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Director

Workforce Strategies

Culture and Capability Branch | Transformation Group | Australian Bureau of
Statistics

(P) (M)

(E) @abs.gov.au (W) www.abs.gov.au

I work part-time. My usual days are Monday, Tuesday, Thursday and Friday.
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Australian Workplace Equality Index and LGBTI Inclusion Survey (open to all
employees)

The ABS and ABS Pride Network’s aim is to continue building an inclusive
workplace where all employees, no matter their diverse background, can be
themselves and excel.

The ABS is participating in the Australian Workplace Equality Index (AWEI) for the
second year in a row. As a result of what we heard from you last year, the ABS and
Pride Network have achieved the following:

More guidance and support available for staff transitioning gender in the ABS�

(through knowledge documents and system changes) See Supporting Gender
Transition in the ABS  knowledge document.

Active promotion of LGBTI days of significance such as Wear it Purple Day and�

Intersex Awareness Day

LGBTI Inclusion e-learning module to be hosted on Capability Plus (currently in�

draft)

Development of a LGBTI Action Plan (currently in draft)�

Attendance by network members at the Pride in Practice Conference .�

The index allows the ABS to benchmark our inclusiveness of LGBTI employees
against leading Australian employers, including major banks, consulting firms and
other public service agencies. The index provides our Diversity and HR teams with
valuable feedback on what we are doing well and areas in which we can improve.

The LGBTI Inclusion Survey

While the AWEI benchmark provides us with feedback on what we are doing at an
organisational level, it does not provide us with data on the lived day-to-day
experience of our Lesbian, Gay, Bisexual, Transgender and Intersex employees
within our organisation. Nor does it provide us with feedback on the views and level
of awareness of our heterosexual (or ‘straight’) employees when it comes to LGBTI
inclusion. To provide a balanced view of how we are tracking, the index allows us to
participate in an optional, confidential employee survey that provides us with that
missing ‘lived experience’ data.

We would therefore like to invite all employees, regardless of how you
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personally identify, to participate in this survey on LGBTI inclusion in the ABS.

The survey will be open until 5:00pm (AEDT) Friday 9 March, 2018. You may
access it here.

Do you want to know more about the survey?

If you are interested in joining the ABS Pride Network and creating a more inclusive
and accepting ABS for LGBTI staff , please see the Pride Network Knowledge
Document.

The ABS is committed to providing an inclusive workplace culture and increasing the
diversity of our workforce. The ABS Workforce Strategy 2015-19 and the People
and Culture Action Plan 2017-18 reaffirm the importance the ABS places on
providing a workplace that is inclusive and recognises the diverse skills,
perspectives and experiences of our employees. This contributes to the ABS being
more reflective of the communities we serve and being a workplace that becomes
infinitely stronger because of it.

Pride Network Champion

Diversity and Inclusion Champion

5 March 2018
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Your Employee Assistance Program (EAP) is a confidential 
coaching and wellbeing service that is available to support you 
and your family through life's challenges. 

Sessions are: 

• Completely confidential
• Paid for by your employer at no cost to you
• Available face-to-face, over the phone or online via live chat

For support contact your EAP provider, Davidson Trahaire Corpsych (DTC) and 
speak to a professional who has knowledge and experience in supporting the 
LGBTIQ community. Call today on 1300 360 364.

Davidson Trahaire Corpsych 
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  Document 8 

Document is publicly available at: 

https://www.prideinclusionprograms.com.au/content/uploads/2017/08/Marriage_Equality_Resourc
e_PID_A4_Final.pdf  
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Agriculture Admin Data Accounts

Accounts Development | Agriculture and Environment Branch
| Australian Bureau of Statistics

(P) (F)

(E) @abs.gov.au (W) www.abs.gov.au
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Hi 

I have completed the form (attached). I have a few people who would be interested in going around
the ABS to sell. Could I also get about 4 carriers for the merchandise and money tins too please.

Do you have an approx data when these would be delivered, help us in advertising the day and what
and when we are able to sell.

I am guessing, as in pervious years, what we don’t sell, we will return with the money we collected
from the merchandise and donations we receive.

(See attached file: World AIDS Day merchandise request form.pdf)

cheers

Agriculture Admin Data Accounts

Accounts Development |  Agriculture and Environment Branch
| Australian Bureau of Statistics

(P)   (F)

(E) @abs.gov.au  (W) www.abs.gov.au
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---14/11/2017 01:18:07 PM---Good afternoon Thank you for your call
just then – it was a pleasure speaking with you!

From: @aidsaction.org.au>
To: @abs.gov.au,
Date: 14/11/2017 01:18 PM
Subject: World AIDS Day Merchandise
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The ABS has published some details about how the Australian Marriage Law Postal
Survey will operate. You can find these details on the ABS website . The ABS is
finalising the survey process, including supporting participation by all eligible
Australians (including those without access to mail, vision impaired, overseas), and
will provide details when they are available. During the operation of this survey there
will always be a clear link to the survey details on the ABS homepage.

A national advertising campaign is underway, encouraging all eligible Australians to
enrol or update their details on the Commonwealth Electoral Roll to ensure they can
participate. The current phase includes TV, radio, print and online advertising and
will be published on the ABS website.

A call centre named the Australian Marriage Law Postal Survey Information Line
on 1800 572 113 opened today and will service calls (for AEC and ABS activity) in
relation to this survey, from 8am to 8pm (local time) 7 days a week.

We have a dedicated number and email address for media enquiries . To ensure
only authorised accurate information is provided to the media , please remember to
always ask anyone seeking information to identify themselves, and, if from the
media, ask them to email questions to marriagesurveymedia@abs.gov.au or
transfer/direct them to 1800 683 051.

The issue of marriage law may impact on the emotional and psychological
well-being of some staff, particularly those who may be directly affected by the
potential policy outcomes or with very strong interests in the outcome. ABS
continues to provide free confidential EAP support which is available to staff and
their immediate family. For support, advice or to make an appointment, call the EAP
on 1300 360 364, 24 hours a day, seven days a week (for more information see
Employee Assistance Program ).

Marriage Collection Taskforce
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Are you passionate about workplace inclusion?

Why not get involved in the ABS Pride Network! The network welcomes both
LGBTI+ staff and Allies.

Allies are an important part of the ABS Pride Network , helping to:

Advocate LGBTI+ workplace inclusion�

Promote the ABS Pride Network and its important contribution to inclusion�

and our respectful workplace where people can be themselves

Get to know your co-workers - Gain and share insights, perspectives and�

create opportunities for collaboration, mentoring and coaching

See something? Say something - Call out inappropriate behaviour and�

remarks.

To find out more contact , Pride Network Champion (
@abs.gov.au or

 and  LGBTI+ Champions
, Diversity & Inclusion Champion

10 November 2017
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Summary:
Information about discrimination, including support
available if you experience discrimination and how to make
a complaint.

Detail:

��"�!�����#���

In Australia, it is unlawful to discriminate on the basis of a
number of protected attributes including age, disability,
race, sex, intersex status, gender identity and sexual
orientation in certain areas of public life, including education
and employment.

Workplace harassment, bullying and discrimination runs
counter to the APS Values, APS Employment Principles and
Code of Conduct, as well as Commonwealth anti-
discrimination laws.

�$  �!#��%�����������(�$��' �!��������"�!�����#���

The ABS has a network of harassment and workplace
support officers who are trained to provide information and
support to fellow employees in the informal resolution of
workplace issues, including bullying, harassment and
discrimination. See the ��!�""���#�������!� ����

�$  �!#������!" knowledge document for information on
what these officers do; why to contact them; who they are;
and confidentiality.

The Employee Assistance Program (EAP) is an external
service which provides you with free access to professional
counselling and assistance to help you deal with work and
life issues.

���� 	� ��(����""�"#������!��!����	���

��&����������������� ����#����$#���"�!�����#����

The steps to make a complaint about discrimination (or any
other workplace issues or disputes) are set out in the ABS's
��"��%������!� ������""$�"�������" $#����"��$#���

guidelines.

������"��

��!� ������$��(����������!�""���#�
$�������"

Page 1 of 2Knowledge Document: Discrimination - Services@ABS

07/03/2018http://servicedesk.corp.abs.gov.au/CAisd/pdmweb3.exe?SID=1047945386+FID=983...
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Related Tickets:
 This document has been used as a solution to
 0 requests, 0 incidents and 0 problems.

 This document has been used to open
 0 requests and 1 incidents.

Properties:
Doc ID:434876
Document Owner:Workplace Diversity
Configuration Item:
Creation Date:21/11/2017
Modify Date:24/11/2017
Review Date:21/11/2018

Page 2 of 2Knowledge Document: Discrimination - Services@ABS

07/03/2018http://servicedesk.corp.abs.gov.au/CAisd/pdmweb3.exe?SID=1047945386+FID=983...
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Summary:
Information on ABS supports available for employees who
wish to transition their gender.

Detail:
At any time an employee (and their Supervisor if possible)
can contact People Management and Wellbeing (PMaW) for
discreet advice, guidance and support. It is best to do this
via a services ticket to PMaW. Please note all tickets to
PMaW are private and confidential.

PMaW will discuss with an employee what it is they wish to
do regarding their transition and how they wish things to
happen and will assist them and their manager to develop a
transition plan. This may include timing of transition
events/milestones, discussions with team and assisting with
administrative changes.

It is important to remember that sometimes the only
assistance an employee may require is to simply be
supported to be themselves in the workplace and be open
about their identity without necessarily undertaking a
transition or using a transition plan.

Transitioning: is the process of changing one’s
gender presentation permanently to accord with their
internal sense of their gender – the idea of what it means to
be a man or a woman. Transition must begin with a
personal decision to transition, prompted by the feeling that
one’s gender identity does not match the sex that one was
assigned at birth. One of the most significant parts of
transitioning for many transgender people is coming out for
the first time. Transitioning is a process, not an event, that
can take anywhere between several months and several
years.  Transitioning generally begins where the person
feels comfortable: for some, this begins with their family
with whom they are intimate and reaches to friends later or
may begin with friends first and family later. Sometimes
transitioning is at different levels between different spheres
of life. For example, someone may transition first with
family and friends before even coming out at work.

Names and Pronouns:  Transitioning employees will usually
select a name and pronoun (e.g. his, her, him, she, they or
them) that corresponds to their gender identity. Colleagues
of someone who is transitioning can be provided guidance
around names and pronouns.

Page 1 of 4Knowledge Document: Supporting Gender Transition in the ABS - Services@ABS

27/02/2018http://servicedesk.corp.abs.gov.au/CAisd/pdmweb.exe?SID=1496712565+FID=2639...
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Facilities:  Supporting transitioning employees to use
bathrooms and facilities that are appropriate to their
affirmed gender should not affect others in the workplace.
Preventing transitioning employees from using the facilities
which accord to their gender identity may be unlawful. It is
not appropriate to require transgender people to use
disabled or any other particular bathroom/changing
facilities.

	��������������

ABS employees are expected to support a positive transition
experience for transitioning employees. This includes:

treating transitioning employees with respect at all
times;
being willing to ask respectful questions when
unsure of something;
listening to, and understanding, the transitioning
employee’s needs and concerns and maintaining
honest communication to build trust and support a
positive and successful workplace transition;
maintaining appropriate levels of confidentiality
and privacy. Information should only be disclosed
to those who need to know, are directly involved in
the process, or where the consent of the
transitioning employee has been obtained; and
adhering to the APS Values and Code of Conduct.

Transitioning Employees:
Are responsible for working with their
Supervisor/Director and People Management and
Wellbeing to establish clear expectations and
develop their transition plan;
Maintaining regular contact with their supervisor;
Working with their supervisor on any leave they
intend to take; and
Understanding that mistakes can happen regarding
use of name and pronouns as colleagues adjust to
the change.

Supervisor/Director:
Are to be respectful and honest when an employee
approaches them with their intention to transition;
and
Need to be prepared to discuss the employee’s
aims and expectations.
Being open to making reasonable adjustments in
the workplace during a transition plan.
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The assistance given to a transitioning employee will vary
depending on the situation and the preference of the
individual. However, they could include:

working with the transitioning employee to
understand their goals and discuss related matters;
being part of the development of a transition plan;
developing a shared understanding about agreed
work arrangements during the workplace transition
period;
protecting the privacy of the transitioning
employee and maintaining confidentiality;
being reasonably flexible and supportive of any
leave that may be required by the transitioning
employee;
being available to answer questions and address
any concerns of colleagues ;
modelling the APS Values and providing leadership
to develop a positive, inclusive and respectful
environment to support a successful transition;
considering stakeholders, colleagues, policies and
procedures existing in the workplace;
communicating honestly, openly and regularly with
the team to set expectations; and
facilitating communication of relevant information
to key stakeholders.

The ABS is proud to support a diverse workforce and
encourage any member of staff who would like further
information or support to raise a ticket to People
Management and Wellbeing so a case manager can
commence supporting and guiding all parties through the
process.

See Also:
• Recognition of Sex and Gender

Related Tickets:
 This document has been used as a solution to
 0 requests, 0 incidents and 0 problems.

 This document has been used to open
 0 requests and 0 incidents.
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Your Employee Assistance Program (EAP) is a confidential 
coaching and wellbeing service that is available to support you 
and your family through life's challenges. 

Sessions are: 

• Completely confidential
• Paid for by your employer at no cost to you
• Available face-to-face, over the phone or online via live chat

For support contact your EAP provider, Davidson Trahaire Corpsych (DTC) and 
speak to a professional who has knowledge and experience in supporting the 
LGBTIQ community. Call today on 1300 360 364.

Davidson Trahaire Corpsych 
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Marriage Law Postal Survey in final stages

The Australian Marriage Law Postal Survey is closing soon and people who
need to request a replacement form or Secure Access Code must do so
before 6pm local time on 20 October 2017, so the ABS is encouraging eligible
Australians not to delay!

We have now received over 10 million survey forms, representing 62.5 per
cent of all eligible Australians. The ABS will continue to release weekly
national estimates of the total number of survey forms received from eligible
Australians until the survey closes. Our telephony service has also received
more than 185,000 calls, and 111,000 online enquiries. Calls are being
answered quickly and most online enquiries are being handled automatically ,
providing a great customer experience of engaging with the ABS.

The Taskforce farewelled around 80 non-ongoing staff last week that had
completed their role providing respondent support and surge capacity as
needed across a range of teams. I want to acknowledge the professionalism
of this team and thank them for their contribution to the survey and the ABS .
Many of these staff had previously worked as part of the Census Data
Operations Centre, and I hope that they will join us again some time in the
future.

The current high level of engagement with the survey is a testament to the
importance of this matter to Australians. This massive operation would not
have been possible without the support of the entire ABS , with many areas
releasing staff to work on the taskforce. With only a few weeks left of the
collection period, these staff have now begun making their way back to their
teams. We would like to acknowledge and thank them for their invaluable
contributions, and their teams and managers for releasing them and
supporting their normal workload during the survey.

Another vital part of the taskforce is the teams managing the regional and
capital city pick-up/drop-off locations and visiting remote communities. These
staff are ensuring that everyone in Australia has a convenient opportunity to
collect and submit a survey form. Their presence and professionalism are
great advertisements for the ABS, building community trust in the integrity
and quality of the survey. We have received positive feedback on the level of
this service delivery and the ease with which we have been able to provide
survey forms to all eligible Australians.

Our most recent public sentiment testing also shows that Australians have
strong faith in the ABS, with 87% believing that the ABS have made it easy to
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participate in the survey easy to participate, and 83% believing that the ABS
can be trusted to run the survey.

Efforts of the taskforce are now focussing on producing and disseminating the
statistical results from the survey, while ensuring effective risk management
throughout. Strong progress is being made in scanning and processing the
returned forms, with a very high percentage of forms being automatically
coded as 'yes' or 'no' responses. The observer process is progressing well,
which contributes to trust in the process for this very particular and different
survey. Observers will report their perspectives for inclusion in the Quality and
Integrity report which will be released alongside the results of the Australian
Marriage Law Postal Survey on Wednesday 15 November.

The Taskforce is also commencing the process of review and evaluation . The
aim is to ensure that things that have been learnt during this project can be
shared and applied in other areas of the ABS and the APS .

Given the sensitivity of the topic and outcomes of the survey for some staff ,
it's important to again promote the free confidential EAP support available to
staff and their immediate family. For support, advice or to make an
appointment, call the EAP on 1300 360 364, 24 hours a day, seven days a
week. For more information see the Employee Assistance Program.

Taskforce Lead

16 October 2017
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  Document 18 

Document is publicly available at: 

https://data.gov.au/data/dataset/39d73d6f-81cf-4467-b945-db3a6a270e09/resource/c36a5a99-
95cc-42d6-93f2-2fa1d5e5cada/download/2017-aps-employee-census-questionnaire.pdf  
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1 
 A

n
alysis of A

P
S

 E
m

p
loyee C

en
su

s resu
lts –

 LG
B

TI+
 

This analysis focuses on the 2017 A
PS

 Em
ployee C

ensus results for respondents w
ho indicated that they identified as LG

B
TI +

 or chose not to disclose 
their LG

B
TI+

 status. 

 H
ead

lin
es 

  
O

verall results for respondents w
ho identified as being LG

B
TI+

 w
ere m

ixed across all questions w
hen com

pared to the A
B
S
 O

verall results.  
 

 
Em

ployee engagem
ent scores for respondents w

ho identified as being LG
B
TI+

 w
ere below

 the A
B
S
 overall scores for Job, Team

 and A
gency 

engagem
ent and equal for S

upervisor engagem
ent.  

 
 

R
espondents w

ho identified as being LG
B
TI+

 w
ere m

ore interested in tem
porary transfers, applying for positions outside the A

B
S
 and had m

ore of a 
desire to leave the A

B
S
.   

 
 

R
espondents w

ho identified as being LG
B
TI+

 reported higher rates of harassm
ent and bullying and discrim

ination. 
 

 
O

verall results for respondents w
ho chose not to disclose their LG

B
TI+

 status, w
ere significantly low

er com
pared to the A

B
S
 O

verall for the vast 
m

ajority of questions. 
 

 
Em

ployee engagem
ent scores for respondents w

ho chose not to disclose w
hether they identified as being LG

B
TI+

, w
ere below

 both the A
B
S
 overall 

and those w
ho identified as being LG

B
TI+

.  
 

  LG
B

TI+
 resp

on
se rates 

  
4.5%

 of A
B
S
 respondents in this year’s A

PS
 Em

ployee C
ensus identified as being LG

B
TI+

 (A
PS

 4.1%
). 

 
3.2%

 of A
B
S
 respondents in this year’s A

PS
 Em

ployee C
ensus chose not to say w

hether they identified as being LG
B
TI+

 (A
PS

 4.0%
). 
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2 
  Em

p
loyee en

g
ag

em
en

t 

  
Em

ployee engagem
ent scores for em

ployees w
ho identified as being LG

B
TI+

 w
ere below

 the A
B
S
 overall scores for Job, Team

 and A
gency 

engagem
ent and equal for S

upervisor engagem
ent. W

hen com
pared to results for all A

PS em
ployees w

ho identified as LG
B
TI+

, the results w
ere m

ixed.   

  
For A

B
S
 em

ployees that chose not to disclose w
hether they identified as being LG

B
TI+

, their engagem
ent scores w

ere below
 both the A

B
S
 

overall and those w
ho identified as being LG

B
TI+

 (significantly low
er than the A

B
S
 O

verall on Job, Team
 and A

gency engagem
ent).  H

ow
ever, their 

results w
ere above the results for all A

PS
 em

ployees w
ho chose not to disclose.  

 
 C

om
p

ariso
n

 of En
g

ag
em

en
t In

d
ex S

co
res (A

P
S

 En
g

ag
em

en
t m

od
el) 

 

Em
p

loyee 
En

g
ag

em
en

t In
d

ices 
A

B
S

 - O
verall 

A
B

S
 –

 Id
en

tify as 
LG

B
TI+

 

A
B

S
 –

 LG
B

TI 
ch

o
se  n

ot to 
say 

A
P

S
 –

 Id
en

tify 
as LG

B
TI+

 

A
P

S
 –

 LG
B

TI 
ch

o
se n

ot to 
say 

Job
 

 
7

.0
 

6.6 
6.3 

6.7 
6.0 

Team
 

 
7

.0
 

6.9 
6.5 

6.7 
5.9 

S
u

p
ervisor 

 
7

.7
 

7.7 
7.5 

7.5 
6.8 

A
g

en
cy 

 
5

.9
 

5.7 
5.1 

5.7 
4.9 
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Further to the above A
PS em

ployee engagem
ent m

odel, this year’s results also included the internationally recognised ‘S
ay, S

tay, S
trive’ m

odel 

of engagem
ent as an additional m

easure of em
ployee engagem

ent.  The score for A
B
S
 em

ployees w
ho identified as being LG

B
TI+

 w
as below

 the A
B
S
 

overall score and the sam
e as all A

PS
 em

ployees w
ho identified as LG

B
TI+

.   

  
For A

B
S
 em

ployees that chose not to disclose w
hether they identified as being LG

B
TI+

, their result w
as significantly low

er than both the A
B
S
 

overall result and the A
B
S
 em

ployees w
ho identified as being LG

B
TI+

 result. A
s w

ith the A
PS

 Engagem
ent m

odel, their engagem
en

t score w
as above the 

score for all A
PS staff w

ho chose not to disclose. 
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C
om

p
ariso

n
 of En

g
ag

em
en

t S
cores (S

ay, S
tay, S

trive En
g

ag
em

en
t m

od
el)  

 

 

A
B

S
 - O

verall 
A

B
S

 –
 Id

en
tify as 

LG
B

TI+
 

A
B

S
 –

 LG
B

TI 
ch

o
se n

ot to say 
A

P
S

 –
 Id

en
tify 

as LG
B

TI+
 

A
P

S
 –

 LG
B

TI 
ch

o
se n

ot to say 

Em
p

loyee 
En

g
ag

em
en

t S
core 

78%
 

74%
 

67%
 

74%
 

64%
 

   Please see A
ppendix A

 and A
ppendix B

 for a further analysis of results for LG
B
TI+

 respondents and those w
ho chose not to disclose their LG

B
TI+

 status. 
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 A

p
p

en
d

ix A
 - R

esu
lts an

alysis fo
r A

B
S

 resp
o

n
d

en
ts w

h
o

 id
en

tified
 as LG

B
TI+

 (all results are %
 Positive) 

 In
dicator key 

 
R
esults frequently m

ore positive than overall A
B
S results. 

 
R
esults consistent w

ith overall A
BS

 results or a m
ix of m

ore positive and less positive results. 

 
R
esults frequently less positive than overall A

BS
 results. 

  

 
Top

ic/
Q

u
estio

n
 

A
B

S
 

LG
B

TI+
 

A
B

S
 

O
verall 

V
arian

ce 

 
G

en
eral Im

p
ression

s: C
u

rren
t Job

 
 

 
 

 

I enjoy the w
ork in m

y current job 
73%

 
77%

 
-4%

 

M
y job gives m

e a feeling of personal accom
plishm

ent 
67%

 
72%

 
-5%

 

 
G

en
eral Im

p
ression

s: Im
m

ed
iate W

o
rkg

ro
u

p
 

 
 

 

 

The people in m
y w

orkgroup are honest, open and transparent in their dealings 
73%

 
81%

 
-8%

 

The people in m
y w

orkgroup behave in an accepting m
anner tow

ards people from
 diverse 

backgrounds 
88%

 
92%

 
-4%

 

The people in m
y w

orkgroup treat each other w
ith respect 

85%
 

88%
 

-3%
 

 
G

en
eral Im

p
ression

s: Im
m

ed
iate S

u
p

ervisor 
 

 
 

 

M
y supervisor treats people w

ith respect 
90%

 
91%

 
-1%

 

M
y supervisor behaves in an accepting m

anner tow
ards people from

 diverse backgrounds 
92%

 
92%

 
- 

M
y supervisor invites a range of view

s, including those different to their ow
n 

81%
 

81%
 

- 
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Top

ic/
Q

u
estio

n
 

A
B

S
 

LG
B

TI+
 

A
B

S
 

O
verall 

V
arian

ce 

 
G

en
eral Im

p
ression

s: S
en

io
r Lead

ersh
ip

 
 

 
 

 

M
y S

ES
 m

anager behaves in an accepting m
anner tow

ards people from
 diverse backgrounds 

66%
 

72%
 

-6%
 

M
y S

ES
 m

anager actively supports the use of flexible w
ork arrangem

ents by all staff regardless of 
gender 

57%
 

65%
 

-8%
 

M
y S

ES
 m

anager gives their tim
e to identify and develop talented people 

24%
 

37%
 

-13%
 

A
B
S
 leaders are driving a high perform

ing culture 
45%

 
50%

 
-5%

 

M
y S

ES
 m

anager engages w
ith staff on how

 to respond to future challenges 
64%

 
58%

 
+

6%
 

M
y S

ES
 m

anager ensures that w
ork effort contributes to the strategic direction of the agency and the 

A
PS

 
69%

 
66%

 
+

3%
 

 
G

en
eral Im

p
ression

s: A
g

en
cy

 
 

 
 

 

I am
 proud to w

ork in m
y agency 

74%
 

77%
 

-3%
 

Internal com
m

unication w
ithin m

y agency is effective 
38%

 
47%

 
-9%

 

I w
ould recom

m
end m

y agency as a good place to w
ork 

65%
 

69%
 

-4%
 

In general, em
ployees in m

y agency feel they are valued for their contribution 
44%

 
50%

 
-6%

 

M
y agency is com

m
itted to creating a diverse w

orkforce  
80%

 
80%

 
- 

M
y agency actively encourages ethical behaviour by all of its em

ployees 
88%

 
86%

 
+

2%
 

M
y agency supports em

ployees w
ho are injured or becom

e ill due to w
ork 

77%
 

72%
 

+
5%

 

 
A

P
S

 V
alu

es 
 

 
 

 

D
o colleagues in your im

m
ediate w

orkgroup act in accordance w
ith the A

PS
 V

alues in their everyday 
w

ork? 
96%

 
93%

 
+

3%
 

D
oes your supervisor act in accordance w

ith the A
PS

 V
alues in his or her everyday w

ork? 
96%

 
94%

 
+

2%
 

D
o senior leaders (i.e. the S

ES
) in your agency act in accordance w

ith the A
PS

 V
alues? 

72%
 

73%
 

-1%
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Top

ic/
Q

u
estio

n
 

A
B

S
 

LG
B

TI+
 

A
B

S
 

O
verall 

V
arian

ce 

 
P

erfo
rm

an
ce M

an
ag

em
en

t 
 

 
 

 

To w
hat extent do you agree that your m

ost recent form
al perform

ance feedback w
ill help you 

im
prove your perform

ance? 
60%

 
62%

 
-2%

 

To w
hat extent do you agree that your m

ost recent in
form

al perform
ance feedback w

ill help you 
im

prove your perform
ance? 

68%
 

71%
 

-3%
 

M
y overall experience of perform

ance m
anagem

ent in m
y agency has been useful for m

y 
developm

ent 
49%

 
52%

 
-3%

 

M
y perform

ance agreem
ent provides m

e w
ith m

eaningful and relevant inform
ation that enables m

e to 
perform

 m
y role 

47%
 

55%
 

-8%
 

M
y supervisor openly dem

onstrates com
m

itm
ent to perform

ance m
anagem

ent 
57%

 
62%

 
-5%

 

M
y agency deals w

ith underperform
ance effectively 

16%
 

21%
 

-5%
 

M
y perform

ance discussion helps m
e understand w

hat is required of m
e and how

 this can be achieved 
67%

 
65%

 
+

2%
 

 
W

ellb
ein

g
 

 
 

 

 

R
elationships at w

ork are rarely or never strained 
65%

 
58%

 
+

7%
 

I believe m
y im

m
ediate supervisor cares about m

y health and w
ellbeing 

85%
 

85%
 

- 

I think m
y agency cares about m

y health and w
ellbeing 

65%
 

66%
 

-1%
 

C
onsidering your w

ork and life priorities, how
 satisfied are you w

ith the w
ork-life balance in your 

current job? 
77%

 
79%

 
-2%

 

The psychological w
ellbeing of em

ployees is a priority for the A
B
S

 
47%

 
50%

 
-3%

 

%
 w

ho rated their m
ental health as Poor 

13%
 

4%
 

+
9%

 

%
 w

ho rated their m
ental health as G

ood to Excellent 
61%

 
81%

 
-20%
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u
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A
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TI+
 

A
B

S
 

O
verall 

V
arian

ce 

 
R

ecru
itm

en
t &

 R
eten

tion
 

 
 

 

 

I am
 interested in tem

porarily transferring to another team
 in the A

B
S

 
53%

 
46%

 
+

7%
 

I am
 interested in tem

porarily transferring to another agency 
55%

 
46%

 
+

9%
 

I am
 interested in tem

porarily transferring to an organisation in the private sector 
35%

 
29%

 
+

6%
 

In the last 12 m
onths, have you applied for a job outside the A

B
S
? 

43%
 

33%
 

+
10%

 

M
y agency provides opportunities for w

orkplace m
obility (e.g. secondm

ents and tem
porary transfers) 

45%
 

52%
 

-7%
 

I believe I have the sam
e opportunities to develop m

y career as other staff in m
y agency 

55%
 

47%
 

+
8%

 

I w
ant to leave the A

B
S
 as soon as possible or w

ithin the next 12 m
onths 

30%
 

28%
 

+
2%

 

Prim
ary reason behind desire to leave A

B
S
: 

 
Lack of career opportunities (50%

) 
 

U
npleasant w

orking environm
ent (10%

) 

 
H

arassm
en

t an
d

 B
u

llyin
g

/
D

iscrim
in

atio
n

 
 

 
 

 

H
ave you experienced discrim

ination on the basis of your gender, race, disability, caring 
responsibilities, age, sexual orientation or identification as an A

boriginal and Torres S
trait Islander? 

20%
 

14%
 

+
6%

 

D
uring the last 12 m

onths, have you been subjected to harassm
ent or bullying in your current 

w
orkplace? 

14%
 

10%
 

+
4%

 

M
ain types of perceived harassm

ent or bullying: 

 
V
erbal abuse (57%

) 
 

Inappropriate and unfair application of w
ork policies or rules (29%

) 
 

Interference w
ith w

ork tasks (29%
) 

M
ain person responsible for the perceived harassm

ent or bullying: 

 
C
o-w

orker (43%
) 

 
S
om

eone m
ore senior (36%

) 
 

A
 previous supervisor (21%

) 
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p
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ix B
 - R

esu
lts an

alysis fo
r A

B
S

 resp
o

n
d

en
ts w

h
o ch

ose n
ot to

 d
isclose LG

B
TI+

 statu
s (all results are 

%
 Positive) 

 In
dicator key 

 
R
esults frequently m

ore positive than overall A
B
S results. 

 
R
esults consistent w

ith overall A
BS

 results or a m
ix of m

ore positive and less positive results. 

 
R
esults frequently less positive than overall A

BS
 results. 

 

 
Top

ic/
Q

u
estio

n
 

A
B

S
 

resp
on

d
en

ts 
w

h
o ch

o
se 

n
ot to 

d
isclose 

LG
B

TI+
 

statu
s 

A
B

S
 

O
verall 

V
arian

ce 

 
G

en
eral Im

p
ression

s: C
u

rren
t Job

 
 

 
 

 

M
y job gives m

e a feeling of personal accom
plishm

ent 
60%

 
72%

 
-12%

 

I am
 satisfied w

ith the recognition I receive for doing a good job 
54%

 
65%

 
-11%

 

I am
 satisfied w

ith the stability and security of m
y current job 

47%
 

59%
 

-12%
 

 
G

en
eral Im

p
ression

s: Im
m

ed
iate W

o
rkg

ro
u

p
 

 
 

 

 

The people in m
y w

orkgroup are honest, open and transparent in their dealings 
69%

 
81%

 
-12%

 

The people in m
y w

orkgroup behave in an accepting m
anner tow

ards people from
 diverse 

backgrounds 
82%

 
92%

 
-10%

 

The people in m
y w

orkgroup treat each other w
ith respect 

82%
 

88%
 

-6%
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G

en
eral Im

p
ression

s: Im
m

ed
iate S

u
p

ervisor 
 

 
 

 

M
y supervisor treats people w

ith respect 
84%

 
91%

 
-7%

 

M
y supervisor behaves in an accepting m

anner tow
ards people from

 diverse backgrounds 
85%

 
92%

 
-7%

 

M
y supervisor actively supports the use of flexible w

ork arrangem
ents for all staff regardless of 

gender 
76%

 
87%

 
-11%

 

 
G

en
eral Im

p
ression

s: S
en

io
r Lead

ersh
ip

 
 

 
 

 

M
y S

ES
 m

anager is of high quality  
46%

 
66%

 
-20%

 

M
y S

ES
 m

anager behaves in an accepting m
anner tow

ards people from
 diverse backgrounds 

52%
 

72%
 

-20%
 

M
y S

ES
 m

anager com
m

unicates effectively 
43%

 
63%

 
-20%

 

M
y S

ES
 m

anager leads by exam
ple in ethical behaviour 

42%
 

65%
 

-23%
 

M
y S

ES
 m

anager actively supports the use of flexible w
ork arrangem

ents by all staff regardless of 
gender 

48%
 

65%
 

-17%
 

A
B
S
 leaders are driving a high perform

ing culture 
39%

 
50%

 
-11%

 

 
A

P
S

 V
alu

es 
 

 
 

 

D
o colleagues in your im

m
ediate w

orkgroup act in accordance w
ith the A

PS
 V

alues in their everyday 
w

ork? 
87%

 
93%

 
-6%

 

D
oes your supervisor act in accordance w

ith the A
PS

 V
alues in his or her everyday w

ork? 
88%

 
94%

 
-6%

 

D
o senior leaders (i.e. the S

ES
) in your agency act in accordance w

ith the A
PS

 V
alues? 

49%
 

73%
 

-24%
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G
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p
ression

s: A
g
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cy 

 
 

 

 

I am
 proud to w

ork in m
y agency 

59%
 

77%
 

-18%
 

Internal com
m

unication w
ithin m

y agency is effective 
30%

 
47%

 
-17%

 

I w
ould recom

m
end m

y agency as a good place to w
ork 

52%
 

69%
 

-17%
 

In general, em
ployees in m

y agency feel they are valued for their contribution 
35%

 
50%

 
-15%

 

M
y agency is com

m
itted to creating a diverse w

orkforce  
62%

 
80%

 
-18%

 

M
y agency actively encourages ethical behaviour by all of its em

ployees 
71%

 
86%

 
-15%

 

M
y agency supports em

ployees w
ho are injured or becom

e ill due to w
ork 

55%
 

72%
 

-17%
 

I am
 satisfied w

ith the opportunities for career progression in m
y agency 

18%
 

34%
 

-16%
 

I feel w
ell prepared (i.e. w

ell inform
ed and appropriately skilled) to succeed professionally in the A

B
S
 

post transform
ation. 

37%
 

52%
 

-15%
 

 
P

erfo
rm

an
ce M

an
ag

em
en

t 
 

 
 

 

To w
hat extent do you agree that your m

ost recent form
al perform

ance feedback w
ill help you 

im
prove your perform

ance? 
53%

 
62%

 
-9%

 

To w
hat extent do you agree that your m

ost recent in
form

al perform
ance feedback w

ill help you 
im

prove your perform
ance? 

74%
 

71%
 

+
3%

 

M
y overall experience of perform

ance m
anagem

ent in m
y agency has been useful for m

y 
developm

ent 
48%

 
52%

 
-4%

 

M
y agency deals w

ith underperform
ance effectively 

20%
 

21%
 

-1%
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R
elationships at w

ork are rarely or never strained 
49%

 
58%

 
-9%

 

I think m
y agency cares about m

y health and w
ellbeing 

54%
 

66%
 

-12%
 

C
onsidering your w

ork and life priorities, how
 satisfied are you w

ith the w
ork-life balance in your 

current job? 
63%

 
79%

 
-16%

 

The psychological w
ellbeing of em

ployees is a priority for the A
B
S

 
42%

 
50%

 
-8%

 

O
verall, how

 satisfied are you w
ith your ability to access and use flexible w

orking arrangem
ents? 

