training in, or have considerable
understanding of the challenges faced by LGBTIQindividuals that we can refer our LGBTIQ employees to._ provided 2
names of staff who had the training and expertise. See attached email on under Section 1 Q10.

Individuals were identified and advertised on our Intranet page. These staff have considerable understanding of the challenges faced by LGBTIQ

individuals that we canrefer our LGBTIQ employees to them for support. On our intranet(accessible toall staff) under Diversity and Inclusion, thereis an
LGBTIQpage https://intranet.aipo.gov.au/about-agency/our-values/diversity-and-inclusion/Igbtiq which states:

have considerable understanding of the challenges faced by LGBTIQindividuals. If you would like
further information or support, please contact them via our Employee Assistance Program.
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For more information contact us at MDB-IP-PRIDE
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Bullying, harassment and support

—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 fo
more information.

_from I 2 Ve considerable understanding of the challenges faced by

LGBTIQ individuals. If you would like further information or support, please contact them via our Employee Assistar
Program.

Resources

LGBTIOQ+ Workplace Inclusion course on Learnhub

LGBTIQ+ Training Video File : -introduces | e I the Pride Network v

provides an overview of how IP Australia can build an inclusive workplace.

LGBTIQ+ Powerpoint Presentation File : Inclusion: how to be an Ally
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STANDING SUBMISSION: LGBTQ BULLYING/HARASSMENT & SUPPORT ADVANCED
11. Tracking of Incidents Max. 4 points
We can provide evidence that shows:

a) how we extract LGBTQrelated instances from collected bullying/harassment data
b) the developmentofa processthat is sensitive to LGBTQ disclosure enabling us to mediate and/oraction incidents

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

Full marks were awarded last yearin 2020, please refer to last year’s submission.

Incidents of bullying and harassment is tracked through ourincidence report file note (attached under Section 1 Q1) and then a quarterly report is completed from
the incidence file notes (an example is attachedunder Section 1 Q 11). The data is collected and analyzed by HR specialist. LGBTIQ related instances is reported
in the incidence file note and also can be captured in the quarterly report under ' please specify other'.

The reports (no namesare provided) are discussed at the Workplace Contact Officermeeting(quarterly). If there appears to be an issue in a particulararea of the
business, HR will create an action plan which might include training to the area to provide clear guidelines on whatis acceptable behaviourand what actions can
occurunder the Code of conduct including termination of employment to anyone that isnot abiding. Training might also include Ally inclusion training.

Inregards to individuals and process, see below:

The process of any bullying and harassment is below under our Bullying and Harassment policy. As provided in previous questions, IPA have a Workplace contact
officer(WCO) who is trained to enable LGBTIQ disclosure and who is contactable on our LGBTIQ intranet page:

m (Workplace Contact Officer) from IP Australia are specifically LGBTIQ trained to help dealwith bullying and
harassment. Head to the workplace bullymgand harassment page formore information."

Ifthere is an issue of bullying and harassment the Workplace contact officerwill encourage staff with options. File note is completed (if person agrees, no name is
captured). The issue is captured including if it is a LGBTIQ related instance. Person is provided with EAP specialist details (agam LGBTIQ trained).

Person then choses the option they would like to take whichmay including makinga formalcomplaint (see attached process under Section 1 Q11).
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Ethics and integrity

Working ethically and with integrity protects against discrimination, bullying and harassment—including intimidation
exclusion, pranks—through specific policies and procedures.

Leaving us

If you're reporting unethical behaviour in our agency, read about the Public Interest Disclosure Scheme (formerly th
APS Whistleblowing Scheme).

Policies, guidelines and guides

e Our Harassment, Discrimination and Workplace Bullying Policy explains our approach to prevent and
manage these behaviours in our workplace.

» QOur Harassment, Discrimination and Workplace Bullying Guidelines support the policy, and explain the definiti
and staff responsibilities in more detail.

¢ QOur Handling procedure for employee complaints and grievances provides information about how you can exf
your matter to be managed. The procedure explains how to seek advice or help to manage complaints or
grievances in the workplace. We comply with the Privacy Act 1988 in our handling of any personal or sensitive
information collected under this procedure.

« Visit the Ethics and integrity intranet page.

 Bullying in the workplace: A guide to prevention for managers and supervisors

 Respect: Promoting a culture free from harassment and bullying
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All staffatIPA complete an exit interview whereby people can provide information asto 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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Separation Policy and Procedure
People and Communication Group
7. EXIT SURVEY AND INTERVIEW
71 APS workers separating from IP Australia (as per clause 3 above) will be offered the
opportunity to complete a short exit survey and/or participate in an exit interview prior to
departure.
72 The survey seeks information on:
. the workers decision to leave IP Australia;
. the workers experience on the job;
. the capability of your manager;
. the way the workers was developed, supported and remunerated; and
. any other comments.
7.3 Workers are encouraged to participate in an exit interview. An interview will generally be
conducted by the workers Manager, Director or by People Management on request.
8. \USING EXIT FEEDBACK
Page 7 of 8 1733words [ English (Australia) ] Focus B - ]
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. any other comments.

Workers are encouraged to participate in an exit interview. An interview will generally be
conducted by the workers Manager, Director or by People Management on request.

USING EXIT FEEDBACK

Personal Information collected through surveys and interviews will be handled and stored in
accordance with IP Australia’s Privacy Policy. IP Australia will not use or disclose personal
information without consent, unless authorised by the individual, or required by or under
law. Where time permits a record of conversation/interview will provided to the employee
prior to their departure.

Information collected will be used, in combination with the HR dashboard and Employee
Census results to identify any themes or patterns for employee departures, the level of
satisfaction with the work environment and what IP Australia can do to improve
organisational and human resource management practices. Information collected will be
reviewed by People Management at least annually and more regularly where the nature
and volume of the feedback dictates.

=
[, Focus
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STANDING SUBMISSION: INcLUSION OF TRANS AND GENDER DIVERSE PEOPLE

STANDING SUBMISSION: INCLUSION OF TRANS AND GENDER DIVERSE PEOPLE INTERMEDIATE

12. Gender AffirmationPolicy and Process Documentation Max. 5 points

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

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

Please provide:
a) acopy of this specific policy/process
b) detailed support documentation foremployee(s) wishing to affirm their gender in the workplace
c) detailed support/educationaldocumentation formanagers peers and colleagues
IPA supports stafftaking leave and supports Gender affirmation. Our leave policy is attachedin Section 1 Q12. It states:

MISCELLANEOUS LEAVE CAN BE APPLIED FOR ON TOP OF PERSONAL LEAVE AND IS AVAILABLE FOR ALL PERSONAL CIRCUMSTANCES.

MISCELLANEOUS LEAVE - GENERAL

The EA provides that that miscellaneous leave may be grantedin accordance to policy and procedures issued by IP Australia. Miscellaneous Leave may be
grantedto employees to provide them with the flexibility in balancing their personal and workplace obligations in circumstances not covered in other
types of leave'.

Miscellaneous leave may be granted with or without pay.

Reasons forleave

Delegates have the discretion to grant miscellaneous leave in accordance with, but not limited to, the circumstances outlined in this Policy. Maximum
periods of leave able to be approved in certain circumstances are included where appropriate. Unless otherwise specified, they should be used as a guide
only.

IPA also has flexible work arrangements to allow for any personal circumstances (see attached flexible work policy Section 1 Q 12).
Staff can work from home. “Our approach to flexible work arrangements takes into account the diverse circumstances of individuals. Flexible work
arrangements may be negotiated on an short term basis or for a longer duration.”

prideindiversity
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Our Gender Champion states under our Diversity and Inclusion intranet pages:
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female staff, today it is open to all staff with an interest in leadership and personal and professional
development. /nspire operates independently of DRIVE and all staff are welcome to join.

Our response to the APS Gender Equality Strategy will be developed in consultation with both DRIVE and /nspire.

Gender equality and gender identity

Gender equality is a term within our diversity and inclusion principles to define action for the empowerment and so
mobility of women, while gender identity refers to the way a person feels, presents and is recognised within the
community.

A person’s gender identify may be reflected in outward social markers, including their name, outward appearance,
mannerisms and dress. A person’s sex and gender may not necessarily be the same. An individual’s gender may or
may not correspond with their sex assigned at birth, and some people may identify as neither exclusively male nor
female.

The Attorney-General’s Department has asked APS Agencies to remove cultural or administrative barriers that may
prevent staff and the public from being their ‘authentic self’. For more information, check out the Australian

Government Guidelines on the Recognition of Sex and Gender Policy .

How you can get involved
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ACE EQUALITY IN

https://www.ag.gov.au/Publications/Documents/AustralianGovernmentGuidelinesontheRecognitionofSexandGender/AustralianGovernmentGuidelineso
ntheRecognitionofSexandGender.PDF

These Guidelines apply to all Australian Government departments and agencies. The Guidelines:

a. outline a consistent sexand gender classification system for Australian Government records

b. outline a consistent standard of evidence for people to change or establishsexand/or gender on personal records, and

c. support the consistent collection and sharing of sexand/or gender information across Australian Government departments and agencies.

IP Australia are only at the beginning of their journey so educational material s still being developed. | have attached a document used on our system
‘External Language Guide’ which talks about Gender Affirmation.

