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In all sites, the department is very clear that staff are able to use the bathroom of their choice that reflects the gender that they identify with. This is clearly stated on 
the intranet and in the department’s Gender Affirmation Policy. Progressing this issue was agreed by the department’s Executive in 2019 and is being progressed 
through the department’s New Ways of Working Program (Program) which is redesigning the entire department’s work infrastructure. The New Ways of Working 
Program has been informed by an extensive consultation program with all staff, as well as ongoing consultations with staff diversity networks including the HPN. 
 
Progress on the Program in 2021 includes work completed across four sites: 

• Fairbairn office – a new Canberra-based purpose built site is currently under construction  
• Woden Sirius building – an existing Canberra site which houses the majority of the department:  

o Pilot floor – construction complete 
o Whole building – In design  

• Perth office – construction complete 
• Melbourne office – in design  

 
The Fairbairn site is a new building and includes construction of new bathroom facilities. As part of the design, this includes six all gender bathroom facilities, including: 

• Five bathrooms which are ambulant and all gender bathrooms 
• One all gender bathroom  

 
Attached is the plan for the Fairbairn buildings which show the positioning of all gender bathrooms and signage designs. In 2021 the HPN provided feedback and worked 
with the NWOW program team to contribute to the planning for All Gender bathrooms and the signage design for the Fairbairn site. 
 
The Perth, Melbourne and Sirius building works relate to the fit-out of existing buildings and do not include major bathroom facility changes. The bathrooms in these 
established buildings meet building code requirements for dedicated female, male and accessible bathrooms as designated by building owners. 
 
In order to ensure the existing bathrooms remain accessible and inclusive, in 2021 the following action items were completed for Perth, Melbourne and the Sirius Pilot 
sites: 

• Sanitary Hygiene units were installed in all bathrooms, including bathrooms designated ‘male’.   
• Bathrooms are located in a private, screened space and not in the open where staff may have direct line of sight to view individuals who enter and exit the 

amenities.  
 
The Melbourne office building owner has agreed to meet with the HPN and Department representatives in 2022 to discuss how all gender bathroom facilities can be 
provided through signage changes or future bathroom upgrades.  
 
In addition, the Department will meet with the Sirius Building owner in 2022 to discuss options for signage updates in the Sirius building to provide gender neutral 
bathroom facilities. Any changes to signage will be undertaken in consultation with the department’s staff diversity networks.  
 

Document 2









 

Page 18 – AWEI2022 STANDARD EMPLOYER SUBMISSION (501 or more employees) – v1.0 – Doc. 1 of 1              
 

on the basis of race, colour, sex, sexual orientation, age, physical or mental disability, marital status, family responsibilities, pregnancy, religion, political 
opinion, national extraction or social origin, or any other grounds prohibited by legislation…. SES employees are expected to be familiar with the department’s 
Reconciliation Action Plan, the Accessibility Action Plan and the Health Pride Network. You are also expected to support the department's strategies to 
promote the needs of, and provide options for, mature age employees, and employees from culturally and linguistically diverse backgrounds. SES should 
consider championing diversity through becoming a diversity champion.” 

 
SES Performance Framework  
 
The department confirmed its commitment to senior management diversity accountability in issuing a new SES Performance Framework in July 2021. In 2021 
Leadership Behaviours accounted for 50% of the overall performance rating in performance agreements for the SES. In 2021 the Leadership Behaviours requirement 
included a goal for Culture and Innovation which requires all SES staff to: 

• monitor and build a culture of high performance. This includes harness capability; drawing on the diverse perspectives of staff and stakeholders; managing for 
outcomes and supporting people from diverse backgrounds. 

• Culture - guided by the Department’s People Strategy, maintain and build a workplace culture that drives employee engagement and productivity. 
Demonstrate a commitment to fostering and delivering diversity and inclusion initiatives. 

 
PDS Agreement 
 
Members of the SES have a standard performance agreement in order to ensure consistent standards across the department. This includes reflecting the Culture and 
Innovation goals in the SES Performance Framework. Champions include their role in their PDS agreement, with specific role accountabilities outlined in the Champion 
Role Statement. An extract from Pride Champion Simon Cotterell’s Performance Development Agreement has been provided as an example.  
 
Diversity Champion Role Statement 
 
The Diversity Champion Role Statement outlines the Champion’s roles and responsibilities in detail. The document encourages Champions to include their role and 
corporate contribution in their PDS agreement.  
 