67%
 

82%
 

-15%
 

%
 w

ho rated their m
ental health as Poor 

9%
 

4%
 

+
5%

 

%
 w

ho rated their m
ental health as G

ood to Excellent 
72%

 
81%

 
-9%

 

 
R

ecru
itm

en
t &

 R
eten

tion
 

 
 

 

 

I am
 interested in tem

porarily transferring to another team
 in the A

B
S

 
54%

 
46%

 
+

8%
 

I am
 interested in tem

porarily transferring to another agency 
62%

 
46%

 
+

16%
 

I am
 interested in tem

porarily transferring to an organisation in the private sector 
36%

 
29%

 
+

7%
 

In the last 12 m
onths, have you applied for a job outside the A

B
S
? 

51%
 

33%
 

+
18%

 

M
y agency routinely applies m

erit in decisions regarding engagem
ent and prom

otion 
29%

 
44%

 
-15%

 

I believe I have the sam
e opportunities to develop m

y career as other staff in m
y agency 

32%
 

47%
 

-15%
 

I w
ant to leave the A

B
S
 as soon as possible or w

ithin the next 12 m
onths 

40%
 

28%
 

+
12%

 

Prim
ary reason behind desire to leave A

B
S
: 

 
Lack of career opportunities (48%

) 
 

S
eeking career change/different type of w

ork (19%
) 
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H
ave you experienced discrim

ination on the basis of your gender, race, disability, caring 
responsibilities, age, sexual orientation or identification as an A

boriginal and Torres S
trait Islander? 

23%
 

14%
 

+
9%

 

D
uring the last 12 m

onths, have you been subjected to harassm
ent or bullying in your current 

w
orkplace? 

16%
 

10%
 

+
6%

 

M
ain types of perceived harassm

ent or bullying: 

 
V
erbal abuse (64%

) 
 

Inappropriate and unfair application of w
ork policies or rules (55%

) 
 

Interference w
ith w

ork tasks (27%
) 

M
ain person responsible for the perceived harassm

ent or bullying: 

 
S
om

eone m
ore senior (36%

) 
 

C
urrent supervisor (36%

) 
 

A
 previous supervisor (27%

) 

%
 w

ho did not report the perceived harassm
ent or bullying 

73%
 

60%
 

+
13%

 

M
ain reason for not reporting perceived harassm

ent or bullying: 

 
M

anagers accepted the behaviour (60%
) 

 
I did not think action w

ould be taken (30%
) 

 
It could affect m

y career (30%
) 
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Colleagues, 

I hope that you got a chance to relax and recharge during the Christmas break and have returned with energy and 
enthusiasm for our important work in 2018. 

2018 is off to a good start.  We are at a very exciting stage in the Statistical Business Transformation Program – fantastic 
new tools for data acquisition and provider management have been delivered and are being used for the first time by our 
National Data Acquisition Centre in Geelong.  ABS House refurbishment is almost done and, once complete, Canberra staff 
will enjoy the same dynamic workplace setting that our other offices enjoy.    

All of us here in the ABS are in the “customer service” business and 2018 will bring an increased emphasis and focus on the 
customer experience.  Putting the customer “at the centre” of what we do will not only lift our performance - it will also 
shape our culture in a positive way and make work more enjoyable and rewarding.  

Customer Service here in the ABS is not about “going the extra mile” and it isn’t “the customer is always right”.  It is about 
“meeting reasonable expectations” and working in partnership.   recommended an excellent book to 
me last year: “The Effortless Experience” that is currently shaping thinking around customer service and how it is best 
enhanced.  The authors talk about the power of making the customer experience as effortless as possible.    They also point 
out that two-thirds of the customer effort is “about how the customer feels versus what is actually done”.  That really 
strikes a chord with me.  I have always thought that the effort our providers make to complete a survey needs to be 
measured in a way that goes beyond the “elapsed time”.  The “emotional” burden of completing a form online is quite 
different to that involved in a face-to-face interview or a paper form and we need to understand the difference and weigh 
that up with the impact on survey response rates and other aspects of quality. 

Cheers 

 

 
DEPUTY AUSTRALIAN STATISTICIAN 

 

WELCOME FROM  

 

s22

s22

s22

s22

Rele
as

ed
 un

de
r F

OI A
ct



 

 2 

 

 

 

 

 

  

 

 EDITOR’S NOTE  

 

  

Happy New Year! I hope everyone had a great break and is ready for a big year. 

Welcome to the first edition of the Census and Enabling Services Xchange newsletter for 2018.  

Congratulations to the CESG staff that received awards at the recent Australia Day Awards! 

In this edition we have introduced a team profile and will be taking a look at the Policy and Legislation Section to see 
what they will be working on this year.  

Also included in this edition is: an introduction to  to the SES cohort; updates on the Canberra House 
Transformation Project; new initiatives in the areas of Privacy and Business Services; FRPD has included a suite of 
training and seminars to the NLCD calendar, dates and times of these sessions are available below; and the National 
Data Acquisition Centre tells us about their Business Process Improvement project conducted by the Deakin Business 
School. 

Thank you to everyone that contributed to this edition. I hope you enjoy reading! 

 
EDITOR 

 

 

” ” All of your customers are partners 

in your mission! 

-Shep Hyken 
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TEAM PROFILE – POLICY AND LEGISLATION SECTION 

 

 

It has been an exciting start to 2018 for the Policy and Legislation team, with the commencement of the Notifiable Data 
Breaches scheme on 22 February, preparations for the remake of the Statistics Determination 1983, the establishment of 
a privacy community of practice and more.  

The remainder of 2018 continues to promise new challenges and opportunities; and our focus will continue to be on 
supporting the business through the provision of timely, trusted and thorough advice and support. Our key priorities are 
to support the ABS through the implementation of the APS Privacy Code, deliver the remake of the Statistics 
Determination 1983, and deliver flexible and contemporary policies that support the current demands of the ABS and its 
customers. We've recently reviewed a number of outdated policies and removed these from the policy and legislation 
manual making it easier to navigate, drafted new policy content and provided support to business areas to refresh their 
policies. We're also improving our presence in the Services@ABS environment to support your access to information at 
times convenient to you so please let us know if there is a particular issue that you would like more information on. 

The Policy and Legislation team can also help you when dealing with privacy issues, legislative matters, accessing and 
handling classified materials, freedom of information requests and documenting formal arrangements (e.g. memoranda 
of understanding) amongst other things. To get in touch with us and see how we can support your team, raise a ticket 
through Services@ABS. 
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AN UPDATE ON PRIVACY 
 
On the 22nd of February, the Notifiable Data Breaches scheme came into effect. The NDB scheme applies to personal 
information, whether statistical information, staff/committee member records, or information about a member of the 
public lodging a request. You may have seen a number of newspoints and on screen messaging about the NDB scheme 
and perhaps found our new guidance material on services@ or on the Privacy WDB.  
 
The NDB scheme makes the existing voluntary personal information data breach scheme mandatory under the Privacy 
Act 1988 .  If personal information is accessed or disclosed without authorisation, and this could result in 'serious' harm 
to affected individual(s), the ABS now has to report the breach to the individual(s) and to the Office of the Australian 
Information Commissioner (OAIC). There are of course steps which the ABS must take between identifying or being 
informed of a potential privacy issue or breach through to reviewing the issues, assessing the risks, minimising any 
potential harm, preventing future breaches and reporting any eligible breaches. Timeliness of action is critical to 
mitigate any potential harm. The assessment, containment and management of a suspected breach must happen 
quickly. This then informs what is included in the personal information data breach response plan to manage the 
breach and prevent further breaches. In situations of serious breaches, a response team will be convened to manage 
and contain the breach. 
 
If a breach is identified, the Privacy Officer must be notified and with the Policy and Legislation team will help with the 
assessment and response process. 
 
You can find out more about the NDB scheme by searching for ‘data breach’ in Services@ABS. 

 

 

POLICY AND LEGISLATION SECTION 
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WELCOME  
 

 has been appointed as a Deputy Australian Statistician and will be 
commencing on 18 April.  worked at the ABS between 2002 and 2010 in roles that saw 
her accountable for strategic and statistical planning and governance for the ABS, as well as 
provision of corporate and financial services. She also spent some time working in the 
economic statistics area. 
 
Since then she has worked at the Australian Institute of Health and Welfare where, amongst 
her other responsibilities,  was the Institute's Head Methodologist and established their 
capability and work programme in data linkage, including seeing them accredited as a 
Commonwealth data linkage authority. 
  

For the last four years  has been a Deputy Government Statistician with Stats NZ.  Until a year ago she led their 
substantial transformation programme and worked to establish Stats NZ as the leader for management and 
stewardship of all government data in New Zealand.  Most recently she has taken on responsibility for collection and 
production of official statistics for New Zealand, including their 2018 Census.  
 

move back to Australia will provide another strong avenue to sustain and grow the special and very valuable 
relationship with Stats NZ. 
 

 

SES ANNOUNCEMENT 

FINANCIAL STATEMENTS AND BUSINESS SERVICES BRANCH 

BUSINESS SERVICES UPDATES 
 
 QBT travel booking portal single sign on went live on 5th February 2018 
 The APARC team are working closely with Procurement and the FMIS Implementation teams to develop a new 

workflow to approve and pay invoices. 
 Concur has signed a Whole of Australian Government pricing contract that will reap annual savings on existing 

services to the ABS of over $50k per year. 
 ABS employees commitment to using credit cards as a method of payment for purchases under $10k, resulted in a 

rebate of $21k from Diners in 2016/17. 
 ABS Travel Trade Show IV was another successful event in the Atrium.  Staff from the ABS and other agencies had 

the chance to meet and ask questions of our Whole of Australian Government travel suppliers. 
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FRPD TRAINING SESSIONS IN NLCD TRAINING CALENDAR 
 
The Finance, Risk and Planning Division has recently contributed to the 2018 National Learning and Capability 
Development Calendar. This one stop shop provides a suite of training sessions to coincide with various activities and 
events being held across the ABS, such as Privacy Week and Security Week. The calendar also links to relevant external 
training such as the Australian Public Service Commission courses 
 
Below is the list of the proposed training dates, incorporating a blended learning approach across the sessions, 
comprising a series of brown bag lunches, presentations and one hour training sessions. 
 
 
Date(s) Target 

Audience 
Event Subject Type of 

Activity 
Responsible area Contact officer 

12 – 15 
February 

All staff ABS Security 
Week 

Upcoming 
changes to 
privacy processes 

Brown bag 
lunch 

RPPB – 
Legislation and 
Policy 

 

Before 
the end 
of March 

All staff Privacy 
awareness 

ABS’ Personal 
Information Data 
Breaches Process 

Brown bag 
lunch 

RPPB – 
Legislation and 
Policy 

 

Before 
the end 
of April 

All staff Privacy 
awareness 

Privacy Impact  
Assessments 

Brown bag 
lunch 

RPPB – 
Legislation and 
Policy 

 

21 April All staff World 
Creativity and 
Innovation 
Day  

Risk Brown bag 
lunch 

RPPB – Risk and 
Planning 

 

15 – 19 
May 

All staff Privacy 
Awareness 
Week 

The Privacy Code Brown bag 
lunch 

RPPB – 
Legislation and 
Policy 

 

May All staff  Conflict of 
Interest 

Brown bag 
lunch 

RPPB – Risk and 
Planning 

 

By end of 
June 2018 

All staff National 
Literacy and 
Numeracy 
Week 

OneGov training TBC FFB – Enterprise 
PMO 

 

August  All staff New Statistical 
Determination 

whats new, 
what it enables, 
what actions will 
we take 

Knibbs 
session 

RPPB – 
Legislation and 
Policy 

To be confirmed 

 

GOVERNANCE AND PERFORMANCE SECTION 
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FRPD TRAINING SESSIONS IN NLCD TRAINING CALENDAR - CONT 
 
 
 
Executive Assistant Training:  
 
The Governance and Performance Section will also be facilitating a series of 1-hour sessions on topics to keep the EA 
team updated on important topics relevant specifically to the EA cohort. These sessions will assist them and benefit 
the support they provide to their Executive teams. 
 
 
Date(s) Target 

Audience 
Event Subject Type of Activity Responsible area Contact officer 

20 & 22 
March 
 
2 sessions 

EA cohort Cohort 
capability 
development 

Buying goods 
and services 
for the ABS 

1 hour 
dedicated 
training session 

RPPB - 
Procurement 

30 April 
and 1 
May 
 
2 sessions 

EA cohort Cohort 
capability 
development 

Crisis 
management 
and 
supporting 
roles 

1 hour 
dedicated 
training session 

RPPB -  
Governance and 
Assurance 

 

31 May 
 
2 sessions 

EA cohort Cohort 
capability 
development  

Secretariat  
skills and 
support  

1 hour 
dedicated 
training session 

FFB – National 
Property 

28 June 
 
2 sessions 

EA cohort Cohort 
capability 
development  

TBC – updates 
in managing 
Corporate 
Credit cards 
and Travel 

1 hour 
dedicated 
training session 

FFB – Business 
Services 

TBC 
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CONSTRUCTION IN ABS HOUSE CONTINUES 
 
The Canberra Office Transformation Project is continuing full steam ahead this year! Construction for stage 1 on levels 
6, 5 and 4 of the North Tower is progressing well and we are on track for an early April move. 
 
Key activities include: 
 
 carpet has been installed on levels 6 and 5 and is nearly complete on level 4 
 partitions are being installed on all levels for new meeting rooms and offices 
 break-out spaces are being constructed with new kitchens, flooring and feature lighting 
 workstation installation is underway on levels 6 

 
What do you need to do? 
 Add CO news to your daily news update. Relocation dates will be announced via CO news so watch this space 
 Look out for upcoming information sessions to find out more information 
 Check out the Canberra Office Project 16-18 WDB for more information 
 
 

NATIONAL PROPERTY SECTION 
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NATIONAL DATA ACQUISITION CENTRE 

DEAKIN BUSINESS IMPROVEMENT PROJECT 
 

                  The Deakin Business Improvement Project for NDAC: 

Where are we now? 

By  

If you don’t know the difference between SPAM, SCAM and SLAM, or you have no idea what PIMS or SPEED stand for, spare a 
thought for  and  from the Deakin Business School.  Charged with the task of recommending a future business 
process model for NDAC, they’ve boldly waded through an avalanche of acronyms (is there a mixed metaphor there?) on a mission 
to understand the What, How and Why of our operations. 

Around 70 staff from across NDAC were involved in the consultation phase of the Business Process Improvement project, including 
our section leadership teams and a selection of staff from each section.  Staff in the consultations pondered questions such as:   

 Where do the section’s activities fit in the Statistical Production Activity Model (that’s the SPAM – one acronym down!)?   
 What are the bottlenecks?   
 Where are efforts duplicated between sections?  Where are there silos?   
 
In short, what are the pain points?  A bit of lean thinking was applied to get 
down to causes – continuing to ask the question why? until you get to the 
root cause.   
 
The Deakin team’s quest for answers took them to Geelong for the 
Interviewer Team Development Workshop in November, to Dandenong to 
see Material Handling and Distribution in action, and to Belconnen to meet 
with some of our senior executives.  The electronic highway between 
Geelong and Burwood was kept busy with a steady stream of ABS 
documentation (about 75 items at last count) and some of you contributed 
to the online ideas repository that the team established. 
 
All this information gathering must have been exhausting, but as a result 

 and  probably understand our business as a whole 
better than most of us.  If that’s a surprising thought, consider how much 
you know about what goes on upstairs or downstairs.  The team is mixing 
this information with research into best-practice to flesh out a suite of 
recommendations, and will test these with leadership and staff over the 
next couple of months. 
 
But…back to the pain points!  The themes identified in the consultation 
phase were outlined at an all-staff session in November.  They primarily 
centred on systems, knowledge management and inefficient processes, but 
communications, our organisational structure and management 
information were some of the other themes evident. 
 
We’re not alone in needing to tackle these broad themes, as they aren’t 
particularly unique to NDAC and the ABS, and the good news is that we’re 
in a sound position for change.  Our core business function is now 
predominantly under one roof, and the new Data Acquisition solution will 
better support that function into the future. 

 

Our key challenge remains the need to continue delivering and maintaining BAU activities while we change.  But the outcomes 
from the Deakin work will help set us up for success if we embrace the path to get there. 
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Recipient(s): 
March 2018 
 

In recognition for: 

 As Director of the Governance Section,  recently took on the Policy and Legislation section whilst 
their Director was on the Marriage Collection taskforce. She worked tirelessly during this period to 
further the high priorities of both work programs while building team cohesiveness and delivering 
results.  maintained a level head, provided great support and guidance to her staff and juggled her 
competing priorities. 

 Playing a key partnership role in every issue of significance that the ABS has managed since he joined 
the Enabling Services Group in 2013. Over that time, he has supported ABS projects such as assisting 
the process for securing government investment for transformation and supporting data integration 
teams to set up the Multi-Agency Data Integration project and more recently the Australian Marriage 
Law Survey. 

 Running the ABS Choirs (Harmonic Means & Calculating Women) and Recorder Group for many years. 
Her efforts in this voluntary role have made a strong contribution to our workplace and culture. 

  Her work on Aboriginal and Torres Strait Islander surveys for both Monthly Population Survey and the 
Aboriginal and Torres Strait Islander Dress Rehearsal. She has worked long hours planning; managing 
and monitoring survey work in remote communities, including looking after the health needs of the 
remote panel members in the field.  

 Playing a key role in ensuring XIAM’s delivery on time whilst also being heavily involved with the 
AMLPS. He was readily available throughout the project and provided clear direction on fulfilling 
change control requirements. He has demonstrated key Agile principles that could well prepare us for 
the future DevOps transition. 

 Being a key contributor of XIAM project and helping the project to achieve a successful release on time, 
providing advice on security. There were quite a few challenges in this area during the execution that 
demand flexibility in making security related advices and decisions. He has adopted Agile best practices 
to ensure security principles are not compromised while the usability was greatly improved.  
Delivering outstanding client service to the Australian Statistics Advisory Council and its Chairperson 

. They have been instrumental in implementing  vision for holding ASAC 
events outside of Canberra and demonstrate outstanding professionalism in their dealings with all 
ASAC stakeholders.  

 Being instrumental in the creation and release of the Request an Admin, Test or Functional ID service 
request form. This form was created to replace the aging suite of ID request forms available through 
the IT Resource Request DB. 

, 
 

Following the release of Census 2016 data the Census User Support and Engagement section has 
worked tirelessly to support the needs of Census data users. They have assisted CAMD to fulfil data 
requests, validated requests from media outlets and worked with public and community groups to 
expand knowledge. They have shown extreme professionalism to ensure data is reflective of the user 
needs and promotes the benefits of the Census Systems. 
 
After a significant failure of the ABS IT Network, which prevented the majority of ABS offices being able 
to login, the IT Network Services team and several End User Computing staff put in several very late 
nights and a full weekend to resume normal functions and IT Security for the ABS. Noteably, the team 
was able to diagnose and resolve the issue relatively rapidly - significantly faster than the vendor was 
able to, which limited the impact to the ABS. 
 

ABS EXCELLENCE AWARDS 
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Working long hours in juggling TSD resources under very difficult circumstances. They've regularly 
organised external recruitment campaigns to attract quality non-ongoing and contracted technical 
staff, and have worked patiently with TSD directors to juggle ongoing resources and diplomatically find 
the right balance across the whole division. They have both remained professional and kept smiling 
under very difficult circumstances. 
Their work implementing enhancements to the Corporate Directory which was not a part of their FWP 
or BAU. This important work supports the diversity of our employees by enabling privacy to be 
maintained for staff that have or are going through a gender transition. (Pride 
Network Champion) expressed "a big thanks to everyone involved in solving this. It has been a point of 
frustration for our trans staff members - so this is a huge achievement to suppress these fields." 

Web Publishing Team, Mobile 
Apps Team Customised Access 
and Microdata Teams, TSD 
Teams – TA All staff, Tech 
Infra, IT Security, 
2016 Census – Census 
Dissemination, Census Data 
Assurance,  

 

Exceptional work performance, coordinating and collaborating on the release of 2016 Census data.  
Working with tight timeframes and in often difficult circumstances, all staff contributed to the release 
through troubleshooting technical issues, managing dissemination systems and/or processes, 
promoting Census data stories with the media and general public, preparing data and products for 
release, managing risk and operational elements, or preparing informative content for the web.   
 

 

 

 

Australian Statistician’s 
Award  
Recipient(s): 

 
In recognition for: 

 
  

For his work modelling the agile and flexible approach to work that will be vital for the ABS of 
the future.  

 
 

 

For the fantastic statistical leadership she has shown and her contribution to the success of the 
June 2016 Census data release. 

 

 
 

For his strong project leadership in the Data Acquisition Section and his close attention to 
contract management in the delivery of a large and complex infrastructure project. 

 
  

For her effort steering the transition of Household Survey Operations to the National Data 
Acquisition Centre. 

 
 
AMLS Collection Taskforce 

For the resounding success of the Australian Marriage Law Postal Survey, delivered on time 
and on budget and exceeding all expectations. 

 
Concur Travel Team 

,  and . Their work has meant that when ABS 
staff have work related travel, they can access itineraries on their hand-held devices giving 
them real time updates of schedule changes, gate changes, seat availability and check in times. 
The team won the Concur Australia/New Zealand Public sector Innovation award for their 
work. 

  
 

Australia Day Medallion  
Recipient(s): 

 
In recognition for: 

 has raised funds for the Australian Cancer Research Foundation by walking, competing in 
fitness and work-out challenges as well as the Australian Running Festival. 

 
 

Last October  represented the ACT in a range of swimming events at the Australian 
Masters Games held in Launceston. 

 

 

 

AUSTRALIA DAY AWARDS – CESG RECIPIENTS 
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KEY DATES 

 

MARCH 
5 – Labour Day (WA) 
8 – International Women’s Day 
12 – Public Holiday (ACT; SA; VIC: TAS) 
13-14 – EL2/SES Summit 
16 – Close the Gap Day 
21 – Harmony Day 
30 – Good Friday 
 

APRIL 
1 – Easter Monday/National Smile Day 
11 – National Forum 
25 – Anzac Day 
18 – World Day for Health and Safety at Work/Pay it Forward Day 
 

MAY 
1-2 – Management Meeting 
4 – International Star Wars Day 
7 – Public Holiday (NT; QLD) 
18 – ABS Fun Run 
28 – Reconciliation Day (ACT) 
31 – No Tobacco Day 
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 Text to be D
rafted 

 Placeholder Text prom
pts 

W
e aim

 to create a w
orkplace that is safe, fair, equitable and inclusive of all people regardless of their gender identity, sexual orientation or intersex, w

here 
em

ployees are free to be them
selves, w

ithout fear, bias, labels or negative behaviour. 

Im
proving our interactions w

ith the LGBTI+ com
m

unity (particularly on data collection and consulting on LGBTI+ questions 

M
essage from

 the Cham
pion?? 

  
 

A
ustralian S

tatistician 
s22
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 This LG
B
TI+

 A
ction plan dem

onstrates our com
m

itm
ent to a diverse organisation through the follow

ing strategies. 
 Table 1. LG

B
TI+

 Plan S
trategies and D

esired R
esults.  

S
trateg

ies 
D

esired
 R

esu
lts 

1. Inform
ing and including our w

orkforce for an 
engaged diverse culture 

 
W

e em
body a high perform

ing culture w
here everybody is valued 

 
W

e capitalise on the breadth of know
ledge and experiences of our diverse w

orkforce. 

2. A
cquiring and engaging a representative w

orkforce  
 

O
ur w

orkforce is representative of the A
ustralian population 

 
O

ur diverse skills and experiences are used to innovate and be productive 

3. S
upporting and developing w

orkforce w
ellbeing 

and capability 
 

W
e are proactive about our health and w

ellbeing 
 

W
e retain a diverse and experienced w

orkforce. 
 S

trateg
ic A

lig
n

m
en

t 
The LG

B
TI+

 A
ction Plan w

ill contribute to the delivery of the A
B
S
 W

orkforce S
trategy 2015-19, w

hich provides a four-year strategic outlook for 
transform

ing our w
orkforce by driving high perform

ance. 
 Table 1. A

B
S
 W

orkforce S
trategy 2015-19 S

trategies and D
esired R

esults 

S
trateg

ies 
D

esired
 R

esu
lts 

1. Reshape our w
orkforce cap

ab
ility. 

1.1. W
e have the right people w

ith the right skills to transform
, w

hile continuing to 
deliver high quality official statistics. 

1.2. W
e use our skills effectively and efficiently. 

2. A
lign our staffing p

rofile an
d

 stru
ctu

re
 to a 

rationalised and responsive Forw
ard W

ork Program
. 

2.1. O
ur staffing profile and structure are affordable and enable an agile, productive, 

and innovative w
orkforce. 

2.2. W
e capitalise on contem

porary w
ays of w

orking and our geographic diversity. 

3. B
uild a h

ig
h

 p
erform

in
g

 cu
ltu

re an
d

 im
proving 

our d
iversity. 

3.1. W
e em

body a high perform
ing culture. 

3.2. O
ur w

orkforce is representative of A
ustralian society. 

3.3. W
e are proactive about our health and w

ellbeing. 

4. Im
prove our lead

ersh
ip

 to drive a high 
perform

ing culture. 
4.1. O

ur leaders are exem
plars of a high perform

ing culture. 

 It w
ill also support the delivery of our people and culture Transform

ation G
oals: 

It w
ill also contribute 

C
om

m
ent [

1]: U
se the strategies 

from
 the Inclusion and Diversity strategy 

once finalised –(w
on’t change m

uch in 
principle from

 these now
.. 
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 R
elated

 A
B

S
 Tran

sform
ation

 G
o

als 
P

eop
le: W

e have a diverse, expert, m
otivated and agile w

orkforce. 
C

u
ltu

re: W
e are high perform

ing, aligned, engaged, innovative and accountable. 
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 S
trateg

y 1
. In

form
in

g
 an

d
 in

clu
d

in
g

 ou
r w

orkforce for an
 en

g
ag

ed
 d

iverse cu
ltu

re 

Every person in the A
B
S
 should have an equal opportunity to contribute to the organisation.  H

ow
ever, having equal opportunity does not 

necessarily m
ean treating everyone the sam

e at all tim
es.  People com

e w
ith their individual circum

stances, life experiences, culture, and needs.  
A
s such, in som

e circum
stances, people need to be treated differently to p

rovide them
 w

ith the sam
e opportunities to contribute and be heard.  

C
apitalising on diversity of thought and experience provides pow

erful leverage to problem
 solve m

ore effectively, m
ake sound decisions, avoid 

group think and to innovate. 

D
esired

 R
esu

lts 

 
W

e em
body a high perform

ing culture w
here everybody is valued 

 
W

e capitalise on the on the breadth of know
ledge and experiences of our diverse w

orkforce 
 A

ction
s 

D
esired

 R
esu

lts 
Tim

elin
es 

R
esp

on
sib

ility 
S

u
p

p
ortin

g
 P

artn
ers 

A
1

. R
eview

 H
R
 Policy and 

D
iversity Practices to 

ensure they are inclusive 
of LG

B
TI+

 

 
O

ur policies/guidelines are inclusive of 
all staff and clearly prohibit 
discrim

ination on the basis of sexual 
orientation, gender identity, gender 
expression, intersex status or 
relationship status. 

 
 

 

 
O

ur language/term
inology/definitions/ 

guidelines are inclusive of sam
e sex 

partners and fam
ilies. 

 
 

 

 
W

e have developed policy/guidelines 
that support LG

B
TI+

 staff eg gender 
transitioning policy. 

 
 

 

 
W

e have com
m

unicated changes in 
policy or developm

ent of new
 policies to 

staff. 

 
 

 

A
2

. S
upport an LG

B
TI 

Em
ployee N

etw
ork 

 
W

e encourage and support our 
em

ployees to participate in the PR
ID

E 
N

etw
ork. 

 
 

 

 
W

e have an internal senior m
anagem

ent 
LG

B
TI+

 C
ham

pion(s). 
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 A
ction

s 
D

esired
 R

esu
lts 

Tim
elin

es 
R

esp
on

sib
ility 

S
u

p
p

ortin
g

 P
artn

ers 

 
O

ur PR
ID

E netw
ork has a docum

ented 
purpose and roles and responsibilities 
and is supported to grow

 and develop. 

 
 

 

 
O

ur em
ployees are encouraged and 

supported to participate in internal 
and/or external LG

B
TI com

m
unity 

events. 

 
 

 

 
W

e actively m
aintain and utilise our 

m
em

bership w
ith Pride in D

iversity. 
 

 
 

A
3

. A
ctively m

onitor 
LG

B
TI+

 A
ction Plan 

developm
ent and 

im
plem

entation. 

 
O

ur LG
B
TI+

 A
ction Plan w

as developed, 
endorsed and launched in partnership 
w

ith our PR
ID

E N
etw

ork. 
 

O
ur PR

ID
E N

etw
ork is a key stakeholder 

in the im
plem

entation of the A
ction Plan 

 
The PR

ID
E netw

ork actively m
onitors 

and tracks the im
plem

entation of the 
A
ction Plan. 

 
 

 

 
W

e have participated in the annual 
A
ustralian W

orkplace Equity Index- 
(A

W
EI) and associated em

ployee 
survey. 

 
 

 

A
4

. LG
B
TI+

 inclusion is 
w

ell com
m

unicated and 
docum

ented to all staff. 

 .     

 
O

ur Inclusion and D
iversity S

trategy is 
inclusive of LG

B
TI+

. 
 

O
ur ongoing com

m
itm

ent and support 
to LG

B
TI+

 staff is com
m

unicated in both 
our internal and external 
com

m
unications. 

 
W

e actively prom
ote days of 

significance such as W
ear it Purple D

ay, 
Intersex A

w
areness D

ay, International 
D

ay A
gainst H

om
ophobia, Transphobia 

&
 B

iphobia (ID
A
H

O
B
IT). 

 
 

PR
ID

E N
etw

ork 

 
O

ur induction/new
 starter processes 

includes inform
ation regarding 
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 A
ction

s 
D

esired
 R

esu
lts 

Tim
elin

es 
R

esp
on

sib
ility 

S
u

p
p

ortin
g

 P
artn

ers 

em
ployee netw

orks and w
here to get 

inform
ation regarding LG

B
TI+

 issues. 
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 S
trateg

y 2
. A

cq
u

irin
g

 an
d

 en
g

ag
in

g
 a rep

resen
tative w

orkforce  

The A
B
S
 needs to be innovative and develop acquisition practices that shape our w

orkforce so that w
e have a m

ix of skills, perspectives and 
experiences w

hich is critical to increasing our capability and productivity. O
nly by ensuring that our processes, practices and culture engage and 

encourage highly talented people w
ith varied skills, experience, qualifications, and backgrounds w

ill our w
orkforce realise such benefits. 

D
esired

 R
esu

lts 

 
O

ur w
orkforce is representative of the A

ustralian population 
 

O
ur diverse skills and experiences are used to innovate and be productive 

 A
ction

s 
D

esired
 R

esu
lts 

Tim
elin

es 
R

esp
on

sib
ility 

S
u

p
p

ortin
g

 P
artn

ers 

A
5

. Increase LG
B
TI+

 
recruitm

ent and retention 
 

O
ur recruitm

ent advertising (internal 
and external) prom

otes the A
B
S
 as 

LG
B
TI+

 inclusive eg using inclusive 
language, advertising in relevant m

edia 
and participating in recruitm

ent events. 
 

O
ur recruitm

ent policies and practices 
break dow

n stereotypes and m
yths eg 

unconscious bias, language in 
recruitm

ent and engagem
ent processes 

 
O

ur LG
B
TI+

 profile is representative of 
the A

ustralian population. 
 

O
ur LG

B
TI+

 em
ployees are supported 

and encouraged to undertake 
m

anagem
ent and/or leadership 

opportunities. 

 
 

 

A
6

. Increase know
ledge 

and understanding of 
inclusiveness and 
diversity. 

 
W

e have resources available that 
em

ployees and m
anagers can access in 

regard to LG
B
TI+

 w
orkplace inclusion 

and aw
areness eg e-learning, face-to-

face 

 
 

 

 
W

e prom
ote inclusion and diversity 

aw
areness by profiling role m

odels to 
break dow

n stereotypes and prom
ote 

success stories of achieving w
ork-life 

balance, career progress etc 
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 A
ction

s 
D

esired
 R

esu
lts 

Tim
elin

es 
R

esp
on

sib
ility 

S
u

p
p

ortin
g

 P
artn

ers 

 
W

e have held LG
B
TI+

 inclusion training/ 
aw

areness sessions for staff eg 
C
ham

pions and allies, new
 starters, line 

m
anagers on topics such as: raising 

aw
areness, prom

oting inclusiveness, 
im

pact of language and stereotyping  

 
 

 

 
W

e have LG
B
TI+

 tools and resources eg 
e-learning package, that raises 
aw

areness, understanding and 
capability across the A

B
S
. 

 
 

 

 
W

e provide LG
B
TI+

 aw
areness training 

to household interview
ers. 

 
W

e have an engagem
ent plan for 

w
orking w

ith our LG
B
TI+

 stakeholders 
and com

m
unity (local and national) to 

im
prove our data collection, 

classification and consultation processes 
regarding LG

B
TI+

 survey questions. 
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 S
trateg

y 3
.  S

u
p

p
ortin

g
 an

d
 d

evelop
in

g
 w

orkforce w
ellb

ein
g

 an
d

 cap
ab

ility 

B
y supporting all of our em

ployees through the challenges of everyday life; w
e w

ill create an environm
ent w

here all staff fee
l safe and happy at 

w
ork.  W

hen em
ployees feel happy and safe at w

ork; they w
ant to com

e to w
ork, they are m

ore productive and their m
ental health is im

proved.  

D
esired

 R
esu

lts 

 
W

e are proactive about our health and w
ellbeing 

 
W

e retain a diverse and experienced w
orkforce 

 A
ction

s 
D

esired
 R

esu
lts 

Tim
elin

es 
R

esp
on

sib
ility 

S
u

p
p

ortin
g

 P
artn

ers 

A
7

. R
eview

 B
ullying and 

H
arassm

ent policies, 
procedures, training. 

 
O

ur bullying and harassm
ent policies 

and procedures clearly docum
ent w

hat 
is not acceptable behaviour in relation 
to LG

B
TI+

 em
ployees including 

exam
ples. 

 
 

 

 
O

ur B
ullying and harassm

ent training is 
inclusive of LG

B
TI+

. 
 

 
 

 
W

e provide LG
B
TI+

 aw
areness training 

to W
orkplace H

arassm
ent S

upport 
O

fficers. 

 
 

 

 
O

ur EA
P provider is LG

B
TI+

 inclusive 
and is able to support our LG

B
TI+

 
em

ployees. 

 
 

 

A
8

. D
evelop D

iversity 
M

etrics and reporting 
 

O
ur bullying and harassm

ent reporting 
includes specific inform

ation related to 
LG

B
TI+

. 

 
 

 

 
W

e create a safe and open trusting 
environm

ent w
here LG

BTI+
 staff are 

w
illing to self-identify w

hich w
ill enable 

the A
B
S
 to gather diversity 

dem
ographics across the A

B
S
 to 

understand, analyse and inform
 

diversity initiatives and key m
etrics. 

 
 

 

 
W

e m
aintain or im

prove our S
tate of the 
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 A
ction

s 
D

esired
 R

esu
lts 

Tim
elin

es 
R

esp
on

sib
ility 

S
u

p
p

ortin
g

 P
artn

ers 

S
ervice Em

ployee C
ensus diversity 

results (self-identification) com
pared 

w
ith previous results eg 2017. 