STANDING SUBMISSION: INCLUSION OF TRANS AND GENDER DIVERSE PEOPLE ADVANCED

13. Dress Codes and Uniforms Max. 4 points

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

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

Forfull points, policies or guidelines must:
a) statethat allemployees are supported to dress in a manner that best reflects their genderidentity
b) explicitly mentions trans, gender diverse andnon-binary employees
c) provide a support contact orfurtherinformation oninterpreting these quidelines, if required

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

IP Australiadoes not have a dresscode policy/guideline. We do however have a message on LGBTIQA+ page on ourintranet(all staff can access this information) that
states the following:

‘Allemployees including trans, gender diverse and non binary are supportedto dressin amannerthatbest reflects theirgenderidentity.” See screenshot below.

prideindiversity
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Gender
AccessAbility
Family

Vulnerable People

Meet Margaret Tregurtha — our LGBTIQ+ champion

Workplace Contact Officers
Don't read yourself out of any of IP Australia's policies. They are written for everyone and are written to be all

Public interest disclosure encompassing regardless of your gender, disability, cultural background, sexuality or religion.

Locations 7 All employees including trans, gender diverse and non binary are supported to dress in a manner that best reflects
their gender identity.

Our partners e Our leave policy includes those who have children via surrogacy, adoption, and foster arrangements regardless of
employee gender.

Corporate governance v

12/03/2(

STANDING SUBMISSION: INCLUSION OF TRANS AND GENDER DIVERSE PEOPLE ADVANCED
14. Gender AffirmationLeave Max. 4 points

prideindiversity
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ORKPLACE EQUALITY INDEX

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

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

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

IPA supports stafftaking leave and supports Gender affirmation. Our leave policy is attachedin Section 1 Q13. It states:

MISCELLANEOUS LEAVE CAN BE APPLIED FOR ON TOP OF PERSONAL LEAVE AND IS AVAILABLE FOR ALL PERSONAL CIRCUMSTANCES.

MISCELLANEOUS LEAVE - GENERAL

The EA provides that that miscellaneous leave may be grantedin accordance to policy and procedures issued by IP Australia. Miscellaneous Leave may be
grantedto employees to provide them with the flexibility in balancing their personaland workplace obligations in circumstances not covered in other
types of leave'.

Miscellaneous leave may be granted with or without pay.

Reasons forleave

Delegates have the discretion to grant miscellaneous leave in accordance with, but not limited to, the circumstances outlined in this Policy. Maximum
periods of leave able to be approved in certain circumstances are included where appropriate. Unless otherwise specified, they should be used as a guide
only.

IPA also has flexible work arrangements toallow for any personal circumstances (see attached flexible work policy Section 1 Q 12).
Staff can work from home. “Our approach to flexible work arrangements takes into account the diverse circumstances of individuals. Flexible work
arrangements may be negotiated on an short term basis or for a longer duration.”

STANDING SUBMISSION: INCLUSION OF TRANS AND GENDER DIVERSE PEOPLE ADVANCED
15. Gender Neutral Bathrooms and Facilities Max. 4 points
We have (or are working towards) having ‘Gender Neutral’ or ‘All Gender’ bathrooms and/or facilities with clear and visible signage available to employees.
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Note: “Unisex’ signage will not be given points for this question. We are seeking more inclusive language for inclusive signage.

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

Ifyou are still making progress towards this, please:

(c) outline progress made andwhen youexpectto have signage in place.
If this is not possible for any reason, please provide:

(d) evidence of any research orwork thatyou 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 Neutralbathrooms for the last 2 years. Seeattached some of the history and consultationunder Section 1 Q 15.

Margaret (LGBTIQ+ Champion) approved to have the below signsin all the toilets as a steppingstone. We created some comms before putting upthe signage whichis
written below:

“We are committedto 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 othersin 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:
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STANDING SUBMISSION: INCLUSION OF TRANS AND GENDER DIVERSE PEOPLE ADVANCED

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

Forfull points, please provide:
(a) a brief outline of progress of work to date
(b) options provided within changed documents if changes have been made
OR (c) evidence thatyou do not collect or have removed gender options or gendered information onyour forms

IP Australia has audited all internal documents and forms that collect gender information to include non binary options and options for those who
identify as trans/gender diverse (Evidence is attached under Section 1 Q 16 ).

There is also a screenshot of Aurion (one of the IT systems) of the genders that employees or potential employees can use. This includes
indeterminate/intersex/unspecified. It is a legal requirement to have this on a recruitment form.

In December 2019-from Diversityand Inclusion spoke with Department of Industry(shared services), who manage all of our online systems
(Aurion). The salutations is inputted manually and not compulsory. Under Gender is a drop down box which includes intersex/unspecified/indeterminate.
These online systems are selfmanaged, so changes can be made. Contact details are provided in the email attachment.

STANDING SUBMISSION: INCLUSION OF TRANS AND GENDER DIVERSE PEOPLE ADVANCED

17. (1T Systems) Non-Binary Gender Options for Employees Max. 2 points
We have audited and amended (or are in the process of amending) all relevant IT systems that collect gender informationto include non-binary options and options
for those who identify as transor gender diverse (moving away from binary male /female, Mr. Ms., Mrs etc.).

Forfull points, please provide:
(a) a brief outline of progress of work to date
(b) options provided within systems if changeshave beenmade
OR (c) evidence thatyou do not collect or have removed gender options or gendered information within your systems

[Insert Evidence Here or Indicate Name of Attached File(s)]
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See question 16. As above (seeattached Section 1 Q17).

Aurion has given a screenshot of the genders that employees orpotentialemployees can use. This includes indeterminate/intersex/unspecified. Itis a legal
requirement to have this on a recruitment form.

STANDING SUBMISSION: INCLUSION OF TRANS AND GENDER DIVERSE PEOPLE ADVANCED
18. Trans and Gender Diverse Applicants Max. 6 points
For trans and gender diverse applicants, we have:

a) Implemented processes tohelp reduce roadblocks/difficulties faced by trans and gender diverse people whoare applying for jobs

b) clearly communicated a point of contact available for trans and gender diverse applicants throughout the recruitment process on relevant web pages or

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

Forfull points, evidence must be providedforall items above. Partial points will be given if all items are notevidenced.
IP Australia promotes Diversity and encourages applicants under our Careers section of our webpage. We state that we are Pride in Diversity members
and promote our Diversityand Inclusion Strategy (See attachment under Section 1 Q18). We also have advertised the following on all our job ads:

“IP Australia acknowledges that those with diverse experiences, perspectives, and backgrounds enhance our workplace and our capability for innovation.
Applications from Aboriginal and/or Torres Strait Islander People, LGBTQ+ and People with Disability, are encouragedto apply for any advertised
position, that they may be suitable for, within IP Australia.”

We are still updating our processes to help reduce roadblocks/difficulties faced by trans and gender diverse people and adding a point of contact.

STANDING SUBMISSION: STraTEGIC FOCUS

STANDING SUBMISSION: STRATEGICFOCUS FOUNDATION
19. External Website LGBTQ Workplace Inclusion Promotion Max. 2 points

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

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

[Insert Evidence Here or Indicate Name of Attached File(s)]
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IP Australia have promoted our focus and work on LGBTQworkplace inclusion on our externalfacing webpage (URL). See attached URLlinks and pictures
under Section 1 Q 19.

STANDING SUBMISSION: STRATEGICFOCUS INTERMEDIATE
20. HR / Diversity Professional Accountabilities 2 points
We have at least one Diversity / HR professional whose job description, performance appraisal or work plan includes specific and detailed LGBTQinclusion
objectives/targets.

Note: Thisis beyond ageneral reference to LGBTQ inclusion as an area of diversity.

Please provide evidence of such specific targets.
IP Australia has one Diversity HR professional whose role description and performance appraisal includes specific objectives/targets in the area of LGBTIQinclusion.

is Diversity and Inclusion for all of IP Australia. She works closely with our 6 Champions (one of them being L GBTIQ Champion), the Diversity and Inclusion
working group, and the networks to meet outcomes to be an Inclusive Employer of Choice. (see attached under Section 1 Q 20. Included IP Pride steering committee
terms of reference (with HR responsibilities) and Diversity and Inclusionaction plan (allactions are in Achieve/performance plan). A snippet o - performance
plan is below:

prideindiversity
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STANDING SUBMISSION: STRATEGICFOCUS ADVANCED

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

Forfull points, please provide evidence of both:
(a) the documented role expectation/accountabilities
(b) the mechanism through which the Executive Sponsor reports or is made accountable for these

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

We have an Executive Sponsor located within our Australian offices. See attached documented role expectations/accountabilities related to LGBTQ
inclusion work and advocacy within the organisation (under Section 1 Q21 | have attached |P Pride Steering Committee Terms of Reference which
mentions Executive Sponsor responsibilities. | have alsoattached our Diversity and Inclusion Strategy with key objectives and the Diversityand Inclusion
working group Terms of reference which also mentions role expectations of Executive Sponsor.

STANDING SUBMISSION: STRATEGICFOCUS ADVANCED
22. Senior Management Diversity Accountability Max. 4 points

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

Note: This is outside of network leadership and executive sponsoraccountabilities - applies to all executive/seniorleaders.