(b)The mechanism that holds all SES accountable (including Champions) is outlined in the SES Performance Framework (annual performance cycle) and includes the SES 
moderation process. This process informs Mid and End-cycle performance assessments and includes assessment of business outcomes and leadership. This assessment 
draws on a number of information sources that may include:  

• The Secretary’s feedback  
• Feedback from Deputy Secretaries  
• The Manager’s feedback  
• Challenges encountered in the SES employee’s current role  
• The employee’s self-assessment  
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• The SES Handbook 
• The SES Performance Framework  
• Performance Development Scheme (PDS) Agreements 

SES Handbook  
 
The SES Handbook provides detailed information to SES about their key roles and responsibilities. The handbook states: 

• “SES are expected to support all staff in the department to achieve through creating a positive, motivating atmosphere that seeks to coach, mentor and 
encourage while also supportive diversity. SES are expected to assist to maintain a working environment free from discrimination and harassment and one 
that recognises and respects the diverse backgrounds of employees.” 

• “SES should champion diversity, reconciliation and disability activities including participation in cultural awareness training.” 
• Under significant responsibilities, “Workforce diversity - You will assist to maintain a working environment free from discrimination and harassment, and one 

that recognises and respects the diverse backgrounds of our employees. The department is committed to eliminating any employment related disadvantages 
on the basis of race, colour, sex, sexual orientation, age, physical or mental disability, marital status, family responsibilities, pregnancy, religion, political 
opinion, national extraction or social origin, or any other grounds prohibited by legislation…. SES employees are expected to be familiar with the department’s 
Reconciliation Action Plan, the Accessibility Action Plan and the Health Pride Network. You are also expected to support the department's strategies to 
promote the needs of, and provide options for, mature age employees, and employees from culturally and linguistically diverse backgrounds. SES should 
consider championing diversity through becoming a diversity champion.” 

 
SES Performance Framework  
 
The department confirmed its commitment to senior management diversity accountability in issuing a new SES Performance Framework in July 2021. In 2021 
Leadership Behaviours accounted for 50% of the overall performance rating in performance agreements for the SES. In 2021 the Leadership Behaviours requirement 
included a goal for Culture and Innovation which requires all SES staff to: 

• monitor and build a culture of high performance. This includes harness capability; drawing on the diverse perspectives of staff and stakeholders; managing for 
outcomes and supporting people from diverse backgrounds. 

• Culture - guided by the Department’s People Strategy, maintain and build a workplace culture that drives employee engagement and productivity. 
Demonstrate a commitment to fostering and delivering diversity and inclusion initiatives. 

 
PDS Agreement 
 
Members of the SES have a standard performance agreement in order to ensure consistent standards across the department. See attached PDS agreement template. 
This includes reflecting the Culture and Innovation goals outlined in the SES Performance Framework. The SES Handbook provides additional information on the roles 
and responsibilities of SES in relation to diversity and inclusion.  
 
Ms Robyn White, the Assistant Secretary for People Branch is able to verify these details. Ms White can be contacted at  or via email on 

. 
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• The proposed overarching tagline, ‘The Healthy Mum-to-Be’, didn’t accommodate gender and sex diversity or those people who do not identify as a ‘mum’ or 
‘mum to be’. 

• The language used within the resources should be updated to speak to the user directly and to make it more inclusive - e.g. changing ‘pregnant women could 
consider … ’ to ‘if you are pregnant you could consider …’ 

• Some of the images appeared to be quite conservative and needed to be modernised to reflect the diversity of pregnant people in Australia.  
 
The business area worked with the contracted media company, Carbon Creative, to review and update the draft campaign material to ensure it was LGBTI+ inclusive. 
This included seeking advice from the Inclusion team, Pride in Diversity, members of the LGBTI+ community and seeking a diverse range of stakeholders to participate in 
user testing. Advice regarding inclusive language, images and terms were sought and attained.  
 
As a result, the Healthy Pregnancy Campaign materials contains inclusive and gender neutral language and a range of inclusive images. The proposed tagline ‘Healthy 
Mum-to-Be’ was changed to ‘Your Healthy Pregnancy’. The Guidelines for physical activity during pregnancy also contain the following statement: 

‘The Australian Government has worked with experts to develop guidelines to help you be active during pregnancy. These guidelines are for all pregnant 
Australians, regardless of gender identity, cultural or language background, geographic location or socio-economic status.  
For more information go to health.gov.au‘. 