 
O

ur Pay and Leave system
 is capable of 

self-identification of LG
B
TI+

 details 
w

hich enables the A
B
S
 to use the data 

to im
prove initiatives.  
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 Trackin
g

 P
rog

ress an
d

 R
ep

ortin
g

  
W

e w
ill m

onitor our progress against the LG
B
TI+

 A
ction Plan through the A

nnual R
eport, People C

om
m

ittee and senior m
anagem

ent internally. 
The PR

ID
E N

etw
ork in conjunction w

ith W
orkforce S

trategies w
ill continue to m

onitor the LG
B
TI+

 A
ction Plan’s im

plem
entation. 

 A
ction

s 
D

esired
 R

esu
lts 

Tim
elin

es 
R

esp
on

sib
ility 

S
u

p
p

ortin
g

 P
artn

ers 

A
9

. R
eport achievem

ents, 
challenges and learnings 
internally. 

 
LG

B
TI+

 A
ction Plan progress reported to 

People C
om

m
ittee and staff. 
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Released under FOI Act



  

 Page  1 

 
NATIONAL FORUM 

Topic Meeting Date 

ABS Workplace Diversity Update 6 September 2017 

Purpose 

To update the National Forum of the ABS Workplace Diversity Action Plans 

 

Lead 

, Assistant Director, Workforce Strategies 

Recommendation 

It is recommended that the forum: 
 

1. Note this briefing, the future directions, and the attached update on the individual 
ABS Workforce Diversity Action Plans. 

Key Issues 

1 Background 
 
1.1 The ABS is committed to providing an inclusive workplace culture and increasing the 

diversity of our workforce to better reflect the communities we serve.  
 
ABS Workforce Strategy 2015-19 
 
1.2 The ABS Workforce Strategy 2015-2019 reaffirms the importance of recognising the 

diverse skills, perspectives and experiences of our employees.  
 
1.3 Desired result 3.2 of the Workforce Strategy is that “Our workforce is representative 

of Australian society”, as measured through the following: 
 Success measure 3.2.1. The proportion of women in the SES aligns with the 

proportion of women in the Australian working population. 
 Performance Indicator: SES roles substantively held by women by 2020: 46% 
 Success measure 3.2.2. Aboriginal and Torres Strait Islander employee 

representation is the same as for the Australian population. 
 Performance Indicator: Staff who identify as Aboriginal and Torres Strait Islander 

people by 2020: 3.0% 
 Success measure 3.2.3. The proportion of staff who identify as having disability 

increases. 
 Performance Indicator: Staff who identify as having disability by 2020: 5.0% 

 
1.4 The ABS People and Culture Action Plan 2017 & 18 also contains actions to increase 

diversity, including: 
 recruiting staff with diversity of backgrounds, experiences and expertise 
 embracing diversity of skills, thinking and experiences of staff 
 motivating and challenging staff 
 providing a working environment that supports productive and flexible ways of 

working. 

s22
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ABS Workplace Diversity Action Plan 2013-17 (ABS cat. no. 1010.0) 
 
1.5 The ABS Workplace Diversity Action Plan 2013–2017 demonstrates our continued 

commitment to identifying and addressing barriers to inclusion that may be 
experienced by some people in our community and workforce.  

 
1.6 The ABS Workplace Diversity Action Plan 2013–2017 sets out four key strategies: 

 strengthening a respectful and inclusive work environment and culture 
 improving our ability to attract, recruit and retain people of diverse backgrounds 

and targeting under-represented diversity groups (Aboriginal and Torres Strait 
Islander peoples and people with disability) 

 improving our understanding of workplace diversity issues and increasing the 
analysis and use of workplace diversity metrics 

 as a statistical services provider, ensuring accessible services, products and data 
collection practices are provided for people with disability and people from 
culturally and linguistically diverse backgrounds. 

 
ABS Reconciliation Action Plan 2013-2016 (ABS cat. no. 1011.0) 
 
1.7 The ABS leads and coordinates statistical activity involving and relating to Aboriginal 

and Torres Strait Islander peoples and is committed to reconciliation. 
 
1.8 The ABS Reconciliation Action Plan 2013–2016 included the following actions: 

 increase the recruitment, retention and development opportunities for Aboriginal 
and Torres Strait Islander peoples in the ABS  

 build the capability of ABS employees to respond effectively to Aboriginal and 
Torres Strait Islander peoples and communities through respect and 
understanding of Aboriginal and Torres Strait Islander peoples and culture 

 ensure ABS policies, programs and services effectively respond to Aboriginal and 
Torres Strait Islander peoples and communities 

 develop the statistical literacy skills of Aboriginal and Torres Strait Islander 
peoples and communities to enable them to make informed decisions about 
themselves, their families and their communities. 

 
ABS Gender Diversity Action Plan 2014-17 (ABS cat. no. 1013.0) 
 
1.9 The ABS Gender Diversity Action Plan 2014–17 sets out our commitment to achieving 

gender diversity at all levels in the ABS. It aimed to do this by identifying and 
removing barriers to allow women the same access to, and participation in, 
leadership roles as their male colleagues. 

 
1.10 The ABS Gender Diversity Action Plan 2014–17 sets out four key strategies: 

 recruiting and deploying for diverse leadership (to ensure our SES selection 
processes are best practice and free from unintended bias) 

 working flexibly (to support increased use of flexible job design arrangements for 
senior staff, both in terms of locations and working arrangements) 

 staying connected (to ease the transition of staff entering into or returning from 
long periods of leave and capitalising on the talent and expertise of former ABS 
staff) 

 building a more inclusive corporate culture (to promote a working environment 
where diverse leadership styles can flourish). 
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Multicultural Access and Equity 
 
1.11 The ABS is committed to improving how we engage and respond to the needs of 

Australians from diverse cultural and linguistic backgrounds. We ensure that our 
strategies and policies are inclusive, and we develop specific engagement strategies 
as required. For example, the 2016 Census program employed Culturally and 
Linguistically Diverse (CALD) Strategy Managers in each State to ensure appropriate 
stakeholder engagement with CALD communities and accurate counting of 
communities during the Census.  This focus will continue as we prepare for the next 
Census. 

 
2 2016-17 Achievements 
 
Recruiting for a diverse workforce 
 
2.1 The APS RecruitAbility scheme was applied to all vacancies advertised during 2016-

17. RecruitAbility is designed to remove the disadvantages faced by applicants with 
disabilities during the selection process. In 2017, 17% (8 people) of the graduate 
intake (46 in total) disclosed they had a disability. Seven of the eight 2017 graduates 
are currently employed in the ABS.  
 

2.2 The ABS was shortlisted as a finalist for the 2016 Australian Human Resources 
Institute (AHRI) Award for Gender Equity in the Workplace.  This was in recognition 
of our efforts to reduce the effects of unconscious bias in selection process including 
redacted identifiers.   

 
2.3 Ten Aboriginal and Torres Strait Islander employees graduated in December 2016 

after successful completion of the Indigenous Australian Government Development 
Program (IAGDP) and advanced to the next APS level (APS4). The IAGDP is a 15-
month program that combines entry level ongoing employment with structured 
learning. Eight out of the ten IAGDP graduates are currently employed in the ABS. 

 
2.4 In 2017 the ABS advertised three affirmative measure positions for the Data 

Acquisition and Provider Management (DAPM) Branch targeted to Aboriginal and 
Torres Strait Islander peoples, which resulted in the employment of two candidates.  

 
2.5 In 2017 Workforce Strategies partnered with the Youmpla Network to look at ways to 

support attraction and retention of Aboriginal and Torres Strait Islander employees. 
This partnership and strategy was an outcome from the first face to face meeting of 
all Youmpla Network members in June 2016. 

 
Fostering an inclusive workplace 
 
2.6 Various activities celebrating and recognising diversity were held in each ABS office 

during 2016-17, including events for International Women’s Day, International Day of 
People with Disability, National Reconciliation Week and NAIDOC Week. Other 
occasions were also recognised including Harmony Day, International Day against 
Homophobia, Transphobia and Biphobia and Carers Week. ‘Welcome to Country’ 
ceremonies were performed in numerous sites, and ‘Acknowledgement of Country’ 
recognition continues to be modelled by senior leadership. 

 
2.7 In 2016-17, the ABS continued implementation of Activity Based Work (ABW) 

environments with the Sydney office being refitted and the Canberra office refit 
commenced.  The ABS offices in Perth, Darwin and Hobart are due to commence in 
the next financial year.  These ABW offices provide an environment specifically 
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designed to support flexible work arrangements, including allowing staff to work from 
outside the office (usually from home).  

 
2.8 The ABS is continuing to provide Reasonable Workplace Adjustments for people with 

disability as part of job design, including assistive technology, at a whole of 
organisation and individual level. The Accessibility Management Working Group was 
formed in 2016-17 to progress and identify potential systemic issues or blocks. 

 
2.9 The ABS increased its diversity employee networks, with the addition of: an ABS 

Pride Network (LGBTI+ community); a Leveraging Asperger’s and Autism Network; 
and a Gender Diversity Network. We continued to support the existing Youmpla 
(Aboriginal and Torres Strait Islanders) Network and Disability and Carers Network.  
We also increased the number of Diversity Champions to 11 Senior Executive Service 
members who support the new and existing employee networks.  

 
2.10 The ABS renewed corporate memberships with the Diversity Council of Australia and 

upgraded our membership with the Australian Network on Disability (AND) to Gold. 
The ABS made the Disability in the Workplace Manager’s Guide available to all 
employees in conjunction with Australian Network on Disability (AND), to increase the 
confidence of supervisors to support ABS staff with disability at work. 

 
2.11 In 2016-17 the ABS became a member of the I CAN Network to assist in the 

establishment of the Leveraging Aspergers and Autism Network and also became a 
member with Pride in Diversity to assist the newly formed Pride Network. 

 
3 Snapshot of the ABS Workforce 
 
3.1 Information about the diverse characteristics and make up of our workforce helps to 

inform and track progress against ABS and APS diversity policy and initiatives. Key 
characteristics collected include: gender, whether employees identify as having 
disability, and/or whether they identify as an Aboriginal and/or Torres Strait Islander 
person. With the exception of gender, the provision of diversity information in ABS 
Pay & Leave by employees is voluntary.  

 
3.2 In accordance with the Australian Government Guidelines on the Recognition of Sex 

and Gender, the ABS enabled employees to select x (Indeterminate/Intersex/ 
Unspecified) as their gender in ABS Pay & Leave, and for this to be recognised and 
reflected in their personnel records.  

 
3.3 We have lower rates of disclosure by staff with disability and staff who identify as 

being an Aboriginal and/or Torres Strait Islander person in ABS Pay and Leave 
compared with the 2016 State of the Service Employee Census. Various 
communications such as NewsPoints have been published to encourage staff to 
provide their diversity information in Pay & Leave, and this continues to be a focus 
under the ABS Workplace Diversity Action Plan 2013–2017. Discussions are also 
occurring with the employee networks to identify potential barriers to disclosure. 

 
3.4 Under the Commonwealth Aboriginal and Torres Strait Islander Employment Strategy 

and in line with the ABS Workforce Strategy 2015-2019, the ABS aims to increase the 
proportion of Aboriginal and Torres Strait Islander employees to 3.0% by 2020. At 30 
June 2017, 26 office-based employees (0.9%) identified as being an Aboriginal 
and/or Torres Strait Islander person in ABS Pay and Leave, compared with 37 office-
based employees (1.0%) at 30 June 2016 (Table 1). This compares with 1.9% of 
office-based employees who identified as being an Aboriginal and/or Torres Strait 
Islander person in the 2016 State of the Service Employee Census.  
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Table 1: Number of ABS Aboriginal and Torres Strait Islander employees by 
employment type, 2016 and 2017(a) 

Employment Type  30 June 2016 30 June 2017 
Ongoing employees  30 22 
Non-ongoing employees  7 4 
Total 37 26 

(a) Includes operative and paid inoperative office based staff. 
 

3.5 Under the ABS Workforce Strategy 2015-2019, and in line with the broader aims of 
the ABS Workplace Diversity Action Plan 2013-2017 and the APS Disability 
Employment Strategy 2016-2019, the ABS aims to increase the proportion of the 
workforce identifying as having disability to 5.0% by 2020. At 30 June 2017, 68 
office-based employees (2.5%) identified as having disability, in ABS Pay and Leave 
compared with 76 office-based employees (2.1%) at 30 June 2016 (Table 2). This 
compares with 6.5% of office-based employees who identified as having disability in 
the 2016 State of the Service Employee Census. 
 
Table 2: Number of ABS staff identifying as having disability by employment type, 
2016 and 2017(a) 

Employment Type 30 June 2016 30 June 2017 
Ongoing employees 73 65 
Non-ongoing employees 3 3 
Total 76 68 

(a) Includes operative and paid inoperative office based staff. 
 

3.6 In line with the ABS Gender Diversity Action Plan 2014-17 the APS Gender Equality 
Strategy 2016-2019, and the ABS Workforce Strategy 2015-19, the ABS aimed to 
increase the proportion of substantive SES roles substantively held by women from 
40% in 2015 to 46% by 2020. At 30 June 2017, we had already exceeded this target 
with 22 female members of the ABS Senior Executive Service (SES) (48.9%) (Table 
3). This has increased from 46.3% in 30 June 2016. 

 
Table 3: ABS staff by level by gender and classification, 30 June 2017(a)(b) 

Classification Female Male Persons 
Graduate 21 21 42 
APS1 23 16 39 
APS2 46 32 78 
APS3 51 52 103 
APS4 297 283 580 
APS5 307 217 524 
APS6 384 367 751 
EL1 226 232 458 
EL2 63 92 155 
SES 22 23 45 
Total 1440 1335 2775 

(a) Includes ongoing, non-ongoing and casual substantive operative and paid 
inoperative staff. 
(b) Excludes the Australian Statistician (statutory appointment).  
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4 Future Directions 
 
4.1 Reports on the Workplace Diversity Action Plan and Reconciliation Action Plan will be 

presented to the People Committee meeting in November 2017 and the Gender 
Diversity Action Plan in January 2018. Following the People Committee’s 
endorsement, these reports will be provided for information to staff via Newspoint. 

 
4.2 Work has commenced on the new ABS Inclusion and Diversity Strategy, which will 

articulate the ABS’ commitment and action to an inclusive and representative 
workforce.  

 
4.3 The ABS Reconciliation Action Plan 2017-20 is currently under development in 

consultation with our staff, relevant stakeholders and Reconciliation Australia. It is 
anticipated that the new RAP will be launched in late 2017. 

 
4.4 Work has commenced on preparation of the ABS Gender Equality Action Plan 2018-

20 in line with Balancing the future: APS Gender Equality Strategy 2016-2019. 
 
4.5 Workforce Strategies will also investigate the development of action plans for other 

diversity groups.  
 

Action required 

1. Note section 4 - Future directions. 

Attachments 

A. ABS Workplace Diversity Action Plans Progress Report 

Consultation 

1. Stakeholders who had accountability for actions in the relevant ABS Workplace 
Diversity Action Plans. 
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 - A
s at 30 June 2017 

 
This report provides a detailed sum

m
ary of achievem

ents against each current or outstanding action/deliverable listed in the A
B
S
 

diversity plans: 
A
. 

A
B
S
 W

orkplace D
iversity A

ction Plan 2013-17 (pp. 2-13) 
B
. 

A
B
S
 R

econciliation A
ction Plan 2013-16 (pp. 14-22) 

C
. 

A
B
S
 G

ender D
iversity A

ction Plan 2014-17 (pp. 23-30) 
 

A
ctions/deliverables reported as achieved in previous D

iversity Progress R
eports have been excluded. 

 R
esponsibilities have been updated to reflect current position titles and the location of w

ork program
s rather than those in the original 

plans. 
  

S
tatu

s K
ey 

 
  O

n track/achieved 
  N

ot yet due but possible delay 
  D

ue but not yet fully com
pleted 
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S

tatu
s 

K
ey d

eliverab
le 1

.1
:  D

eliver a suite of program
s and inform

ation that increase A
B
S
 em

ployee and m
anager aw

areness of diversity 
related m

atters, including: cultural diversity; w
orkplace respect; disability, including m

ental health and intellectual disab
ilities; and other 

specific diversity related priorities, w
here identified. 

1
.1

.1
 C

onsolidated training and 
inform

ation resources 
addressing diversity m

atters, 
including disability, cultural 
diversity and w

orkplace respect, 
are available for em

ployees. 

From
 S

eptem
ber 

2013 
D

irectors W
orkforce 

S
trategies and 

N
ational Learning 

and C
apability 

D
evelopm

ent  

N
ew

 training courses introduced in N
ovem

ber 2015 
have been successful, and have been continued in 
2016-17. Program

s include m
odules on bullying and 

harassm
ent, equal opportunity and cultural 

aw
areness.  

 

1
.1

.3
 N

ational H
ealth Prom

otion 
sem

inar calendar includes 
m

ental health inform
ation 

sessions from
 January 2013. 

Progress report 
annually  

D
irector N

ational 
W

ork H
ealth and 

S
afety  

A
 sem

inar on creating and m
aintaining a m

entally 
healthy w

orkplace w
as delivered to all staff by 

beyondblue for W
orld M

ental H
ealth D

ay in O
ctober 

2016.  

In addition, three inform
ation sessions delivered by 

D
avidson Trahaire C

orpsych (D
TC

) in 2016-17 
covered topics related to m

ental health, including 
m

anaging pressure, m
anaging stress and m

anaging 
team

s in stressful situations.  

 

1
.1

.4
 M

ental health aw
areness 

'snapshot' training, targeted at 
A
B
S
 line m

anagers, is developed 
and delivered in each R

egional 
O

ffice and in C
entral O

ffice, at 
least tw

ice a year, from
 July 

2013.  

Progress report 
annually  

D
irector N

ational 
W

ork H
ealth and 

S
afety  

Three M
ental H

ealth eLearning m
odules sourced from

 
beyondblue have been m

ade available to all A
B
S
 

staff through C
apability Plus.  

These include tw
o m

odules aim
ed at all staff (m

ental 
health aw

areness and m
anaging m

ental health risks) 
and one additional m

odule to build capability of line 
m

anagers to support staff experiencing m
ental 

health conditions in the w
orkplace. 

S
napshot training is no longer offered as part of an 

A
B
S
 blended learning m

odel. 
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S

tatu
s 

1
.1

.5
 D

isability organisations 
are engaged to provide training, 
inform

ation and aw
areness-

raising activities for specific 
w

ork areas as required and for 
general A

B
S
 em

ployees on an 
annual basis. 

From
 July 2013 

D
irector W

orkforce 
S
trategies and line 

m
anagem

ent of 
individual w

ork areas 

In N
ovem

ber 2016 the ‘I C
A
N

’ N
etw

ork provided a 
sem

inar to all staff focused on ‘Leveraging 
A
sperger’s/A

utism
 at W

ork’. 

In D
ecem

ber 2016 the form
er D

isability 
D

iscrim
ination C

om
m

issioner w
as a guest speaker 

celebrating International D
ay of People w

ith 
D

isability at an all staff session. 

 

K
ey d

eliverab
le 1

.2
:  D

em
onstrated aw

areness and com
m

itm
ent to w

orkplace diversity through: em
ployee participation in relevant 

training; and integration of relevant policies and w
hole-of-governm

ent best practice w
ith m

anagem
ent and H

R
 guidelines, processes and 

practices. 

1
.2

.2
 N

ew
 office em

ployees and 
office em

ployees appointed or 
prom

oted to the A
PS

5 to S
ES

 
levels are expected to com

plete 
the diversity on-line courses as 
part of the N

ew
starter@

A
B
S
 

Induction Program
, w

ithin three 
m

onths of their start date.  

O
ngoing, w

ith 
review

 every 
quarter 

Program
 M

anagers 
and D

irector N
ational 

Learning and 
C
apability 

D
evelopm

ent 

A
ll new

 staff are required to com
plete the follow

ing 
m

andatory m
odules in C

apabilityPlus: 
 

A
B
S
 B

ullying and H
arassm

ent A
w

areness for 
Em

ployees 
 

A
B
S
 Equal Em

ploym
ent O

pportunity for 
Em

ployees. 

 

1
.2

.6
 The A

B
S
 N

ational 
W

orkplace D
iversity N

etw
ork 

and the H
arassm

ent and 
W

orkplace S
upport O

fficer 
N

etw
ork are m

anaged and 
m

aintained. 

R
eview

 annually 
D

irector W
orkforce 

S
trategies 

The A
B
S
 N

ational H
arassm

ent and W
orkplace 

S
upport O

fficer (H
W

S
O

) N
etw

ork has continued to be 
coordinated and m

aintained, w
ith m

eetings each 
quarter, and vacancies filled as they arise. 

 

1
.2

.7
 R

egular review
s of 

relevant H
R
 C

orporate M
anuals 

are undertaken to ensure 
diversity related policies and 
guidelines (e.g. m

erit principles 
and R

easonable W
orkplace 

A
djustm

ent (R
W

A
) guidelines) 

R
eview

 annually 
D

irector W
orkforce 

S
trategies 

The R
easonable W

orkplace A
djustm

ent (R
W

A
) 

guidelines are currently under review
.  

The ‘Leaving the A
B
S
’ guideline is also under review

. 
C
urrently staff w

ho take m
ore than 12 w

eeks leave 
need to com

plete a separation form
, and the A

B
S
 is 

now
 considering m

odifying the guidelines to increase 
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S

tatu
s 

are integrated w
ith people 

m
anagem

ent, recruitm
ent and 

training processes. 
  

this period to 12 m
onths. 

K
ey d

eliverab
le 1

.3
: A

B
S
 O

ffices and em
ployees celebrate diversity. 

1
.3

.1
 A

B
S
 C

entral O
ffice and 

R
egional O

ffice staff attends at 
least one event annually, 
celebrating diversity in their 
respective locations.  

W
orkforce S

trategies w
ill co-

ordinate diversity events held in 
C
entral office, and report back 

to C
entral O

ffice C
onsultative 

Forum
 C

hairs.  

C
onsultative Forum

 C
hairs w

ill 
report to their C

onsultative 
Forum

 on the local W
orkplace 

D
iversity events that have 

occurred. 

C
onsultative 

Forum
s provide 

feedback 
annually  

Program
 M

anagers/ 
C
onsultative Forum

 
C
hairs  

The follow
ing events w

ere celebrated nationally, and 
all staff w

ere encouraged to attend through N
ew

s 
Points and LC

D
 ads: 

 
International D

ay of People w
ith D

isability 
(ID

Pw
D

) w
as celebrated in D

ecem
ber including a 

presentation given by form
er D

isability 
D

iscrim
ination C

om
m

issioner G
raem

e Innes 
 

International W
om

en’s D
ay w

as celebrated in 
M

arch, w
ith a presentation from

 our G
ender 

D
iversity C

ham
pions and a perform

ance from
 the 

A
B
S
 C

alculating W
om

en’s C
hoir 

 
N

ational R
econciliation W

eek and N
A
ID

O
C
 W

eek 
w

ere celebrated w
ith presentations and 

involvem
ent from

 the Youm
pla N

etw
ork and 

included a W
elcom

e to C
ountry and participation 

by our R
econciliation C

ham
pions. C

apital C
ity 

O
ffices also organised their ow

n events such as 
local m

orning teas. 

O
ther occasions w

ere also recognised both nationally 
and locally w

ithin the A
B
S
 including: 

 
H

arm
ony D

ay 
 

International D
ay A

gainst H
om

ophobia, 
Transphobia and B

iphobia 
 

C
arers W

eek. 
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S
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K
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eliverab
le 1

.4
: A

B
S
 technology, inform

ation and prem
ises are accessible for people w

ith disability. 

1
.4

.1
 A

nnual confirm
ation from

 
N

ational Property that A
B
S
 

accom
m

odation aligns w
ith 

D
epartm

ent of Finance and 
D

eregulation planning 
guidelines, B

uilding C
odes of 

A
ustralia and relevant S

tate and 
Federal guidelines and 
standards, relating to access. 

R
eported 

annually 
D

irector N
ational 

Property 
A
ll A

B
S
 office accom

m
odation com

plies and/or aligns 
w

ith the applicable legislation, standards, codes, and 
guidelines as they relate to access. 

The A
B
S
 is continuing to provide R

easonable 
W

orkplace A
djustm

ents for people w
ith disability as 

part of job design, including assistive technology, at 
a w

hole of organisation and individual level. The A
B
S
 

has designed and accom
m

odated for disability using 
the D

isability D
iscrim

ination A
ct 1992 and the 

A
ustralian N

etw
ork on D

isability’s D
esign for D

ignity 
guidelines. 

 

1
.4

.2
 S

pecialised softw
are and 

hardw
are solutions are provided 

to assist people w
ith a disability 

in accessing A
B
S
 technology and 

inform
ation. 

O
ngoing 

D
elivery 

PM
 Technology 

Infrastructure B
ranch The A

ssistive Technology W
orking G

roup (now
 the 

A
ccessibility M

anagem
ent W

orking G
roup) w

as 
form

ed in 2016-17 to progress and identify potential 
system

ic issues or blocks. 

The W
orking G

roup includes representatives from
 

N
ational Property, Technology D

ivision, People 
M

anagem
ent and W

ellbeing (PM
aW

), W
orkforce 

S
trategies, N

ational H
ealth and S

afety (N
W

H
S
) and a 

representative from
 the D

isability and C
arers 

N
etw

ork.  

K
nibbs is fitted w

ith hearing audio loops and N
ational 

Property are also investigating using hearing loop 
technology in larger m

eeting room
s nationally as 

part of the office refit. 

 

K
ey d

eliverab
le 1

.5
:  R

easonable W
orkplace A

djustm
ent (R

W
A
) guidelines are consistent, accessible and easy to understand and 

im
plem

ent. 

1
.5

.1
 R

W
A
 guidelines are 

review
ed and updated to include 

B
y S

eptem
ber 

2013 
D

irector W
orkplace 

D
iversity 

R
eview

 of the A
B
S
 R

W
A
 G

uidelines w
as undertaken 

in 2016 w
ith the expansion of telew

orking in the 
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S

tatu
s 

procedural docum
entation and 

are incorporated w
ithin 

appropriate training and 
recruitm

ent docum
entation.  

A
B
S
. U

pdated guidelines have been drafted and legal 
advice sought. These are yet to be consulted on. 
W

orkforce S
trategies w

ill be w
orking tow

ards taking 
this from

 draft to final in the 2017-18 financial year.  

K
ey d

eliverab
le 2

.2
: Increase the attraction to the A

B
S
 of targeted under-represented groups. 

2
.2

.1
 S

tatem
ent 'A

boriginal and 
Torres S

trait Islander people and 
people w

ith disability are 
encouraged to apply' is included 
in job advertisem

ents.  

From
 M

arch 
2013 
 

D
irector N

ational 
R
ecruitm

ent  
In 2017 the A

B
S
 used affirm

ative m
easures in the 

selection processes for three jobs targeted to 
A
boriginal and Torres S

trait Islander peoples in 
G

eelong.  

 

2
.2

.2
 B

ulk rounds are 
advertised through 'Indigenous 
Jobs A

ustralia'. 

From
 M

arch  
2013 

D
irector N

ational 
R
ecruitm

ent  
There w

ere no bulk rounds in 2016-17 and 
‘Indigenous Jobs A

ustralia’ no longer exists. 
H

ow
ever, jobs advertised for G

raduates, D
ata 

O
perations C

entre, D
ata C

oding C
entre (D

C
C
) and 

D
ata A

cquisition and Provider M
anagem

ent (D
A
PM

) 
w

ere advertised in the K
oori M

ail.  

 

2
.2

.3
 A

boriginal and Torres 
S
trait Islander em

ployees attend 
appropriate career fairs w

ith 
N

R
U

. 

From
 M

arch 
2013 

D
irector N

ational 
R
ecruitm

ent  
A
boriginal and Torres S

trait Islander em
ployees 

attended A
PS

C
 Indigenous G

raduates C
areer Expo in 

S
ydney and in B

risbane. 

 

K
ey d

eliverab
le 2

.3
: R

ecruitm
ent processes support targeted under-represented diversity groups. 

2
.3

.1
 R

W
A
s are m

ade to 
address the needs of individual 
applicants w

ith disability during 
selection processes through 
delivery of A

ction 1.5 of this 
Plan. 

From
 S

eptem
ber 

2013 
C
hairs of S

election 
Panels 

The m
ajority of positions advertised w

ith 
R
ecruitA

bility, and R
easonable W

orkplace 
A
djustm

ents (R
W

A
s) provided as required. 

 

2
.3

.2
 S

election panels for 
Identified Positions include a 
representative w

ith appropriate 

From
 A

pril 2013 
D

elegates of 
S
election Panels 

A
ffirm

ative m
easures recruitm

ent consultation and 
recom

m
endation by N

ational R
ecruitm

ent U
nit (N

R
U

) 
to have a Youm

pla team
 m

em
ber to be on the 
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S

tatu
s 

experience from
 the A

boriginal 
and/or Torres S

trait Islander 
com

m
unity, or som

eone w
ho 

has a breadth of professional 
and/or personal experience in 
the A

boriginal and Torres S
trait 

Islander context in A
ustralia.  

interview
 panel for A

boriginal and Torres S
trait 

Islander candidates. D
arw

in C
entre of Excellence 

Expressions of Interest (EO
Is) included a panel 

m
em

ber w
ith a cultural com

petence.  

K
ey d

eliverab
le 2

.4
: Increase the representation of A

boriginal and Torres S
trait Islander em

ployees in the A
B
S
. 

2
.4

.1
 A

B
S
 A

boriginal and Torres 
S
trait Islander representation 

increases to 2.7 per cent by 
2015. 

R
eview

 annually  Program
 M

anagers 
and  W

orkforce 
S
trategies 

A
t 30 June 2017 0.9%

 of A
B
S
 ongoing, non-ongoing 

and casual office-based staff identified as being an 
A
boriginal and/or Torres S

trait Islander person in Pay 
and Leave com

pared w
ith 1.1%

 at 30 June 2016. 

Three A
ffirm

ative M
easure Positions w

ere advertised 
for D

ata A
cquisition and Provider M

anagem
ent 

(D
A
PM

) w
hich resulted in the em

ploym
ent of tw

o 
candidates. G

raduate recruitm
ent had a focus on 

em
ploying candidates from

 diverse backgrounds, one 
A
boriginal candidate w

as em
ployed. 

 2017-18 Financial Year initiatives to m
ove tow

ards 
increasing representation include:  
 

A
ctively seeking opportunities to advertise 

A
ffirm

ative M
easures positions. e.g. 3 A

ffirm
ative 

M
easures positions for the D

ata D
elivery U

nit in 
D

ata A
cquisitions and Provider M

anagem
ent 

being advertised in A
ugust.  

 
A
ctively seeking feedback from

 A
boriginal and 

Torres S
trait Islander staff about advertising 

m
ethods and w

ording to attract A
boriginal and 

Torres S
trait Islander candidates to these roles 

and other external vacancies.  
 

A
dvertising vacancies, as appropriate, in targeted 
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S

tatu
s 

A
boriginal and Torres S

trait Islander publications 
e.g. the K

oori M
ail. 

 
U

pdating K
now

ledge D
ocum

ent and N
ew

sPoints 
about disclosing diversity details in Pay and 
Leave e.g. benefits and m

yths. 

2
.4

.2
 S

ubject to availability of 
interested and suitable 
candidates, up to 12 A

boriginal 
and Torres S

trait Islander people 
are recruited annually through 
the A

PS
C
 Indigenous G

raduate 
Program

 (six) and the A
PS

C
 

Indigenous C
adetship Program

 
(six). 

R
eview

 annually  Program
 M

anagers 
and N

ational 
R
ecruitm

ent  

A
PS

C
 om

itted A
B
S
 from

 the list of agencies under the 
A
PS

C
 Indigenous G

raduates Pathw
ay Program

 for 
2016-2017. A

PS
C
 Indigenous C

adetship Program
 no 

longer exists.  

Ten A
boriginal and Torres S

trait Islander em
ployees 

graduated in D
ecem

ber 2016 after successful 
com

pletion of the Indigenous A
ustralian G

overnm
ent 

D
evelopm

ent Program
 (IA

G
D

P) and advanced to the 
next A

PS
 level (A

PS
4).  

 2017-18 Financial Year initiatives to increase 
Indigenous graduate recruitm

ent include: 
 

A
boriginal and Torres S

trait Islander staff 
m

em
bers from

 S
ydney and B

risbane represented 
the A

B
S
 at the A

PS
 Indigenous G

raduates 
Pathw

ay 2017-18 careers fair and applicant 
assessm

ent centre. 
 

Identified and approached 7 potentially suitable 
graduates from

 A
PS

 Indigenous G
raduates 

Pathw
ay 2017. C

urrently in process of w
orking 

w
ith relevant D

irectors and candidates to 
determ

ine if an offer w
ill be m

ade and accepted. 
   
A
B
S
 w

ill continue to participate in the A
PS

 G
raduate 

Pathw
ays Program

. N
ational R

ecruitm
ent has 

provided feedback to the A
PS

C
 on process for current 

year, and how
 to im

prove for next year. 
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S

tatu
s 

K
ey d

eliverab
le 2

.5
: S

upport m
echanism

s are available and prom
oted for targeted under-represented diversity groups. 

2
.5

.1
 Prom

otion of C
ase 

M
anagers for people w

ith 
disability, by People 
M

anagem
ent and W

ellbeing, 
results in higher usage of 
service, as m

easured by 
S
ervices@

A
B
S
 and People 

M
anagem

ent and W
ellbeing 

data. 

From
 A

pril 2013 
D

irector People 
M

anagem
ent and  

W
ellbeing  

People M
anagem

ent and W
ellbeing continued to raise 

aw
areness of injury, illness and disability 

m
anagem

ent services available to all staff and 
m

anagers across the organisation via the intranet 
and targeted discussions w

ith m
anagers. 

In 2016-17 a C
ase M

anager attended D
isability and 

C
arers N

etw
ork m

eetings quarterly to raise 
aw

areness am
ong em

ployees about the support 
available to staff w

ith disability through People 
M

anagem
ent and W

ellbeing. 

 

2
.5

.4
 A

 m
entoring program

 for 
A
boriginal and Torres S

trait 
Islander em

ployees is 
established. 

B
y June 2014 

D
irector W

orkforce 
S
trategies 

The A
B
S
 w

orked in conjunction w
ith the A

PS
C
 

m
entoring program

 for A
boriginal and Torres S

trait 
Islander staff in 2016-17.  This program

 w
as 

prom
oted internally for both m

entees and m
entors.  

The A
B
S
 has an agency w

ide m
entoring program

 
w

hich is open to em
ployees from

 all D
iversity 

groups.  

 

K
ey d

eliverab
le 2

.6
: A

PS
 D

iversity C
ouncil project recom

m
endations (job readiness and retention) are considered and im

plem
ented as 

appropriate in this Plan. 

2
.6

.1
 Im

plem
ent 

recom
m

endations supporting the 
recruitm

ent and retention of 
A
boriginal and Torres S

trait 
Islander people and people w

ith 
disability. 

From
 A

ugust 
2013 

D
irector W

orkplace 
D

iversity 
In 2016-17 W

orkforce S
trategies partnered w

ith the 
Youm

pla N
etw

ork to look at w
ays to support 

attraction and retention of A
boriginal and Torres 

S
trait Islander em

ployees. This action arose from
 the 

first face to face m
eeting of all Youm

pla N
etw

ork 
m

em
bers that w

as held in 2016. 

 

K
ey d

eliverab
le 3

.1
: Processes for consulting and engaging w

ith our em
ployees on diversity related m

atters are conducted m
ore 

regularly and w
idely, and are inclusive of people of diverse backgrounds and people w

ith disability. 