Forfull points, please:
(a) confirmthatthere are diversity accountabilities (over and above general behavioural values) within senior management appraisals.
(b) provide evidence (template example acceptable) or if highly confidential, please indicate the name of a senior HR person who can verify this:

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

IP Australia do have diversity accountabilities (over and above general behavioural values) within senior management appraisals.
All Executive need to abide by the APS Values and Code of Conduct and this is recorded on everyone’s Performance plans. https://www.apsc.gov.au/aps-
values-1 https://www.apsc.gov.au/code-conduct

See attachedthe Diversity and Inclusion work group terms of reference. The Senior Executive are part of this document with accountabilities.
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“Each Business Group is accountable and responsible for taking action on activities assignedtothem in the various D&l action plans by the Diversityand
Inclusion Champions.”

Attached under Section 1 Q22 is an example of the accountabilities of an Assistant General Managerin Trademarks. “Inspires a positive section culture of
United, Trusted and Strategic Behaviours”....it then goes on to give examples of this.

Also attached under Section 1 Q22, an example of the accountabilities of COG EL2 Director Achieve/Performance plan which states “ Values individual
differences and diversity.”

STANDING SUBMISSION: STRATEGIC FOCUS ADVANCED
23. Customer-facing LGBTQ Inclusion Max. 3 points

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

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

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

In 2020 we messaged-in TDS.- advised that there is No title required when being a customer (screenshot). See attached screenshots
under Section 1 Q 23.

Previous to this :

In November 2019, Diversity and Inclusion had a meeting with_(Senior Communications Officer) to discuss external facing website
including LGBTIQinclusivity.

We spoke about stock photos, applications online etc.

e Our customer facing applications for Trademarks, Patents are user friendlyin the sense that gender markers are not compulsory or askedin some
circumstances eg https://www.ipaustralia.gov.au/sites/default/files/tm00032 0719.pdf

e Under careers https://www.ipaustralia.gov.au/about-us/careers we mention that “We offer a flexible workplace and rewarding career paths in
the IP industry. We provide competitive employment conditions and a range of programs tosupport staffin their work/life balance.” We then go
on to mention under heading ‘A sense of belonging’ https://www.ipaustralia.gov.au/about-us/careers/working-with-us “enjoy a sense of
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belonging and purpose, rich with diversity” and “we are proud to be members of Pride in Diversity (under the heading Diversity)and “azero-
tolerance approach to harassment, discrimination and workplace bullying.” (under heading Wellbeing).

and his team reviewed the customer facing website and confirmed that it was LGBTIQinclusive. Some of the customer facing
social media posts are alsoattached under Section 1 Q 23(-details are on the email).

STANDING SUBMISSION: STRATEGIC FOCUS ADVANCED
24. Customers Information: Changing Gender Markers 3 points

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

Forfull points, please provide either:
a) acopy of the customer/service user documentation that outlines this or a screenshot of thatinformation.
b) evidencethatyou do notcollector have removed gender options or gendered information in your systems
We provide customers/service users with easily accessible information on how they can change theirtitle (Mr, Ms, Mx), name and gender within our

systems. See attached Section 1 Q 24. It is not compulsory for customers to input any information regarding gender within our systems, but easily
changed if needed.
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AUSTRALIAN WORKPLACE EQUALITY INDEX

** END OF SECTION 1: STANDING SUBMISSION **
ANNUALSUBMISSION

This part of the Submission (Sections 2 — 10) is only applicable to work carried out in the 2020 calendaryear. Points will not be allocated for work carriedout in 2021.
All questions within the Annual Submission mustbe answeredin orderto obtain pointallocation. Nopoints are carried over within these sections.
Areminder toread each questioncarefully and the specificevidence required, respectively.

e Each question asks for specific LGBTQ-explicit evidence. If inadequate or incomplete evidence is providedfor any question, full points may not be obtained.
e [f attaching evidence, please indicate the question number / title on the file name

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

**Due to the Covid-19 pandemicand national/state-wide restrictions, social distancing and other related factors, we will be accepting any virtual or digital evidence for
the questions within the Annual Submission. **

SECTION 2: STRATEGY & ACCOUNTABILITY

| ANNUALSUBMISSION: STRATEGY & ACCOUNTABILITY FOUNDATION

1. External LGBTQ Expertise Max. 2 points
We have access to external LGBTQ support/expertise that we have called upon throughout the assessed year (this may include but is not limited to PID).

Please provide evidence of one such engagement throughout the assessed year, identifying who that was with.
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AUSTRALIAN WORKPLACE EQUALITY INDEX

External LGBTIQ Expertise is PRIDE in Diversity exper_. IPA obtained Pride membershipin July 2019 and continued it's membershipin 2020(see
attached receiptunder Section 2 Q1). Adrian met with IPA regularly to provide support regarding an Inclusion, training and assistance with the AWEI actions(see
attached one example of our correspondence). See attached

| ANNUALSUBMISSION: STRATEGY & ACCOUNTABILITY FOUNDATION

| 2. Documented LGBTQ Strategy Max. 3 points
We have adocumentedLGBTQ inclusion strategy (or pillar within an overarching diversity strategy) in place for the assessed year that includes clearly defined LGBTQ
targetsand/oraction plans.

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

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

P Australla has a documented DlverSIty and Inclu5|0n Strategywhlch lncludes LGBTQIncIu5|on actions. Diversity and Inclusion Strategy overview can be found:

The Diversity and Inclusion Strategy: hitps:

Under Section 2 Q 2, | have attached the action plan (we report activities yearly although we provide a quarterly report to the Inclusion Championand LGBTIQ +
Champion. I have attached one of these reports). | have also attachedthe Diversityand Inclusion minutes for one of our meetings with an update on actions fromthe
Strategy as well as the Terms of Reference which defines the requirements of the group.

LGBTIQ+ LGBTIQ+ Australians | Engage: Review recruitment documentation, Identify IP Australia’s Australian
aresupported to join | advertisingand processes to identify and Workplace Equality Indexscorefor
IP Australiaand can address any barriers to LGBTIQ+ potential inclusionof the LGBTIQ+ community
workinagender applicants. by end 2019.
sensitive

Inform: Support decision makers to identify IP Australia’s Australian Workplace
bias, both consciousand unconscious, and assist | Equality Indexscore for inclusion of
themto find and implement tools to overcome | the LGBTIQ+ community improves by
this. 20%by end 2022.

organisation. to
achieve their full
potential atall levels.

Stigma and stereotypes related to gender
diversity arereduced throughsharingthe

pride ndiversity
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AUSTRALIAN WORKPLACE EQUALITY INDEX

stories and achievements of people who are
gender diverse.

Support: Review peoplerelated policies and
other guidance material to ensure reflection of
the LGBTIQ+ community.

Ensure that supportservices foremployees
(case management, EAP and others) havean
informed approach to the LGBTIQ+ community.

Celebrate: IDAHOBIT day participation
recognises and celebrates the diversity of

gender and sexual orientationof IP Australia’s
community.

| ANNUALSUBMISSION: STRATEGY & ACCOUNTABILITY
| 3. LGBTQAdvisory Group
We have established and promoted an internal LGBTQ advisory groupwhich has:
a) met specifically to identify areas requiring change or to work on projects requiringtheir expertise and guidance
b) engaged with the organisation in efforts toimplement change or complete allocated projects

Forfull points, please provide:

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

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

INTERMEDIATE
Max. 4 points

The LGBTQ Advisory Group meet monthly (they are the IP Pride Steering Committee).

LGBTIQ+ actions.

We also have the Diversity and Inclusion working group who work on projects requiring their expertise and guidance. A couple of members in the
Diversity and Inclusion Working group alsoidentify as LGBTIQ. The group come together quarterly to discuss all actions under the Strategy including all

An example of the Steering Committee discussions is attached alongside the one of the D&I working group minutes and terms of reference.
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AUSTRALIAN WORKPLACE EQUALITY INDEX

The Diversityand Inclusion Ma nager_ emails all the networks to discuss projects that need completion as part of the Diversity and Inclusion
Strategy and actions. The projects are discussed at the Diversity and Inclusion working group and endorsed by the Champions.

The email gets senttothe IP Pride network, the inspire network and the DRIVE network(Diversity Respect Inclusion Vision Equality). From these emails
people advise that they would like to work on the project.

ANNUALSUBMISSION: STRATEGY & ACCOUNTABILITY INTERMEDIATE

4. LGBTQInclusion Reporting 2 points
Within the assessed calendaryear, we have publishedareporton our LGBTQ inclusion work. This may be within annual reports, CSR documentation or equivalent
publicfacing documentation.

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

Please provide evidence.
In 2020, we reported on LGBTIQInclusion. This report was the Employee Census and results were provided to our Director Generaland all the Executive
through email. They then met to discuss the results and actions (high level results are attached).

The voluntary public release of the APS employee census results can be found from 2019 on : https://www.ipaustralia.gov.au/about-us/agency-
overview/voluntary-public-release-aps-employee-census-results. The 2020 census results will be uploaded again by the APSC in the next coming weeks.