 
Attachment S1.Q23.a Emails capturing consultation and review of Healthy Pregnancies resources project 
Attachment S1.Q23.b A5 brochure - Guidelines for physical activity during pregnancy 
For pregnancy website with resources https://www.health.gov.au/health-topics/physical-activity-and-exercise/pregnancy  
For Your Healthy Pregnancy campaign and resources https://www.health.gov.au/campaigns/your-healthy-pregnancy  
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In early 2021 the Health Pride Network’s advisory role was promoted as part of a communications campaign to increase Health staff network membership numbers, with 
relevant communications highlighting that network responsibilities include advocating members views and providing input to policy. The Network’s purpose, including 
providing input into department policies and practices, is promoted at all times on the department’s intranet ‘HPN About’ page which is available to all staff and outlines 
the Network’s functions. Business areas can either approach the Network directly or through the Culture and Inclusion team in People Branch.  
 
A sample of matters on which HPN provided advice to corporate and policy areas in response to requests for advice related to: 

• Advice to Aged Care on use of gender inclusive titles for use in the My Aged Care system – June 2021 
• Advice to Corporate Assurance Branch on resources to promote inclusion – June 2021  
• Reflections on key findings on LGBTQ+ youth mental health – October 2021  

 
In 2021 the HPN’s National Staff Participation Forum (NSPF) Representative and proxy acted as an employee representative in the review of a number of workplace 
policies, including from an LGBTIQ+ inclusion perspective. The NSPF is the department’s peak employee consultation body. NSPF minutes attached evidence the HPN 
representative’s attendance at quarterly meetings in April, September and December 2021. 
 
In November 2021 the HPN participated in a workshop with the department’s communications team, along with relevant policy areas, to review the approach to 
development of internal guidelines on the use of gender-neutral language. HPN continues to participate in the development of guidance to ensure that it supports the 
use of gender-neutral language whenever appropriate.  
 
Attachment S2.Q3.a Staff Networks at Health feature article 
Attachment S2.Q3.b Health Pride Network - About intranet page 
Attachment S2.Q3.c Gender Inclusive titles – Aged care 
Attachment S2.Q3.d LGBTQIA+ Resources 
Attachment S2.Q3.e Reflections on Key findings on LGBTQ+ Youth mental health 
Attachment S2.Q3.f Gendered Language Workshop 
Attachment S2.Q3.g Gendered Language guidance 
Attachment S2.Q3.h NSPF Minutes – APRIL  
Attachment S2.Q3.i NSPF Minutes – SEPTEMBER 
Attachment S2.Q3.j NSPF Minutes – DECEMBER  
 
 

Document 2









 

Page 30 – AWEI2022 STANDARD EMPLOYER SUBMISSION (501 or more employees) – v1.0 – Doc. 1 of 1              
 

• The Aged Care Division meets with LGBTIQ+ Health Australia every two months to discuss key issues with regard to aged care. This includes understanding and 
outcomes from their peak and training activities. The department also regularly consulted LGBTIQ+ Health Australia on aged care policy reforms, and facilitated 
discussions on intersectional issues, such as mental health of LGBTIQ+ people in aged care. 

• Population Health Division engaged with LGBTIQ+ Health Australia on a range of issues affecting LGBTIQ+ people, including: 
o On 24 June 2021 the department met trialterally with LGBTIQ+ Health Australia and the Intersex Human Rights Australia to discuss the activities of 

both organisations with a particular focus on understanding the issues facing people with variations in sex characteristics in Australia and ways the 
Health system could be better adapted to responding to those issues. The resources shared by LHA and IHRA have been used by the department to 
inform policy development related to health care for people with variations in sex characteristics. 

o The Blood Borne Viruses and Sexually Transmissible Infection Policy Section worked with Nicky Bath, LGBTIQ+ Health Australia CEO in development 
and delivery of the Ministerial Advisory Committee on Blood Borne Viruses and Sexually Transmissible Infection round table focused on syphilis on 22 
October 2021 to ensure the meeting included a focus on LGBTIQ+ people’s experiences of syphilis. The outcomes from this meeting are not yet 
publicly available however the meeting agenda is included as evidence. 

Promotion to external clients/customers and stakeholders 

Health featured its commitment to LGBTI+ inclusion in its annual report 2020-2021 on pages 160, 161 and 168. Over 80 copies of the printed annual report were 
distributed to key stakeholders at Parliament House, as well as the Minister for Health & Aged Care, Minister for Senior Australians & Aged Care Services, Minister for 
Sport, Minister for Regional Health, Regional Communications and Local Government and Assistant Minister to the Prime Minister for Mental Health and Suicide 
Prevention. Copies were also offered to Health Portfolio agencies. 
 