3
.1

.2
 C

onsultative Forum
s and 

Population S
urvey O

perations 
C
onsultative 

Forum
s, 

N
ational C

onsultative 
Forum

 S
ecretariat 

A
n agenda item

 w
as included on the N

ational 
C
onsultative Forum

 agenda held in S
eptem

ber 2016 
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S

tatu
s 

W
orking G

roup (PS
O

W
G

) forum
s 

include an annual agenda item
 

on W
orkplace D

iversity 
(including the W

D
A
P and the 

R
A
P). 

 N
ational C

onsultative Forum
 

includes annual agenda item
 on 

W
orkplace D

iversity (including 
the W

D
A
P and the R

A
P). 

N
ational Forum

 
and the PS

O
W

G
 

Forum
 provide 

feedback 
annually  

w
here W

orkplace D
iversity w

as discussed including 
progress against the W

D
A
P and R

A
P. 

3
.1

.3
 A

boriginal and Torres 
S
trait Islander R

eference G
roup, 

established under the R
A
P, 

provides biannual feedback on 
progress of the R

A
P, related 

W
D

A
P actions and other 

diversity issues. 

B
y June 2013 

and review
ed 

every six 
m

onths 

D
irector W

orkforce 
S
trategies 

In M
ay 2017 m

em
bership of the A

boriginal and 
Torres S

trait Islander R
eference G

roup w
as 

expanded to include all m
em

bers of the Youm
pla 

N
etw

ork w
ho w

ish to attend.  

W
ork on the new

 R
A
P 2017-2020 is progressing in 

conjunction w
ith the A

boriginal and Torres S
trait 

Islander R
eference G

roup, relevant stakeholders and 
R
econciliation A

ustralia.  

The new
ly form

ed People C
om

m
ittee includes the 

S
enior R

econciliation C
ham

pion and a representative 
from

 the Youm
pla N

etw
ork. 

 

3
.1

.4
 Em

ployee netw
orks, 

established under the W
D

A
P 

(2.5.3), provide annual feedback 
on specific w

orkplace diversity 
m

atters. 

Feedback sought 
annually  

D
irector W

orkforce 
S
trategies 

In 2016-17 three new
 D

iversity N
etw

orks w
ere 

created: 
 

Leveraging A
sperger’s and A

utism
 N

etw
ork 

 
Pride N

etw
ork 

 
G

ender D
iversity N

etw
ork. 

The num
ber of D

iversity C
ham

pions increased to 
eleven S

ES
. 

S
pecific w

orkplace m
atters have been raised through 

the netw
ork m

eetings. The respective C
ham

pions 
attend the netw

ork m
eetings and have been involved 
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S

tatu
s 

in discussions and progressing and resolving issues 
as required. 

The new
ly form

ed People C
om

m
ittee includes 

D
iversity C

ham
pions and representatives from

 the 
em

ployee netw
orks to provide feedback on specific 

w
orkplace diversity m

atters. 

3
.1

.5
 S

tate of the S
ervice 

R
eport and internal em

ployee 
survey analysis is conducted and 
inform

s diversity initiatives and 
reporting. 

A
nnually  

D
irector W

orkforce 
S
trategies  

The S
tate of S

urvey R
esults for 2015-2016 w

ere 
review

ed and use to inform
 diversity initiatives and 

reporting (including as part of H
R

 indicators). 

 

K
ey d

eliverab
le 3

.2
: W

D
A
P progress is reported on regularly. 

3
.2

.1
 D

ecem
ber H

R
 Indicator 

R
eport, for S

M
G

, includes a 
feature on W

orkplace D
iversity. 

A
nnually  

D
irector W

orkforce 
S
trategies  

In 2016-17 the m
onthly H

R
 indicator report included 

the: 
 

percentage of staff w
ho identify as A

boriginal and 
Torres S

trait Islander people (both Pay and Leave 
and S

oS
 num

bers) 
 

percentage of staff w
ho identify as having 

disability (both Pay and Leave and S
oS

 num
bers) 

 
Percentage of S

ES
 roles substantively held by 

w
om

en. 

This report is distributed to S
ES

 m
onthly and 

presented bi-m
onthly at the new

ly form
ed People 

C
om

m
ittee.  

 

3
.2

.2
 W

D
A
P progress and 

achievem
ents are reported to 

A
B
S
 S

enior m
anagem

ent.  

A
nnually  

D
irector W

orkforce 
S
trategies 

R
eport on the W

D
A
P w

ill be presented to the A
B
S
 

People C
om

m
ittee in N

ovem
ber 2017. 

 

3
.2

.3
 W

D
A
P progress and 

achievem
ents are reported to 

em
ployees.  

A
nnually  

D
irector W

orkforce 
S
trategies 

The 2015-16 W
D

A
P progress report w

as m
ade 

available to staff via N
ew

sPoint in D
ecem

ber 2016. 
The 2016-17 progress report w

ill be m
ade available 
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S

tatu
s 

to staff follow
ing its presentation to the People 

C
om

m
ittee in N

ovem
ber 2017. 

K
ey d

eliverab
le 3

.3
: The availability of accurate and com

prehensive diversity data on our w
orkforce. 

3
.3

.1
 Prom

otion and education 
about identifying diversity (on 
the Pay and Leave system

) 
results in com

pletion rates of 
over 80%

 for A
B
S
 staff 

(ongoing, non-ongoing and A
B
S
 

interview
ers). 

B
y M

arch 2014 
D

irector W
orkforce 

S
trategies 

V
arious N

ew
sPoints w

ere released during 2016-17 to 
inform

 and encourage staff to com
plete their 

diversity inform
ation in Pay and Leave. 

A
s of June 2017, just over 53%

 of office based staff 
had com

pleted the A
boriginal and Torres S

trait 
Islander and disability identification questions in Pay 
and Leave (including those w

ho selected the option 
"choose not to provide this inform

ation"). 

In accordance w
ith the A

ustralian G
overnm

ent 
G

uidelines on the R
ecognition of S

ex and G
ender, in 

2016-17 the A
B
S
 enabled em

ployees to select x 
(Indeterm

inate/Intersex/U
nspecified) as their gender 

in our Pay and Leave system
, and for this to be 

recognised and reflected in their personnel records. 
This w

as prom
oted via N

ew
sPoint.  

C
ontinuing challenges to im

proving com
pletion rates 

include: the voluntary nature of providing the 
inform

ation; and that providing diversity details in 
Pay and Leave is a self-initiated process (not able to 
be im

ported into Pay and Leave via inform
ation 

collected during recruitm
ent). 

A
B
S
 continues to w

ork tow
ards building an inclusive 

culture w
here staff feel com

fortable sharing 
inform

ation about their diversity. 

 

K
ey d

eliverab
le 4

.2
: Inform

ation and com
m

unication system
s are accessible for clients w

ith disability. 

4
.2

.1
 The A

B
S
 W

ebsite content 
is a m

ixture of text, tables and 
O

ngoing 
im

provem
ents, 

D
irectors W

eb 
Publishing and 

A
 fully accessible A

B
S
 w

ebsite hom
epage and K

ey 
navigational pages w

ere delivered in 2015-16.  
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S

tatu
s 

data visualisation. The A
B
S
 is in 

the process of transitioning 
com

pliance for text based 
content and is com

m
itted to 

ensuring accessibility options are 
available for non-text based 
content. This m

ay m
ean 

providing alternatives to the 
w

ebsite. 

review
ed 

annually w
ith 

the  A
ustralian 

G
overnm

ent 
Inform

ation 
M

anagem
ent 

O
ffice (A

G
IM

O
) 

Enterprise S
ystem

 
and S

oftw
are 

M
anagem

ent  

Further im
provem

ents are planned over the A
B
S
 

Transform
ation period.  

 W
eb Publishing continue to ensure all published 

statistical content is available in accessible form
ats 

across alternative channels w
here necessary. 

The A
B
S
 is investing in a new

 w
ebsite as part of the 

S
tatistical B

usiness Transform
ation Program

 w
hich 

w
ill enable greater com

pliance w
ith accessibility 

requirem
ents into the future.  

 

K
ey d

eliverab
le: 4

.3
 R

eview
 and assess practices for collecting data on people w

ith disabilities to ensure com
pliance w

ith the C
onvention 

on the R
ights of People w

ith D
isabilities article 31.1. 

4
.3

.1
 A

nnual review
 show

s that 
data collection practices com

ply 
w

ith the C
onvention on the 

R
ights of People w

ith D
isabilities 

article 31.1. 
 

A
nnually  

D
irector D

ata 
C
ollection 

M
ethodology  

The A
B
S
 is currently com

pliant w
ith the C

onvention 
of the R

ights of People w
ith D

isabilities A
rticle 31.1. 

C
ollection and m

aintenance processes for this 
inform

ation com
ply w

ith A
ustralian G

overnm
ent 

legislation to ensure confidentiality and respect for 
personal privacy. S

tatistical collections are m
ade 

available to people w
ith disabilities and key 

stakeholders to enable the developm
ent and 

im
plem

entation of polices to address the barriers 
faced by persons w

ith disabilities in exercising their 
rights. The A

B
S
, as part of a m

ajor transform
ation 

plan over the next five years, w
ill also achieve 

com
pliance w

ith the W
orld W

ide W
eb C

onsortium
’s 

W
eb C

ontent A
ccessibility G

uidelines (W
C
A
G

) for all 
online content ow

ned, m
anaged or delivered by the 

A
B
S
. 
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S
tatu

s 

O
b

jective 1
: Provide the opportunity for A

B
S
 em

ployees to provide ongoing input into the developm
ent, ongoing review

 and progress of 
the R

A
P. 

1
.2

 From
 2013 

C
onsultative Forum

s and 
Population S

urvey 
O

perations W
orking G

roup 
(PS

O
W

G
) forum

s include 
an annual agenda item

 on 
W

orkplace D
iversity 

(including the W
D

A
P and 

the R
A
P). 

1
.2

.1
 Feedback 

from
 C

onsultative 
Forum

s and the 
PS

O
W

G
 Forum

 is 
provided to 
W

orkplace 
D

iversity. 

C
onsultative 

Forum
s and 

the PS
O

W
G

 
Forum

 
provide 
feedback 
annually 

C
onsultative Forum

 and 
PS

O
W

G
 C

hairs 
A
B
S
 C

onsultative Forum
s have a 

standing agenda item
 on W

orkplace 
D

iversity w
hich includes the W

D
A
P and 

R
A
P. Item

s raised for discussion at 
C
onsultative Forum

s included the 
D

isability and C
arers N

etw
ork 

m
eetings, relevant training and 

general prom
otion of D

iversity and 
D

iversity events. 

 

O
b

jective 2
: A

B
S
 em

ployees appropriately engage w
ith A

boriginal and Torres S
trait Islander peoples and com

m
unities. 

2
.1

 Prior to undertaking 
external engagem

ent w
ith 

A
boriginal and Torres 

S
trait Islander peoples, 

A
B
S
 em

ployees are 
expected to: 
 

undertake cultural 
com

petency training; 
 

be fam
iliar w

ith the 
A
B
S
 engagem

ent 
cultural protocols; 

 
consult w

ith their local 
Indigenous 
Engagem

ent M
anager 

(IEM
) and S

tate and 
Territory S

tatistical 
S
ervices (S

TS
S
) team

 

2
.1

.1
 Each 

section/area 
undertaking 
external 
engagem

ent to 
review

 these 
activities. 

2
.1

.2
 Feedback 

sought from
 PS

O
, 

IEM
s and S

TS
S
 

sections as to the 
success of 
engagem

ent 
activities. 

Feedback 
sought 
annually 

Line m
anagem

ent of A
B
S
 

em
ployees engaging 

externally w
ith A

boriginal 
and Torres S

trait 
Islander peoples and 
com

m
unities 

The 2016 C
ensus program

 em
ployed 

A
boriginal and Torres S

trait Islander 
S
trategy M

anagers in each S
tate to 

ensure appropriate stakeholder 
engagem

ent w
ith com

m
unities and 

accurate counting of com
m

unities 
during the C

ensus. 

C
ensus staff w

orking on Targeted 
S
trategies had the opportunity to 

undertake the C
entre for C

ultural 
C
om

petency A
ustralia Aboriginal and 

Torres S
trait Islander C

ultural 
C
om

petency course. 

Engagem
ent M

anagers and N
C
A
TS

IS
 

continue to provide a key link betw
een 

staff and indigenous com
m

unities. 
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A
ctio

n
s 

M
easu
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A
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n
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P
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S
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to inform
 them

 of 
proposed engagem

ent 
and seek assistance 
w

here appropriate; and 
 

M
ake contact w

ith 
relevant com

m
unity 

stakeholders (assisted 
by their local IEM

 and 
S
TS

S
 team

) and gain 
appropriate consent to 
proceed w

ith 
engagem

ent. 

O
b

jective 3
: Provide opportunities for A

B
S
 staff to build relationships w

ith A
boriginal and Torres S

trait Islander peoples. 

3
.1

 Each July, A
B
S
 C

entral 
O

ffice and R
egional O

ffice 
staff attend an event in 
their respective locations 
for N

A
ID

O
C
 (N

ational 
A
boriginal and Islander 

D
ay O

bservance 
C
om

m
ittee) w

eek. 

C
entral O

ffice event/s w
ill 

be co-ordinated by 
W

orkforce S
trategies w

ith 
support from

 C
entral O

ffice 
R
esource C

entres. 

N
A
ID

O
C

 w
eek celebrates 

A
boriginal and Torres 

S
trait Islander cultures, 

and is an opportunity to 
recognise the contributions 

3
.1

.1
 

C
onsultative 

Forum
 C

hairs 
report to their 
C
onsultative 

Forum
 on 

N
A
ID

O
C

 w
eek 

events that have 
occurred. 

C
onsultative 

Forum
s 

provide 
feedback 
annually  

Program
 M

anagers/ C
F 

C
hairs 

N
A
ID

O
C

 W
eek w

as celebrated through 
an all staff presentation in C

anberra 
broadcasted nationally. This event w

as 
advertised via N

ew
sPoint and LC

D
 

screens. 

The presentation w
as hosted by 

R
econciliation C

ham
pions 

, 
 and 

 and 
featured a W

elcom
e to C

ountry from
 

 and contributions 
from

 A
boriginal and Torres S

trait 
Islander staff on their cultures. 

R
egional offices celebrated N

A
ID

O
C

 
W

eek a variety of w
ays including: 

 
hosting a N

A
ID

O
C
 W

eek m
orning 

tea 
 

office raffle w
ith prize w

inners 
receiving tickets to see indigenous 

 

s47F
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n
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M
easu
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e 

A
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n
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P
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S
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s 

of A
boriginal and Torres 

S
trait Islander people in 

various fields. 

cultural events 
 

A
PS

 w
ide Touch Football N

A
ID

O
C
 

W
eek tournam

ent 
 

W
elcom

e to C
ounty and a sm

oking 
cerem

ony 
 

A
ttending the N

A
ID

O
C
 W

eek 
m

arch. 

3
.2

 Each M
ay/ June, A

B
S
 

C
entral O

ffice and R
egional 

O
ffice staff attend an event 

in their respective 
locations for R

econciliation 
w

eek. 

C
entral O

ffice event/s w
ill 

be co-ordinated by 
W

orkplace S
trategies w

ith 
support from

 C
entral O

ffice 
R
esource C

entres. 

N
ational R

econciliation 
W

eek is a tim
e for all 

A
ustralians to learn about 

our shared histories, 
cultures and achievem

ents 
and to explore how

 each of 
us can join the national 
reconciliation effort.  

3
.2

.1
 

C
onsultative 

Forum
 C

hairs 
report to their 
C
onsultative 

Forum
 on 

R
econciliation 

w
eek events that 

have occurred. 

C
onsultative 

Forum
s 

provide 
feedback 
annually  

Program
 M

anagers/ C
F 

C
hairs 

N
ational R

econciliation W
eek (N

R
W

) 
w

as celebrated through an all staff 
presentation in C

anberra broadcasted 
nationally. This event w

as advertised 
via N

ew
sPoint and LC

D
 screens. 

The presentation included a W
elcom

e 
to C

ountry by 
 and 

a speech by R
econciliation C

ham
pions 

, 
, 

 
 and 

. 

R
egional offices celebrated N

R
W

 
through various m

eans w
hich w

ere 
advertised on office databases 
including: 
 

hosting a R
econciliation m

orning 
tea and presentation from

 Youm
pla 

M
em

bers 
 

encouraging staff to participate in 
inter-agency events and 
com

m
unity events such as visiting 

the B
alanu Foundation in D

arw
in. 

 

3
.3

 Elder or notable 
A
boriginal and/or Torres 

S
trait Islander person 

3
.3

.1
 

C
onsultative 

Forum
 C

hairs 

C
onsultative 

Forum
s 

provide 

Program
 M

anagers/ C
F 

C
hairs 

The follow
ing Elders or notable 

A
boriginal and/or Torres S

trait 
Islander people have been invited to 

 

s22
s22
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invited to speak at 
appropriate events.  

report on the 
A
boriginal and/or 

Torres S
trait 

guest speaker 
and nature of 
talk. 

feedback 
annually  

speak at relevant events: 
 

 perform
ed a 

W
elcom

e to C
ountry at N

ational 
R
econciliation W

eek 
 

 perform
ed a 

W
elcom

e to C
ountry for N

A
ID

O
C
 

W
eek and A

ustralia D
ay 

C
elebrations 

 
 perform

ed a 
W

elcom
e to C

ountry w
ith a 

sm
oking cerem

ony for N
A
ID

O
C

 
W

eek celebrations in G
eelong. 

O
b

jective 4
: A

B
S
 em

ployees develop appropriate cultural com
petency skills. 

4
.4

 From
 A

ugust 2013 
R
esource C

entres are 
expected to arrange 
appropriate cultural 
aw

areness or com
petency 

training for staff. 

S
taff are expected to 

undertake cultural 
aw

areness training w
here: 

 
their w

ork directly 
relates to A

boriginal 
and Torres S

trait 
Islander peoples (e.g. 
W

orkplace D
iversity, 

N
ational R

ecruitm
ent 

U
nit, N

ational C
entre 

for A
boriginal and 

Torres S
trait Islander 

4
.4

.1
 R

esource 
C
entres report on 

num
ber of staff 

that have 
com

pleted 
cultural 
aw

areness or 
com

petency 
training and 
delivery m

ode 
(e.g. face-to-face 
or online) 

R
eport 

annually 
Program

 M
anagers 

S
taff undertake cultural aw

areness 
training on com

m
encem

ent w
ith the 

A
B
S
. 

The A
B
S
 is currently investigating 

m
ore relevant and up to date cultural 

aw
areness e-learning that better fits 

A
B
S
 requirem

ents. 

 

s47F
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S
tatistics, S

tate and 
Territory S

tatistical 
S
ervices, A

B
S
 

Interview
ers); 

 
they m

anage A
boriginal 

and/ or Torres S
trait 

Islander em
ployees 

(w
here know

n); 
 

they have A
boriginal 

and/ or Torres S
trait 

Islander team
 

m
em

bers (w
here 

know
n). 

 
N

ew
 S

tarters are 
expected to undertake 
training w

ithin six 
m

onths of appointm
ent 

to role. 
 

O
ther staff undertake 

training as available. 

4
.5

 From
 O

ctober 2013 
S
ES

 appointees (new
 to 

level or to the A
B
S
) to 

undertake cultural 
aw

areness training as part 
of the S

ES
 induction 

program
. 

4
.5

.1
 N

um
ber of 

S
ES

 officers 
com

pleting 
cultural 
aw

areness 
training and 
delivery m

ode 
(e.g. face to face 
or online) is 
reported. 

R
eport 

annually 
D

irector N
ational 

Learning and C
apability 

D
evelopm

ent 

A
ll new

 staff are required to com
plete 

through C
apability Plus the follow

ing 
m

andatory m
odules: 

 
A
B
S
 B

ullying and H
arassm

ent 
A
w

areness for Em
ployees (2 new

 
S
ES

 com
pleted this m

odule) 
 

A
B
S
 Equal Em

ploym
ent 

O
pportunity for Em

ployees (1 new
 

S
ES

 com
pleted this m

odule). 
 

N
o S

ES
 in 2016-17 com

pleted 
cultural aw

areness training. 
 A
boriginal and Torres S

trait Islander 
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C
ultural A

w
areness e-learn training 

(not m
andatory) is available via 

C
apabilityPlus. This training option is 

currently being review
ed by W

orkforce 
S
trategies and is likely to be 

considered a recurring m
andatory 

course. This w
ill allow

 this elearn 
program

 to be pushed out via 
C
apabilityPlus to all new

 S
ES

 staff 
during 2017-18. 

O
b

jective 5
: A

B
S
 culture is one w

here reconciliation is actively supported by A
B
S
 em

ployees. 

5
.2

 From
 M

ay 2013 S
ES

 
officers deliver 
A
cknow

ledgem
ent of 

C
ountry at appropriate 

events, as per the A
B
S
 

Protocols for A
ppropriate 

R
ecognition for A

boriginal 
and Torres S

trait Islander 
Peoples 

5
.2

.1
 R

esource 
C
entres report on 

know
n occasions 

w
here an S

ES
 

m
em

ber has 
delivered an 
A
cknow

ledgem
ent 

of C
ountry. 

R
eport 

annually  
S
ES

 
In 2016-17 all office staff (including 
S
ES

 officers) w
ere encouraged to 

deliver an A
cknow

ledgem
ent of 

C
ountry at appropriate events. This 

w
as supported by A

cknow
ledgem

ent 
of C

ountry prom
pt cards available to 

all staff on request, the provision of 
inform

ation via N
ew

sPoint and 
supported by A

cknow
ledgem

ent of 
C
ountry prom

pt signs in all video 
conference room

s, and in K
nibbs 

A
uditorium

. 

 

5
.3

 From
 M

ay 2013 
W

elcom
e to C

ountry is 
delivered at appropriate 
events as per the A

B
S
 

Protocols for A
ppropriate 

R
ecognition for A

boriginal 
and Torres S

trait Islander 
Peoples. 

5
.3

.1
 R

esource 
C
entres report on 

know
n occasions 

w
here a W

elcom
e 

to C
ountry has 

been perform
ed. 

R
eport 

annually  
Program

 M
anagers 

W
elcom

e to C
ountry cerem

onies w
ere 

perform
ed at a num

ber of events 
during 2016-17, including N

ational 
R
econciliation W

eek and N
A
ID

O
C
 

W
eek events. 

W
elcom

e to C
ountry w

as perform
ed on 

four occasions during the last year, for 
N

R
W

, N
A
ID

O
C
 w

eek and A
ustralia D

ay 
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celebrations. 

5
.4

 Prior to N
A
ID

O
C

 w
eek, 

m
anagers inform

ed that 
office based staff can 
utilise m

iscellaneous leave 
to participate in N

A
ID

O
C
 

w
eek activities as per A

B
S
 

Enterprise A
greem

ent and 
A
B
S
 Interview

ers 
Enterprise A

greem
ent. 

5
.4

.1
 A

B
S
 

prom
otional 

m
aterial for 

N
A
ID

O
C

 w
eek 

contains 
reference to use 
of m

iscellaneous 
leave. 

A
nnually 

D
irector W

orkforce 
S
trategies 

N
ew

sPoints released prior to, and 
during, N

A
ID

O
C
 w

eek inform
ed all 

staff and m
anagers about the relevant 

M
iscellaneous Leave provision. 

 

O
b

jective 6
: A

B
S
 achieves the C

om
m

onw
ealth Public S

ector em
ploym

ent representation target of 2.7 per cent for A
boriginal and Torres 

S
trait Islander peoples by 2015. R

efer to S
trategy 2 of the W

orkplace D
iversity A

ction Plan (W
D

A
P). 

6
.1

 A
boriginal and Torres 

S
trait Islander R

ecruitm
ent 

and R
etention actions 

(w
ithin the A

B
S
 W

orkplace 
D

iversity A
ction Plan) are 

im
plem

ented. 

6
.1

.1
 S

trategies 
are review

ed for 
effectiveness 
annually and 
m

odified as 
appropriate. 

A
nnually 

People C
om

m
ittee 

A
 range of targeted actions aim

ed at 
im

proving the attraction, recruitm
ent 

and retention of A
boriginal and Torres 

S
trait Islander people w

ere achieved 
in 2016-17, including W

D
A
P item

s 
2.2.1, 2.2.2, 2.3.2, 2.4.2. 

 

6
.2

 A
PS

 D
iversity C

ouncil 
project recom

m
endations 

(job readiness and 
retention) are considered 
and im

plem
ented as 

appropriate in the R
A
P or 

W
D

A
P. 

6
.2

.1
 A

PS
 

D
iversity C

ouncil 
recom

m
endations 

prom
oting the 

recruitm
ent and 

retention of 
A
boriginal and 

Torres S
trait 

Islander peoples 
are im

plem
ented 

and supported. 
 

S
ubject to 

project 
com

pletion 

D
irector W

orkforce 
S
trategies 

The A
PS

 D
iversity C

ouncil did not 
release any recom

m
endations during 

2016-17. 
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O
b

jective 8
: The A

B
S
 tender assessm

ent process takes into account potential suppliers w
ho have m

ade positive contributions in the 
area of the Indigenous O

pportunity Policy (IO
P). 

8
.1

 From
 July 2013, a 

C
orporate S

ocial 
R
esponsibility (C

S
R
) 

criterion, w
here suppliers 

can indicate their 
contributions to C

losing 
the G

ap, is incorporated 
into R

equest for Tender 
and assessm

ent processes. 8
.1

.1
 R

ate of 
potential 
suppliers that 
report C

losing the 
G

ap C
S
R
s is 

recorded. 

R
eport 

annually 
D

irector Procurem
ent 

S
ervices and C

ontract 
S
upport  

D
ue to the success of the Indigenous 

Procurem
ent Policy’s first year, the 

target of three per cent of new
 

dom
estic C

om
m

onw
ealth contracts 

being from
 Indigenous suppliers for 

2020 w
as brought forw

ard to 2016–
17.  The Treasury portfolio target for 
2016-17 is 114 contracts.  D

uring this 
tim

e the A
B
S
 entered into 62 contracts 

w
ith Indigenous B

usinesses to the 
value of $584k. 

 

O
b

jective 9
: A

B
S
 fulfils its R

A
P reporting obligations internally and externally. 

9
.1

 R
A
P progress report is 

provided to R
econciliation 

A
ustralia. 

- 
A
nnually  

D
irector W

orkforce 
S
trategies 

The A
B
S
 2015-16 R

A
P Im

pact 
M

easurem
ent R

eport w
as provided to 

R
econciliation A

ustralia in N
ovem

ber 
2016. 

 

9
.2

 A
chievem

ents against 
the R

A
P are reported in the 

A
B
S
 A

nnual R
eport. 

- 
A
nnually  

D
irector W

orkforce 
S
trategies 

K
ey R

A
P achievem

ents w
ere reported 

in the 2016-17 A
B
S
 A

nnual R
eport. 

 

O
b

jective 1
0

: A
B
S
 staff are inform

ed of activity and achievem
ents against the R

A
P. 

1
0

.1
 R

A
P progress and 

achievem
ents are reported 

to ELG
. 

- 
A
nnually 

D
irector W

orkforce 
S
trategies 

R
eport on the R

A
P w

ill be presented to 
the A

B
S
 People C

om
m

ittee in 
N

ovem
ber 2017. 

 

1
0

.2
 D

etails of the R
A
P 

progress and 
achievem

ents are m
ade 

publicly available w
ithin 

the A
B
S
. 

- 
A
nnually 

D
irector W

orkforce 
S
trategies 

The 2015-16 W
D

A
P progress report, 

including the R
A
P, w

as m
ade available 

to staff via N
ew

sPoint in D
ecem

ber 
2016.The 2016-17 progress report w

ill 
be m

ade available to staff follow
ing its 
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presentation to the People C
om

m
ittee 

in N
ovem

ber 2017. 
 

1
0

.3
 N

ational Forum
 

includes annual agenda 
item

 on W
orkplace 

D
iversity (including the 

W
D

A
P and the R

A
P). 

- 
A
nnually  

C
onsultative Forum

s 
S
ecretariat 

The N
ational Forum

 held in S
eptem

ber 
2016 included a W

orkplace D
iversity 

update inclusive of the W
D

A
P and 

R
A
P. 
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C
: A

B
S

 G
en

d
er D

iversity A
ction

 P
lan

 2
0

1
4

-1
7

 

M
easu

res an
d

 T
arg

ets 
Tim

elin
e 

A
ccou

n
tab

ility 
P

rog
ress 

S
tatu

s 

K
ey D

eliverab
le 1

.1
 S

ES
 recruitm

ent and selection processes are review
ed, updated and enhanced to include: 

 
C
onsistent m

essaging and processes w
hich encourage fem

ale candidates to apply 
 

C
oaching contacts and/ or training to be m

ade available to potential candidates, panel m
em

bers and scribes prior to selection 
processes 

 
S
election guidelines reflecting best practice (including appropriate guidance for panel and scribe selection and responsibilities, guidance 

on various assessm
ent techniques and provision of pre and post selection feedback for those acting at the level being applied for and 

other unsuccessful applicants) 

1
.1

.2
 The proportion of 

w
om

en in the S
ES

 
increases over the next 
five years. 

M
easured annually 

A
ustralian S

tatistician  
The A

B
S
 W

orkforce S
trategy 2015-19 aim

s 
for 46%

 of S
ES

 roles to be substantively held 
by w

om
en by 2020. A

s at 30 June 2017, 
w

om
en held 48.9%

 of S
ES

 positions 
(substantive and operative). 

 

K
ey D

eliverab
le 1

.2
 C

larify and m
ake visible the balance of technical, specialist and m

anagerial skills required for S
ES

 roles. 

1
.2

.1
  

a. S
ES

 w
ork level 

standards and role 
statem

ents are used by 
panels to determ

ine the 
ideal skills m

ix for each 
vacant S

ES
 position in 

consultation w
ith ELG

 
 b

. Inform
ation on required 

skill m
ix is conveyed to 

potential applicants via 
applicant inform

ation kits. 

From
 first S

ES
 vacancy 

D
elegate/s of selection 

panel  
S
ES

 recruitm
ent processes com

m
enced in 

early 2017 for S
ES

B
1, S

ES
B
2 and S

ES
B
3 

vacancies.   
 A
pplicant Inform

ation K
its w

ere created 
taking into account the required skill m

ix, 
consideration of the recent role evaluations 
undertaken in 2016-17 and the S

ES
 w

ork 
level standards. 

 

1
.2

.2
 S

ES
 role and 

capability statem
ents are 

updated to reflect A
PS

 

B
y February 2015 

D
irector, W

orkplace 
R
elations  

R
ole evaluations for S

ES
 positions w

ere 
undertaken in 2016-17, incorporating A

PS
 

w
ork level standards. Links to the A

PS
C
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d
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n
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P
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ress 

S
tatu

s 

w
ide w

ork level standards 
and A

B
S
 specific skill 

requirem
ents, and clarify 

expectations of officers. 

capability statem
ents w

ill be updated in the 
M

anual of Personnel M
anagem

ent guidelines 
in early 2017-18. 

K
ey D

eliverab
le 1

.3
 The proportion of w

om
en in intern and cadet program

s is increased. 

1
.3

.1
  

a. Intern and cadet 
program

s are designed 
and adjusted to attract 
m

ore w
om

en studying in 
specialist fields, such as 
Inform

ation and 
C
om

m
unication 

Technology (IC
T), 

statistical m
ethodology 

and econom
ics 

b
. H

igh quality interns are 
strongly encouraged to 
apply for perm

anent 
positions and high quality 
cadets are strongly 
encouraged to apply for 
prom

otions w
hen these 

becom
e available. 

B
y D

ecem
ber 2015 

D
irector, N

ational 
R
ecruitm

ent and G
eneral 

M
anagers responsible for 

relevant intern and cadet 
program

s 

D
elivery of C

ensus recruitm
ent and finding 

perm
anent roles for displaced staff has taken 

priority.  

Investigations of IC
T intern/ cadet program

s 
for people w

ith disability has been 
undertaken by TS

D
. Initial discussions about 

these program
s have com

m
enced w

ithin 
H

um
an R

esources B
ranch and w

ill continue 
in the next financial year.  

 

1
.3

.2
 There is an increase 

in the proportion of 
w

om
en in the Technology 

S
ervices D

ivision, 
M

acroeconom
ic S

tatistics 
D

ivision and M
ethodology 

and D
ata M

anagem
ent 

M
easured annually 

Executive B
oard 

The proportion of w
om

en in M
ethodology 

D
ivision decreased from

 43.3%
 as at 30 June 

2016 to 42.2%
 as at 30 June 2017. 

The proportion of w
om

en in M
acroeconom

ic 
S
tatistics D

ivision increased slightly from
 

45.5%
 as at 30 June 2016 to 45.7%

 as at 30 
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D
ivision. 

June 2017. 

The proportion of w
om

en in the Technology 
S
ervices D

ivision as at 30 June 2016 w
as 

24.4%
. This com

pared w
ith 25.6%

 in the 
Technology and S

ecurity D
ivision as at 30 

June 2017. 

K
ey D

eliverab
le 1

.4
 Professional coaches are available to EL2 and S

ES
 staff. 

1
.4

.1
 A

 list of coaching 
contacts is m

ade available 
to all S

ES
 and EL2s, and 

usage is reported on 
annually.  

From
 N

ovem
ber 2014 

D
irector, N

ational Learning 
and C

apability 
D

evelopm
ent 

S
ES

 and EL staff are able to participate in 
the Executive C

oaching program
. 

Inform
ation on how

 to participate and access 
the list of preferred coaches is available 
through A

B
S
 K

now
ledge D

ocum
ent w

ith 
usage reported annually. In 2016-17 41 S

ES
 

or EL2 staff used the Executive C
oaching 

Program
. The panel of coaches w

as 
refreshed in m

id-2017.  

 

1
.4

.2
 C

andidates are 
encouraged to utilise 
coaches w

hen applying for 
S
ES

 positions.  

A
t the start of each S

ES
 

recruitm
ent process 

C
hair/s of selection panel 

S
ES

 and EL2 staff are encouraged to 
participate in the Executive C

oaching 
program

. 

 

1
.4

.3
 S

election panels 
report strong overall 
perform

ance of the EL2 
and S

ES
 candidate pool at 

interview
 and provide 

feedback to ELG
 on the 

strengths and 
developm

ent needs of this 
pool. 
 

R
eported at the end of 

each selection process to 
N

ational R
ecruitm

ent U
nit 

or W
orkplace R

elations 
S
ection 

C
hair/s of selection panel 

The A
B
S
 received candidates of good calibre 

for senior m
anagem

ent positions that w
ere 

advertised in 2016-17, both from
 the public 

and private sector.  
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K
ey D

eliverab
le 2

.1
 S

ES
 w

orking arrangem
ents and m

obility requirem
ents are clarified. 

2
.1

.1
 S

ES
 w

orking 
arrangem

ents and m
obility 

requirem
ents are 

com
m

unicated to A
B
S
 

staff. 

B
y D

ecem
ber 2014 

C
hief O

perating O
fficer 

S
ES

 O
fficers no longer restricted to 

C
anberra. A

ll A
B
S
 job ads clearly state that 

flexible w
orking arrangem

ents w
ould be 

considered. 

 

2
.1

.2
 A

ll S
ES

 vacancies 
are advertised in line w

ith 
the S

ES
 w

orking 
arrangem

ents and m
obility 

requirem
ents (unless ELG

 
approval has been given 
to fill the vacancy by 
another m

eans), including 
as being available: 
a. in any capital city (for 
S
ES

B
1s) 

b
. to be filled on flexible 

job design arrangem
ents, 

including part-tim
e. 

R
eported annually 

Executive B
oard 

S
ES

 vacancies advertised as part of the 
2016-17 recruitm

ent process m
et this 

requirem
ent. 