Our results show that employees are proud to work at IP Australia, with steady improvement on already high-performing measures such as:

e anincreasein people identifying as LGBTI (from 2019-2020).

e improved on our 2019 results in nearly all aspects of wellbeing, and all our wellbeing results are above the APS average and the results of
comparable large agencies.

e aninclusive and diverse culture (with an increase from 2019).

e a workplace where people feel connected and are contributing to our purpose.

e workplace conditions where flexibility to balance work and life commitments is promoted and supported.

These results are consistent with IP Australia’s Employee Value Proposition, promoting a sense of belonging in a diverse and flexible workplace, and
contribution to high quality outcomes in administering IP rights.” And in line with our Diversity and Inclusion Strategy objectives.
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AUSTRALIAN WORKPLACE EQUALITY INDEX

| ANNUALSUBMISSION: STRATEGY & ACCOUNTABILITY INTERMEDIATE

| 5. MediaCoverage 2 points
Our workin LGBTQ inclusion has been coveredby an independent source (not internally written or published) within the assessed calendaryear.

Note: This hasto 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 been recognised by an independent source: screenshot, URL, image or insert attachment.

Visibility is the key when promoting IP Australia’s LGBTIQinclusion work. As part of our Strategyand visibility it was importantthat we sponsor Pride in
Practice conference in 2019 and 2020.

ANNUALSUBMISSION: STRATEGY & ACCOUNTABILITY ADVANCED

6. StrategicWorkin Recruitment, Supplier Policy or Service Provision Max. 3 points
We have completed, updated or are making progress towards work withinone of the following areas over the assessed calendar year:
e LGBTQtargetedrecruitment (targeting LGBTQ job seekers)
e LGBTQsupplier 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)
¢ LGBTQmarketing campaigns or service provision brochures/collateral specifically targeting LGBTQ populations or answering questions specific to this
population

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

If you have completed work within more than one of the above areas within the assessed year or have alreadyexisting (and current work) within areas listed above,
please add that to the ADDITIONAL WORK section at the end of this submission.

LGBTIQ targeted recruitment. IP Australia have amended their job ads to include the followingstatement:

“IP Australia acknowledges that those with diverse experiences, perspectives, and backgrounds enhance our workplace and our capabilityfor innovation. Applications
from Aboriginaland/or TorresStrait Islander People, LGBTQ+and People with Disability, are encouragedto apply for any advertised position, that they may be suitable
for, within IP Australia.”

On our Careers website we also state: we are Pride in Diversitymembersand have our Diversity and Inclusion Strategy demonstrating our commitment to LGBTIQ+
recruitmentand retention of staff.
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Wellbeing Benefits Diversity

Your wellbeing is important to us. As Our Enterprise Agreement offers: We are committed to reconciliation
per the Work Health and Safety and support the widest possible view
Act 2011 we have: of workplace diversity and inclusion.

(}) 15.4 per cent superannuation
employer contribution

Q) a no-smoking policy professional development such We are proud to he members of the

(>) azero-tolerance approach to as leadership programs, talent Australian Network on Disability [,
harassment, discrimination and management, study assistance, in- Pride in Diversity [ and the APSC
workplace bullying. house training programs Indigenous MOU. Read more:

We provide staff with access to a >) flexible working hours (available () Diversity and Inclusion

range of programs including: after the successful completion of Strategy overview
training)

(>) arange of family friendly policies

@ salary packaging options

(>) an office shut down between

Give Feedback

Diversity and Inclusion Strategy
Reconciliation Action Plan

() fluvaccinations
(>) annual heath assessments

(}) skin checks
(>) breastfeeding friendly workplace

9:35 AM E
12/03/2021 10

Onthe Pride in Diversitymemberssection we are also mentioned as being Members. We also have sponsored events such as Pride in Practice conference in 2019 and
2020 demonstrating our commitmentto learning and development, supportand Inclusion. People are then informedthat we are an Inclusive employerand feel more
comfortableto apply.
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Recruitmentalso attended Allytraining sessions throughout 2020 from the Pride in Diversity membership.

IP Australia have also done several presentationsto universities talking about Inclusive employment and encouraging LGBTIQA+ people to apply to our roles. | have
attached the presentation which talks about the demographicsof IPA as of the 2019 employee census as well as our Diversity and Inclusion Strategy (under Section 2
Question 6).

ANNUALSUBMISSION: STRATEGY & ACCOUNTABILITY ADVANCED

7. Executive Leadership Representation 2 points
We currently have openly LGBTQ identifying people within our intemal Diversity Council and/or within our Executive Leadership Team.

ecutive Team
is notonly part of the Pride Steering
as advertised on our LGBTIQ intranet page).

and is also part of our Pride Steering Committee and Network.
“I'm very “out” and | don’t think I could hide who Iam or lie about my personal life at work. IP Australia sees diversity as a strength thatitisimportant for people to feel
safe and included at work and because of this, working here is sucharelief. I really think it makes a difference. It makes for a better workplace and a better, happierand
more collaborative workforce. Itis a privilege to work hereand I hope we can set an example for other organisations to follow. “

Please provide details of the names and roles of openly L GBTQ identifying people within either your Diversity Council or Ex
_. Sheisopenly‘B’in LGBTIQ and is part of the
Committee and Network, but also part of the Diversity and Inclusionworking group and a support for people who need it

prideindiversity
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LGBTIQ+ Champion: Margaret Tregurtha

Strategic Roadmap to 2030

Major projects and programs v

Job opportunities
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| ANNUALSUBMISSION: STRATEGY & ACCOUNTABILITY ADVANCED
| 8. LGBTQInclusion Promotion Max. 4 points
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AUSTRALIAN WORKPLACE EQUALITY INDEX

We can show evidence of promoting our commitmentto LGBTQ inclusion in up to two of the following areas:
e  pitching for business or contracts
e engaging with potential clients/customers
e applyingfor funding
e 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 within more than two of the above areas within the assessedyear or have already existing (and current work) within areas listed above,
please add thatto the ADDITIONAL WORK section atthe end of this submission.

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

SECTION 3: LGBTQ EMPLOYEE NETWORKS / RESOURCE GROUPS

Please note: Differenttermsare used forinternal networks (including Ally/Champion Networks, Resource Groups, Employee NetworkGroups, Employee Action Groups,
etc.). For the purpose of consistency withinthis submission, whenrefering to suchnetworks or equivalent, the terminology used within this sectionwill be Employee
Network.

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

| ANNUALSUBMISSION: LGBTQEMPLOYEE NETWORKS / RESOURCE GROUPS FOUNDATION

| 9. LGBTQEmployee Network Max. 2 points

prideindiversity
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Within the assessed calendaryear, we have either:
a) made progresstowards 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 arein 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.

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

Our IP Pride LGBTIQ Employee Networkwas established in 2019 and has continued to meet every 2 months throughout 2020. The termsof reference are attached and
provide cleardocumented purpose (see attached underSection 3 Q9).

Our purposestates:

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 committedto following responsibilities:
- Promotinginitiativesand events within IP Australia to educate and embed a culture thatis inclusive of LGBTQIA+ diversity.
- Promotingthe visibility of LQBTQIA+ staff within IP Australia.
- Creatingand 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 foundon our intranet pages under LGBTIQ+ and IP Pride network page.
See below screen shot:
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) ] Diversity & Inclusion:
Major projects and programs v _

Job opportunities
LGBTIQ+ Champion: Margaret Tregurtha

Quality management = For more information contact us at MDB-IP-PRIDE

Environmental management v IP Australia Pride Network Statement of Purpose

IP Pride Steering Committee TOR

Bullying, harassment and support

—(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.

—rom -ave considerable understanding of the challenges faced by

LGBTIQ individuals. If you would like further information or support, please contact them via our Employee Assistance

11:06 AM
12/03/2021 Ell

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

prideindiversity
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Our employee network has a clearly articulated leadership structure with:
a) clearrolesand/or responsibilities for those involved
b) an HRor Diversity representative as part of the leadership structure

Forfull points, please provide:
(a) acopy ofyournetwork leadership structure clearly articulating role accountabilities
(b) evidence thatyou have HR or diversity representation within the leadership

3.101IP Australia's steering committee was established in 2019. The terms of reference were updated in 2020 and provides clear roles and responsibilities for
those involved. The network also has a HR/Diversity and Inclusion representative as part of the leadership structure (see attached document under Section 3
Q10).

| ANNUAL SUBMISSION: LGBTQEMPLOYEE NETWORKS / RESOURCE GROUPS FOUNDATION

| 11. Strategy/ Work Plan Max. 3 points
Our network has in place its own strategy (or awork plan contributing to the organisation’s LGBTQ inclusion strategy)and has reported progress against clearly
defined action plans, timelines and/or deliverables within the assessed year.

Forfull points, please provide all of the following:
(a) acopyofyournetwork strategy orcomponent of the strategy that the network has been working on within the assessed year
(b) acopy of action plans andtimelines utilised
(c) acopyofthelatest progress report

The IP Pride Network and the Diversity and Inclusion working group work together to complete the Diversity and Inclusion Strategy actions. | have
attachedthe specific LGBTIQactions which are reported quarterly to the Inclusion and LGBTIQ+ Champion (one quarterly report is attached in Section 3
Q11). The IP Pride Steering Committee meets monthly and the IP Pride Network meets every2 months to work on actions. The Diversity and Inclusion
working group meet quarterly. The actions are from the Diversity and Inclusion actions which has been provided above.