The Australian public are a key stakeholder for the Department of Health. The department has therefore published its LGBTI+ Action Plan 2019-2022 on its external 
website ensuring the department’s commitment to LGBTI+ inclusion is visible and accessible to the public. https://www.health.gov.au/resources/publications/lesbian-
gay-bisexual-transgender-and-intersex-action-plan-2020-22  
 
Attachment S2.Q8.a Mental Health engagement LGBTIQ+ Health Australia – June + Oct 2021 
Attachment S2.Q8.b Aged Care meetings with LHA 
Attachment S2.Q8.c Meeting with LGBTIQ+ Health Australia and Intersex Human Rights Australia 
Attachment S2.Q8.d MACBBVSTI - Syphilis - Oct 2021 
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b) a brief description of each event, detailing how you promoted an understanding of why the day is significant 

The three major LGBTQ Days of Significance celebrated by the department are, IDAHOBIT, Wear it Purple Day and World AIDS Day. In 2021, these were recognised by: 
 
International Day Against Homophobia, Biphobia, Intersexism and Transphobia  

• Promoting activities and online events across all offices through a variety of communication channels including: 
o An email message from the Health Pride Champions to all staff containing information on why the day is significant. The message encouraged staff be 

visible as a member of the LGBTI+ community or as an ally and promoted the recorded IDAHOBIT sessions available on Health TV. This was also published 
as an intranet news item.  

o A Sharing the Pride – IDAHOBIT edition was sent to all HPN members containing information on why the day is significant and ways for staff to show 
support for IDAHOBIT day. This included encouraging staff to watch the IDAHOBIT sessions available on Health TV, complete LGBTI inclusion training, swap 
out your virtual background and be visible, as well as other ideas for increasing your knowledge. This newsletter was also published to the HPN intranet 
site accessible to all staff.    

 
Wear it Purple Day 

• A virtual trivia session promoted and open to all Health staff which had as its focus both promoting Wear it Purple Day and raising awareness of the issues 
faced by LGBTIQ+ people, with trivia questions focussed on queer issues and culture. 

• Promoting activities and online events across all offices to recognise Wear it Purple Day. These activities had a celebratory focus, including: 
o A virtual ‘Big Purple Photo Shoot’ including participants in the Wear it Purple trivia session and submissions from staff. All staff were encouraged to 

wear purple and submit photos, with staff sending entries from all locations, including regional offices and remote workers. A photo album containing 
entries remains available on the intranet.  

• A Feature News item about Wear it Purple Day was published on the intranet explaining the significance of the day, how to get involved and where to find 
more information on the HPN Wear it Purple Day intranet page.  

• Digital billboards and computer screen savers advertising Wear it Purple Day and how to get involved 
• A dedicated Sharing the Pride- Wear it Purple edition newsletter with information on the days significance and how to get involved. 

 
World AIDS Day 
As outlined above at Q17, the HPN collaborated with the Culture and Inclusion team, National Aboriginal and Torres Strait Islander Staff Network and the department’s 
Blood Borne Viruses, Sexually Transmissible Infections, and Torres Strait Health Policy Section to deliver events and communications to recognise World AIDS Day and 
Aboriginal and Torres Strait Islander HIV Awareness Week. Health’s recognition of World AIDS Day focuses on the historic and continuing disproportionate effect of HIV 
on LGBTI+ and Aboriginal and Torres Strait Islander communities. In addition to the activities evidence at Q17: 

• Information on the day’s significance and how to get involved was also promoted through a feature news item, Executive all staff emails, Sharing the Pride 
message and the HPN Intranet page. This included promotion of Pride in Diversity’s Panel Discussion focusing on the history of World AIDS Day. 
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STANDING SUBMISSION: INCLUSION OF 
TRANS AND GENDER DIVERSE PEOPLE  
  
Q12: Gender Affirmation Policy and Process 
Documentation 

In 2021 the department made significant progress toward the development and implementation of a Gender 
Affirmation Policy, a key action in the departments LGBTI+ Action Plan for 2020-2030. A working group comprising 
volunteers including trans and gender diverse staff was re-convened and led drafting of the draft Gender Affirmation 
Policy and Guidelines. The proposed Gender Affirmation Policy was considered and endorsed by the National Staff 
Participation Forum on 7 December 2021. It will be considered by the Department’s Executive Committee, the final step 
prior to taking effect, in early 2022.  
 