 

2
.1

.3
 Placem

ent and 
rotation decisions are 
aligned w

ith the agreed 
S
ES

 w
orking 

arrangem
ents and m

obility 
requirem

ents. 

R
eported annually  

Executive B
oard 

S
ES

 placem
ent and rotation decisions during 

2016-17 m
et this requirem

ent.  
 

K
ey D

eliverab
le 2

.2
 M

entors are identified and connected w
ith EL2 and S

ES
 staff, especially those seeking to take or return from

 long
-

term
 leave, due to fam

ily caring responsibilities. 

2
.2

.1
 G

ender D
iversity 

W
orking G

roup m
em

bers 
identify and prom

ote 

From
 N

ovem
ber 2014 

M
entor cham

pions  
The A

B
S
 has an agency-w

ide m
entoring 

program
 w

hich is open to all em
ployees. 
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appropriate m
entors, and 

EL2s and S
ES

 are offered 
to opportunity to be 
m

entored (including staff 
currently on long-term

 
leave).  
A
 program

 for connecting 
potential S

ES
 m

entors and 
EL m

entorees is 
established (e.g. regular 
paper-bag lunches and 
interview

 style panel 
sessions). 

The D
eputy A

ustralian Statistician, S
tatistical 

S
ervices G

roup (S
S
G

) and other S
ES

 offer 
current graduates the opportunity to bid to 
shadow

 them
 at w

ork. 

K
ey D

eliverab
le 2

.3
 A

B
S
 flexible w

orking arrangem
ents are actively prom

oted to staff and potential staff through: 
 

D
elivery of flexible w

orking arrangem
ent sessions to S

ES
/EL2s and EL1s/A

PS
6s 

 
The A

B
S
 w

ebsite including inform
ation on A

B
S
 flexible w

ork practices 

2
.3

.2
 There is an increase 

in the utilisation of, and 
satisfaction w

ith, flexible 
w

orking arrangem
ents 

(including part-tim
e 

arrangem
ents) by EL2 and 

S
ES

 staff, as reported in 
the S

tate of the S
ervice 

C
ensus. 

M
easured annually 

G
eneral M

anagers and 
H

eads of O
ffice 

 
 

2
.3

.4
 A

B
S
 results on the 

A
PS

 entry survey and A
B
S
 

em
ployee departure 

questionnaire show
 

positive responses to 
flexible w

orking 
arrangem

ent questions.  

M
easured annually 

D
irector, W

orkforce 
S
trategies  

A
ccording to the A

B
S
 Em

ployee D
eparture 

Q
uestionnaire, 76.8%

 of ongoing staff w
ho 

departed the A
B
S
 in 2016-17 w

ere satisfied 
or very satisfied w

ith the balance of w
ork 

and personal life and 85%
 w

ere satisfied or 
very satisfied w

ith access to flexible w
orking 

arrangem
ents. 
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K
ey D

eliverab
le 3

.1
 S

taff on long-term
 leave rem

ain inform
ed of general A

B
S
 activities and have access to appropriate opportunities 

(such as developm
ent and prom

otions). 

3
.1

.1
 A

ppropriate A
B
S
 IT 

and H
um

an R
esource 

policies are updated to 
support the provision of 
appropriate access for 
staff w

ho are on long-term
 

leave. 

A
ppropriate access to 

corporate system
s and 

inform
ation for staff on 

long-term
 leave is 

consolidated into a one-
stop-shop (including the 
availability of R

S
S
 feeds). 

B
y February 2015 

D
irector, IT S

ecurity and 
Program

 M
anager, H

um
an 

R
esources B

ranch 

W
orkplace R

elations are currently consulting 
w

ith stakeholders to extend the form
al 

separation period from
 3 to 12 m

onths, and 
include a new

 'checklist' so em
ployees m

ay 
retain access for up to tw

elve m
onths to the 

unclassified A
B
S
 IT environm

ent. 

 

3
.1

.3
 eLearning courses 

are available to staff on 
long-term

 leave. 

B
y N

ovem
ber 2015 

D
irector, N

ational 
Learningand C

apability 
D

evelopm
ent  

The ‘Leaving the A
B
S
’ guideline is under 

review
. C

urrently staff are not able to access 
eLearning courses after 12 w

eeks leave. The 
A
B
S
 is now

 considering m
odifying the 

guidelines to increase this period to 12 
m

onths. This is currently under consultation. 

 

K
ey D

eliverab
le 4

.1
 The G

ender D
iversity W

orking G
roup (G

D
W

G
) is established, to develop, im

plem
ent and review

 the G
D

A
P. 

4
.1

.2
 The G

D
W

G
 oversees 

the successful 
im

plem
entation of the 

G
D

A
P. 

The G
D

W
G

 review
s the 

success of the G
D

A
P. 

O
ngoing 

C
hief O

perating O
fficer 

R
eport on the G

D
A
P w

ill be presented to the 
A
B
S
 People C

om
m

ittee in January 2018. 
The original G

ender D
iversity W

orking G
roup 

no longer m
eets. 

In late 2016 the A
B
S
 reconvened a new

 
G

ender D
iversity N

etw
ork w

hich is w
orking 

tow
ards G

ender Equality in the A
B
S
. 
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W
ork has com

m
enced on preparation of the 

A
B
S
 G

ender Equality A
ction Plan 2018–2020 

in line w
ith the B

alancing the future:  A
PS

 
G

ender Equality S
trategy 2016-2019.  

 

K
ey D

eliverab
le 4

.3
 External speakers present to A

B
S
 staff w

ith an initial focus on career pathw
ays and/ or career challenges in the A

PS
. 

4
.3

.1
 A

t least tw
o 

external speakers are 
invited to present to A

B
S
 

staff at the A
B
S
 each year, 

w
ith at least one being a 

w
om

an. 

R
eported annually 

Parliam
entary and 

Partnerships 
The A

B
S
 had num

erous presenters on a 
range of topics in 2016-17 including these 
tw

o w
om

en:  
 

, R
egistered Psychologists from

 
D

avidson Trahaire C
orpsych presented three 

sem
inars in 2016-17: 

 
‘M

anaging Pressure’ in A
ugust 2016  

 
M

anaging Team
s’ in O

ctober 2016 
 

‘M
anaging the S

tress R
esponse’ in M

ay 
2017. 

In O
ctober 2016 

 from
 B

eyond 
B
lue presented on ‘C

reating and M
aintaining 

a M
entally H

ealthy W
orkplace’. 

 

K
ey D

eliverab
le 4

.4
 M

ales and fem
ales are represented in senior m

anagem
ent forum

s. 

4
.4

.1
 The follow

ing S
enior 

M
anagem

ent forum
s 

report on gender 
representation: 
 

ELG
 (Executive 

Leadership G
roup) 

 
S
M

G
 (S

enior 
M

anagem
ent G

roup) 
 

A
S
A
C
 (A

ustralian 

R
eported annually 

A
ustralian S

tatistician 
To prom

ote diversity on the new
ly form

ed 
People C

om
m

ittee, the S
tatistician w

ill, if 
required, appoint an additional m

em
ber to 

ensure that it has gender diversity. C
urrently 

there are six m
ales and four fem

ales.  
 The Executive B

oard m
em

bership currently 
includes three m

ales and four fem
ales. 

 

s47F
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S
tatistics A

dvisory 
C
ouncil) 

 
S
FIC

 (S
trategic 

Finance and 
Investm

ent 
C
om

m
ittee) 

 
N

IS
LB

 (N
ational and 

International 
S
tatistical Leadership 

B
oard) 
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The second National Forum for 2017 was held on 6 September. The National Forum
is a key part of our ABS Consultative Framework as outlined in our Enterprise
Agreement.

Thank you to all of the representatives who participated in the forum for their
preparation and sharing the views of their offices and groups .

The September National Forum had a strong focus on our people and the future
direction of ABS, providing a progress update on the Workplace Diversity Plans,
consultation arrangements, and the State of Service Census results.

I encourage you to read the minutes from the September National Forum which are
now available on the National Consultation WDB �

More information on your consultative forums can be found on the National
Consultation WDB .

Need more knowledge or know-how? Search for knowledge
and/or create a New Service Request under People>Consultation.

Program Manager
Culture & Capability Branch

27 October 2017
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  Document 24 

Document is publicly available at: 

https://www.ausstats.abs.gov.au/ausstats/subscriber.nsf/0/3B641F80D47793B2CA2581BD000F899
6/$File/10010_2016_17.pdf  
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You are in: ABS Pride Network discussion group Wiki > About the ABS Diversity Network > First Draft of
Network Charter

� � 	������ �� � ����� ������� �

�������

The aim of the network is to create a workplace culture that respects all diversity and is equally inclusive of
those who are sexuality, sex or gender diverse.

���������


The ABS Pride Network is comprised of sexuality, sex and gender diverse staff of the ABS, this includes (but
is not limited to) those staff who identify as Lesbian, Gay, Bisexual, Transgender, Intersex, Queer, Asexual
and their allies . An ally is anyone who wants to support their sexuality or gender diverse colleagues and
community members to make the ABS and Australia more inclusive and accepting. Anyone who agrees with
this goal is welcome to participate in the ABS Pride Network.

� �� �
Key objectives of the group are to:

Improve the Inclusiveness of the ABS for sexuality, sex or gender diverse staff members,

Establishing an social network for sexuality, sex or gender diverse staff members within the ABS,

Improve the Collection and Representation of LGBTIQA statistics.

	���
����

���������������	�	�	�	��

�����������!��$�#�

The role of the Executive Sponsor is to:

listen to staff - through network meetings, in groups and individually.

communicate LGBTIQA issues the organisation,

be visible as the network’s champion

draw the organisation’s attention on LGBTIQA issues that need addressing

truly care for the network

provide an honest assessment on issues to both the organisation and to individuals.

The executive sponsor is must:

prioritise attendance at Network meetings and events

support the relevant organisational area

hold regular opportunities for staff to come see them or engage

attend APS activities where relevant within the diversity group

�
����������������������	�����

Like | Updated 10 May 2017 by | Tags: ����

Page 1 of 3First Draft of Network Charter - ABS Pride Network discussion group Wiki

07/03/2018http://connections.corp.abs.gov.au/wikis/home?lang=en-au
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Support people to identify with their diversity group publicly where they feel able and on the HR
system

����#������" " �����

The Steering Committee:

Executive Sponsor
the 3 lead members of the working groups
a representative from the ABS Diversity team.

The role of the Steering Committee is to:

ensure that the network is vibrant and healthy

set the direction of the network

develop a calendar of events

undertake an annual check of the network to ensure that we are on track

establish and empower working groups to plan specific events

The Steering Committee must:

attend monthly meetings of the committee

share decisions with the network

ensure that the network understands and generally agrees with directions

provide regular (quarterly) updates to the ABS Diversity Team

� �#������ #��!$

Working groups have been established to support each of the three goals of the network.  Each working

group will lead activity and engage with the other members of the network to progress their specific goal.

The lead member from each working group will participate in the Steering Committee.

� � ������#$�� ���"

While the ABS Diversity Team supports the network, they are not actively involved in the day to day
operations of the network.  They receive regular briefings on the network activities and directions from the
Steering Committee.  The ABS Diversity Team currently participates in both the Network’s meetings and
Steering Committee.


 �� �#� �	 �" ��#$

Members are the life blood of the network and members should:

actively participate in network meetings

help raise the profile of the network and

identify and discuss practices, policies and behaviours which impact on the LGBTIQA community

conduct ourselves professionally at all internal/external events

ensure participation in the network is not at the detriment of work performance

respect confidentiality of network members

arrange, chair and set the agenda for monthly network meetings.

Page 2 of 3First Draft of Network Charter - ABS Pride Network discussion group Wiki

07/03/2018http://connections.corp.abs.gov.au/wikis/home?lang=en-au
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� �� �������

	 ������$

Network Meetings are held monthly

Steering Committee meets monthly, in advance of the Network Meetings.

All meetings are held in ABS offices, where possible using Video Conferencing rooms

��$��#��$�����������

Limitations on the funding available, we will need to use our personal efforts wisely, and be cognisant to
ensure network activities do not affect day to day work performance

��" " ���������$

The Network has a banner for Newspoints which should be used for all announcements.  Communications
from the network to all ABS staff should be approved by the Executive Sponsor.

��!�#����

The network will produce an annual summary of actions taken and the impact of the our work each year.
The network will also have an annual review our goals, actions and Network Charter.

�������

 commented on 27 September 2016 Permalink
Hi - great draft! I had a couple of queries re: this document.

First of all - are we going to include provision for the separate working groups / steering
groups who report on specific issues in the network charter? (Might be too much
bureaucracy?)
Secondly - Can we include ’improving collection and representation of LGBTI statistics’
in the Goals of the network charter?

I’ll raise these in today’s meeting as well - food for thought!

Page 3 of 3First Draft of Network Charter - ABS Pride Network discussion group Wiki

07/03/2018http://connections.corp.abs.gov.au/wikis/home?lang=en-au
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Dear Pride Network members,

I am pleased to circulate the new Knowledge Document which outlines the Support for Gender Transitioning
in the ABS.

http://servicedesk.corp.abs.gov.au/CAisd/pdmweb.exe?
OP=SHOW_DETAIL+HTMPL=kt_document_view.htmpl+open_mode=2+PERSID=KD:432934

A big thanks to and from HRB for creating this document.  will be
attending the next network meeting to discuss this Knowledge Document.

If you would like to provide feedback, please send comments to 

Kind regards,

Program Manager
Statistical Infrastructure Development | Statistical Transformation Infrastructure Development Division |
��������������������	���������
���
��� @abs.gov.au �
� www.abs.gov.au
���	����������������������������
���������

For Comment: New Services@ABS Knowledge Doc on Support for Gender
Transitioning

to:

04/09/2017 01:24 PM
Cc:

Bcc:

Hide Details
From: /Staff/ABS
To: /Staff/ABS@ABS,
Cc: /Staff/ABS@ABS, /Staff/ABS@ABS
Bcc: /Staff/ABS

Page 1 of 1

07/03/2018file:///C:/Users/lonver/AppData/Local/Temp/notes199547/~web8130.htm
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Social Media Officer
Media, Digital and Design | Communication and Partnerships | Australian Bureau of Statistics
(P) (E) @abs.gov.au (W) www.abs.gov.au

The Australian Bureau of Statistics acknowledges the traditional custodians of country throughout
Australia and recognises their continuing connection to land, waters and community. We pay our
respects to them and their cultures, and elders, both past and present.
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Media, Digital and Design | Communication and Partnerships | Australian Bureau of Statistics
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The Australian Bureau of Statistics acknowledges the traditional custodians of country throughout
Australia and recognises their continuing connection to land, waters and community. We pay our
respects to them and their cultures, and elders, both past and present.
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Statistical Officer
Business Statistics Methodology | Methodology Division | Australian Bureau of Statistics

(P) (E) @abs.gov.au (W) www.abs.gov.au

CPSU Section Councillor (Qld)

The Australian Bureau of Statistics acknowledges the traditional custodians of country
throughout Australia and recognises their continuing connection to land, waters and community. We
pay our respects to them and their cultures, and elders, both past and present.
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Assistant Director, Household Survey Operations
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Assistant Director

Household Survey Operations | National Data Acquisition Centre | Australian Bureau of Statistics

(P) (M) (E) @abs.gov.au (W) www.abs.gov.au

Data Delivery Manager,
National Data Acquisition Centre l Australian Bureau of Statistics
(P)
(E) @abs.gov.au (W) www.abs.gov.aus22
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Wear a rainbow for International Day Against Homophobia, Transphobia and
Biphobia!

Today, 17 May is a day of global celebration for sexual and gender diversities, a day
to support our Lesbian, Gay, Bi, Transgender and Intersex (LGBTI) colleagues,
friends and family. The ABS strives to create a safe, diverse and inclusive workplace
which is free of homophobia, transphobia and biphobia.

Regardless of a person's sexual orientation, gender identity or expression they
should feel safe and achieve their best . International Day Against Homophobia,
Transphobia and Biphobia draws the attention of decision makers , media, the public,
opinion leaders and local authorities and to highlight the discrimination faced by the
LGBTI community.

This year's motto is Love makes a family and focusses on strengthening the role of
families and the well being of LGBTI members and to respect the rights of rainbow
families.

Did you know?
The day is celebrated annually on 17 May, in more than 130 countries, to
commemorate the World Health Organisation 's decision to declassify homosexuality
as a mental disorder.

Australian Statistics:
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(from Hillier, L., et al. (2010). Writing themselves in 3: The 3rd national study on the
sexual health and wellbeing of SSAGQ young people. Melbourne: ARCSHS)

What can you do?
stand against homophobia, biphobia and transphobia�

use the hashtag #IDAHOBIT on your social media account to share why you are�

supporting your LGBTI colleagues, friends and family
wear a splash of rainbow for the day!�

add a rainbow to your social media profile or put up a rainbow card at your desk�

participate in one of the local community events.�

join the ABS Pride Network, see�

To find out more go to the the International Day Against Homophobia, Transphobia
and Biphobia website.

Diversity Champion
and

Diversity & Inclusion Champion

17 May 2017
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WEAR IT PURPLE DAY – FRIDAY AUGUST 25

As part of the ABS’ ongoing commitment to inclusion and diversity in the workplace,
we are promoting ’Wear it Purple’ Day.

Today, please wear purple to help foster supportive, safe and accepting
environments for LGBTI+ Youth.

This can be as easy as wearing a purple scarf, tie or socks if you don’t have other
purple clothes.

Founded in 2010 by two Australian teens, Wear it Purple Day has grown into a
world-wide celebration.

LGBTI+ In the 2016 Census

In 2016, for the first time, the ABS made it possible for people to identify as sex

or gender diverse in the Census. This is an important step for the ABS.

Previously, those who wanted to answer the sex question in non-binary ways had

to request a special online or paper form. This change to the 2016 Census is part

of broader changes in public data on sex and gender . The Australian

Government Guidelines on the recognition of  Sex and Gender recognise that

individuals may identify as a gender other than the sex they were assigned at

birth, or may not identify as exclusively male or female.

A Pilot Test was also conducted during the Census where a sample of

households were sent a form with the option to respond as neither male nor

female; the Test had a similar overall response rate to the Census , a much

higher response for the ’Other’ sex response category, and minimal specific

responses in the ’Please specify’ box.

The types of responses provided in the 2016 Census, analysis of the Pilot Test,

and ongoing consultation with LGBTI+ groups are contributing to the

development of the content for this data topic in the 2021 Census. - 2016
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Census Content and Analysis team

For more information, see 
�������������������������������� ���������

	�������� � �����������������
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Did you know?

Australian Statistics:

(from Hillier, L., et al. (2010). Writing themselves in 3: The 3rd national study on
the sexual health and wellbeing of SSAGQ young people. Melbourne: ARCSHS)
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What can you do?

Wear Purple on Friday 25 August�

Visit the ’Wear It Purple Day’ website:�

http://wearitpurple.org/about-wear-it-purple/
Post pictures of yourself in purple on social media with #WearItPurple so�

rainbow young people everywhere know you support them to be themselves
Speak up and let people know why you’re wearing purple�

Join the ABS Pride Network
To join the Pride Network please contact @abs.gov.au or contact your
local office ABS Pride representative.
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In the interests of clarity - celebrating Wear It Purple day is not in any way related to
the current discussion of marriage in Australia.

, LGBTI Champion, and
, Diversity & Inclusion Champion

25 August 2017
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World AIDS Day 1 December 2017
HIV is still here - and it's on the move

Today is World AIDS Day, which is held annually on the 1st of December. The day
is used to raise awareness in communities and across the world about Human
Immunodeficiency Virus (HIV) and Acquired Immune Deficiency Syndrome (AIDS).
The day is also used for people to show their support for people living with HIV and
AIDS and to remember people who have died of AIDS related conditions or other
conditions associated with HIV.

Australians are encouraged to:
educate themselves and others about HIV and AIDS�

take action to reduce transmission by adopting and promoting prevention�

strategies
ensure people living with HIV and AIDS can fully participate in today’s society,�

free from stigma and discrimination.

What is HIV?
HIV is a condition that can cause AIDS. HIV and AIDS are not the same thing.
Left untreated, HIV attacks the body’s immune system and makes the body
vulnerable to infections and medical conditions that a person not living with HIV
would usually be capable of controlling. People who have acquired HIV can
experience flu like symptoms, but others do not notice any symptoms for many
years.

What is AIDS?
People living with HIV take daily treatment to prevent the virus from advancing into
AIDS. Without treatment, people living with HIV are at risk of developing AIDS
defining conditions. AIDS refers to the illnesses that can develop as a result of
untreated HIV or in a person where current treatments have failed . People living with
HIV in Australia may still develop AIDS, but this is now rare.

What can you do?
If interested, attend a World AIDS Day event�

Visit the World AIDS Day Australia website�

Get the facts about HIV and AIDS�

Support others to access testing, treatment and care�

Purchase a World AIDS Day red ribbon- the ribbon is a symbol of HIV awareness�

and support. Canberra staff can purchase from room 5S 508 or in the atrium at
lunch time.

We are committed to providing an inclusive workplace culture and increasing the
diversity of our workforce. The ABS Workforce Strategy 2015-19 and the People
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and Culture Action Plan 2017-18 reaffirm the importance the ABS places on
providing a workplace that is inclusive and recognises the diverse skills,
perspectives and experiences of our employees. This contributes to the ABS being
more reflective of the communities we serve and being a workplace that becomes
infinitely stronger because of it.

 and 
PRIDE  Champions

Diversity and Inclusion Champion

1 December 2017
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Today is Intersex Awareness Day - 26 October

As part of the ABS' ongoing commitment to inclusion and diversity in the workplace
(outlined in our People and Culture Action Plan ), we are promoting 'Intersex
Awareness Day'.

Intersex Awareness Day is an opportunity to consider the challenges and issues
faced by Intersex people. The ABS aims to create a workplace that is safe , fair,
equitable and inclusive of all people, regardless of their gender, where employees
are free to be themselves, without fear, prejudice, stereotyping or negative
behaviour.

What you can do:
join the ABS Pride Network (you can join as an ally!), see�

visit OII - Intersex Australia and Androgen Insensitivity Syndrome Support Group�

Australia to learn more
read OII Australia Shadow Report Submission to the Human Right's Committee�

regarding the current review of Australia's actions to meet obligations under the
International Covenant on Civil and Political rights.

In the interests of clarity - celebrating Intersex Awareness day is not in any way
related to the current discussion of marriage in Australia.

, LGBTI+ Champion, and
, Diversity & Inclusion Champion

26 October 2017
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Hi everyone,

I just wanted to share a couple of things from this week.  I gave an update to all ABS Senior Exec
this week about the impact of the Australian Marriage Law Postal Survey on LGBTIQ staff and their
allies.  I have included my notes below - the rest of the senior exec were extremely supportive and
understanding.  I would like to thank all of the network members who shared their concerns and
worries with me over the last month.

There have also been some very positive articles in the press recently, and I thought I would share
this one:

https://www.theguardian.com/commentisfree/2017/sep/29/we-didnt-want-the-postal-survey-but-lets
-focus-on-the-positives-following-it

I hope everyone is looking after themselves - and don't forget that EAP is a great place for support.
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Today, 98 days after receiving the direction from government, we will release the
results of the Australian Marriage Law Postal Survey (AMLPS) via a media
conference at 10am (AEDT) at ABS House. This a very big day in the ABS’ history
and the release will surely attract the largest Australian audience for a speech by
any Australian Statistician in our history.

Following the media conference, the detailed results and quality report will be
published on the AMLPS website.

Witness history in the making - you are invited to view the live broadcast of the
media conference
I hope you can take 10 minutes or so to witness the ABS making history with the
release. You are invited to watch the media conference via a live broadcast .
Due to the expected high demand, please use this Services@ABS document for the
recommended way to access the broadcast from your computer .

ABS House will be closed to the public on the morning of 15 November
There will be additional security measures in and around ABS House and the
building will not be open to the public. You will need your ABS ID to enter the
building. If you have visitors coming to ABS House for meetings, please also
ensure they bring documentation (such as a calendar entry or email) authorising
their entry.

ABS remaining impartial
All ABS staff are reminded of the sensitivities surrounding this survey and the
release of survey data. Staff must continue to avoid commenting on the
Government’s decision to hold a postal survey.

At all times, personal use of social media must be in accordance with the APS
values and code of conduct, and be guided by the Australian Public Service
Commission’s guide for APS employees on making public comment on social media .
Information about conduct in relation to the AMPLS has been previously published
on NewsPoint and Taskforce members have also recently received specific
advice from me on this matter. Please pay attention to this guidance as it is
important to maintain the ABS’ reputation and confidence in the integrity of the
survey results.

EAP support
The topic of marriage law may impact on the emotional and psychological well -being
of some staff, particularly those who may be directly affected by the potential policy
outcomes and/or with very strong interests in the outcome. The ABS continues to
provide free confidential EAP support which is available to staff and their immediate
family. For support, advice or to make an appointment, call the EAP on 1300 360
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364, 24 hours a day, seven days a week. For more information see Employee
Assistance Program.

I’m looking forward to tomorrow’s release and celebrating the work of the ABS team
in achieving this outcome, while also continuing our important other statistical
collections throughout the past few months.

Taskforce Lead

15 November 2017
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D
raft Forw

ard Plan 2018-19: People Strategies and Inclusion Section 

Jul
Aug

Sep
O

ct
N

ov
D

ec
Jan

Feb
M

ar
Apr

M
ay

Jun

ABS Inclusion and Diversity 
Strategy

Develop (in partnership w
ith key areas) and launch. 

Lead im
plem

entation and reporting. 
1

W
orkforce Strategy 2015-2019, High 

perform
ance culture, Attraction and 

retention

Launch - Aug 18
Report - Jul 19

People Com
m

ittee 

Reconciliation Action Plan
Develop (in partnership w

ith key areas) and launch. 
Lead im

plem
entation and reporting. 

1
Best Practice - RA Requirem

ent
I&

D Strategy
Launch - Aug 18
Report - Jul 19

People Com
m

ittee 

RAP Barom
eter

Im
plem

ent RAP Barom
eter survey in ABS.  Report results, 

resulting actions to Youm
pla, People Com

m
ittee. Develop I&

D 
strategies and activities.

1
RAP

Survey Aug-Sept
Report - Dec 18
Pctee - Apr 19

People Com
m

ittee
Ppl

Ctee

Inclusion &
 Diversity Action Plan 

2019-20
Scoping, developm

ent, im
plem

entation, reporting of I&
D activities 

for the year.  Inform
ed by benchm

ark surveys,  em
ployee netw

ork 
priorities (LG

BTI, Disability and Carers, G
ender Equity).  

1
Best Practice - APSC Rec, I&

D 
Strategy

Scope - April- June  
19Release - July  19

People Com
m

ittee, 

Australian N
etw

ork on Disability 
Access &

 Inclusion Index
Prepare docum

entation, consult w
ith stakeholders, upload survey 

for AN
D assessm

ent.
2

High perform
ance culture, 

Attraction and retention
I&

D Strategy

Subm
it - Dec 18 

Results - Apr 19
I&

D Cham
pion

W
orkplace Ability 

(Disability/carers) Action Plan
Scoping, developm

ent, im
plem

entation, reporting (in partnership 
w

ith Disability &
 Carers N

etw
ork and LAAN

). 
1

Best Practice - APSC Rec, I&
D 

Strategy
Scope - M

ar-Jun 19
Release - Aug 19

People Com
m

ittee 

Reasonable W
orkplace Adjustm

ent 
Passport

Draft, consult on, release ABS RW
A Passport (in partnership w

ith 
key stakeholders).

2
High perform

ance culture, 
Attraction and retention, equal 
access, I&

D Strategy

Dec-18
Accessibility 
M

anagem
ent G

roup - 
Chair AM

M
y Stories

Develop series of videos of ABS staff telling their stories inc:  Disability and Carers, LG
BTI+, Aboriginal and Torres Stait Islanders, CALD

2
High perform

ance culture, 
Attraction and retention, equal 
access, I&

D Strategy

Dec-18
I&

D Cham
pion

Pride Australian W
orkplace Equality Index

Prepare docum
entation, consult w

ith stakeholders, upload survey for Pride in Diversity assessm
ent.

2
High perform

ance culture, 
Attraction and retention
I&

D Strategy

Subm
it - Feb-M

ar 19
I&

D Cham
pion

LG
BTI Action Plan 

Scoping, developm
ent, im

plem
entation, reporting (in partnership w

ith Pride N
etw

ork)

2
I&

D Strategy
Jun-19

People Com
m

ittee

CALD Action Plan 
Scoping, developm

ent, im
plem

entation, reporting (in partnership 
w

ith CALD N
etw

ork)
2

Best Practice - APSC Rec, I&
D 

Strategy
Drafting - Jul 19
Release Dec 19 TBC

People Com
m

ittee 

Diversity netw
orks (6)

Advice and support, attendance at m
eetings, Secretariat functions 

(agendas and m
inutes) for som

e  netw
orks 

1
High perform

ance culture, 
Attraction and retention

M
onthly

I&
D Cham

pion

Diversity events (LG
BTI, D&

C, 
Indigenous, CALD, G

ender Equity)
Plan and support one m

ajor event per N
etw

ork including 
speakers, com

m
s, logistics, funding (together w

ith N
etw

orks).
2

High perform
ance culture, 

Attraction and retention
As required. 

I&
D Cham

pion

People Strategies &
 Inclusion Section

Director: 
 (1.0 FTE) (CBR)

Inclusion and D
iversity

EL1 lead:  
(1.0 FTE) (ADL)

2018-19
Key D

eliverable
Expected Tim

ing
M

ajor Activities
G

overnance
Priority
1- m

ust
2 - should
3 - could

D
river

21/02/2019
1
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D
raft Forw

ard Plan 2018-19: People Strategies and Inclusion Section 

Jul
Aug

Sep
O

ct
N

ov
D

ec
Jan

Feb
M

ar
Apr

M
ay

Jun
2018-19

Key D
eliverable

Expected Tim
ing

M
ajor Activities

G
overnance

Priority
1- m

ust
2 - should
3 - could

D
river

Youm
pla F2F M

eeting
Plan and support F2F Youm

pla m
eeting in CBR (agenda, speakers, 

m
inutes, logistics, catering) (together w

ith Youm
pla)

2
High perform

ance culture, 
Attraction and retention

Feb-M
ar 2019 TBC

Sr Reconciliation 
Cham

pion

Aboriginal and Torres Strait 
Islander Em

ploym
ent and 

Retention Plan

Scoping, developm
ent, im

plem
entation, reporting (in partnership 

w
ith N

RU
)

1
RAP

M
ar-19

People Com
m

ittee, 
Sr Reconciliation 
Cham

pion

I&
D Training

Coordinate HW
SO

 training. Review
 and procure new

 Aborginal 
and Torres Strait Islander cultural com

petency m
odule.  Develop 

and im
plem

ent inclusion and accessibility training for senior 
leaders and m

anagers.  Develop and im
plem

ent LG
BTI+ aw

areness 
training for staff.

1
High perform

ance culture, 
Attraction and retention
I &

 D Strategy

HW
SO

 - Sept 18
LG

BTI+ - Dec 18
others TBC

PSB PM

Review
 of HR Policies, G

uidelines, 
Procedures, KDs from

 a inclusion 
and diversity perspective eg 
language, term

inology

Review
 all existing policies, guidelines and procedures (includes 

know
ledge docum

ents) to reflect inclusive language and I&
D 

Strategy.  Draft, consult on, release revised and new
 m

aterial.

1
I &

 D Strategy
Jun-19

PSB PM
People Com

m
ittee

I&
D Reporting

EO
FY annual reporting: ABS Annual Report, APS Agency Survey, 

RAP Im
pact M

easurem
ent Survey, APS M

ulticultural and Access 
Equity, Com

m
onw

ealth Aboriginal and Torres Strait Islander 
Em

ploym
ent Strategy

1
I &

 D Strategy
July-Septem

ber 18
PSB PM

21/02/2019
2

Released under FOI Act



Q
1.6(d) (b) 

 PRIDE N
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ABS Pride N
etw

ork

Culture Action Session: 2018 SO
S results
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G
eneral perceptions in current role

22/02/2019
2
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M
y SES m

anager…
.

22/02/2019
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Som
e areas w

here LG
BTI+ staff had m

ore positive 
perceptions

22/02/2019
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O
nly one question scored m

ore highly for those 
w

ho prefer not to say

22/02/2019
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4.8%
 (99) of ABS respondents in this year’s APS Em

ployee Census 
identified as LGBTI+ (APS 4.4%

 &
 4536) and 3.9%

 (80) chose not to 
disclose their LGBTI+ status (APS 4.2%

 &
 4293).

For around tw
o thirds of the attitudinal questions, ABS respondents w

ho 
identified as LGBTI+ w

ere less positive than the ABS overall (approx. one 
third >5%

). For ABS respondents w
ho chose not to disclose their LGBTI+ 

status they w
ere below

 the ABS overall for all but one question (all but 
four questions w

ere >5%
). 

Discussion point: W
hy are results for those w

ho chose not to disclose so 
m

uch w
orse?

Findings from
 analysis:

22/02/2019
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Areas of strength/good results for LGBTI+ respondents w
ere 

sim
ilar to the strengths/good results for the ABS O

verall:
–

Perceptions of Im
m

ediate Supervisor
–

Perceptions of Colleagues and W
orkgroups

–
Support for people of diverse backgrounds (w

ith the exception of 
support from

 SES m
anager)

–
W

orkplace Conditions

Discussion point: W
hat’s being done to drive these positive 

results?

Positive perceptions

22/02/2019
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Less positive results for LGBTI+ respondents w
ere also sim

ilar to the 
ones for the ABS O

verall:
Perceptions of Senior Leadership
Perceptions of Risk M

anagem
ent

Internal Com
m

unication
Agency Engagem

ent (i.e. feeling valued/being m
otivated &

 
inspired/pride and attachm

ent to agency)
Job Security &

 Career Progression
Discussion point: W

hat’s driving these negative results? W
hat can 

be done to im
prove in these areas?

Less positive…

22/02/2019
8
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Q1.12 (b) and (c) Engagement Data and Other Key Metrics 
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Discussion of SOS Employee Census Results with the ABS Pride Network 
 
Record of discussion: 
 
The ABS Pride Network held a Culture Action Session on Monday 8 October to consider the APS Employee Census 
results relating to LGBTI+ staff and related diversity issues. The following represents a synthesis of the discussion. 
 
Participants acknowledged the relative strengths of the ABS in this area, in comparison to the APS wide results.  For 
example: 
 

‘My agency is committed to creating a diverse workforce (eg gender, age, cultural and linguistic backgrounds, 
disability, indigenous, LGBTI+)’ ABS 83% (general and LGBTI+) compared to the APS wide at 77% (73% LGBTI+) 
‘My supervisor actively supports people from diverse backgrounds’ ABS 90% (ABS LGBTI+ also 90% )compared 
to APS 85% (LGBTI 86%) 
The people in my workgroup behave in an accepting manner towards people from diverse backgrounds ABS 
wide 93%, ABS LGBTI+ 95% (APS LGBTI+ 87%) 

 
Participants also acknowledged the positive trends in the ABS staff perceptions about diversity and inclusion over the 
last six years. 
 