Attachedin Section 3 Q11 is the Diversityand Inclusion Working group TOR, the IP Pride TOR and purpose, and an example of one of the quarterly
reports of completed actions sent to Inclusion and LGBTIQ Champion plus one example of the minutes from the Diversity and Inclusion working group
with updates of completed actions.
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AUSTRALIAN WORKPLACE EQUALITY INDEX

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

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

Forfull points, please provide:
(a) evidence of when this last occurred
(b) the degree of network involvement/participation

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

Orientation/onboarding includes accessing compulsory online learning through learn hub: see attached in Section 1 Q12 Diversity module which includes sexual
orientation units, gender and sex in our Learn hub onboarding units.

|

|

ANNUALSUBMISSION: LGBTQEMPLOYEE NETWORKS / RESOURCE GROUPS INTERMEDIATE
13. Strategy and Goals 2 points
Our network leads have objectives that are assessed annually within performance discussions, relating specifically to performance within thatrole (as opposedto
genericcultural, diversity or value statements).

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

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

Please see attached co-chair of the Pride network’s performance plan snippet (under Section 1 Q 13). KPI’s are in relation to the IP Pride Steering
Committee and network member role. Please also refer to IP Pride terms of reference which were provided in previous questions.

Our network leads (steering committee) have objectives that are assessed annually within performance discussions (IP Australia call this ACHIEVE),
relating specifically to performance within thatrole.

|

ANNUALSUBMISSION: LGBTQ EMPLOYEE NETWORKS / RESOURCE GROUPS INTERMEDIATE
14. Sustainability Plan Max. 2 points

Our network has a documented sustainability plan (over and above aleadership structure and/or asuccession plan) that will help ensure the longevity and
continuity of the network.

Please provide:
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(a) anoutline of what considerations where consideredin the development of the plan
(b) acopyoftheplan

[Insert Evidence Here or Indicate Name of Attached File(s)]
IP Pride Terms of reference have been attached under Section 3 Q 14

“Committeeroles arefilled on a volunteer basis and are for a 12 month term according to Financial Year.”

A Review was also added which states:

“The Committee will review these Terms of Reference and evaluate its performance on an annual basis. The review will include consultation with the
Champion. The review may include the Committee’s workload, number of events and the success of the mentoring program. Any substantive change to
these Terms of Reference will be recommended and approved by the Committee.”

ANNUALSUBMISSION: LGBTQ EMPLOYEE NETWORKS / RESOURCE GROUPS ADVANCED

15. Allies of Trans and Gender Diverse People Max. 3 points
The network has undertaken gne of the following within the assessedyear:
a) activelydistributed, promotedor developed information on how to be an ally to trans and gender diverse employees
b) worked with trans and gender diverse employees or communitymembers to develop targeted inclusion initiatives profiling trans and gender diverse
speakers or role models

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

Points will be given for one of the above.
(a) If you have selected (a), please provide a copy of the information provided
(b) If you have selected (b), please provide details and evidence of this work

If you have undertaken work for both, please include the second piece of work under ADDITIONAL WORK at the end of this submission. Please do not duplicate any
evidence already submitted forevents around L GBTQ Days of Significance. Points will not be allocated twice for the same event.

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

| ANNUALSUBMISSION: LGBTQ EMPLOYEE NETWORKS / RESOURCE GROUPS ADVANCED

| 16. Visibility of LGBTQ Women Max. 3 points

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

Points will be given forone of the above.
(a) If you have selected (a), please enclose a copyof any plan developed along with a report of progress made

(b) If you haveselected (b), please provide anoutlineof all activity taken to specifically increase the visibility and participation of LGBTQwomen

If you have undertaken work for both, please include the second piece of work under ADDITIONAL WORK at the end of this submission.

We have undertakenand document significant activity throughout the yearto increase visibility of LGBTQwomen and outrole models.

Examples promoted in the Around the Agency newsletter under Section 3 Question 16:

“As partof IP Australia’s Pride in Diversitymembership, all staff are invited to attend an upcoming virtual event ‘Fireside Chat with Ros Coffey'. Ros is Head of People,
Culture and Client Experience for Macquarie's Banking and Financial Services Group. She will be discussing the ‘double-glazed’ ceiling and her experience as awoman
and member of the LGBTIQ+ communityin the workplace. Please register your spot via Eventbrite.”

Developed and made progress against our Diversityand Inclusion Strategy actions “Stigma and stereotypes related to gender diversity are reduced” with the initiative
being “Sharing the stories and achievements of people who are gender diverse.” See attached one of the IP Pride newsletters with Steering Committee story from
LGBTQ women_ This was in place to increase visibility of LGBTQwomen.

ANNUAL SUBMISSION: LGBTQEMPLOYEE NETWORKS / RESOURCE GROUPS ADVANCED

17. Intersectionality 3 points

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:
e LGBTQand Aboriginal, Torres Strait Islander or Indigenous
e LGBTQand a person of faith
e LGBTQand of another diverse group (i.e. CALD, of mature age, living with disability, etc.)

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

See email dated 22 September. IP Australia ran acompetition. Story was published in the September 20201IP Pride newsletter. _ -

IP Australia has taken and will continue to take steps towards visibility, especially in regards to the intersectionality space.

Also see attached_. Part of the LGBTIQA+ and discusses Mental Health.

| ANNUALSUBMISSION: LGBTQEMPLOYEE NETWORKS / RESOURCE GROUPS ADVANCED
| 18. Intersex Allies Max. 4 points
As Intersex Allies:
a) The networkhascompleted one of the followingwithinthe assessed calendaryear:
e communicated what the organisation has beenor is currently doing to be more inclusive of Intersex people while acknowledging that Intersex statusis

about variations of sex characteristics, not gender identity or sexual orientation
held organisation-wide educational events where Intersex people have spoken
distributed current and accurate information on Intersexinclusion or awareness raising across the organisation
shared articles, books, movies, documentaries, presentations about Intersex fromintersex perspectives
sought and gained permissionfrom intersexorganisations such as IHRA to share relevant content on social media or LGBTQ network / diversity page
developed anetwork initiative or working group with Intersex representation to help determine how the organisationor network can be more

inclusive of Intersex people (overand above including Intersex awareness within LGBTQ inclusivity training).
b) Our organisation has signed up to The Darlington Statement

Please provide:
a) evidenceforone of the selected actions above
b) evidence of yourorganisation signing up to The Darlington Statement

If you have undertaken above-and-beyond work for more than one actionin part a) mentioned above, please include evidence of work in the ADDITIONAL WORK section
atthe end of this submission.

Held organisation-wide educational events where Intersex people have spoken: see Intersex Awareness Day email sent 26 October 2020 (under Section 3
Q 18). Working collaboratively with other government agencies.
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| ANNUAL SUBMISSION: LGBTQEMPLOYEE NETWORKS / RESOURCE GROUPS ADVANCED

| 19. Broader Inclusion Max. 3 points
Within the assessed calendaryear, the network has planned, targeted andtracked both activity and progress within one of the following areas:
a) workto 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 one of the above. If you have completed work 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 diversity networks

We have members of the LGBTIQ+ networks/steering committees who are also part of other networks such as our Gender network inspire for examp/e- onthe
inspire committee below screenshot:
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* Opportunities to develop new skills.
« Identifying professional growth and development areas.
» Greater awareness of opportunities across IP Australia, such as working groups and projects.

To register your interest in finding or becoming a mentor, please send us an email .

inspire committee members

inspireis run by a committee group of members operating under Terms of Reference.

Secretariat -

Mailbox, membership support & webpage moderator

Event organisers I (Canberra)
I (1PO)

I Ov)

Mentor broaram oraanisers ]

8:25 PM
12/03/2021
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ANNUAL SUBMISSION: LGBTQEMPLOYEE NETWORKS / RESOURCE GROUPS ADVANCED
20. Network Reporting

Within the assessed calendaryear, we produced:

Max. 4 points
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a) anetworkspecificreporton 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 forboth (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. LGBTIQspecificareas are below:

LGBTIQ+

v

v
v

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 staffin 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 materialand communications
to reflectinclusive 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.

Page 65— AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more employees) —vl1.1— Doc. 1 of 1




AUSTRALIAN WORKPLACE EQUALITY INDEX

considerable understanding of the
challenges faced by LGBTIQ+ individuals.

v" Recognise and celebrate IDAHOBIT day.

SECTION 4: VISIBILITY OF INCLUSION

| ANNUALSUBMISSION: 2020 VISIBILITY OF INCLUSION FOUNDATION

| 21. Days of Significance Max. 2 points
Within the assessed calendaryear, we have celebrated and promoted LGBTQ Days of Significance across the organisation while providing and/oreducating
employees with an understanding of why these dates are important.

Forfull points, please provide:
a) alist of LGBTQ Days of Significance celebrated throughout the assessed year
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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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IDAHOBIT Day

30 years ago, on May 17, 1990, the World Health Organization removed homosexuality from the Classification of Diseases and Related Health Problems.