Attachment Q43 LGBTI+ Action Plan 
Attachment Q43 Draft Gender Affirmation Policy 
Attachment Q43 Draft Gender Affirmation Guidelines 
Attachment Q43 Invitation to GAP workshop 
Attachment Q43 NSPF minutes 7 December 

STANDING SUBMISSION: INCLUSION OF 
TRANS AND GENDER DIVERSE PEOPLE  
  
Q14: Gender Affirmation Leave 

The department made significant progress toward the development and implementation of a Gender Affirmation Policy 
in 2021. As part of this progress the department negotiated and approved the provision of access to additional flexible 
leave to assist staff to affirm their gender. In October 2021, Health Pride Network representatives and the Inclusion 
team met with the People Branch Assistant Secretary and the First Assistant Secretary of People, Communication and 
Parliamentary Division, to discuss the Gender Affirmation Policy and proposed gender affirmation leave. The attached 
evidence includes an email from the First Assistant Secretary to the Secretary, confirming the department’s intent to 
implement the new gender affirmation leave type. 

Currently, staff are able to access available personal, long service or annual leave to support activities related to gender 
affirmation. The Gender Affirmation Policy will provide for additional leave of: 

• up to 5 days paid miscellaneous leave, which counts as service (available either as individual days or a longer 
period as needed); 

• up to 12 months unpaid miscellaneous leave, which does not count as service. 

The draft policy was considered and endorsed by the National Staff Participation Forum on 7 December 2021. It will be 
considered by the Department’s Executive Committee in early 2022. 

Attachment Q43 Draft Gender Affirmation Policy 
Attachment Q43 Draft Gender Affirmation Guidelines 
Attachment Q43 NSPF minutes 7 December 
Attachment Q43 Email from First Assistant Secretary to Secretary regarding Gender Affirmation Policy development 
and miscellaneous leave 
Attachment Q43 Meeting invite to discuss gender affirmation leave and policy 
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STANDING SUBMISSION:  STRATEGIC FOCUS 
Q23: Customer-facing LGBTQ Inclusion 

The National Suicide Prevention Trial (NSPT) is a Department of Health initiative comprised of 12 identified trial sites 
across Australia over six years from 2016-17 to 2021-22. Funding was provided through relevant Primary Health 
Networks (PHN) at a total of $6 million per site. The Trial is aimed at gathering evidence in relation to suicide prevention 
activities in local geographical areas of Australia, and to improve understanding of the strategies that are most effective 
in preventing suicide at a local level and in at-risk populations. The Trial aims to provide evidence of how a systems 
approach to suicide prevention might best be implemented in the Australian context and to identify new learnings in 
relation to suicide prevention in at-risk populations. Two of the 12 sites chose LGBTIQ+ people as a focus population for 
their region, with North Western Melbourne PHN focusing exclusively on this population. Example activities include: 

• Aftercare services for LGBTIQ+ people following a suicide attempt or who presented in suicidal crisis.  
• Suicide and mental health awareness raising, including through media and social media campaigns and 

community events. 
• Building the cultural capacity of mainstream services to provide LGTBIQ+ appropriate suicide prevention 

support.   
• Peer mentoring for LGBTIQ+ young people and for families of LGBTIQ+ people.  

The NSPT evaluation reported a range of positive impacts and outcomes for LGBTIQ+ people in the region. Specifically, 
improved awareness about mental health and suicide, knowledge about suicide and how /where to get help, and 
capacity to respond to suicidality within the community; new collaborations and coordination between service 
providers, and improved coordination of suicide prevention programs with other programs and services for LGBTIQ+ 
people; reports of increased suicide prevention workforce capacity by building a peer workforce; and improved 
evidence base for LGBTIQ+ suicide prevention through research and evaluation. 
Further information is available in the National Suicide Prevention Trial Final Evaluation Report.  
https://www.health.gov.au/sites/default/files/documents/2021/11/national-suicide-prevention-trial-final-
evaluation-report 0.pdf  

ANNUAL SUBMISSION: STRATEGY AND 
ACCOUNTABILITY 
Q1: External LGBTQ expertise 
 
 

In addition to Pride in Diversity membership, the department also has access to and calls on external LGBTQ expertise 
when needed to ensure that approaches to staff inclusion and policy work are appropriate. In 2021, during the 
development of the Gender Affirmation Policy, the department engaged A Gender Agenda to participate in the 
workshop for the development of the Policy, and to provide advice on draft documents. This ensured that the policy 
took into account best practice approaches and was informed by lived experience and genuine expertise. 
 
Attachment Q43 A Gender Agenda engagement 
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ANNUAL SUBMISSION: EXECUTIVE 
LEADERSHIP & ENGAGEMENT  
Q: 34: EXECUTIVE ADVOCACY 

Within the assessed calendar year, Senior Executive(s) within our organisation have also advocated for LGBTQ inclusion 
at an executive level externally amongst peers. Health Pride Champion, , actively participated in regular 
meetings of the APS Pride Champions Network. When he was unable to attend, he identified a proxy to attend from 
among senior executive members of the Pride Network. 
 