The group discussed the results indicating divergence between responses of staff who identify as LBGTI+ and those 
who don't and also those who prefer not to say, noting that responses from the latter cohort were almost universally 
less positive than average. The Group felt that the proportion of staff who 'prefer not to say' should be seen as an 
indicator of inclusiveness in its own right (it had worsened since last year).  Exploring the possible reasons for the 
negative perceptions of those who 'prefer not to say', the group considered that there are likely to be a range of 
factors at play: 
 
 people who do not feel comfortable or safe to identify their LGBTI+ status 
 people who are not engaged enough to provide a response (this may explain the one positive question for this 

cohort, which was about developing capabilities outside work hours, which may indicate an intention to leave the 
ABS) 

 people who object to being asked (for a variety of reasons that may not correlate with gender or sexual 
preference) 

 
In general the response patterns for LGBTI+ respondents mirrored the ABS wide response, with lower scores for 
similar questions. scores for LGBTI+ respondents were significantly lower in a number of already low scores for the 
ABS. These included: 
 

Perceptions of Senior Leadership 
Perceptions of Risk Management 
Internal Communication 
Agency Engagement (i.e. feeling valued/being motivated & inspired/pride and attachment to agency) 
Job Security & Career Progression 

 
In relation to the lower agency engagement and a sense of pride in working for the ABS, it was felt that there may be 
a variety of drivers for this. factors included, a general mistrust of government and controversy around the 
population census and concerns about privacy and use of personal information which is more common in the 
friendship and social circles of some LGBTI+ staff (ie the "queer community"), making staff more likely to feel slightly 
awkward rather than proud of their connection to the ABS.  
 
Responses from LGBTI+ staff were more positive in a number of areas, including: 
 

Rele
as

ed
 un

de
r F

OI A
ct



–Perceptions of Immediate Supervisor 
–Perceptions of Colleagues and Workgroups 
–Support for people of diverse backgrounds (with the exception of support from SES manager) 
–Workplace Conditions 

 
There was constructive discussion about the reasons for divergence between the very positive perceptions of 
supervisors and colleagues and the negative perceptions of SES and senior managers. In particular the impact of the 
Australian Marriage Law Postal Survey was highlighted as a significant factor driving both positive and negative 
scores. Participants reflected that the AMLPS provided an opportunity for direct supervisors and colleagues to show 
empathy and support for LGBTI+ colleagues who they recognised as being deeply affected by the whole process. This 
contrasted starkly with the 'official' messaging through all staff broadcasts and notices, which failed to recognise the 
impact on LGBTI+ staff. The communication following the result focused almost exclusively on the reputational gains 
for the ABS in successfully delivering the survey, casting it as "a great story" for the ABS. This was seen by some 
LGBTI+ staff as as "a bit off", reflecting a level of oblivion from the senior ranks of the ABS about what was an 
intensely confronting experience for the 5% of ABS staff who identify and potentially a similar number who did not 
feel comfortable to declare their status. It was felt that senior managers may actually be more empathetic and 
sensitive than the all staff communication suggested but that this was not coming through the official channels, with 
SES support for diversity limited to a few key champions rather than being fully institutionalised.  
 
Concluding points 
 
Overall the group felt that the results as a whole indicate some really good progress was being made in the 
organisation and particularly acknowledged the value of the Pride Network. Members felt that there was a little way 
to go before these improvements can be considered embedded at a whole of organisation level. Noting that this 
starts from the top down (with the example of the Australian Tax Commissioner being a member of ATOMIC)  this 
could be further improved through more visible support at the SES level. It was suggested that a priority would be the 
engagement of the SES and Director cohorts - for example through training such as 'Walking in Rainbow Shoes', and 
exposure to the network and the personal stories of LGBTI+, transitioning and gender fluid staff members. For 
example appreciating that LGBTI+ staff often need to re-live the awkwardness of "coming out" on a regular basis, 
including when interacting with SES at events. The 'allies' in the network affirmed the value of the Pride Network in 
helping them to understand the realities of life for our LGBTI+ colleagues.  The feeling was very much that the ABS is 
on the right path but not arrived at the desired state yet. 
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 This analysis focuses on the 2018 A
PS

 Em
ployee C

ensus results for respondents w
ho indicated that they identified as LG

B
TI +

 or chose not to disclose 
their LG

B
TI+

 status. 

 H
ead

lin
es 

 
4.8%

 (99) of A
B
S
 respondents in this year’s A

PS Em
ployee C

ensus identified as LG
B
TI+

 (A
PS

 4.4%
) and 3.9%

 (80) chose not to disclose their 
LG

B
TI+

 status (A
PS

 4.2%
). 

   
For around tw

o thirds of the attitudinal questions, A
B
S
 respondents w

ho identified as LG
B
TI+

 w
ere less positive than the A

B
S
 overall (approx. one 

third >
5%

). For A
B
S
 respondents w

ho chose not to disclose their LG
B
TI+

 status they w
ere below

 the A
B
S
 overall for all but one question (all but 

four questions w
ere >

5%
). P

ossib
le d

iscu
ssion

 p
oin

t: W
h

y are resu
lts for th

ose w
h

o ch
ose n

ot to d
isclose so m

u
ch

 w
o

rse? 

  
A
reas of strength/good results for LG

B
TI+

 respondents w
ere sim

ilar to the strengths/good results for the A
B
S
 O

verall: 

 
– Perceptions of Im

m
ediate S

upervisor 

 
- Perceptions of C

olleagues and W
orkgroups 

 
- S

upport for people of diverse backgrounds (w
ith the exception of support from

 S
ES

 m
anager) 

 
- W

orkplace C
onditions 

 
P

ossib
le d

iscu
ssion

 p
oin

t: W
h

at’s b
ein

g
 d

on
e to d

rive th
ese p

ositive resu
lts? 

  
A
reas for im

provem
ent/poor results for LG

B
TI+

 respondents w
ere also sim

ilar to the ones for the A
B
S
 O

verall: 

 
- Perceptions of S

enior Leadership 

 
- Perceptions of R

isk M
anagem

ent 

 
- Internal C

om
m

unication 

 
- A

gency Engagem
ent (i.e. feeling valued/being m

otivated &
 inspired/pride and attachm

ent to agency) 
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- Job S

ecurity &
 C

areer Progression 

 
P

ossib
le d

iscu
ssion

 p
oin

t: W
h

at’s d
rivin

g
 th

ese n
eg

ative resu
lts? W

h
at can

 b
e d

o
n

e to im
p

rove in
 th

ese areas? 

Em
p

loyee en
g

ag
em

en
t 

  
Em

ployee engagem
ent scores for em

ployees w
ho identified as being LG

B
TI+

 w
ere below

 the A
B
S
 overall scores for three of the four engagem

ent 

indices (S
upervisor engagem

ent w
as higher). Job, Team

 and S
upervisor engagem

ent scores all increased from
 2017 w

hilst A
gency rem

ained the sam
e.  

W
hen com

pared to results for all A
PS

 em
ployees w

ho identified as LG
B
TI+

, Team
 and S

upervisor engagem
ent scores are higher for A

B
S
 LG

B
TI+

 

respondents and scores are equal for Job and A
gency engagem

ent. 

  
For A

B
S
 em

ployees that chose not to disclose w
hether they identified as being LG

B
TI+

, their engagem
ent scores are w

ell below
 both the A

B
S
 

overall and those w
ho identified as being LG

B
TI+

. A
ll four indices decreased from

 2017. W
hen com

pared w
ith all A

PS em
ployees w

ho chose not to 

disclose, the results are m
ixed but sim

ilar. 

 C
om

p
arison

 of En
g

ag
em

en
t In

d
ex S

co
res (A

P
S

 En
g

ag
em

en
t m

od
el) 

 

Em
p

loyee 
En

g
ag

em
en

t In
d

ices 
A

B
S

 - O
verall 

A
B

S
 –

 Id
en

tify as 
LG

B
TI+

 

A
B

S
 –

 LG
B

TI 
ch

ose  n
ot to 

say 

A
P

S
 –

 Id
en

tify 
as LG

B
TI+

 

A
P

S
 –

 LG
B

TI 
ch

ose n
ot to 

say 

Job
 

 
7.2 (

0.2) 
7.0 (

0.4) 
6.2 (

0.1) 
7.0 (

0.3) 
6.2 (

0.2) 

Team
 

 
7.2 (

0.2) 
7.1 (

0.2) 
5.9 (

0.6) 
6.8 (

0.1) 
5.8 (

0.1) 

S
u

p
ervisor 

 
7.9 (

0.2) 
8.0 (

0.3) 
7.0 (

0.5) 
7.6 (

0.1) 
6.8 (-) 

A
g

en
cy 

 
6.0 (

0.1) 
5.7 (-) 

4.8 (
0.3) 

5.7 (-) 
4.9 (-) 
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B
rackets indicate change betw

een 2017 and 2018 S
cores 

     
A
s w

ell as the above A
PS

 em
ployee engagem

ent m
odel, this year’s results also included the internationally recognised ‘S

ay, S
tay, S

trive’ m
odel 

of engagem
ent as an additional m

easure of em
ployee engagem

ent.  The score for A
B
S
 em

ployees w
ho identified as being LG

B
TI+

 is below
 the A

B
S
 

overall score, but slightly above the score for all A
PS em

ployees w
ho identified as LG

B
TI+

.   

  
For A

B
S
 em

ployees that chose not to disclose w
hether they identified as being LG

B
TI+

, their result is significantly low
er than both the A

B
S
 

overall result and the A
B
S
 em

ployees w
ho identified as being LG

B
TI+

 result. W
hen com

pared w
ith all A

PS
 staff w

ho chose not to disclose, the score is 

the sam
e. 

 

C
om

p
arison

 of En
g

ag
em

en
t S

cores (S
ay, S

tay, S
trive En

g
ag

em
en

t m
od

el)  

 

 

A
B

S
 - O

verall 
A

B
S

 –
 Id

en
tify as 

LG
B

TI+
 

A
B

S
 –

 LG
B

TI 
ch

ose n
ot to say 

A
P

S
 –

 Id
en

tify 
as LG

B
TI+

 
A

P
S

 –
 LG

B
TI 

ch
ose n

ot to say 

Em
p

loyee 
En

g
ag

em
en

t S
core 

73%
 

71%
 

64%
 

70%
 

64%
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    S
ig

n
ifican

t Im
p

rovem
en

ts &
 D

ecreases fro
m

 2
0

1
7

 

 Increases 

Q
uestion 

2018 
2017 

Variance 
M

y im
m

ediate supervisor encourages m
e 

83%
 

73%
 

+10%
 

How
 does the geographic distribution of your Section im

pact on your ability to successfully 
deliver results for the ABS? 

42%
 

32%
 

+10%
 

M
y SES m

anager gives their tim
e to identify and develop talented people 

34%
 

24%
 

+10%
 

M
y supervisor m

aintains com
posure under pressure 

88%
 

77%
 

+11%
 

M
y im

m
ediate supervisor encourages m

e to com
e up w

ith new
 or better w

ays of doing things 
81%

 
70%

 
+11%

 
M

y supervisor helps to develop m
y capability 

83%
 

70%
 

+13%
 

I am
 clear w

hat m
y duties and responsibilities are 

87%
 

72%
 

+15%
 

The people in m
y w

orkgroup are honest, open and transparent in their dealings 
88%

 
73%

 
+15%

 
 D

ecreases 

Q
uestion 

2018 
2017 

Variance 

In general, the w
orkforce in m

y agency is m
anaged w

ell (e.g. filling vacancies, finding the right 
person for the right job) 

29%
 

42%
 

-13%
 

M
y SES m

anager encourages innovation and creativity 
51%

 
61%

 
-11%

 
M

y SES m
anager engages w

ith staff on how
 to respond to future challenges 

54%
 

64%
 

-10%
 

In general, em
ployees in m

y agency feel they are valued for their contribution 
35%

 
44%

 
-9%

 
M

y agency does a good job of prom
oting health and w

ellbeing 
59%

 
68%

 
-9%
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    LG
B

TI+
 - S

tron
g

 an
d

 Low
 resu

lts 

 LG
B
TI+

 respondents w
ere particularly positive tow

ards their im
m

ediate supervisor and their w
orkgroups. 

 A
reas w

here their positive responses w
ere particularly low

 include dealing w
ith underperform

ance effectively (noting 50%
 of LG

B
TI+

 
respondents w

ere neutral on this question), change m
anagem

ent, risk m
anagem

ent, m
anagem

ent of the w
orkforce and career 

progression. 

  LG
B

TI+
 R

esp
on

d
en

ts v A
B

S
 O

verall 

 C
om

pared w
ith A

B
S
 O

verall results, the m
ain areas w

here A
B
S
 LG

B
TI+

 respondents w
ere less positive include: 

 
A
gency (feeling valued, Pride/attachm

ent, feeling inspired/m
otivated) 

 
Perceptions of the S

ES
 

 
Innovation (inspiration for new

 ideas, S
ES

 encouragem
ent) 

 
H

ealth &
 W

ellbeing (prom
otion of H

&
W

, m
ental health) 

 
C
hange M

anagem
ent (staff consultation) 

 
Internal C

om
m

unication 
 

D
iversity (S

ES
 support for people of diverse backgrounds) 

 
R
isk m

anagem
ent 

 The one area w
here results for LG

B
TI+

 respondents exceeded the A
B
S
 O

verall w
as in the perform

ance of im
m

ediate supervisors 
encouraging and developing their staff. 
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   A
B

S
 LG

B
TI+

 R
esp

on
d

en
ts v A

P
S

 LG
B

TI+
 R

esp
o

n
d

en
ts 

 A
B
S
 LG

B
TI+

 respondents w
ere m

ore positive than their A
PS

 counterparts in areas such as: 

 
Perceptions of im

m
ediate supervisor 

 
H

ealth &
 W

ellbeing 
 

W
orkplace C

onditions 
 

A
gency com

m
itm

ent to a diverse w
orkforce 

 A
B
S
 LG

B
TI+

 respondents w
ere less positive than their A

PS
 counterparts in areas such as: 

 
Job stability and security 

 
Perceptions of S

ES
 

 
D

ealing w
ith underperform

ance 
 

Internal com
m

unication 
 

A
ccess to effective learning &

 developm
ent 

 
R
isk m

anagem
ent 
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A
t least 5 percentage points greater than A

B
S

 2018 %
 P

ositive score

A
t least 5 percentage points less than A

B
S

 2018 %
 P

ositive score

2018 APS Em
ployee Census - ABS v LG

BTI+ Status

Q
 N

um
Q

uestion Text
ABS               

%
 Positive

Yes                     
%

 Positive  
Base : 99

N
o                %

 
Positive  

Base : 1867

Prefer not to say                   
%

 Positive                   
Base : 80

Engagem
ent Index

73%
71%

73%
64%

W
ellbeing Index

72%
70%

73%
61%

Innovation Index
68%

64%
68%

59%
q24a

M
y job gives m

e opportunities to utilise m
y skills

83%
74%

84%
68%

q24b
M

y job gives m
e a feeling of personal accom

plishm
ent

75%
76%

76%
55%

q24c
I am

 satisfied w
ith the recognition I receive for doing a good job

67%
69%

68%
41%

q24d
I am

 fairly rem
unerated (e.g. salary, superannuation) for the w

ork that I do
62%

59%
63%

37%

q24e
I am

 satisfied w
ith m

y non-m
onetary em

ploym
ent conditions (e.g. leave, flexible w

ork arrangem
ents, 

other benefits)
91%

87%
92%

73%

q24f
I am

 satisfied w
ith the stability and security of m

y current job
58%

54%
59%

38%
q24g

I suggest ideas to im
prove our w

ay of doing things
87%

85%
88%

77%
q24h

I am
 happy to go the ‘extra m

ile' at w
ork w

hen required
93%

87%
93%

85%
q24i

Considering everything, I am
 satisfied w

ith m
y job

70%
68%

71%
51%

q24j
I believe strongly in the purpose and objectives of the APS

83%
79%

84%
62%

q25a
I have a clear understanding of how

 m
y w

orkgroup's role contributes to m
y agency's strategic direction

92%
93%

92%
72%

q25b
The people in m

y w
orkgroup are honest, open and transparent in their dealings

84%
88%

84%
72%

q25c
The people in m

y w
orkgroup cooperate to get the job done

90%
92%

90%
77%

q25d
The people in m

y w
orkgroup are com

m
itted to w

orkplace safety
90%

89%
91%

76%

q25e
The people in m

y w
orkgroup behave in an accepting m

anner tow
ards people from

 diverse backgrounds
93%

95%
94%

77%

q25f
The people in m

y w
orkgroup treat each other w

ith respect
89%

90%
90%

76%
q26a

M
y supervisor actively supports people from

 diverse backgrounds
90%

90%
90%

74%
q26b

M
y supervisor treats people w

ith respect
93%

94%
93%

82%
q26c

M
y supervisor com

m
unicates effectively 

83%
84%

84%
67%

q26d
M

y supervisor encourages m
e to contribute ideas

88%
85%

89%
71%

q26e
M

y supervisor helps to develop m
y capability

76%
83%

76%
60%

q26f
M

y supervisor invites a range of view
s, including those different to their ow

n
84%

88%
85%

70%
q26g

M
y supervisor displays resilience w

hen faced w
ith difficulties or failures

86%
89%

86%
70%

q26h
M

y supervisor m
aintains com

posure under pressure
85%

88%
86%

66%
q26i

I have a good im
m

ediate supervisor
87%

90%
87%

73%
q26j

M
y supervisor gives m

e responsibility and holds m
e to account for w

hat I deliver
89%

89%
90%

75%
q26k

M
y supervisor challenges m

e to consider new
 w

ays of doing things
78%

78%
79%

66%

q26l
M

y supervisor actively supports the use of flexible w
ork arrangem

ents by all staff, regardless of gender
91%

87%
92%

81%

q29a
M

y SES m
anager is of a high quality

70%
63%

71%
47%

q29b
M

y SES m
anager is sufficiently visible (e.g. can be seen in action)

63%
56%

64%
40%

q29c
M

y SES m
anager com

m
unicates effectively

66%
59%

67%
46%

q29d
M

y SES m
anager engages w

ith staff on how
 to respond to future challenges

61%
54%

63%
37%

q29e
M

y SES m
anager gives their tim

e to identify and develop talented people
41%

34%
42%

24%
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q29f
M

y SES m
anager ensures that w

ork effort contributes to the strategic direction of the agency and the 
APS

69%
66%

70%
40%

q29g
M

y SES m
anager effectively leads and m

anages change
62%

57%
64%

36%
q29h

M
y SES m

anager actively contributes to the w
ork of our area

60%
50%

61%
36%

q29i
M

y SES m
anager encourages innovation and creativity

63%
51%

65%
45%

q29j
M

y SES m
anager actively supports people of diverse backgrounds

69%
55%

71%
43%

q29k
M

y SES m
anager actively supports opportunities for w

om
en to access leadership roles

62%
55%

63%
42%

q29l
M

y SES m
anager actively supports the use of flexible w

ork arrangem
ents by all staff, regardless of 

gender
71%

63%
72%

53%

q29m
M

y SES m
anager leads regular staff m

eetings (e.g. in person, via video conference)
54%

46%
55%

43%
q29n

M
y SES m

anager clearly articulates the direction and priorities for our area
61%

56%
63%

42%
q31a

In m
y agency, the SES are sufficiently visible (e.g. can be seen in action)

54%
47%

56%
34%

q31b
In m

y agency, com
m

unication betw
een the SES and other em

ployees is effective
45%

41%
46%

21%
q31c

In m
y agency, the SES set a clear strategic direction for the agency 

61%
63%

62%
38%

q31d
In m

y agency, the SES actively contribute to the w
ork of our agency

61%
53%

63%
32%

q31e
In m

y agency, the SES are of a high quality
53%

43%
55%

24%

q31f
In m

y agency, the SES supports and provides opportunities for new
 w

ays of w
orking in a digital 

environm
ent

61%
53%

63%
36%

q31g
In m

y agency, the SES w
ork as a team

39%
36%

40%
21%

q31h
In m

y agency, the SES clearly articulate the direction and priorities for our agency
60%

60%
61%

38%
q32a

I feel a strong personal attachm
ent to m

y agency
70%

64%
72%

55%
q32b

I am
 proud to w

ork in m
y agency

80%
72%

81%
60%

q32c
Change is m

anaged w
ell in m

y agency
37%

27%
39%

13%
q32d

Internal com
m

unication w
ithin m

y agency is effective
47%

35%
49%

24%

q32e
M

y w
orkplace provides access to effective learning and developm

ent (e.g. form
al training, learning on 

the job, e-learning, secondm
ents)

57%
54%

59%
32%

q32f
I am

 satisfied w
ith the opportunities for career progression in m

y agency
30%

32%
30%

17%
q32g

I w
ould recom

m
end m

y agency as a good place to w
ork

64%
62%

66%
43%

q32h
M

y agency actively encourages ethical behaviour by all of its em
ployees

85%
83%

86%
60%

q32i
M

y agency is com
m

itted to creating a diverse w
orkforce (e.g. gender, age, cultural and linguistic 

background, disability, Indigenous, LGBTI+)
83%

83%
85%

56%

q32j
I believe strongly in the purpose and objectives of m

y agency
85%

85%
86%

69%
q32k

Internal com
m

unication w
ithin m

y agency is regular
78%

79%
79%

63%
q32l

M
y agency supports and actively prom

otes an inclusive w
orkplace culture

83%
82%

84%
63%

q32m
In general, the w

orkforce in m
y agency is m

anaged w
ell (e.g. filling vacancies, finding the right person 

for the right job)
32%

29%
33%

18%

q32n
I w

ork beyond w
hat is required in m

y job to help m
y agency achieve its objectives

75%
71%

76%
66%

q32o
W

hen som
eone praises the accom

plishm
ents of m

y agency, it feels like a personal com
plim

ent to m
e

58%
56%

58%
41%

q32p
In general, em

ployees in m
y agency feel they are valued for their contribution

50%
35%

51%
31%

q32q
I feel com

m
itted to m

y agency's goals
82%

77%
83%

66%
q32r

M
y agency really inspires m

e to do m
y best w

ork every day
53%

46%
54%

26%
q32s

In general, em
ployees in m

y agency are encouraged to m
ake suggestions

73%
67%

74%
50%

q33
Considering your w

ork and life priorities, how
 satisfied are you w

ith the w
ork-life balance in your 

current job? 
83%

83%
84%

61%

q38a
I have unrealistic tim

e pressures [negatively w
orded question - "Alw

ays" or "O
ften" responses are 

negative, w
hile "Rarely" or "N

ever" responses are positive]
32%

32%
32%

23%

q38b
I have a choice in deciding how

 I do m
y w

ork
74%

71%
74%

65%
q38c

M
y im

m
ediate supervisor encourages m

e
78%

83%
78%

65%
q38d

I receive the respect I deserve from
 m

y colleagues at w
ork

80%
76%

81%
61%
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q38e
Relationships at w

ork are strained [negatively w
orded question - "Alw

ays" or "O
ften" responses are 

negative, w
hile "Rarely" or "N

ever" responses are positive]
58%

50%
60%

39%

q38f
I am

 clear w
hat m

y duties and responsibilities are
79%

87%
80%

67%
q38g

Staff are consulted about change at w
ork

51%
42%

53%
19%

q39a
I am

 satisfied w
ith the policies/practices in place to help m

e m
anage m

y health and w
ellbeing

79%
76%

81%
55%

q39b
M

y agency does a good job of com
m

unicating w
hat it can offer m

e in term
s of health and w

ellbeing
73%

66%
74%

58%

q39c
M

y agency does a good job of prom
oting health and w

ellbeing
68%

59%
70%

50%
q39d

I think m
y agency cares about m

y health and w
ellbeing

68%
65%

70%
42%

q39e
I believe m

y im
m

ediate supervisor cares about m
y health and w

ellbeing
88%

91%
89%

75%
q39f

I am
 supported w

ith resources to be able to m
anage health and w

ellbeing in the w
orkplace

74%
68%

76%
59%

q39g
I am

 com
fortable approaching m

y im
m

ediate supervisor about personal circum
stances that m

ay im
pact 

on w
ork

86%
85%

86%
76%

q39h
I am

 com
fortable approaching m

y im
m

ediate supervisor about w
orking-relationship issues

81%
81%

82%
67%

q43a
M

y agency provides opportunities for m
obility w

ithin m
y agency (e.g. tem

porary transfers)
54%

49%
55%

36%

q43b
M

y agency provides opportunities for m
obility outside m

y agency (e.g. secondm
ents and tem

porary 
transfers)

39%
43%

40%
24%

q43c
M

y im
m

ediate supervisor actively supports opportunities for m
obility

51%
52%

52%
34%

q50
To w

hat extent do you agree that in the past 12 m
onths, the perform

ance expectations of your job 
w

ere clear and unam
biguous?

70%
72%

70%
58%

q51
How

 satisfied are you w
ith your supervisor in m

anaging your perform
ance?

78%
80%

79%
57%

q52
To w

hat extent do you agree that the support by your supervisor has helped to im
prove your 

perform
ance?

63%
67%

63%
53%

q53a
M

y overall experience of perform
ance m

anagem
ent in m

y agency has been useful for m
y developm

ent
50%

50%
51%

37%

q53b
M

y supervisor openly dem
onstrates com

m
itm

ent to perform
ance m

anagem
ent

64%
58%

65%
47%

q53c
I received recognition w

hen I last accom
plished som

ething significant at w
ork

72%
68%

73%
61%

q53d
I can identify a clear connection betw

een m
y job and m

y agency's purpose
85%

83%
86%

72%
q61

To w
hat extent do you agree that your agency deals w

ith underperform
ance effectively?

18%
10%

19%
9%

q63a
M

y im
m

ediate supervisor coaches m
e as part of m

y developm
ent

56%
61%

56%
49%

q63b
M

y im
m

ediate supervisor provides tim
e for m

e to attend learning program
s

78%
76%

78%
69%

q63c
M

y im
m

ediate supervisor shares links, readings and inform
ation

72%
70%

72%
60%

q63d
M

y im
m

ediate supervisor discusses m
y career plans

55%
54%

56%
47%

q63e
M

y im
m

ediate supervisor provides m
e w

ith opportunities to develop relevant capabilities for m
y career

66%
68%

67%
56%

q63f
M

y im
m

ediate supervisor encourages m
e to try new

 things even if they don't alw
ays w

ork out
69%

68%
69%

61%

q63g
M

y im
m

ediate supervisor gives m
e the opportunity to apply w

hat I learn in m
y day-to-day w

ork
76%

75%
77%

60%

q64a
I am

 able to access learning and developm
ent solutions to m

eet m
y needs 

66%
62%

67%
47%

q64b
I have a clear understanding of m

y developm
ent needs

73%
64%

73%
59%

q64c
I spend tim

e out of w
orking hours building m

y capability 
48%

34%
48%

55%
q64d

I seek out opportunities to apply w
hat I learn in m

y day-to-day w
ork

77%
75%

77%
74%

q68a
M

y agency supports em
ployees to escalate risk-related issues w

ith m
anagers

74%
70%

76%
54%

q68b
Risk m

anagem
ent concerns are discussed openly and honestly in m

y agency
65%

55%
66%

44%
q68c

Em
ployees in m

y agency have the right skills to m
anage risk effectively

45%
44%

46%
34%

q68d
Em

ployees in m
y agency are encouraged to consider opportunities w

hen m
anaging risk

55%
53%

56%
41%

q68e
Appropriate risk taking is rew

arded in m
y agency

27%
20%

27%
18%
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q68f
In m

y agency, the benefits of risk m
anagem

ent m
atch the tim

e required to com
plete risk m

anagem
ent 

activities
29%

27%
29%

22%

q68g
Senior leaders in m

y agency dem
onstrate and discuss the im

portance of m
anaging risk appropriately

58%
51%

59%
34%

q68h
W

hen things go w
rong, m

y agency uses this as an opportunity to review
, learn, and im

prove the 
m

anagem
ent of sim

ilar risks
62%

62%
63%

42%

q74a
I believe that one of m

y responsibilities is to continually look for new
 w

ays to im
prove the w

ay w
e w

ork
91%

87%
92%

89%

q74b
M

y im
m

ediate supervisor encourages m
e to com

e up w
ith new

 or better w
ays of doing things

79%
81%

79%
69%

q74c
People are recognised for com

ing up w
ith new

 and innovative w
ays of w

orking
65%

60%
66%

50%
q74d

M
y agency inspires m

e to com
e up w

ith new
 or better w

ays of doing things
51%

37%
53%

38%
q74e

M
y agency recognises and supports the notion that failure is a part of innovation

42%
37%

43%
32%

q77a
I have the appropriate skills, capabilities, and know

ledge to do m
y job 

89%
87%

89%
80%

q77b
M

y w
orkgroup has the tools and resources w

e need to perform
 w

ell
61%

54%
62%

54%
q77c

The w
ork processes w

e have in place allow
 m

e to be as productive as possible
52%

48%
52%

45%
q77d

The people in m
y w

orkgroup com
plete w

ork to a high standard
84%

88%
85%

69%
q77e

M
y supervisor ensures that m

y w
orkgroup delivers on w

hat w
e are responsible for

85%
84%

86%
77%

q81a
Do colleagues in your im

m
ediate w

orkgroup act in accordance w
ith the APS Values in their everyday 

w
ork?

94%
93%

94%
85%

q81b
Does your supervisor act in accordance w

ith the APS Values in his or her everyday w
ork?

95%
98%

95%
91%

q81c
Do senior leaders (i.e. the SES) in your agency act in accordance w

ith the APS Values?
75%

67%
77%

57%

q93a
M

y w
orkplace operates in a high corruption-risk environm

ent (e.g. it holds inform
ation, assets or 

decision m
aking pow

ers of value to others)
73%

74%
74%

68%

q93b
M

y agency has procedures in place to m
anage corruption

84%
80%

84%
72%

q93c
It w

ould be hard to get aw
ay w

ith corruption in m
y w

orkplace
67%

60%
68%

49%

q93d
I have a good understanding of the policies and procedures m

y agency has in place to deal w
ith 

corruption
72%

66%
73%

54%

q93e
I am

 confident that colleagues in m
y w

orkplace w
ould report corruption

80%
84%

81%
58%

q93f
I feel confident that I w

ould know
 w

hat to do if I identified corruption in m
y w

orkplace
79%

76%
80%

62%
q1

The ABS m
otivates m

e to help achieve its objectives
65%

54%
66%

45%

q2
The ABS is a Custom

er Focused organisation (i.e. w
e connect w

ith, understand and respond to the 
needs of our stakeholders, custom

ers and providers)
67%

59%
68%

49%

q3
In the ABS, w

e collaborate across the organisation (including sharing inform
ation and know

ledge across 
w

ork program
s)

58%
59%

59%
37%

q4
W

ithin m
y Section, w

e adopt an Agile approach to our w
ork (i.e. frequently re-assessing and quickly 

adapting to changing priorities and environm
ents)

74%
72%

75%
49%

q5
I understand w

hat a high perform
ing culture w

ould look like in m
y Section

82%
80%

83%
69%

q6
ABS leaders (EL2 and SES) are driving a high perform

ing culture
57%

51%
58%

44%

q7
I feel w

ell prepared (i.e. w
ell inform

ed and appropriately skilled) to succeed professionally in the ABS 
post transform

ation
60%

62%
61%

32%

q8
O

verall, how
 satisfied are you w

ith your ability to access and use flexible w
orking arrangem

ents?
88%

87%
89%

75%

q9
How

 w
ould you rate the overall effectiveness of the learning and developm

ent (including on the job 
learning) you have undertaken in the last 12 m

onths in helping you im
prove your perform

ance? 
35%

38%
36%

19%

q10
M

y supervisor undertakes w
ork w

hich they should delegate to m
e [negatively w

orded question - 
"Strongly Agree" or "Agree" responses are negative, w

hile "Strongly Disagree" or "Disagree" responses 
are positive]

48%
47%

49%
40%

q11
M

y supervisor appears to m
anage underperform

ance w
ell in m

y w
orkgroup

39%
42%

40%
24%
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q12
The m

ental health of em
ployees is a priority for the ABS

60%
52%

62%
33%

q13
I w

ould be com
fortable discussing m

y m
ental health w

ith m
y im

m
ediate m

anager 
63%

64%
63%

47%

q15
How

 does the geographic distribution of your Section im
pact on your ability to successfully deliver 

results for the ABS?
38%

42%
38%

32%
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Document is publicly available at: 

https://www.ausstats.abs.gov.au/ausstats/subscriber.nsf/0/2880E366108EBB33CA25866B000F88A4
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O
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U
S
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 W

e aim
 to create a w

orkplace that is safe, fair, equitable and inclusive of all people regardless of their gender identity, sexual orientation or intersex, w
here 

em
ployees are free to be them

selves, w
ithout fear, bias, labels or negative behaviour. 

Im
proving our interactions w

ith the LGBTI+ com
m

unity (particularly on data collection and consulting on LGBTI+ questions 

  
 

Australian Statistician 
s22
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 This LG
BTI+

 Action plan dem
onstrates our com

m
itm

ent to a diverse organisation through the follow
ing strategies. 

 Table 1. LG
BTI+

 Plan Strategies and D
esired R

esults.  
S

trategies 
D

esired R
esu

lts 

1. Inform
ing and including our w

orkforce for an 
engaged diverse culture 

 
W

e em
body a high perform

ing culture w
here everybody is valued 

 
W

e capitalise on the breadth of know
ledge and experiences of our diverse w

orkforce. 

2. A
cquiring and engaging a representative w

orkforce  
 

O
ur w

orkforce is representative of the Australian population 
 

O
ur diverse skills and experiences are used to innovate and be productive 

3. S
upporting and developing w

orkforce w
ellbeing 

and capability 
 

W
e are proactive about our health and w

ellbeing 
 

W
e retain a diverse and experienced w

orkforce. 
 S

trateg
ic A

lig
n

m
en

t 
The LG

B
TI+

 A
ction Plan w

ill contribute to the delivery of the A
B
S
 W

orkforce Strategy 2015-19, w
hich provides a four-year strategic outlook for 

transform
ing our w

orkforce by driving high perform
ance. 

 Table 1. A
B
S W

orkforce Strategy 2015-19 Strategies and D
esired R

esults 

S
trategies 

D
esired R

esu
lts 

1. Reshape our w
orkforce cap

ab
ility. 

1.1. W
e have the right people w

ith the right skills to transform
, w

hile continuing to 
deliver high quality official statistics. 

1.2. W
e use our skills effectively and efficiently. 

2. A
lign our staffing p

ro
file an

d
 stru

ctu
re to a 

rationalised and responsive Forw
ard W

ork Program
. 

2.1. O
ur staffing profile and structure are affordable and enable an agile, productive, 

and innovative w
orkforce. 

2.2. W
e capitalise on contem

porary w
ays of w

orking and our geographic diversity. 

3. B
uild a h

ig
h

 perform
in

g
 cu

ltu
re an

d
 im

proving 
our d

iversity. 
3.1. W

e em
body a high perform

ing culture. 

3.2. O
ur w

orkforce is representative of A
ustralian society. 

3.3. W
e are proactive about our health and w

ellbeing. 

4. Im
prove our leadersh

ip
 to drive a high 

perform
ing culture. 

4.1. O
ur leaders are exem

plars of a high perform
ing culture. 

 It w
ill also support the delivery of our people and culture Transform

ation G
oals: 

It w
ill also contribute 

Com
m

ented
: U

se the strategies from
 the Inclusion and 

Diversity strategy once finalised –(w
on’t change m

uch in principle 
from

 these now
.. 

 

s22
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 R
elated A

B
S

 T
ran

sform
atio

n G
oals 

P
eop

le: W
e have a diverse, expert, m

otivated and agile w
orkforce. 

C
u

ltu
re: W

e are high perform
ing, aligned, engaged, innovative and accountable. 
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 S
trateg

y 1
. In

form
in

g
 an

d
 in

clu
d

in
g

 ou
r w

orkforce for an
 en

g
ag

ed
 d

iverse cu
ltu

re 

Every person in the A
B
S
 should have an equal opportunity to contribute to the organisation.  H

ow
ever, having equal opportunity does not 

necessarily m
ean treating everyone the sam

e at all tim
es.  People com

e w
ith their individual circum

stances, life experiences, culture, and needs.  
As such, in som

e circum
stances, people need to be treated differently to provide them

 w
ith the sam

e opportunities to contribute and be heard.  
C
apitalising on diversity of thought and experience provides pow

erful leverage to problem
 solve m

ore effectively, m
ake sound decisions, avoid 

group think and to innovate. 