International Day Against Homophobia, Biphobia, Interphobia & Transphobia (IDAHOBIT) celebrates LGBTIQ people globally, and raises awareness for the work
still needed.

Homophobia, Biphobia, Interphobia, and Transphobia can occur online or face to face, and affects everyone by creating spaces where people feel unsafe and
like they can’t be themselves.

Sexuality and gender identity or intersex status aren’t always visible, so creating a culture where everyone feels safe, even if there aren’t any visible LGBTIQ
people is even more important.

As IP Australia’s LGBTIQ Champion, I would like to encourage staff to get involved this year from home. You can do so by registering for the IDAHOBIT
"Breaking_the Silence” Panel Event, checking out our LGBTIQ+ page and joining me on 15 May in adding some rainbow to your working from home lives and
sending a picture to the IP Pride Network .

Executive

Margaret Tregurtha
8:34 PM

@ tm ) P ENG
: R 12/03/2021
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Wear it Purple Day

Wear it Purple Day celebrates LGBTIQ+ youth by fostering supportive, safe, empowering and inclusive environments for Rainbow young people. With key
focuses on Awareness, Opportunities, Environment and Collaboration, Wear it Purple invites us all to think about how we can best support our Rainbow young
people.

This year IP Australia is aiming to increase visibility for the LGBTIQ+ community and individuals. Although that has been made more difficult through COVID, it
is still important to create a space where everyone feels equal and safe. Everyone has the right to be proud of who they are.

This year we celebrate 10 years of the Wear It Purple message, and to help celebrate, I would like to encourage staff to join me as LGBTIQ+ Champion in
wearing purple on the 28" of August, participating in your IP Pride Network’s competition, or writing your emails in purple for the day with a statement that
says ‘I'm Writing in Purple to Support Wear It Purple Day 2020'.

Executive
Margaret Tregurtha

Last updated date: Tuesday, 11 August 2020

8:35 PM
12/03/2021

e

ANNUAL SUBMISSION: 2020 VISIBILITY OF INCLUSION FOUNDATION
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| 22. visibility Max. 3 points
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) alist of options available to employeesthrough which they canvisually indicate that they are an ally or supporter of LGBTQ inclusion
b) acoupleof photos showing active support andvisibility of these options within/around/throughout the workplace (please limit photos to a couple of photos —
notrequired foreach available option)

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

Staff have been provided an opportunity to show their visibility through their emails. (see examples under Section 4 Q24 and below)

All staff email from Margaret (DDG and LGBTIQ+ Champion)is also below:
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You are here: Home

Have your say in regard to our LGBTQ inclusion work

This year we are participating in the Australian Workplace Equality Index (AWEI) Employee Survey . This is a national benchmarking study that allows us to
assess and benchmark our progress in the area of inclusion of people with diverse sexualities and genders, across Australia. This is only one area of our diversity
& inclusion work. While the survey focuses on LGBTQ inclusion, it does not by any means diminish our focus or activity in other areas of diversity practice.

Participation in the AWEI allows us to track our progress and benchmark ourselves against other organisations. It also provides a means by which you can have
your say!

Regardless of how you personally identify, we encourage you to participate in this survey.

While the survey will identify the name of our organisation, individuals within the survey cannot be identified by either Pride in Diversity or by ourselves (i.e.
participation is completely anonymous).

Your feedback will enable us to not only gauge the visibility of our inclusion initiatives in this area of diversity and inclusion, but will also enable us to understand
the views of those who do not identity as LGBTQ, as well as the experiences of those who are of diverse sexuality and/or gender.

8:44 PM
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How you can get involved
+ Join Diversity and Inclusion Network
= Join [P PRIDE

* Join the Social and welfare club
* To show your support you can add one of the following images to your signature block:

ey
“-—- L

Last updated date: Wednesday, 16 September 2020

Has this information been helpful? *

OYes O MNo

From: Margaret Tregurtha
Sent: Friday, 28 August 2020 4:58 PM

To:DL-ALLIP AUSTRALIASTAFF <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. |
am looking forwardto 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-termthrough 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, andthose 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. Onthis basis, the MRT has decided that it will stand-down and transition responsibility for
decision-making on those known issues to General Managers onan ongoing basis. The MRT also agreed that it would immediately re-form should a new
issue emerge that has the potential to significantlyimpact our staff or customers. This change in our approach should not impact the way in which you
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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 sothat they can be escalated and addressed appropriately.

| alsowant to assure you, particularly those staffin 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 orissues 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 lessenthe expectations on all
of us to continue to maintain COVID-Safe practices, so please remember:
e Maintainsocial distancing and good hygiene.
e Follow all signs and directions within the workplace.
e Clearand wipe down your desks each morning and evening.
e Do not travelto COVID-19 hotspots and keep your supervisor informed of your travel plans in accordance with our Travel Restrictions
Framework.
e Do not attend work if you're unwell.
e 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 remainavailable to you all at any time, so please continue to make use of them as and when you need. | 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

Page 73 — AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more employees) — v1.1— Doc. 1 of 1



AUSTRALIAN WORKPLACE EQUALITY INDEX

PR

WERRETHE

GELEBRMING.I0 YEARS

Visibility is also shown in the from the Executive for events (provided in previous example for IDAHOBIT and Wearit Purple).

We also have an IP Pride Newsletter for ways to be visible and also provide information to staff.

We also provide L&D training in how to be an Ally which is on our LGBTIQ+ page and accessible by all staff. Training is also provided in our Leadership programs.

| ANNUALSUBMISSION: 2020 VISIBILITY OF INCLUSION INTERMEDIATE

| 23. Ally / Champion Reference Guides Max. 3 points
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 oran outline of the content covered within the guide
(b) information regarding how itis distributed or where this guide can be found

Reference guide on how to be an ally can be found on our LGBTIQpage on the intranet under Diversity and Inclusion which links you into our learnhub.
The training was recorded when conducted by Pride in Diversity on how to be an Ally. Language Guide is also accessible as per link below.
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Program.
Resources
LGBTIQ+ Workplace Inclusion course on Learnhub
LGBTIQ+ Training Video File : |INMintroduces || lffrom Pride in Diversity and the Pride Network wh

provides an overview of how IP Australia can build an inclusive workplace.

LGBTIQ+ Powerpoint Presentation File : Inclusion: how to be an Ally

A Language Guide: Trans and Gender diverse inclusion URL : This guide explains key terms and offers examples of
language that can help us build safer, more inclusive environments for trans and gender diverse communities.

How you can get involved

« Join DRIVE
e Join the Social and welfare club

We have an LGBTIQ intranet page that clearly identifies LGBTIQ people or allies who can be contacted for a confidential and informal discussion regarding being an LGBTIQ
employee within the organisation. This is over and above any HR or grievance contacts and confidentiality must be assured.
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AUSTRALIAN WORKPLACE EQUALITY INDEX

| 24. Individual LGBTQ Inclusion Work 2 points

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.

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

IP Australia acknowledgesand communicates the work of exemplary individuals regarding their work in LGBTIQ_ inclusion within the workplace. See attached
some examples of thanks in the IP Pride Newsletter_ was mentioned.

| ANNUALSUBMISSION: 2020 VISIBILITY OF INCLUSION INTERMEDIATE
| 25. Confidential Contacts 2 points

We have an LGBTQ intranet page that clearly identifies LGBTQpeople or allies who can be contacted for 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.

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

IP Australia has an LGBTIQ intranet page that clearly identifiesLGBTIQ people or allies who can be contacted for a confidential andinformal discussionregarding being
an LGBTIQ employee within the organisation. This is over and above any HR or grievance contacts and confidentiality is assured. See below contacts from IPh
andﬂ asall IPA employees). EAPis also available. It states under our EAP that all conversations are free and confidential (see below screen shot).
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For more information contact us at MDB-IP-PRIDE
Environmental management v

Bullying, harassment and support
I (Vo kplace Contact Officer) from IP Australia are specifically

LGBTIQ trained to help deal with bullying and harassment. Head to the workplace bullying and harassment page fo
more information.

e o I =< considerable understanding of the challenges faced by

LGBTIQ individuals. If you would like further information or support, please contact them via our Employee Assistar
Program.

Resources

LGBTIOQ+ Workplace Inclusion course on Learnhub

LGBTIQ+ Training Video File : [ lint-oduces -rom _ and the Pride Network

provides an overview of how IP Australia can build an inclusive workplace.

LGBTIQ+ Powerpoint Presentation File : Inclusion: how to be an Ally
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AUSTRALIAN WORKPLACE EQUALITY INDEX

I ANNUALSUBMISSION: 2020 VISIBILITY OF INCLUSION INTERMEDIATE

| 26. Communicationof LGBTQ SupportInformation Max. 2 points
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)

Forfull points, please:
(a) provide a screenshot of where this informationis communicated on the network or LGBTQdiversity page.
(b) clearly show LGBTQ friendly support avenues

All information is on our Intranet, specifically mentioned on our Diversity sectionunder LGBTIQ. IP Australia has a Bullying and Harassment
Policy attached under S4 Q26(with specific examples “not including gender diverse people or people who identify as LGBTIQ+ in social events
which may involve partners attending”, avenues and support for LGBTIQ”). We have Workplace contact officers specifically trained for LGBTIQ
bullying and harassment support, EAP providers specifically trained for LGBTIQ employees. We also have a report that is completed by the
workplace contact officers that specifies if the bullying and harassment is specificto LGBTIQsothat IPA can address the situation. Bullying and

harassment is not tolerated at IPA as we are a government agency. Everyone is expected to abide by the APS Values and Code of Conduct
(https://www.apsc.gov.au/code-conduct)
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Bullying, harassment and support

mWorkplace 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.