Attachment Q43 Senior Executive participation in APS Pride Champions Network. 
Attachment Q43 Senior Executive participation in APS Pride Champions Network - proxy 

Section 7: 
Q38: LGBTQ analysis - if internal engagement 
or AWEI Survey data show any “most in 
need” areas to focus on, resulting in a plan of 
action 

In 2020 the Inclusion team completed an analysis of the 2020 AWEI survey data. The analysis included comparison to 
the previous year’s survey results, other Commonwealth Government agencies, and the Health and Wellbeing sector 
and identified most in need areas to focus on. Actions to address these focus areas were listed in the analysis and 
aligned with existing commitments in the department’s LGBTI+ Action Plan 2020-22 to support its implementation.  
 
Attachment Q43 LGBTI Workforce - 2020 AWEI survey comparison - Department of Health Executive Summary 

Section 7: 
Q38: LGBTQ analysis - if within gender 
aggregated data, we include non-binary 
employees and if not a proposed plan of 
action 
 

In 2021 the department launched a new My Workforce Reporting tool which enables HR staff and managers to review 
and analyse workforce related data. Diversity data is restricted to specific HR functions and roles due to privacy, 
however there is a section relating to gender data. The gender section includes data on male, female and employees 
who have selected non-binary or ‘chose not to give this information’ in the employee management system, SAP. The 
non-binary category and choose not to give this information are captured under the description indeterminate.  
 
Attachment Q43 Snip tool of gender information filterable in My Workforce Tool 
 

ANNUAL SUBMISSION: 2021 DATA 
COLLECTION AND REPORTING - Diversity 
Council of Australia – Inclusion@Work Index 
participation 

In 2021 the department participated in the Diversity Council of Australia (DCA) Inclusion@Work member Index. The 
Index benchmarked Health against the Australian Workforce and DCA members to help map the state of inclusion for 
workers across a range of demographic backgrounds such as, Aboriginal and/or Torres Strait Islander peoples, age, 
cultural background, disability status, gender, sexual orientation. 
1051 staff from Health completed the survey. 
We have been able sort and view the data in various ways to inform our approaches to LGBTI+ inclusion at Health, this 
includes benchmarking our organisation’s responses against the Australian Workforce and DCA members, see snapshot 
at attachment a, and also comparing how LGBTIQ+ employees responded to questions compared to non-LGBTIQ+ 
employees, see attachment b. 
 
Attachment Q43 Inclusion@Work Index benchmarking results snapshot 
Attachment Q43 Inclusion@Work Index LGBTIQ+ and non-LGBTIQ+ comparison 
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ANNUAL SUBMISSION: STRATEGY & 
ACCOUNTABILITY  
Q6: Strategic Work in Recruitment, Supplier 
Policy or Service Provision  

On 24 March 2021, LGBTIQ+ Health Australia held a webinar on the findings of the Royal Commission into Aged Care 
Quality and Safety and its Impact on LGBTIQ+ people. On behalf of the Department, Mr Robert Day – Assistant 
Secretary of the Dementia and Supported Ageing Branch, attended as one of the panellists, providing his experience 
and the department’s perspective on measures to support the aged care sector in meeting the needs of people with 
diverse characteristics and life experiences. Mr Day attended with other panellists including key aged care stakeholders 
and LGBTIQ+ advocates to address what LGBTI older people in Australia could gain from the recommendations in the 
Royal Commission’s final report. 
 
The webinar, including a profile of Mr Day was advertised and is now available at the following link (bottom of page): 
https://www.lgbtiqhealth.org.au/findings of the royal commission into aged care 
 

ANNUAL SUBMISSION: STRATEGY & 
ACCOUNTABILITY  
Q6: Strategic Work in Recruitment, Supplier 
Policy or Service Provision 
 

The Blood Borne Viruses and Sexually Transmissible Infections Policy Section regularly engage with the National BBV STI 
peak organisations, who represent LGBTIQ+ communities. On a monthly basis, the Department attends a “peaks 
meeting” to share ideas and raise issues. This typically happens on the first Wednesday of every month. The 
department’s work in relation to blood borne viruses focuses on addressing the continuing disproportionate impact of 
some BBV and STI on specific communities, in particular LGBTIQ+ people. 
 