D
esired

 R
esu

lts 

 
W

e em
body a high perform

ing culture w
here everybody is valued 

 
W

e capitalise on the on the breadth of know
ledge and experiences of our diverse w

orkforce 
 A

ction
s 

D
esired

 R
esu

lts 
Tim

elin
es 

R
esp

on
sib

ility 
S

u
p

p
ortin

g
 P

artn
ers 

A
1

. R
eview

 H
R
 Policy and 

D
iversity Practices to 

ensure they are inclusive 
of LG

B
TI+

 

 
O

ur policies/guidelines are inclusive of 
all staff and clearly prohibit 
discrim

ination on the basis of sexual 
orientation, gender identity, gender 
expression, intersex status or 
relationship status. 

 
 

 

 
O

ur language/term
inology/definitions/ 

guidelines are inclusive of sam
e sex 

partners and fam
ilies. 

 
 

 

 
W

e have developed policy/guidelines 
that support LG

B
TI+

 staff eg gender 
transitioning policy. 

 
 

 

 
W

e have com
m

unicated changes in 
policy or developm

ent of new
 policies to 

staff. 

 
 

 

A
2

. Support an LG
BTI 

Em
ployee N

etw
ork 

 
W

e encourage and support our 
em

ployees to participate in the PR
ID

E 
N

etw
ork. 

 
 

 

 
W

e have an internal senior m
anagem

ent 
LG

BTI+
 C

ham
pion(s). 
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 A
ction

s 
D

esired
 R

esu
lts 

Tim
elin

es 
R

esp
on

sib
ility 

S
u

p
p

ortin
g

 P
artn

ers 

 
O

ur PR
ID

E netw
ork has a docum

ented 
purpose and roles and responsibilities 
and is supported to grow

 and develop. 

 
 

 

 
O

ur em
ployees are encouraged and 

supported to participate in internal 
and/or external LG

BTI com
m

unity 
events. 

 
 

 

 
W

e actively m
aintain and utilise our 

m
em

bership w
ith Pride in D

iversity. 
 

 
 

A
3

. Actively m
onitor 

LG
B
TI+

 Action Plan 
developm

ent and 
im

plem
entation. 

 
O

ur LG
B
TI+

 A
ction Plan w

as developed, 
endorsed and launched in partnership 
w

ith our PR
ID

E N
etw

ork. 
 

O
ur PR

ID
E N

etw
ork is a key stakeholder 

in the im
plem

entation of the A
ction Plan 

 
The PR

ID
E netw

ork actively m
onitors 

and tracks the im
plem

entation of the 
Action Plan. 

 
 

 

 
W

e have participated in the annual 
Australian W

orkplace Equity Index- 
(A

W
EI) and associated em

ployee 
survey. 

 
 

 

A
4

. LG
BTI+

 inclusion is 
w

ell com
m

unicated and 
docum

ented to all staff. 

 .     

 
O

ur Inclusion and D
iversity Strategy is 

inclusive of LG
B
TI+

. 
 

O
ur ongoing com

m
itm

ent and support 
to LG

BTI+
 staff is com

m
unicated in both 

our internal and external 
com

m
unications. 

 
W

e actively prom
ote days of 

significance such as W
ear it Purple D

ay, 
Intersex Aw

areness D
ay, International 

D
ay A

gainst H
om

ophobia, Transphobia 
&

 Biphobia (ID
AH

O
BIT). 

 
 

PR
ID

E N
etw

ork 

 
O

ur induction/new
 starter processes 

includes inform
ation regarding 
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 A
ction

s 
D

esired
 R

esu
lts 

Tim
elin

es 
R

esp
on

sib
ility 

S
u

p
p

ortin
g

 P
artn

ers 

em
ployee netw

orks and w
here to get 

inform
ation regarding LG

BTI+
 issues. 
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 S
trateg

y 2
. A

cq
u

irin
g

 an
d

 en
g

ag
in

g
 a rep

resen
tative w

orkforce  

The A
B
S needs to be innovative and develop acquisition practices that shape our w

orkforce so that w
e have a m

ix of skills, perspectives and 
experiences w

hich is critical to increasing our capability and productivity. O
nly by ensuring that our processes, practices and culture engage and 

encourage highly talented people w
ith varied skills, experience, qualifications, and backgrounds w

ill our w
orkforce realise such benefits. 

D
esired

 R
esu

lts 

 
O

ur w
orkforce is representative of the Australian population 

 
O

ur diverse skills and experiences are used to innovate and be productive 
 A

ction
s 

D
esired

 R
esu

lts 
Tim

elin
es 

R
esp

on
sib

ility 
S

u
p

p
ortin

g
 P

artn
ers 

A
5

. Increase LG
BTI+

 
recruitm

ent and retention 
 

O
ur recruitm

ent advertising (internal 
and external) prom

otes the A
B
S
 as 

LG
BTI+

 inclusive eg using inclusive 
language, advertising in relevant m

edia 
and participating in recruitm

ent events. 
 

O
ur recruitm

ent policies and practices 
break dow

n stereotypes and m
yths eg 

unconscious bias, language in 
recruitm

ent and engagem
ent processes 

 
O

ur LG
B
TI+

 profile is representative of 
the Australian population. 

 
O

ur LG
B
TI+

 em
ployees are supported 

and encouraged to undertake 
m

anagem
ent and/or leadership 

opportunities. 

 
 

 

A
6

. Increase know
ledge 

and understanding of 
inclusiveness and 
diversity. 

 
W

e have resources available that 
em

ployees and m
anagers can access in 

regard to LG
BTI+

 w
orkplace inclusion 

and aw
areness eg e-learning, face-to-

face 

 
 

 

 
W

e prom
ote inclusion and diversity 

aw
areness by profiling role m

odels to 
break dow

n stereotypes and prom
ote 

success stories of achieving w
ork-life 

balance, career progress etc 
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 A
ction

s 
D

esired
 R

esu
lts 

Tim
elin

es 
R

esp
on

sib
ility 

S
u

p
p

ortin
g

 P
artn

ers 

 
W

e have held LG
BTI+

 inclusion training/ 
aw

areness sessions for staff eg 
C
ham

pions and allies, new
 starters, line 

m
anagers on topics such as: raising 

aw
areness, prom

oting inclusiveness, 
im

pact of language and stereotyping  

 
 

 

 
W

e have LG
B
TI+

 tools and resources eg 
e-learning package, that raises 
aw

areness, understanding and 
capability across the A

B
S. 

 
 

 

 
W

e provide LG
B
TI+

 aw
areness training 

to household interview
ers. 

 
W

e have an engagem
ent plan for 

w
orking w

ith our LG
BTI+

 stakeholders 
and com

m
unity (local and national) to 

im
prove our data collection, 

classification and consultation processes 
regarding LG

BTI+
 survey questions. 
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 S
trateg

y 3
.  S

u
p

p
ortin

g
 an

d
 d

evelop
in

g
 w

orkforce w
ellb

ein
g

 an
d

 cap
ab

ility 

By supporting all of our em
ployees through the challenges of everyday life; w

e w
ill create an environm

ent w
here all staff feel safe and happy at 

w
ork.  W

hen em
ployees feel happy and safe at w

ork; they w
ant to com

e to w
ork, they are m

ore productive and their m
ental health is im

proved.  

D
esired

 R
esu

lts 

 
W

e are proactive about our health and w
ellbeing 

 
W

e retain a diverse and experienced w
orkforce 

 A
ction

s 
D

esired
 R

esu
lts 

Tim
elin

es 
R

esp
on

sib
ility 

S
u

p
p

ortin
g

 P
artn

ers 

A
7

. R
eview

 Bullying and 
H

arassm
ent policies, 

procedures, training. 

 
O

ur bullying and harassm
ent policies 

and procedures clearly docum
ent w

hat 
is not acceptable behaviour in relation 
to LG

BTI+
 em

ployees including 
exam

ples. 

 
 

 

 
O

ur Bullying and harassm
ent training is 

inclusive of LG
B
TI+

. 
 

 
 

 
W

e provide LG
B
TI+

 aw
areness training 

to W
orkplace H

arassm
ent Support 

O
fficers. 

 
 

 

 
O

ur EAP provider is LG
B
TI+

 inclusive 
and is able to support our LG

BTI+
 

em
ployees. 

 
 

 

A
8

. D
evelop D

iversity 
M

etrics and reporting 
 

O
ur bullying and harassm

ent reporting 
includes specific inform

ation related to 
LG

BTI+
. 

 
 

 

 
W

e create a safe and open trusting 
environm

ent w
here LG

B
TI+

 staff are 
w

illing to self-identify w
hich w

ill enable 
the A

B
S
 to gather diversity 

dem
ographics across the A

B
S to 

understand, analyse and inform
 

diversity initiatives and key m
etrics. 

 
 

 

 
W

e m
aintain or im

prove our State of the 
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 A
ction

s 
D

esired
 R

esu
lts 

Tim
elin

es 
R

esp
on

sib
ility 

S
u

p
p

ortin
g

 P
artn

ers 

S
ervice Em

ployee C
ensus diversity 

results (self-identification) com
pared 

w
ith previous results eg 2017. 

 
O

ur Pay and Leave system
 is capable of 

self-identification of LG
BTI+

 details 
w

hich enables the A
B
S
 to use the data 

to im
prove initiatives.  
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 Trackin
g

 P
ro

gress an
d

 R
ep

ortin
g

  
W

e w
ill m

onitor our progress against the LG
BTI+

 A
ction Plan through the Annual R

eport, People C
om

m
ittee and senior m

anagem
ent internally. 

The PR
ID

E N
etw

ork in conjunction w
ith W

orkforce Strategies w
ill continue to m

onitor the LG
B
TI+

 A
ction Plan’s im

plem
entation. 

 A
ction

s 
D

esired
 R

esu
lts 

Tim
elin

es 
R

esp
on

sib
ility 

S
u

p
p

ortin
g

 P
artn

ers 

A
9

. R
eport achievem

ents, 
challenges and learnings 
internally. 

 
LG

BTI+
 Action Plan progress reported to 

People C
om

m
ittee and staff. 

 
 

 

 
W

e have the system
s and capability to 

track, m
easure and report on the A

ction 
Plan. 

 
 

 

A
1

0
. R

eview
, refresh and 

update A
ction Plan. 

 
W

e ensure w
e have a new

 A
ction Plan 

w
hich builds on our learnings, 

challenges and achievem
ents before the 

current plan expires. 
 

D
eveloped in conjunction w

ith PR
ID

E 
netw

ork and em
ployees. 
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Q
1

.1
2

 (b
) an

d
 (C

) LG
B

TI En
g

ag
em

en
t an

d
 oth

er key m
etrics 

 A
n

alysis o
f 2

0
1

8
 A

P
S

 Em
p

loyee C
en

su
s resu

lts –
 LG

B
TI+

 

 This analysis focuses on the 2018 A
PS

 Em
ployee C

ensus results for respondents w
ho indicated that they identified as LG

B
TI +

 or chose not to disclose 
their LG

B
TI+

 status. 

 H
ead

lin
es 

 
4.8%

 (99) of A
B
S
 respondents in this year’s A

PS Em
ployee C

ensus identified as LG
B
TI+

 (A
PS

 4.4%
) and 3.9%

 (80) chose not to disclose their 
LG

B
TI+

 status (A
PS

 4.2%
). 

   
For around tw

o thirds of the attitudinal questions, A
B
S
 respondents w

ho identified as LG
B
TI+

 w
ere less positive than the A

B
S
 overall (approx. one 

third >
5%

). For A
B
S
 respondents w

ho chose not to disclose their LG
B
TI+

 status they w
ere below

 the A
B
S
 overall for all but one question (all but 

four questions w
ere >

5%
). P

ossib
le d

iscu
ssion

 p
oin

t: W
h

y are resu
lts for th

ose w
h

o ch
ose n

ot to d
isclose so m

u
ch

 w
o

rse? 

  
A
reas of strength/good results for LG

B
TI+

 respondents w
ere sim

ilar to the strengths/good results for the A
B
S
 O

verall: 

 
– Perceptions of Im

m
ediate S

upervisor 

 
- Perceptions of C

olleagues and W
orkgroups 

 
- S

upport for people of diverse backgrounds (w
ith the exception of support from

 S
ES

 m
anager) 

 
- W

orkplace C
onditions 

 
P

ossib
le d

iscu
ssion

 p
oin

t: W
h

at’s b
ein

g
 d

on
e to d

rive th
ese p

ositive resu
lts? 

  
A
reas for im

provem
ent/poor results for LG

B
TI+

 respondents w
ere also sim

ilar to the ones for the A
B
S
 O

verall: 

 
- Perceptions of S

enior Leadership 

 
- Perceptions of R

isk M
anagem

ent 

 
- Internal C

om
m

unication 

 
- A

gency Engagem
ent (i.e. feeling valued/being m

otivated &
 inspired/pride and attachm

ent to agency) 
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- Job S

ecurity &
 C

areer Progression 

 
P

ossib
le d

iscu
ssion

 p
oin

t: W
h

at’s d
rivin

g
 th

ese n
eg

ative resu
lts? W

h
at can

 b
e d

o
n

e to im
p

rove in
 th

ese areas? 

Em
p

loyee en
g

ag
em

en
t 

  
Em

ployee engagem
ent scores for em

ployees w
ho identified as being LG

B
TI+

 w
ere below

 the A
B
S
 overall scores for three of the four engagem

ent 

indices (S
upervisor engagem

ent w
as higher). Job, Team

 and S
upervisor engagem

ent scores all increased from
 2017 w

hilst A
gency rem

ained the sam
e.  

W
hen com

pared to results for all A
PS

 em
ployees w

ho identified as LG
B
TI+

, Team
 and S

upervisor engagem
ent scores are higher for A

B
S
 LG

B
TI+

 

respondents and scores are equal for Job and A
gency engagem

ent. 

  
For A

B
S
 em

ployees that chose not to disclose w
hether they identified as being LG

B
TI+

, their engagem
ent scores are w

ell below
 both the A

B
S
 

overall and those w
ho identified as being LG

B
TI+

. A
ll four indices decreased from

 2017. W
hen com

pared w
ith all A

PS em
ployees w

ho chose not to 

disclose, the results are m
ixed but sim

ilar. 

 C
om

p
arison

 of En
g

ag
em

en
t In

d
ex S

co
res (A

P
S

 En
g

ag
em

en
t m

od
el) 

 

Em
p

loyee 
En

g
ag

em
en

t In
d

ices 
A

B
S

 - O
verall 

A
B

S
 –

 Id
en

tify as 
LG

B
TI+

 

A
B

S
 –

 LG
B

TI 
ch

ose  n
ot to 

say 

A
P

S
 –

 Id
en

tify 
as LG

B
TI+

 

A
P

S
 –

 LG
B

TI 
ch

ose n
ot to 

say 

Job
 

 
7.2 (

0.2) 
7.0 (

0.4) 
6.2 (

0.1) 
7.0 (

0.3) 
6.2 (

0.2) 

Team
 

 
7.2 (

0.2) 
7.1 (

0.2) 
5.9 (

0.6) 
6.8 (

0.1) 
5.8 (

0.1) 

S
u

p
ervisor 

 
7.9 (

0.2) 
8.0 (

0.3) 
7.0 (

0.5) 
7.6 (

0.1) 
6.8 (-) 

A
g

en
cy 

 
6.0 (

0.1) 
5.7 (-) 

4.8 (
0.3) 

5.7 (-) 
4.9 (-) 
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B
rackets indicate change betw

een 2017 and 2018 S
cores 

     
A
s w

ell as the above A
PS

 em
ployee engagem

ent m
odel, this year’s results also included the internationally recognised ‘S

ay, S
tay, S

trive’ m
odel 

of engagem
ent as an additional m

easure of em
ployee engagem

ent.  The score for A
B
S
 em
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2018 
2017 

Variance 
M

y im
m

ediate supervisor encourages m
e 

83%
 

73%
 

+10%
 

How
 does the geographic distribution of your Section im

pact on your ability to successfully 
deliver results for the ABS? 

42%
 

32%
 

+10%
 

M
y SES m

anager gives their tim
e to identify and develop talented people 

34%
 

24%
 

+10%
 

M
y supervisor m

aintains com
posure under pressure 

88%
 

77%
 

+11%
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m
ediate supervisor encourages m

e to com
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ith new
 or better w

ays of doing things 
81%

 
70%

 
+11%

 
M

y supervisor helps to develop m
y capability 

83%
 

70%
 

+13%
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 clear w
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y duties and responsibilities are 

87%
 

72%
 

+15%
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orkgroup are honest, open and transparent in their dealings 
88%

 
73%

 
+15%

 
 D

ecreases 

Q
uestion 

2018 
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person for the right job) 
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 to respond to future challenges 
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y agency feel they are valued for their contribution 
35%

 
44%
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ellbeing 
59%

 
68%
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Q2.3(c) – National Consultative Newspoint and Minute extract 
 

  
 

 
 
 
The second National Forum for 2018 was held on 1 November.  
 
Thank you to all of the representatives who participated in the forum for preparing and 
sharing their views and the views of their constituents. 
 
The November National Forum had a strong focus on the ABS results from the APS 
Employee Census, a range of People Services topics, and Consultation in the ABS. 
 
All those interested in learning more about what was discussed at the National Forum 
can read the Minutes on the National Consultation WDB Notes Link. 
 
More information on consultative forums can be found on the National Consultation 
WDB Notes Link. 
 

 
General Manager, People, Capability and Communication Division 
ABS Diversity & Inclusion Champion 
 
13 December 2018 

 

Minutes extract specifically related to LGBTI+ 

Update on LGBTI Action Plan and other related activities (submission 
received from the SSG Group CF representative) 
 
In responding to this item, PM, PSB took the content of the staff submission Notes 
Link as read by the members and provided the following update. 
 
Action Plan and AWEI and LGBTI Inclusion Survey: 
 
 The LGBTI+ Action plan has not progressed in much detail since the NewsPoint 

in February due to the decision to wait until the outcome of the Australian 
Workplace Equality Index (AWEI) results for 2017-2018 were available, in order 
to use them to provide guidance in areas to improve.  
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 These results were provided to the ABS in June 2018 and were distributed to the 
Pride Network for discussion and review. The Pride Network have worked 
through the 2018 transcript results with the ABS Account Manager from Pride In 
Diversity at a meeting in late August to identify areas of improvement and what 
evidence needs to be collected and documented for 2018/19 submission.  

 ABS transaction results from AWEI can be shared with staff and a NewsPoint will 
be developed and released by end of November after consultation with the Pride 
network, although the AWEI survey responses have not been analysed with any 
detail as yet to identify any issues, concerns or improvements. Once survey 
responses have been analysed, outcomes from this analysis will be included in 
the LGBTI+ Action plan and the expected timing on this is by end of June 2019. 

  
Training: 

 The proposed training module - "Walking in Rainbow Shoes" (produced by Pride 
in Diversity) was sent to Pride network in February for endorsement and 
Network members decided that changes would be needed before the module 
could be released.  

 Network members undertook the task of creating additional supporting 
documentation to accompany the module to provide a more representative 
package.   

New documentation was finalised  in late July and People Strategies and Inclusion 
plan to have the module and supporting documentation and anticipated release into 
Capability Plus by end of 2018. 

 

AMLPS: 
 
 There were some positive comments from the LGBTI Inclusion Survey from 

respondents. However, the less than favourable comments mainly centred 
around the perceived inability to be able to express private views on AMLPS due 
to the involvement of the ABS running the survey.   

 Respondents said the wording and communication of many of the NewsPoints 
and correspondence was damaging and had an impact on individuals' mental 
health.  

 Respondents believed the ABS was not supportive of its LGBTI+ community and 
many are upset about the handling of this. 

  
General discussion: 
 
 CPSU representatives noted that the AMLPS experience continues to impact the 

mental health of LGBTI staff and their sense of belonging in the ABS, but did the 
note the organisation's recognition that ABS could have support staff better 
during the process. The CPSU representative suggested it may be appropriate to 
make a formal apology to LGBTI staff. Management representatives committed 
to continue to consult with the Pride Network on the impact of the AMLPS 
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experience on LGBTI staff and consider what might an appropriate way forward, 
in particular whether a formal apology would be appropriate. 

The SSG CF representative noted that staff are interested in the progress of the 
LGBTI Action Plan and requested that NewsPoints be used to communicate 
progress. Management representatives noted that many and various NewsPoints 
have been released in relation to diversity. Newspoints are sometimes not read by 
staff and feedback from representatives and the CPSU around how best to 
communicate key pieces of information effectively to staff is always welcomed. 

Rele
as

ed
 un

de
r F

OI A
ct



Workplace diversity and inclusion in the ABS 
 
The ABS is committed to creating and providing a workplace that is inclusive and 
benefits from the diverse skills, perspectives and experiences of our employees which 
reflect the communities we serve. 
 
The ABS Workforce Strategy 2015-2019 recognises that our people are the key to 
fulfilling the ABS’ purpose and successfully transforming our organisation.  Finalisation of 
the first ABS Inclusion and Diversity Strategy is currently underway.  This strategy 
articulates the ABS’ commitment and action to an inclusive, diverse and representative 
workforce and is planned for release in mid 2018.  
 
Fostering Inclusiveness 
To support our commitment to an inclusive and diverse organisation the ABS has: 
 Provided support for people with disability via reasonable workplace adjustments 

(RWA) including physical, technological and flexible options. 
 Developed and consulted on the new ABS Reconciliation Action Plan 2018-2021 with 

our Aboriginal and Torres Strait Islander employee network and relevant 
stakeholders, due for release in the latter part of 2018.   

 Acquired the SBS Multicultural Awareness e-learning program to assist in raising 
awareness, understanding and capability across the organisation. 

 Participated in the Australian Workplace Equality Index (AWEI) to understand the 
overall impact of inclusion initiatives on the organisational culture for both identifying 
and non-identifying LGBTI+ employees.  The ABS’ result increased by 14 base points 
equating to a 50% improvement on the previous year’s results. 

 Increased our employee networks from two to six with the creation of the ABS Pride 
Network, Leveraging Asperger’s and Autism Network, Gender Equity Network, 
Culturally and Linguistically Diverse Network in addition to our existing Disability and 
Carers Network and Aboriginal and Torres Strait Islander Network (Youmpla). 

 Increased the number of Senior Executives who are diversity champions to 10 to 
provide strong support to our diverse employee networks 

 Brought together members of our Youmpla employee network on the 10th 
Anniversary of the National Apology for a workshop focused on enhancing support for 
Aboriginal and Torres Strait Islander employees. 

 Released a Disability and Carers Resources document which provides information for 
employees on resources available internally and externally. 

 Released the Inclusion and Diversity Channel which provides on demand videos of 
Inclusion and Diversity activities that have been presented in the ABS. 
 

The Australian Statistician, , continued to drive inclusion and diversity 
initiatives in his role as a Male Champions of Change through: 
 Release of Flex Works – which is a commitment to say ‘yes’ to reasonable requests 

from employees to work flexibly, unless there is a compelling business reason not to. 
This initiative won the 2018 Federal Government Champion of Flexible Working 
Award 

 Signing up to the Closing the Gender Pay Gap Report 2017 and undertaking an ABS 
gender pay audit, using the Workplace Gender Equality Agency's (WGEA) industry 
standard for measuring gender pay gaps. ABS results compared favourably with the 
APS and Australia wide results. 

 
ABS employee, , won an individual award in recognition of his personal 
contribution to promoting diversity and inclusion at the Australian Public Service 
Diversity and Gender Equality Awards 2017.  
 
The Australian Human Rights Commission and the Disability Discrimination 
Commissioner recognised our engagement with the disability sector to ensure adoption 
of best practice support and accessibility in the Australian Marriage Law Postal Survey. 
The ABS also invested in Translating and Interpreting Services to support our culturally 
and linguistically diverse communities participate in the survey. 
 
Recruiting for a diverse workforce 
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The ABS has continued to identify opportunities to recruit and attract a diverse workforce 
including: 
 Participating in affirmative measure recruitment programs for Aboriginal and Torres 

Strait Islander peoples including APS Indigenous Graduate program, Indigenous 
Australian Government Development Program (IAGDP), Indigenous Apprentice 
Program, Australian Government Indigenous Lateral Entry Program (AGILE) and 
advertised positions with the ABS as affirmative measures (for example, ABS 
Graduate Program). 

 Participating in the APS GradAccess Program for graduates with a disability. 
 Partnering with JobAccess to increase employment opportunities for people with 

disability. 
 Participating in the ‘Dandelion 2’ program which sources and assesses Autistic talent 

for the APS, to identify suitable candidates for the ABS. 
 Utilising the APS RecruitAbility scheme for all vacancies. 
 Updating the inclusion and diversity material on the ABS website Careers Pages 
 In its 2018 graduate intake, 3% of graduates identified that they had a disability, 

and 42% were female.  
 

ABS Workforce Diversity Profile 
At 30 June 2018, staff who identified as Aboriginal and Torres Strait Islander peoples 
represented 0.8% of the total number of staff (office-based staff and interviewers) in the 
ABS (excluding unpaid inoperative staff). 

Table 6.4: Number of Aboriginal and Torres Strait Islander peoples employed(a) in the ABS, 2017–18 

 30 June 2017 30 June 2018 
Ongoing employees 22 23 
Non-ongoing employees 4 2 
Ongoing Interviewers n/a 1 
Non-Ongoing Interviewers  n/a 0 
Total 26 26 

    (a) Includes operative and paid inoperative staff as at 30 June 2018. 

At 30 June 2018 staff who identified as having disability represented 1.9% of the total 
number of staff (office-based staff and interviewers) in the ABS (excluding unpaid 
inoperative staff). 

Table 6.5: Number of staff identifying as having disability employed(a) in the ABS,(2017–18 

 30 June 2017 30 June 2018 

Ongoing employees 65 59 

Non-ongoing employees 3 2 

Ongoing Interviewers n/a 4 

Non-Ongoing Interviewers  n/a 0 

Total 68 65 

   (a) Includes operative and paid inoperative staff as at 30 June 2018. 

 
The ABS is committed to achieving gender diversity at all levels.  Just over half (54.8%) 
of the workforce (excluding unpaid inoperative staff) is female, with just under half 
(47.8%) of senior executive roles held by females. 
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Table 6.6: Total employee(a), (b)s by level and gender as at 30 June 2018  

Classification Female Male Total 
Cadet 0 0 0 
Graduate 12 17 29 
APS1 0 0 0 
APS2 78 49 127 
APS3 57 42 99 
APS4 296 296 592 
APS5 300 210 510 
APS6 350 327 677 
EXEC1 231 233 464 
EXEC2 53 80 133 
SES 22 24 46 
Interviewers 365 179 544 
Total 1764 1457 3221 

    (a) Includes operative and paid inoperative, ongoing and non-ongoing staff. 
     (b)  Excludes the Australian Statistician (statutory appointment). 
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��	������������ ��
���

������

The aim of the network is to create a workplace culture that respects all diversity and is equally inclusive of those
who are sexuality, sex or gender diverse.

���������


The ABS Pride Network is comprised of sexuality, sex and gender diverse staff of the ABS, this includes (but is
not limited to) those staff who identify as Lesbian, Gay, Bisexual, Transgender, Intersex, Queer, Asexual and
their allies. An ally is anyone who wants to support their sexuality or gender diverse colleagues and community
members to make the ABS and Australia more inclusive and accepting. Anyone who agrees with this goal is
welcome to participate in the ABS Pride Network.

��
��

Key objectives of the group are to:

• Improve the inclusiveness of the ABS for sexuality, sex or gender diverse staff members,
• Establishing a social network for sexuality, sex or gender diverse staff members within the ABS,
• Improve the collection and representation of LGBTIQ statistics.

	�������

���������������	�	�	�	��

�!����������������

The role of the Executive Sponsor is to:

• listen to staff - through network meetings, in groups and individually
• communicate LGBTIQ issues to the organisation,
• be visible as the network’s champion
• draw the organisation’s attention on LGBTIQ issues that need addressing
• truly care for the network
• be available to guide the working groups
• provide an honest assessment on issues to both the organisation and to individuals.

The executive sponsor must:

• prioritise attendance at Network meetings and events
• support the relevant organisational area
• hold regular opportunities for staff to come see them or engage
• attend APS activities where relevant within the diversity group
• Support people to identify with their diversity group publicly where they feel able and within the HR

system.

��������������
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Working groups have been established to support each of the three goals of the network. Each working group
will lead activity and engage with the other members of the network to progress their specific goal. Working
groups must update the Network each month on progress and significant issues.

������������"����

The ABS Diversity team supports the network in a range of activities that the Network requires. This
includes Newspoints, LCDs and network administration.  Members of the diversity team attend
network meetings and provide updates to the Network and the LGBTI+ Champion on activities being
undertaken on behalf of the network as well as updates regarding inclusion and diversity activities
across the organisation.


�� ����	������

Members are the life blood of the network and members should:

• actively participate in network meetings
• help raise the profile of the network and
• identify and discuss practices, policies and behaviours which impact on the LGBTIQ community
• conduct themselves professionally at all internal/external events
• ensure participation in the network is not at the detriment of work performance
• respect confidentiality of network members
• arrange, chair and set the agenda for monthly network meetings.

���
�����

��������������

The ABS Diversity Team provides a range of administrative support to the network including preparing agendas
for network meetings and assisting with onboarding new members to the network.

	�������

• Network Meetings are held monthly
• All meetings are held in ABS offices, where possible using Video Conferencing rooms

��������������������

Limitations on the funding available, we will need to use our personal efforts wisely, and be cognisant to ensure
network activities do not affect day to day work performance.

��������������

The Network has a banner for Newspoints which should be used for all announcements. Communications from
the network to all ABS staff should be approved by the Executive Sponsor.

���������

The network will annually review our goals, actions and Network Charter. Additionally, the network will produce
an annual summary of actions undertaken and the impact of our work.
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Q4.2 (c) – Connections Page (intranet page) Managed by members of the network 
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Q4.2 (e) Feedback from Members about Network  

Pride Network Minutes 26 November 2018 excerpt 

 
Review ABS Pride 
Network structure 

All  3 current working 
groups - is this 
working? Should we 
include more specific 
detail on documents 
outlining their 
responsibilities? How 
do new members 
become involved in 
already existing 
working groups? 

I. Improve inclusiveness of the ABS 
II. Establish a social network for LGBTI+ 

staff 
 Challenging to get attendance at 

morning teas 
 Look at non-food based social events 
 Movie screening? 
 PID has networking events after the 

monthly state Round Tables, any 
number of members can attend. 
Maybe try sending around the 
networking information to your local 
office, could be good for those who 
can't attend network events in 
working hours 

III. Improve collection and 
representation of LGBTI+ statistics 

IV.  
General agreement is to abolish the current 
working group structure, and simply create a 
working group for a specific issue as they 
arise 
 
Working groups 1 and 3 are somewhat 
duplicating effort that other parts of the ABS 
are already looking at (eg  team is 
already working on inclusiveness) 
 
Include agenda item in Dec about reflecting 
on the network's achievements and 
consolidating the working groups 
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17 December 2018 Minutes 

 
2018 Reflection and 
confirm ABS Pride 
Network structure 

All  Rather than 
workgroups, maybe 
projects ie promotion, 
training 

Some of the Pride Workgroups duplicate 
activity in already existing functions eg. 
Inclusion & Diversity Team activities. 
 
Agreed going forward - that rather than 
having the 3 workgroups the network would 
like to support individual issues as they arise 
and form workgroups for certain projects as 
required.  
 
Some discussion about how other networks 
currently run and what might work for 
PRIDE. 
 

 suggested to the Pride Network 
trialling a different format that would limit 
the 'formal' activities and allow more 'free' 
time for discussion to allow for it being a 
network not a committee.  Action Items tend 
to take up a significant amount of time 
during meetings - rather than go through 
each one, agreed that a detailed update to 
be provided next to the action item on the 
agenda and the opportunity to ask questions 
on any action item by exception. 
 
Look at running a survey to canvas views 
anonymously to capture views - not just from 
PRIDE maybe open wider.   
Action Item -  to develop a new 
agenda which allows for more time for 
general discussion 
Place on agenda for 2019 discussion. 
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Q4.2 (h) Newspoints Promotion  - Join the Pride network – Allies 2018  

 

 

  
 

Would you like to join the Pride Network? 

The PRIDE Network brings ABS staff who identify as sexuality or gender diverse (including 
but not limited to people identifying as Lesbian, Gay, Bisexual, Transgender, Intersex and 
Queer) and allies together.  

The network invites both LGBTI+ staff and allies to join the ABS Pride Network and help work 
towards creating a more inclusive and accepting work environment.  

An ally is anyone who supports their LGBTI+ identifying colleagues and community 
members. Allies play an important role in the success of our Pride Network, helping to: 

 Advocate LGBTI+ workplace inclusion  
 Promote the ABS Pride Network and its important contribution to inclusion and our 

respectful workplace where people can be themselves 
 See something? Say something - Call out inappropriate behaviour and remarks. 

 
Please see the Ally statement below for more ways allies make a difference. 
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I was hesitant at first about whether to join the ABS Pride Network. Not being 
sure about what an ally was, I was concerned about being an interloper. I 
needn't have worried. I was made to feel welcome from the first meeting and 
reassured that allies are in fact very important to the network. Being an ally 
gives me a much better appreciation of the experiences of my LGBTI+ 
colleagues and a stronger sense of how I can help to create a more inclusive 
organisational environment to the benefit of all. I have developed an 
enormous respect for the members of the ABS Pride Network, many of whom 
deal with challenging interactions on a day to day basis with grace and tact. 
This was especially so during the Australian Marriage Law Survey, which 
while a great success for the ABS in a strategic and operational sense, was a 
difficult time for many of our LGBTI+ team members. There are so many 
ways in which we can make the workplace environment more comfortable 
and welcoming for all, through policies and official means but also just by 
being warm and open and prepared to walk a while in rainbow shoes. 
Feedback suggests that even small gestures of inclusiveness from team 
members and managers are very much appreciated. I have learnt that many 
people assume that because they think we are all equal (of course we are) 
and that they treat everybody the same, that there isn't more we can do to 
create an inclusive workplace: there is. My membership on the Pride Network 
has made me a more thoughtful and inclusive manager and I encourage all 
staff including SES to consider joining! 
 

 
ABS employee, LGBTI Champion and Ally 

 
 
 
The network meets on a regular basis to share information and experiences that will help 
support the community, and also provides an opportunity for staff to discuss any issues and 
seek support from other network members.  

To find out more information, please see the Pride Network Knowledge document 

 
Next meeting:  XXXXX 

 

The ABS is committed to providing and improving our workplaces so they better reflect our 
community, are more inclusive and benefit from the diverse skills, perspectives and 
experiences of our employees. The Inclusion and Diversity Strategy 2018-2021 reaffirms the 
importance the ABS places on providing workplaces where everyone can contribute fully, feel 
valued, and be themselves without fear. Being diverse and inclusive supports us to become a 
higher performing and infinitely stronger organisation. 
 

  
LGBTI+ Champion 
s22
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ABS Pride Employee Network Guide 
1 Introduction 
 
The Australian Bureau of Statistics (ABS) has established the ABS Pride Network as an avenue 
to support LGBTI+ employees and their allies. An ally is anyone who wants to support the work 
of the Pride Network to make the ABS and Nation more inclusive and accepting.  
 
2 Purpose 
 
The aim of the network is to create a workplace culture that respects all diversity and is equally 
inclusive of those who are sexuality, sex or gender diverse.  
 
3 Membership 
 
The Network is open to all ABS employees at all classification levels. The ABS Pride Network 
comprises of sexuality, sex and gender diverse employees, this includes (but is not limited to) 
those staff who are Lesbian, Gay, Bisexual, Transgender, Intersex, Queer, Asexual and their 
allies.  
 