I o PeopleSense have considerable understanding of the challenges faced by

LGBTIQ individuals. If you would like further information or support, please contact them via our Employee Assistanc

Program.
Resources
LGBTIQ+ Workplace Inclusion course on Learnhub

LGBTIQ+ Training Video File : |l ntroduces ||l from Pride in Diversity and the Pride Network wh

D A

DrOvides an aye =11 a s aTall)

ADVANCED:

We have internal LGBTIQ social media streams or any other means by which we can engage staff in conversations and post items of interest in regard to our inclusion work

(mayv include but is not limited to Yammer. Twitter, Facebook, SharePoint).
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AUSTRALIAN WORKPLACE EQUALITY INDEX

ANNUALSUBMISSION: 2020 VISIBILITY OF INCLUSION ADVANCED

27. LGBTQ Social Media Streams 2 points
We have internal LGBTQ social media streams or any other means by which we can engage staffin 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.

[Insert Evidence Here or Indicate Name of Attached File(s)]
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AUSTRALIAN WORKPLACE EQUALITY INDEX

SECTION 5: TRAINING, AWARENESS & PROFESSIONAL DEVELOPMENT

Please do notinclude compliance training covering anti-discrimination policies or training withinevents. Both of these are coveredelsewhere.

ANNUALSUBMISSION: 2020 TRAINING, AWARENESS & PROFESSIONAL DEVELOPMENT FOUNDATION

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

Name of Trainer or Provider: | [Evidence Here] O Our trainer isaccredited by or from Pride in Diversity

Length of training: | [Evidence Here]

Date/s: | [Evidence Here]

Number of attendees approx that will have gone through thistraining: | [Evidence Here]

Evidence of training undertaken (one piece required): | Screenshot of the invitation sent or where training has been communicated. [Fvidence Here]

Copy of presentation or outline of training covered: | [Evidence Here] (Not required if Pride in Diversity or Pride in Health + Wellbeing delivered)

LGBTIQ Awareness session in December 2020. See IP Pride newsletter attached with details.

SUBMISSION: 2020 TRAINING, AWARENESS & PROFESSIONAL DEVELOPMENT FOUNDATION

29. Online Training 2 points
We have LGBTQ online training modules or pre-recorded content that can be accessed by employees throughout the assessed calendaryear.

Name of Online Training or Video: | [Evidence Here]

[Evidence Here]

Length of the LGBTQ component within the video/training:

Where employees can access thistraining: | Please provide screenshot of where this training is accessed. [Fvidence Here]

Tracking: | To provide evidence of training being accessed, please identify:
(a) how participation numbers are tracked [Fvidence Here]
(b) approximate number of people accessing this training throughout the assessed year [Fvidence Here]

Copy of the module or a briefoutline of it’s LGBTQ content. | [Fvidence Here]

See below screen shot of LGBTIQ+ Ally Training.

prideindiversity
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AUSTRALIAN WORKPLACE EQUALITY INDEX

IPA provide LGBTIQ training or videosthatcan be accessed by employees throughout the assessed calendaryear. All staff can access this mformation on our
leaming and development sight called learnhub: training goes for approx. 1.5 hours. Numbers are tracked by our Leaming and Development team where they
can see howmany people. who and howmuch of the training is complete. This training was run and recorded by Pride In Diversity.

LGBTIQ & Workplace Inclusion

Today you will journey into the challenges faced by the LGBTIQ+ community and learn howto be an informed. engaged and visible ally

%
o ’& LGBTIQ+ Tramning Video File
* introduces_ from Pride in Diversity and the Pride Network who provides an overview of how IP Australia can build an inclusive
workplace.

Video length: 56 mins

[
P.~
o “LGBTIQ+ Powerpoint Presentation File

Powerpoint slides from Pride and Diversity presentation.

(

o " A Language Guide: Trans and Gender diverse inclusion URL

This guide explains key terms and offers examples of langua ge that can help us build safer, more inclusive

| ANNUALSUBMISSION: 2020 TRAINING, AWARENESS & PROFESSIONAL DEVELOPMENT ADVANCED

| 30. Professional Development for LGBTQ Employees Max. 2 points
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) putprocessesin place to ensurethat there is LGBTQ representation within talent development programs.

Please provide evidence forthe gne selected item above. If you can provideboth, please addthe second item to the ADDITIONAL WORK section at the end of this
submission.

[Insert Evidence Here or Indicate Name of Attached File(s)]
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See attached P Pride Newsletter with LGBTQspecific training (under Section 5Q30). Some of these were also promoted on our intranet, through
Executive messaging and Around the Agency newsletter.

2 of our LGBTIQstaff also were provided the opportunity to attend the Pride in Practice conference and bring back their learnings (see attached
evidence of approval to attend).

I ANNUALSUBMISSION: 2020 TRAINING, AWARENESS & PROFESSIONAL DEVELOPMENT ADVANCED

| 31. LGBTQInclusion Training Plan Max. 4 points
We have astrategy or training plan in place to specifically address LGBTQ inclusion and/or awareness training for all employees.

Please provide:
(a) acopyofthestrategy
(b) outlined progress madethroughoutthe assessedyear

Our Diversityand Inclusion Strategy actions(provided in previous questions) acknowledges that Ally training will be provided to staffon ayearly basis.
LGBTIQinclusion has now been embedded in onboarding training (evidence provided in a previous question).

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

Within the assessed calendaryear, 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.

In 2019 and 2020 IPA provided opportunities for employees to attend external dedicated LGBTIQ conferencesor seminars nationally or internationally.-_
am- attended the 2020 Pride in Practice conference (evidence provided in previous question).

SECTION 6: EXECUTIVE LEADERSHIP & ENGAGEMENT
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AUSTRALIAN WORKPLACE EQUALITY INDEX

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 seniorexecutive in your organisation within Australia.

If you have a CEO or equivalent, or Senior Leader/Executive highly activein promoting and supportingLGBTQ inclusion (as an LGBTQ individual or an ally), please consider
nominating them for the following Awards (where applicable):

e Executive Leadership Award
e CEOofthe Year Award

ANNUALSUBMISSION: 2020 EXECUTIVE LEADERSHIP & ENGAGEMENT INTERMEDIATE

33. Executive Sponsor or Champion Max. 2 points
We have avisible and active Executive Sponsor or Senior Champion for LGBTQ inclusion who has both:

a) contributedto the LGBTQ strategy

b) is engaged in tracking performance progress against the strategy throughout theyear

Forfull 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 theirrole in strategy development /tracking will suffice)
We have 6 Executive Sponsors who have contributed the Diversity and Inclusion Strategy(LGBTIQincluded in the Strategy)and engagedin tracking
performance against the strategy.

Specifically, the Champions meet once a month with Diversity and Inclusion and are provided an opportunity to discuss their vision and provide feedback
to the strategy. The strategy was provided to the Champions late 2019 prior to it going to BOC. In particular_ and Margaret(LGBTIQ
Champion) wanted IP Australia to have the AWEI as part of the strategy, Ally training and Executive training as part of the Strategy and create a visible
unbiased workplace. This was achieved in 2019 and 2020.

On top of this, Diversity and Inclusion Manager met with each Champion once a month to keep Champion updated, get feedback regarding Executive
quarterly PRIDE meetings, track, actionand approve agreed actions under the Strategy. See attached one example of the monthly meeting talking
points.

| ANNUALSUBMISSION: 2020 EXECUTIVE LEADERSHIP & ENGAGEMENT ADVANCED

| 34. Executive Advocacy 2 points
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AUSTRALIAN WORKPLACE EQUALITY INDEX

Within the assessed calendaryear, Senior Executive(s) withinour organisation have:
a) advocated for LGBTQ inclusion at an executive level externally amongst peers
b) advocated for LGBTQ inclusion at an executive 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 forone of the above.

If you can provide evidence for two or more of the above, please addthe additional item/s to the ADDITIONAL WORK section at the end of this submission.
Margaret (LGBTIQ) attended most of the Pride in Diversity Executive Allies Forums in 2020. See attached reminder re one of the forums.

Advocating LGBTIQinclusion at Executive level internally (see DG message attached from Michael Schwager).

ANNUALSUBMISSION: 2020 EXECUTIVE LEADERSHIP & ENGAGEMENT ADVANCED

35. CEO or Equivalent Communications 2 points

Within the assessed calendaryear, our CEO or equivalent has sent formal communications to all employees comprehensively discussing progress madein LGBTQ
inclusion work and itsimportance 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 (orequivalent) to all employees in regard to your work in LGBTQ inclusion.