Attachment Q43 Meeting with National BBV and STI NGOs  
 

ANNUAL SUBMISSION: STRATEGY & 
ACCOUNTABILITY  
Q6: Strategic Work in Recruitment, Supplier 
Policy or Service Provision 
 

Members of the Department’s aged care executive (Emma Gleeson, Assistant Secretary, Aged Care Workforce Branch, 
and Robert Day, Assistant Secretary, Dementia, Diversity and Design Branch) met with Nicky Bath, CEO of LGBTIQ+ 
Health Australia to explore opportunities for LGBTIQ+ training, promotion and data issues. This was an opportunity for 
the department to hear from the peak LGBTIQ+ health body on cross cutting issues affecting LGBTIQ+ older Australians. 
While initially a workforce meeting, Ms Gleeson extended the invitation to the Dementia and Diversity team to create 
the opportunity for LHA to have a greater reach across the department. 
 
Attachment Q43 Email from Emma Gleeson regarding NACA presentation with LHA and Health  
 

ANNUAL SUBMISSION: STRATEGY & 
ACCOUNTABILITY  
Q6: Strategic Work in Recruitment, Supplier 
Policy or Service Provision 

To further extend LGBTIQ+ Health’s engagement across the department, a meeting was held between members of the 
dementia and diversity team, and the LGBTIQ+ mental health team, to discuss the intersectionalities of the LGBTIQ 
health policy work occurring across the department. This was an opportunity for strategic engagement with LHA. 
 
Attachment Q43 Email regarding meeting with LHA and diversity areas with the Department of Health  
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Customer-facing LGBTQ Inclusion The department funds LGBTIQ+ Health Australia as a peak body to represent LGBTIQ+ health consumers. LGBTIQ+ 
Health Australia was funded for the 2021-22 financial year as an Aged Care Consumer Peak Body to provide advice to 
government, contribute to the aged care sector reform agenda and represent their constituents with respect to ageing 
and aged care. 
 
Further, in 2021 the Department of Health administered the Health Peak and Advisory body grant program. Through 
this program LHA has been selected to receive funding as a health consumer peak body to continue engaged, robust 
and constructive participation in the national health agenda, and provide expert and evidence-based advice to inform 
health policy and program development. 
 
Aged Care Peak Body funding: https://www.grants.gov.au/Ga/Show/585f91e6-935d-cdc3-c8db-81c3b4a36313 

LHA Health Peak and Advisory body funding: https://www.health.gov.au/ministers/the-hon-greg-hunt-
mp/media/237-million-boost-for-australian-preventive-health-groups 

Customer-facing LGBTQ Inclusion The Blood Borne Viruses and Sexually Transmissible Infections Policy Section have worked with ACON in the 
development of the emen8 website (https://emen8.com.au/). The website Emen8 launched in May 2017 as Australia’s 
biggest and boldest online sexual health and wellbeing initiative for gay, bisexual and other men who have sex with 
men. Its online presence includes Emen8.com.au and Facebook. This work is funded by the Department of Health, 
which is acknowledged on the ‘About’ page, here: https://emen8.com.au/about/  
 
Attachment Q43 Emen8 email correspondence 
 

Executive advocacy and visibility  On 4 May 2021, Dr Lucas De Toca, COVID-19 Primary Care Response First Assistant Secretary, went live on the 
Department of Health Facebook page as part of a regular video series that answers the Australian publics Top Three 
questions being asked on social media accounts. On this occasion, Dr De Toca wore a Star Wars themed LGBT t-shirt 
throughout the 7 minute and 27 second video. The Department of Health page has 737 thousand followers as of 11 
February 2022.   
 
Attachment Q43 Facebook post - Dr Lucas De Toca 
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OTHER WORK: Australian Public Service (APS) 
wide collaboration and engagement to 
improve LGBTQ inclusivity in the APS 

In 2021, the department and the Health Pride Network (HPN) collaborated and engaged with multiple APS agencies to 
share ideas and resources to improve LGBTQ inclusion across the APS.  
 
Examples include: 

• HPN Co-chair Matt Short shared information and resources about gender affirmation policies with the 
Department of Treasury 

• In October 2020, the Inclusion team shared information with Services Australia about their approach to LGBTI+ 
inclusion, including the development of a Gender Affirmation policy. In June 2021, Services Australia provided 
a copy of their updated Gender Affirmation policy and further updates were shared.  

• In June 2021, the Inclusion team shared information on pronouns and LGBTI+ inclusion with Comcare. 
• In August 2021, the Inclusion team met with the IP Australia to discuss inclusion at Health. There was a 

particular focus on LGBTI+ Inclusion and benchmarking tools such as the AWEI and DCA’s Inclusion Index which 
collects data on diverse cohorts including the LGBTIQ+ workforce. 

 
Attachment Q43 Email to the Treasury Department - Health Gender Affirmation Strategy 
Attachment Q43 Email to Comcare regarding pronouns and resources 
Attachment Q43 Emails to IP Australia, with meeting invite included 
Attachment Q43 Emails to Services Australia 

OTHER WORK: The Department’s core policy 
priorities emphasise the needs of LGBTIQ+ 
people 

The National Preventive Health Strategy 2021-2030 was launched in December 2021, and includes a strong focus on 
health equity. Among its aims, the Strategy seeks to ensure that groups that experience poorer health outcomes 
compared to the rest of the population have greater improvements in health (p.6). LGBTIQ+ Australia was involved in 
the consultation process to develop the Strategy and emphasised the greater health disparities experienced by LGBTIQ+ 
people. The Strategy identifies the LGBTIQ+ community as a priority population that requires tailored approaches to 
preventive health in order to improve health equity in Australia (p.21). 
 
National Preventive Health Strategy 20201-2030: 
https://www.health.gov.au/sites/default/files/documents/2021/12/national-preventive-health-strategy-2021-
2030 1.pdf 
Attachment Q43 National Preventive Health Strategy – Priority Populations 
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Customer-facing LGBTQ Inclusion In August 2021, department representatives from the Population Health Division and Health and Medical Research 
Office met with an external representatives of the transgender community including researchers, clinicians and health 
consumers – a trans young person and the mother of another trans young person – to discuss the Australian Research 
Consortium for Transgender Youth and Children and explore the possibilities of future funding opportunities. The focus 
of the discussion was to establish a relationship to find future opportunities improve the evidence-base regarding 
health care for trans children and adolescents, with the objective of establishing safe and effective models of gender-
affirming care for this vulnerable population.  
 
In the meeting, department representatives provided advice to representatives about relevant grant opportunities for 
research funding and provided guidance on the grants process, and explored policy issues that are relevant to the 
health care for trans young people. 
 
Attachment Q43 Meeting to discuss grants opportunities_Redacted 
 

LGBTQ marketing campaigns or service 
provision brochures/collateral specifically 
targeting LGBTQ populations or answering 
questions specific to this population 
 

In 2020 and 2021 the department worked with Carbon Creative and media agency, Universal McCann to develop and 
release a digital media campaign to raise awareness of syphilis in Australia as part of the implementation of the 
National STI Strategy 2018-2002. Men who have sex with men were one of the target audiences of the Campaign 
because of increasing rates of syphilis in this population, and specific campaign material was developed to meet the 
needs of this group. 
 
Men who have sex with men – facts about syphilis (campaign material): 
https://www.health.gov.au/resources/publications/men-who-have-sex-with-men-facts-about-syphilis 
 

OTHER WORK: AWEI 2021 Analysis and 
executive summary 

In 2021 the Inclusion team completed an analysis and executive summary for the 2021 AWEI results. The analysis 
compared the departments annual results and compared them to other participating Federal Government 
Organisations. Priority areas of focus were identified for 2021 which informed People Plans and Health Pride Network 
Plans. This summary was provided to senior executive and the Health Pride Committee. 
 
Attachment Q43 Pride in Diversity AWEI  2021 - Executive Summary Final 
 

 

AWEI 2022 SUBMISSION DATES  
We can accept AWEI submissions between Monday 10th January – 5pm Friday 11th February 2022 (or midnight Saturday 12th February 2022 for large file transfer URL). 

• No later than 5pm, Friday 11th February 2022 for hand-delivered, couriered or mailed submissions (hard copies, USB, etc). 
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• Deadline for large file transfer program URL (including but not limited to Dropbox, Google Docs, Parcel Post, SharePoint or any other internally approved large file 
transfer system) midnight Saturday 12th February 2022  
 

• Important: File attachments within emails will not be accepted. Pride in Diversity will take no responsibility for attachments sent via email. 
• All file transfers and access to various systems must be sent to AWEI@prideindiversity.com.au; with a copy to dhough@acon.org.au  
• Please ensure all evidence included in your submission or attached is legible. Pride in Diversity will not be responsible for documents that we cannot access or 

cannot read (if they have been copied or shared incorrectly).  
IMPORTANT INFORMATION FOR SUBMITTERS 

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

OPTIONAL AWEI EMPLOYEE SURVEY 

Participating in the optional AWEI Employee Survey? You will be able to request your unique survey URL as of 1st July 2021. You will receive this link when the survey goes 
live on Monday 1st November 2021 and will remain open until the close of submissions on Friday 11th February 2022. 

Participation in the survey allows you to balance the results of your AWEI with the views and lived experiences of your employees.  While survey data is linked to your 
organisation enabling us to provide you with a comprehensive high-level analysis of responses, individual respondent data is not collected. 

INDIVIDUAL AWARD NOMINATIONS 

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