See attached emails from our DG Michael (under 5 Q35) that talks about the Strategy and respect for all

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

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

Forfull points, all of the following must be provided:
(a) evidence of the individual speaking at the eventand approximate duration of speech
(b) briefoutline of event purpose andtypical audience
(c) approximate attendee numbers
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SECTION 7: DATA COLLECTION & REPORTING

ANNUAL SUBMISSION: 2020 DATA COLLECTION & REPORTING INTERMEDIATE

37. Employee Data Analysis Max. 3 points
Within our annual engagement, pulse or diversity surveys, either for the assessed calendar year or year prior, we have:
a) included questionsin regardto one’s sexual orientation, genderidentity or whether or notsomeoneis 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 thatdata was last collected
b) a copy of the questions used to identify LGBTQ population
¢) anoverview of comparative findings or analysisas comparedto other internal populations

IP Australia(like other government agencies) participate in the APS Employee census which includes questions about https://www.apsc.gov.au/aps-
employee-census.

This datais analysed by our reporting team and discussed with our DG and Executive to determine what works well and what doesn’t work well to
determine what needs to be done next. Questions and reports are published on : https://www.apsc.gov.au/aps-employee-census-2019. The IP Australia
results are on : https://www.ipaustralia.gov.au/about-us/agency-overview/voluntary-public-release-aps-employee-census-results which includes details
of when data was collected, questions and findings compared to other agencies. The employee census is completed yearly. Questions related to sexual
orientation, gender identity, whether or not someone is intersex AND analysed and reported data alongside other diversity demographics can be found
in thereport under Inclusion and Diversity. Here is the high level report:
https://www.ipaustralia.gov.au/sites/default/files/australian_public_service_employee census 2019.pdf

The 2020 census high level results are attached showing an improvement in Inclusion and LGBTIQdisclosure (increase of 1 percent compared to 2019
results)

We have also participatedin the AWEI survey 2019 (in 2020) and this one 2020 (in 2021) where we will compare results.

ANNUALSUBMISSION: 2020 DATA COLLECTION & REPORTING ADVANCED

38. LGBTQ Analysis 3 points
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Within the assessed calendaryear (or year prior), we have specifically asked, investigated or assessed one of the following:
e if LGBTQemployees are directly or indirectly disadvantaged at any stage during the recruitment process

if LGBTQ employees are directly or indirectly disadvantaged in talent management processes or career progression

if there are discrepancies in attrition rates between LGBTQ and non-LGBTQ employees

if within genderaggregateddata, we include non-binary employees and if not a proposed plan of action

if internal engagement or AWEI Surveydatashow any “mostin need” areas to focus on, resulting in a plan of action

Please provide evidence forone of the above, including a plan of action where stipulated. Points will be given for one of the above.

If you have done work in more than one of the above areas within the assessedyear, or year prior, please add such work to the ADDITIONAL WORK section at the end of
this submission.

IP Australia(like other government agencies) participate in the APSEmployee census which includes questions about talent management, career pathways and
wellbeing, https://www.apsc.gov.au/aps-employee-census

High level results were providedin previous questionand are currently being reviewed by the Executive.

SECTION 8: COMMUNITY ENGAGEMENT

Please note: For this Submission, we will be woeaccepting evidence only regarding one such event/instance for each question within this section, respectively (as
opposed to two). If you have morethan one example to evidence for the questions within this section, please please add the additional item/s to the ADDITIONAL
WORK section at the end of this submission.

| ANNUALSUBMISSION: 2020 COMMUNITY ENGAGEMENT INTERMEDIATE

| 39. Employer BrandedParticipation at Community Events 2 points
Within the assessed calendaryear, we held stalls at LGBTQ community events or participated in pride parades under ouremployer/company branding. (This may
include online community events with prominent employer branding.)

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

Please provide evidence of branding displayed at one such community event, including online community events.
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[Insert Evidence Here or Indicate Name of Attached File(s)]

INTERMEDIATE
- ge 2 points
Throughout the assessed calendaryear, we have provided pro-bono or financial support toLGBTQ charities/community groups. (Thisincludes sponsorships of
events, publications or pro-bono accommodation/venue support. Fundraisingis covered in Q41.)

Please provide evidence of one such instance.
Hi Folks,

| exaggerated a bit when | said we had *entries* tothe competition- more like *entry*... lucky for us it was a good one.

We have sharedthis with Margaret and she is happy to award this the prize, as it is exactly what we were looking for.
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He has asked to be referred to by his initials when we print this, and of course that’s perfectlyfine.

- has kindly offered to do this up with some graphics/prettiness for publication in the newslettersoCan Miss-a nd-touch base with- so
she can help you out with that?

The prize will be a $50 voucher to The Bookshop and Darlinghurst. Margaret is arranging for the prize tobe sent to him now.

We pretty much saturated all available comms channels with the competition, so if anyone canthink of ways to get buy in from the Network that would

be great!

Kind Regards,

| ANNUALSUBMISSION: 2020 COMMUNITY ENGAGEMENT INTERMEDIATE

| 41. Fundraising 2 points
Throughout the assessed calendaryear, we have engagedin fundraising for LGBTQ charities / communities / groups. (This may include the support of any LGBTQ
charity groups within workplace giving programs.)

Please provide evidence of one such instance. (This can be a letter of appreciation, certificate, receipts or confirmation of funds raisedissued by the charity/group.)

IP Australia encouraged donations throughout the year for anumber of LGBTIQ charities/communities/groups. An example of an email that was sent to the IP Pride
Network is attached under Section 8, question41.

“Out For Australiais aregistered charity, receives no government funding and we are 100% volunteer-run. All donations go straight back to helping support LGBTQIA+
people across Australiato be theirauthentic selves in workplaces which celebrate diversity.

You can donate to us on gur donation page.” A number of staff donated, but due to Privacy, we are not able to provide individual receipts.

SECTION 9: SURVEY
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I ANNUALSUBMISSION: OPTIONAL SURVEY PARTICIPATION OPTIONAL

| 42. Survey Participation 2 points
X We are participatingin the 2021 AWEI Survey. Please note:

e  Partial points will not be given. Full points will only be obtained for the following:
o MediumEmployers (501 — 2000 employees): if 50 or more survey responses are collected
o LargeEmployers (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: the more respondents you have, the more substantial data you will receive. The purpose of the AWEI Survey is to provideyou with significant information on
the impact of yourinclusion initiatives and allow you to benchmark aqgainst the national dataset.

SEcTION 10: ADDITIONAL WORK

This section allows you to describe and provide evidence for any additionalwork completed throughout the assessed calendar year:

(a) thathas notalready been included within this indexsubmission

(b) thatyou believe is significantly over and above what a particular question orindextopic is looking for

e |IMPORTANT: PLEASE COMBINE ALLRELATED INDEX WORK INTO ONE ROW. For example, if you wish to claim for signficiant training, list all LGBTQ training within
one row underthe Item Name of “Training.” Only 1 pointis available for all work pertaining to a particular topic/area— PLEASE do not split similar areas of index
activity over multiple rows.

e 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 Maxmum points.

ANNUALSUBMISSION: ADDITIONALWORK ADDITIONAL
43. ADDITIONAL WORK Max. 15 points
Item Name: [Question No. or Item Name Here] Examples of below are attached under Section 10 Question 43

Networks Interagency collaborationfor events/learning and development. See attached examples such as ‘The Equality Project’

run by Department of Industry. Our staff were invited to attend and ‘Inter-networkpanel.’
Sharing resources with the Department of Health. See email to IP Pride Network 30/10/20.

Interagency discussions on creating all gender toilets collaboratively with other portfolio partners. See attached
Toilets ‘Industry catch up.’

IP Pride Newsletter

pride ndiversity
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Sentto 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 exampleis attached “IP Pride Newsletter Sep 2020.
Executive Advocacy
See attached email ‘request opinionand podcast’ which ask staff comments on toilet signage and talks about respect
Margaretalso provides staff with podcast to listen to. Margaret s IP Australia’s LGBTIQ+ Champion and De puty Director
General. Margaret has also taken itupon herselfto go to each Section meeting and advocate for LGBTIQ+ staff. See
‘LGBTIQA+ Speaking notes for Group Meetings.’

Promoting External events

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 4thJanuary—5pm Friday 12th March 2021 (or midnight Saturday 13th March 2021 for large file transfer URL).

e Nolater than 5pm, Friday 12th March 2021 for hand-delivered, couriered or mailed submissions (hard copies, USB, etc).

e Deadline for largefile transfer program URL (including but not limited to Dropbox, Google Docs, Parcel Post, SharePoint or any otherinternally approvedlarge file
transfer system) midnight Saturday 13th March 2021

e Important:File attachments within emails will not be accepted. Pride in Diversity will take no responsibility for attachments sent via email.
e Allfile transfersand access to various systems must be sent to AWEI@ prideindiversity.com.au; with a copy t_

IMPORTANTINFORMATION 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 hereto sign up or go to: http://eepurl.com/tT7vf

OPTIONALAWEIEMPLOYEE SURVEY

Participatingin the AWEI optional Survey?You will be able to request your unique survey URL as of 1st December2020. 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 theresults of your AWEl with the views and lived experiences of youremployees. While survey datais 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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INDIVIDUALAWARD 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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