Employees interested in joining the Network can join by completing a Service Request form in 
Services@ABS. 
 
4 Logistics 
 
The Network will meet on a monthly basis, via video conference across all ABS offices. Due to 
time zone differences, meetings will be scheduled to begin no earlier than 11am AEST and 
finish no later than 4pm AEST. Meetings will be for 1 hour in duration. Work time may be used 
to attend, provided the meeting occurs within the employee's normal working hours. 
 
5 Roles and Responsibilities 
 
Network members are responsible for: 

I. attending meetings; 
II. facilitating meetings (ie. chair, minutes); 

III. upholding confidentiality in relation to all discussions of a personal nature; 
IV. referring matters as appropriate to People Strategies and Inclusion (PSI) or ABS 

LGBTI+ Champion(s), with an overview of the matter and recommended solution/s; 
V. considering opportunities provided by PSI to have input into ABS and APS disability 

and carers strategies, programs and policies, as they arise;  
VI. fostering an inclusive environment to share knowledge with, and support, other 

members;  
VII. fostering a respectful environment and adhering to the APS Code of Conduct; and 
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VIII. consulting the rest of the network (via email, meetings or through People Strategies 
and Inclusion) prior to acting on behalf of the network, this is essential when liaising 
externally. 

 
People Strategies and Inclusion (PSI)  is responsible for supporting the Network by: 

I. scheduling meetings; 
II. attending meetings; 

III. maintaining the Network membership list, and adding new members, upon request;  
IV. encouraging attendance and promoting the Network within the ABS; 
V. addressing matters raised by the group in a timely manner; and 
VI. providing the Network with opportunities as they arise to have input into ABS and 

APS strategies, programs and policies, as appropriate. 
 

The ABS LGBTI+ Champion is responsible for supporting the Network by: 
I. attending meetings - prioritising Network meetings and related events; 
II. encouraging attendance and promoting the Network within the ABS; 

III. providing information and support to the Network, upon request (as appropriate and 
reasonable); 

IV. addressing matters raised by members in a timely manner; 
V. providing the Network with opportunities as they arise to have input into ABS and 

APS strategies, programs and policies, as appropriate; 
VI. championing for the LGBTI+ Action Plan; 

VII. representing network and ABS staff across corporate meetings, events and issues 
(including People Committee, Reference Group, Executive Board); 

VIII. representing network and ABS staff with Pride in Diversity 
IX. advocating PRIDE awareness across the ABS 

a.  
 

6 Review 
 
This Network Guide will be reviewed/amended upon the request of LGBTI+ Champion/s, Pride 
Network members, or People Strategies and Inclusion. 
 
7  Key contacts 
 

  LGBTI+ Champion 
  Network Information 

 
People Strategies and Inclusion team - ,  and  - Workplace Diversity WDB 
 
8  Additional information/resources 
Agenda template: Notes Link 
Minute template: Notes Link 
Facilitation roster: Notes Link 
Charter: Notes Link 
Knowledge Document: 
http://servicedesk.corp.abs.gov.au/CAisd/pdmweb.exe?OP=SHOW_DETAIL+HTMPL=kt_docu
ment_view.htmpl+open_mode=2+PERSID=KD:434629 
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9  Days of Significance 
 International Day Against Homophobia, Biphobia, Intersexism and Transphobia - 17 May 
 Wear it Purple - date varies late August 
 International Transgender Day of Visibility - 31 March 
 Intersex Awareness Day - 26 October 
 Transgender Day of Remembrance - 20 November 
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Q4.2(d) Confidential Conversation Contacts 

ABS Pride Network contacts - by location 
(These members have agreed to be available to have confidential conversations) 

  
LOCATION CONTACT #1 CONTACT #2 

Adelaide   (HR) 
Brisbane  
Canberra  
Darwin  
Geelong  
Hobart  
Melbourne  
Perth  
Sydney  
 

Screen shot of Workplace Diversity WDB 

 

Screen shot of PRIDE WDB 
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Q5.1 (a) – Celebrated Days  

Newspoints Promotion  - IDAHOBIT Day Promotion and Celebration 2018  

 

  
 
 

This Thursday is International Day Against Homophobia, Biphobia, Intersexism and 
Transphobia (IDAHOBIT). It is a day of global celebration for sexual and gender diversities - 
a day to stand against discrimination in support of our lesbian, gay, bisexual, transgender, 
intersex and queer mates, colleagues and families.   

The Pride Network is hosting a multicultural themed afternoon tea to celebrate 
IDAHOBIT and World Day for Cultural Diversity (21 May). Everyone is invited.  Come along, 
support your Pride Network, and bring a multicultural inspired dish to share.  

When: This Thursday 17 May, 3pm.  
Where: Wing 10 Canberra Office. 

 
To find out more, go to the IDAHOBIT website.  

 
Join the ABS Pride Network 

 
To find out more information or to join the network, please see the Pride Network Knowledge 

document. 
Next meeting: Wednesday 30 May 2018 

 
11 May 2018 
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International Day Against Homophobia, Biphobia, Intersexism and 
Transphobia 

Alliances for Solidarity 
 

Today, 17 May, is International Day Against Homophobia, Biphobia, Intersexism and 
Transphobia (IDAHOBIT). It is a day of global celebration for sexual and gender diversities 
and is celebrated in more than 130 countries around the world. The day was created in 2004 
to draw the attention of decision makers, opinion leaders, local authorities, social 
movements, media and the public to the violence and discrimination that LGBTI+ people 
experience. This year's theme is "Alliances for Solidarity" which places a focus on reaching 
out to new allies to raise awareness and take action, as well as strengthening existing 
alliances. 

The ABS strives to create a safe, diverse and inclusive workplace which is free of 
homophobia, transphobia and biphobia. 

 
 
The Pride Network is hosting a multicultural themed afternoon tea to celebrate IDAHOBIT 
and World Day for Cultural Diversity (21 May)  to which you are invited.  Come along, support 
your Pride Network, and bring a multicultural inspired dish to share. When: Today, 3pm. 
Where: Wing 10 Canberra Office. 

Brisbane office will be holding a morning tea in the Level 7 kitchen at 10:30am today. A 
variety of rainbow food will be available! Contact the Brisbane Social Club for more 
information. 
 
Geelong office will be holding a morning tea in the Level 3 kitchen at 10:30am today to 
celebrate diversity. 
 
The ABS is committed to providing an inclusive workplace culture and increasing the diversity 
of our workforce. The ABS Workforce Strategy 2015-19and the People and Culture Action 
Plan 2017-18reaffirm the importance the ABS places on providing a workplace that is 
inclusive and recognises the diverse skills, perspectives and experiences of our employees. 
This contributes to the ABS being more reflective of the communities we serve and being a 
workplace that becomes infinitely stronger because of it.   
 

 
LGBTI+ Champion 
 

 
Diversity and Inclusion Champion 
 
17 May 2018  
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Newspoints Promotion  - Wear it Purple 2018  

 

 

  
 

Wear it Purple Day 2018 
Because we empower together 

 
Today is Wear it Purple Day, a day for showing support toward and empowering sexually and 
gender diverse young people. Wear it Purple was established as a response to LGBTI+ youth 
taking their own lives following bullying, harassment and lack of acceptance of their sexual or 
gender identity. Now is the time to show young people across the globe that there are people 
who accept and support them as they are. 
 
We encourage you to get involved and wear purple today to show support and help foster 
supportive, safe and accepting environments for LGBTI+ Youth. You don’t need to wear 
head-to-toe purple (unless you want to!) so consider a purple scarf, tie or headband if you 
don’t have other purple clothes. 
 
What can you do? 
 to learn more about Wear it Purple Day visit their website 
 consider joining the ABS Pride Network (allies welcome!) 
 wear purple on Friday 31 August - remember to speak up and let people know why you're 

wearing purple. 
 get connected to the 'Wear it purple community' on Facebook, Twitter and Instagram 
 

  
 
 

 
LGBTI+ Champion  
 

 
Diversity and Inclusion Champion 
 
31 August 2018 
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Newspoints Promotion  - World AIDS Day  2018  

 

 

  
 

Tomorrow is World AIDS Day, held on 1 December each year. World AIDS Day is used to 
raise awareness and show support to people living with Human Immunodeficiency Virus 
(HIV) or Acquired Immune Deficiency Syndrome (AIDS). It is also a time for acknowledging 
and remembering those who have died of AIDS or HIV related conditions. HIV is a condition 
that can cause AIDS; it is important to note HIV and AIDS are not the same thing. 
 
The 2018 World AIDS Day theme for Australia is: "Everybody counts". Australians are 
encouraged to get involved by: 
 educating themselves and others about HIV and AIDS 
 taking action to reduce transmission by adopting and promoting prevention strategies 
 ensuring people living with HIV and AIDS can fully participate in today's society, free from 

stigma and discrimination. 
  
Did you know? 
While treatment for HIV is continually improving, at present there still is no cure.  
 
What can you do? 
 Visit the World AIDS Day website 
 Attend a World AIDS Day event 
 Get the facts about HIV and AIDS 
 Support and encourage others to access testing, treatment and care 
 Show your support by wearing a red ribbon - the universal symbol of awareness and 

support for people living with HIV. 
 
The ABS is committed to providing and improving our workplaces so they better reflect our 
community, are more inclusive and benefit from the diverse skills, perspectives and 
experiences of our employees. The Inclusion and Diversity Strategy 2018-2021 reaffirms the 
importance the ABS places on providing workplaces where everyone can contribute fully, feel 
valued, and be themselves without fear. Being diverse and inclusive supports us to become a 
higher performing and infinitively stronger organisation. 
 
 

 
LGBTI+ Champion 
 

 
Diversity and Inclusion Champion 
 
30 November 2018 
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Q5.1 (b) Celebration Days 

Newspoints Promotion  - International Transgender Day of Visibility 2018  

 

  

Saturday 31 March is International Transgender Day of Visibility.  The day is celebrated 
annually and is dedicated to celebrating transgender and gender non-conforming people, 
their accomplishments and victories. It is also an opportunity to raise awareness of the 
challenges and issues Transgender people face everyday and fight against cissexism and 
transphobia. 
 
Did you know? The 2016 Census counted 1,260 sex and/or gender diverse people in 
Australia. This was the first Australian Census to have a response option available on the 
online form for sex other than male or female. 
 

 
If you are interested in joining the ABS Pride Network and creating a more inclusive and 
accepting ABS for LGBTI+ staff, please see the Pride Network Knowledge Document. 

The ABS is committed to providing an inclusive workplace culture and increasing the diversity 
of our workforce. The ABS Workforce Strategy 2015-19and the People and Culture Action 
Plan 2017-18reaffirm the importance the ABS places on providing a workplace that is 
inclusive and recognises the diverse skills, perspectives and experiences of our employees. 
This contributes to the ABS being more reflective of the communities we serve and being a 
workplace that becomes infinitely stronger because of it. 
 
 

 
Pride Network Champion 

 
Diversity & Inclusion Champion 
 
29 March 2018 
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Newspoints Promotion  - International Transgender Day of Remembrance  2018  

 

  
 

Today is Transgender Day of Remembrance, started in 1999 by transgender advocate 
Gwendolyn Ann Smith. Transgender Day of Remembrance is observed annually on 20 
November - the day is used to honour the memory of trans and gender diverse people whose 
lives were lost in acts of ani-transgender violence and to draw attention to the continued 
violence toward trans and gender diverse communities.  
 
The ABS is committed to providing and improving our workplaces so they better reflect our 
community, are more inclusive and benefit from the diverse skills, perspectives and 
experiences of our employees. The Inclusion and Diversity Strategy 2018-2021 reaffirms the 
importance the ABS places on providing workplaces where everyone can contribute fully, feel 
valued, and be themselves without fear. Being diverse and inclusive supports us to become a 
higher performing and infinitely stronger organisation. 
 
What you can do: 
 consider joining the ABS Pride Network (you can join as an ally!) 
 always use inclusive language Notes Link 
 participate in a vigil  
 take a look at the International Transgender Day of Remembrance website 
 

 
LGBTI+ Champion 
 

 
Diversity and Inclusion Champion 
 
20 November 2018 
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Newspoints Promotion  - Intersex Awareness Day  2018  

 

 

  
 

Today is Intersex Awareness Day.  It marks the first public demonstration by intersex people 
in North America in 1996, and is now observed internationally.  
 
The ABS is committed to providing and improving our workplaces so they better reflect our 
community, are more inclusive and benefit from the diverse skills, perspectives and 
experiences of our employees.  The Inclusion and Diversity Strategy 2018-2021 reaffirms the 
importance the ABS places on providing workplaces where everyone can contribute fully, feel 
valued, and be themselves without fear. Being diverse and inclusive supports us to become a 
higher performing and infinitively stronger organisation. 

 
In the Resilient Individuals: Sexual Orientation Gender Identity & Intersex Rights 2015 report, 
the Australian Human Rights Commission defines intersex as: "People who are born with 
genetic, hormonal or physical sex characteristics that are not typically 'male' or 'female'." 
 
The 2016 Census was the first Australian Census to have a response option available on the 
online form for sex other than male or female, via a special online form with an 'Other' 
response option to the sex question. The census counted 1,260 sex and/or gender diverse 
people in Australia. This count is not considered to be an accurate count, due to limitations 
around the special procedures and willingness or opportunity to report as sex and/or gender 
diverse. If you would like to learn more about sex and gender diversity in the 2016 Census, 
please see: 2071.0 - Census of Population and Housing: Reflecting Australia - Stories from 
the Census, 2016   
 
 
What you can do: 
 consider joining the ABS Pride Network (you can join as an ally!) 
 visit Intersex Human Rights Australia or the Intersex Day website to learn more 
 show your support by purchasing a badge on the Intersex Day website 
 get connected to the Intersex Awareness Day community on Facebook 
 reflect on your own assumptions and practices 
 
 

 &  
LGBTI+ Champions 
 

 
Diversity and Inclusion Champion 
 
26 October 2018 
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Q5.1(c) Welcome to new starters re Diversity Networks and relevant PRIDE information. 

*********************** 
Hi, 
 
Welcome to the ABS! Please find some important information and helpful documents below.  
 
The following link takes you to the New Starter Quick Reference Guide within Services@ABS. Please 
make your way through the First Day, First Week and Orientate & Perform sections. 
 
Click here to complete the Services@ABS eLearning Module, to learn how to navigate the system 
quickly and efficiently. 
 
A list of mandatory e-learning modules can be found here. 

Other important information 
 

Please take the time to go through this section and follow the links. 
 

 

   Diversity Employee Networks    
Information on the employee networks that are active in the ABS are currently, PRIDE, Youmpla 
(Aboriginal and Torres Strait Islander), Disability and Carers, Gender Equity, CALD.  Further 
information can be found at Inclusion & Diversity  
 

   Workplace Diversity Statistics  
ABS employees are asked to provide their diversity status information on ABS Pay & Leave to ensure 
the ABS and APS have accurate information about the diversity of our workforce, including cultural 
and linguistic status and background, disability status and educational qualifications. 
To provide this information this link. 
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Inclusion and Diversity Link Information: 

Workplace Inclusion and Diversity 
  
Summary: 
Information about workplace inclusion and diversity in the ABS 
  
Detail: 
The ABS is committed to providing a workplace that is inclusive and recognises the diverse skills, 
perspectives and experiences of our employees which contributes to the ABS being more reflective 
of the communities we serve and one that becomes infinitely stronger because of it.  

Inclusion and diversity is recognising, respecting and valuing individual differences, having an 
environment where people are empowered and can fully contribute their talents, skills, experiences, 
thoughts and energies to the workplace. Diversity refers to differences in gender, age, language, 
ethnicity, cultural background, disability, religious beliefs, sexual orientation and family 
responsibilities. In the workplace, it also encompasses differences between individuals in 
educational level, life experience, work experience, socio-economic background and personality.  

Our commitment is demonstrated through a range of workplace policies, strategies and initiatives 
including:  

 access to a variety of flexible working arrangements such as working from home, part time and 
flexible hours   

 support for managers and employees via training and awareness programs   
 recognising and celebrating important cultural and diverse events and days   
 policies that reflect community expectations (eg Domestic and Family Violence Leave and 

Cultural Leave) and   
 employee networks designed for staff to connect, express their views and experiences and 

share information.  

In addition, we are members of the Australian Network on Disability, Pride in Diversity and Diversity 
Council of Australia and have engaged and committed senior executive champions for Diversity, 
Reconciliation, Disability and Carers, LGBTI+, Gender Diversity, Leveraging Aspergers and Autism, 
and Culturally and Linguistically Diverse (CALD) networks. 

Employee Networks within the ABS 

Youmpla Network - is the ABS Aboriginal and Torres Strait Islander employee network and is open to 
all employees. This network provides an avenue of support and an opportunity for ABS Aboriginal 
and Torres Strait Islander employees to meet on a regular basis in a friendly informal environment, 
to share knowledge, information and experiences, and foster meaningful and sustainable 
relationships to support one another in the workplace. The meetings also provide an opportunity for 
members to be updated on relevant internal and external projects, forums and other initiatives. It 
also provides input for ABS and APS diversity related strategies as required.  

Disability and Carers Network - The network aims to provide an avenue of support for employees 
with disability and employees who are carers for someone with disability. The Network provides an 
opportunity for employees to meet on a regular basis in a friendly and informal environment, to 
encourage sharing of knowledge, information and experiences while fostering meaningful and 
sustainable supportive relationships between staff. Network members are also provided with 
updates on relevant ABS and APS projects, forums and initiatives relating to disability and carers. 
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Members are also provided opportunities to inform ABS and external diversity related strategies, as 
they arise.  
 
Leveraging Aspergers & Autism Network - The Leveraging Asperger's & Autism Network (LAAN), in 
conjunction with our partnership with the ICAN Network, aims to share knowledge, build 
confidence, encourage innovation and support challenges to achieve organisational, team and 
personal goals. The LAAN is a professional development, mentoring and networking opportunity for 
ABS staff at all levels; those on the spectrum, those who think they could be, and managers, 
colleagues, family members and friends of those on the spectrum. 
 
Gender Equity Network - The ABS Gender Equity network is a staff driven support network focused 
on creating a workplace culture that reflects equal inclusion of all gender identities. The network is 
open to all ABS employees, and it provides an opportunity for members to share information, 
experiences and to support each other as well as participating in identifying strategies that promote 
a more inclusive and less gender-biased work environment. 
 
Pride Network - The network brings together people at the ABS who identify as sexuality or gender 
diverse (including but not limited to people identifying as Lesbian, Gay, Bisexual, Transgender, 
Intersex and Queer) and allies. An ally is anyone who wants to support their LGBTI+-identifying 
colleagues and community members to make the ABS and Australia more inclusive and accepting. 
The Pride Network is open to all ABS employees   

Culturally and Linguistically Diverse (CALD) Network - The network aims to provide an avenue of 
support for employees of culturally and linguistically diverse backgrounds. The Network provides an 
opportunity for employees to meet on a regular basis in a friendly and informal environment, to 
encourage sharing of knowledge, information and experiences between staff and to discuss 
strategies to assist in promoting cultural diversity in the ABS. The network is open to all staff.  

For further information 

 refer to the related Knowledge Documents below  
 complete the following: Request to join an ABS Diversity Employee Network  
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Specific Link to the PRIDE Network Information Content: 
 
Pride Network Knowledge Document – Services @ABS 
 
Pride Network 
  
Summary: 
Information about the Pride Network 
  
Detail: 
What is the Pride Network?  

The Pride Network brings together staff who identify as sexuality or gender diverse including but not 
limited to people identifying as Lesbian, Gay, Bisexual, Transgender, Intersex and Queer and allies.  

Who can join the Network?  

The Pride Network is open to all ABS employees at all classification levels. If you are motivated to 
assist in making the ABS a more inclusive and accepting environment for LGBTI+ employees, we 
encourage you to join the network.  

What is an Ally? 

An ally is anyone who supports their LGBTI+ colleagues and community to make the ABS and 
Australia a more inclusive and accepting environment.  

What level of commitment is involved?   

The network meets on a monthly basis for one hour. Meetings occur via video conference.  

How do I join?  

Employees interested in joining the Network can join by completing the following Service Request 
(SR) form;  

 Request to join an ABS Diversity Employee Network 

If you would like more information about the Pride Network and what is involved please contact a 
current member from the Pride Network Contact list. 

Pride Network Champion  
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Q5.2 (a) – Visible Signs of PRIDE network 

Newspoints Promotion  - Join the PRIDE Network – various dates during 2018 

  
 

Would you like to join the Pride Network? 

The PRIDE Network brings ABS staff who identify as sexuality or gender diverse (including but not 
limited to people identifying as Lesbian, Gay, Bisexual, Transgender, Intersex and Queer) and allies 
together.  

The network invites both LGBTI+ staff and allies to join the ABS Pride Network and help work 
towards creating a more inclusive and accepting work environment.  

An ally is anyone who supports their LGBTI+ identifying colleagues and community members. Allies 
play an important role in the success of our Pride Network, helping to: 

 Advocate LGBTI+ workplace inclusion  
 Promote the ABS Pride Network and its important contribution to inclusion and our 

respectful workplace where people can be themselves 
 See something? Say something - Call out inappropriate behaviour and remarks. 

 
Please see the Ally statement below for more ways allies make a difference. 
 
 
The network meets on a regular basis to share information and experiences that will help support 
the community, and also provides an opportunity for staff to discuss any issues and seek support 
from other network members.  

To find out more information, please see the Pride Network Knowledge document 

 
Next meeting: xxxxxxx. 

 

The ABS is committed to providing and improving our workplaces so they better reflect our 
community, are more inclusive and benefit from the diverse skills, perspectives and experiences of 
our employees. The Inclusion and Diversity Strategy 2018-2021 reaffirms the importance the ABS 
places on providing workplaces where everyone can contribute fully, feel valued, and be themselves 
without fear. Being diverse and inclusive supports us to become a higher performing and infinitely 
stronger organisation. 
 

,  
LGBTI+ Champion 
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Thursday 17 May 2018

 
Dear  on behalf of Australian Bureau of Statistics
 
Thank you for making a donation to Minus18 through GiveNow.com.au, Australia’s only commission-free
online giving service. Please retain this official receipt for taxation purposes as donations over $2 are tax
deductible.
 
Your donation will also be added to your personalised MyGiving, which allows you to keep a record of all your
donations. You can view your donations history at any time by logging in to GiveNow.com.au.
 
A full statement of your donations during each financial year will be emailed to you at the start of July, in time
for you to complete your tax return.
 
On behalf of Minus18, we thank you sincerely for your $38.00.
 
Kind Regards

 
The GiveNow Team
www.givenow.com.au
An initiative of the Our Community Foundation
Ph: (03) 9320 6848  |  Fax: (03) 9326 6859  |  Email: service@givenow.com.au

www.givenow.com.au

OFFICIAL TAX RECEIPT

$38.00 to Minus18

Received From: Australian Bureau of Statistics

Date: 17/05/2018

Amount of: AUD38.00

Receipt No: GN884188

$38.00 To:
MINUS18 FOUNDATION INC
ABN 60 829 316 980

81 Rupert St, Collingwood
COLLINGWOOD VIC 3066

Phone: 0402302262
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RECEIPT

Please find your receipt, issued by agent GoFundraise Pty Limited ABN 43 177 454 127 on behalf of

Authority Holder:

Wear it Purple Incorporated

 ABN: 39 634 641 162

 
Donor Details:

  

Name: Australian Bureau of Statistics 

  

Postal Address: 

  

Email Address: 

  

Amount: $36.00

  

Reference: 2012132/2486035

  

Time: Wednesday, 5 September 2018 (AEST)

 

This is not a tax deductible donation

 

www.gofundraise.com.au is the easiest mostpowerful way to make a difference. You

too can raise much needed funds online by creating personalised fundraisingpages

for any occasion, event or appeal.

Like Us

Follow Us

Watch Us

s22
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Q6.2 (b) Employee Fundraising. 

 

Extract from PRIDE Meeting on 23 July 2018 

 

8 

Wear-it-puple 
Day (Friday 31 
August) 

All Decide on advertising and 
activities, and assign actions to 
people to progress 
 
Advertising 
 Get people hyped about 

wearing purple! 
 LCD, newspoint, local 

advertising (eg office 
newsletters, section 
meetings) 

 Other? 
  
Activities 
 Morning/afternoon tea in 

each office - need volunteers 
to organise this 

 Merchandise (eg purple 
ribbons) 

 Other? 

There will be a 
newspoint on the 
Wednesday and Friday 
of that week, and 
advertising on the LCD 
screens. 
 
The newspoint can 
contain details of events 
in each office. It is up to 
the network to do local 
advertising. 
 
Contact  or  
by 20th August with 
details of local events 
so they can be included 
in newspoint. 
 
Discussion about 
merchandise options: 
awareness raising vs 
raising funds. Decided 
to leave merchandise 
up to individuals.  

 as Pride 
Champion is 
supportive of fund 
raising where offices 
want to do this. 
 
Decision to encourage 
SES to wear purple on 
the day.  to 
encourage his 
colleagues to do so. 
 
Suggestion that the 
newspoint could contain 
a reminder to add to 
your calendar -  
will look into this 
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Events held in Sydney, Geelong, Brisbane, Hobart (with the ATO), Perth and Canberra 

Geelong Event 

Geelong’s Review –  
Friday was 'Wear it Purple day' and the NDAC office Celebrated in Style!  
Quick update as to what was achieved by our AMAZING pride network.  
 

 was the lead for organising the event.  
With Support from  as Master of Ceremonies, and  &  presented their own stories to 
our colleagues.  
I have attached  speech notes below, but have not been able to get  yet.  
 
A few staff in the office were approached and asked to bake some goods for the day - Purple, if at all 
possible!  
The Pride network also asked the Social Club for some financial support to purchase a few 
refreshments to add to this.  
They also had a small donations tin for fundraising for the 'Wear it Purple' charity -  
The network arranged a purchase of many 'Wear It Purple' merchandise/shirts which they sold on to 
office staff - the result was a sea of purple in the office!  
The invitation they put together for the event And the Week long Local NewsPoint . 
Program Manager approval was granted for the purchase of a pride flag that was displayed on the 
day - and we will re-use it for IDAHOBIT day too (And any other approved days of celebration for the 
Pride community) - our thanks to    
 
****** 

Colleagues in the WA Office,  
 
This Friday 31 August is Wear it Purple Day (see NewsPoint attached).  
 
If you would like to make a donation in addition to wearing purple on Friday please 
place your donation in the jar that will be available on my desk.  
 
Your donation will help:  
 Provide schools with valuable resources at no cost  
 Enable official Wear it Purple Day events in every capital city, territories and 

regional areas (in 2018 official events are only being held in NSW and QLD)  
 Fund new initiatives including participation in Pride events across the country and 

a proposed Rainbow Youth gathering  
 
Thanks and kind regards,  
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Fundraising and promotion of Wear it Purple it Day – Qld  Office 2018 

Fundraising raised $36 to Wear it purple. 

Photos: 
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Canberra Photo Event to celebrate Wear it Purple Day 

 

 
Sydney Event 

 
Sydney office Wear it Purple day afternoon Tea 
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Q6.3 (c) Attendance at University Events - Recruitment –  
 
Approval to attend and present ABS as an employer. 
 
Hi   
 
We can attend this, is there anyone in the Pride network in Sydney who may want to 
attend with us or that we can reach out to ask? We are likely to get asked questions 
about roles other than in People Services and whilst my team are very good at covering 
these there is nothing like having those with lived and current experiences 
demonstrating their passion in other areas. 
 

 - can you please delegate to someone to rsvp a response and arrange.   
 
Regards 
 

  

Director 

National Recruitment Unit | People Services Branch |Corporate Services and 
Transformation Group  

Australian Bureau of Statistics 
 

 
From:  /Staff/ABS 
To: /Staff/ABS@ABS,  /Staff/ABS@ABS 
Cc: /Staff/ABS@ABS 
Date: 13/08/2018 09:41 PM 
Subject: Re:  Showcase your organisation at the first LGBTI university expo day - 24/09 

[SEC=UNCLASSIFIED] 
 
 
 
Thanks  - have passed the info on to  who leads our recruitment team in 
Sydney. They are a bit smashed with all the other recruitment rounds going on at the 
moment. It looks like an interesting initiative. 

 
 
 
From:  < @abs.gov.au> 
Date: 13 August 2018 at 1:54:11 pm AEST 
To:  < @abs.gov.au> 
Cc:  < @abs.gov.au> 
Subject: Fw: Showcase your organisation at the first LGBTI university expo day - 24/09 
 
 
Hi , 
 
Here is an opportunity in Sydney for a UTS recruitment expo aimed at LGBTI students. 
 
If you think there is potential in ABS attending, could you pass it on to right folk in your area? (maybe 
the recruitment team) 
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Cheers, 
 

 
Program Manager 
Statistical Infrastructure Development | Statistical Transformation Infrastructure Development Division 
| Australian Bureau of Statistics 
(P)  
(E) @abs.gov.au (W) www.abs.gov.au 
Executive Sponsor for the ABS Pride Network  

----- Forwarded by /Staff/ABS on 13/08/2018 01:51 PM ----- 
 
From:  < @acon.org.au> 
To: undisclosed-recipients:; 
Date: 13/08/2018 01:33 PM 
Subject: Showcase your organisation at the first LGBTI university expo day - 24/09 

 
 
 
Hello 
 
Hope you are all well! 
 
I have an exciting opportunity... My member, UTS, are launching the first ever LGBTI expo day in September. 
As part of the campus Pride week, the idea is to bring in our most inclusive LGBTI organisations to be part of an 
event that will have your graduate recruitment teams directly speaking to students about why they should 
come and work for you.  
 
The success of this event could mean a roll out of similar events across the country with other member 
universities and a way to make your organisations brand really shine as part of your AWEI submission. I have a 
second University ready to go later in the year. 
 
You will be provided with a trestle table (they looked to be about 2 metres long by 0.5 wide with two chairs) 
on an open floor – so plenty of foot traffic from all students, not just those attending the expo. 
When: Monday, 24 September 2018 
Time: 11am to 3pm 
Where: UTS campus, Broadway NSW 
Cost: Free – you just need to commit your recruiters and think about LGBTI friendly materials and collateral 
 
If you would like to take part, please let me know quickly as the spots are limited. I am initially opening the 
opportunity to my membership and from next week - everyone else’s... 
 
Unfortunately I will be in WA that week, but let me know if your organisation can take part and I will put you in 
touch with the UTS pride network. 
 
Speak to you shortly.  
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Q7.1 (a) Newspoints Promotion  - Participate in the 2019 AWEI LGBTI Survery – various dates during period 
survey open 

  
The ABS is participating in the Australian Workplace Equality Index(AWEI) for the third year in a row.   This 
index sets the benchmark for LGBTIQ (Lesbian, Gay, Bisexual, Trans & Gender Diverse, Intersex and Queer) 
workplace inclusion nationally and provides our Diversity and HR teams with valuable feedback on how we are 
tracking, what we are doing well and areas in which we can improve.  

 

As a result of what we heard from you last year, the ABS and Pride Network has achieved the following: 

 More guidance and support available for staff transitioning in the ABS (through knowledge documents and 
system changes) 

 Active promotion of LGBTI days of significance such as Wear it Purple Day, International Transgender Day 
of Visibility and Remembrance and  Intersex Awareness Day 

 Active advocacy and influence to change the Parental Leave Policy to inclusive gender neutral language  

 Development of ABS Pride Network lanyards and other merchandise that improves visibility of the 
employee network and allies 

 Development of Pride Network Guide 

 LGBTI Awareness Training delivered by Pride in Diversity in Adelaide, Canberra, Geelong, Perth and Sydney 
offices 

 

We would therefore like to invite all employees, regardless of how you personally identify, to participate in 
this survey on LGBTI inclusion in the ABS.   

 The survey is anonymous, no personal data or IP addresses are collected.   

You may access the survey  here 

The survey will be open until midnight (AEDT) 31 March, 2019. 

 
If you are interested in joining the ABS Pride Network and creating a more inclusive and accepting ABS for 
LGBTI staff, please see the Pride Network Knowledge Document. 

The ABS is committed to providing and improving our workplaces so they better reflect our community, are 
more inclusive and benefit from the diverse skills, perspectives and experiences of our employees. The 
Inclusion and Diversity Strategy 2018-2021 reaffirms the importance the ABS places on providing workplaces 
where everyone can contribute fully, feel valued, and be themselves without fear. Being diverse and inclusive 
supports us to become a higher performing and infinitely stronger organisation. 
 
 

 
Pride Network Champion 

  
Diversity and Inclusion Champion 
 
XX February 2019 

s22

s22

Rele
as

ed
 un

de
r F

OI A
ct

Document 60



 

Rele
as

ed
 un

de
r F

OI A
ct



RE: Census messaging for non-binary sex [SEC=OFFICIAL]
2021 Census Content Development WDB " "   18/11/2020 07:17 PM

" " 
@acon.org.au

18/11/2020 07:17 PM

Send To " " < >, " " 
< @abs.gov.au>

cc " " @abs.gov.au>, " " @abs.gov.au>, 
" " < @abs.gov.au>

bcc

Subject RE: Census messaging for non-binary sex [SEC=OFFICIAL]

Protective Mark OFFICIAL

Information 
management 
markers

Personal privacy    Legal privilege    Legislative secrecy
    Caveat     

NATIONAL-CABINET

Categories 4. Engagement\External\LGBTQI

    Basics

CAUTION: External email. Do not click links or open attachments unless you recognise the sender and know the content is
safe.

Hi ,
 
Thanks so much for your email. It helps me understand the approach and I agree with everything 

 has said below. I’m sorry to say that my email isn’t as positive as you might like (  
)

 
It’s unlikely that the inclusion of ‘non-binary sex’ will be meaningful, since non-binary is a term that is 
only ever used to describe a person’s gender. From my perspective and notwithstanding the 
‘assignment’ that intersex infants go through, sex is a legal category. The recording of a person’s sex is 
an interim, administrative and changeable process undertaken at birth, based on the observable 
characteristics of a baby’s genitals. 
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I understand what you mean when you say male or female characteristics  but trans people (male, 
female and non-binary) may have any number of combinations of these primary and secondary  
characteristics and our legal designations might be something else entirely. 
 
Messaging for this will be difficult. I’m unclear about how someone like  

 would complete the Census instrument, I suspect  
 and that is very unlikely to give you useable and comparable data, as  points out. 

I’m grateful that the work we have done with  and  will go a long way to resolve this moving  
forward. 
 
I recognise that it’s unlikely any of this can be changed now but I am still very keen to meet and discuss 
how we can move forward with community messaging. I’d value  joining this discussion. 
 
Thanks again for the email and looking forward to meeting. 
 
Take care

 
ACON acknowledges and pays respects to the traditional custodians of all the lands on which we work.
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<graycol.gif>" " ---10/08/2020 08:16:53 
AM---*************************************************************************
***************************
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To: " " < @abs.gov.au>
Cc: " " < @abs.gov.au>, " " @abs.gov.au>, "  

" < >
Date: 10/08/2020 08:16 AM
Subject: Re: Census messaging for non-binary sex [SEC=UNCLASSIFIED]

Hi 

Thank you so much for your very thoughtful and thorough email . It’s appreciated. 

I’d also suggest including  in those November discussions 
as well. I have spoken at length with  from and we share a position for  
how we would like to be supporting both trans and intersex populations to complete the next  
Census. 

You probably already know  and I’ve copied him in to this email as, it will be important 
that intersex leaders and trans leaders are central to these implementation discussions. As far 
as community leaders go,  and I are very senior. We are both also working with , 

 and the Standards team, although  has been involved in this work with the ABS 
for much longer than I. 

My sense is that it would be helpful for you and the team to know our messaging intentions as  
soon as possible but your timeline for engagement also makes sense and works for me  :) 

Hope you’re keeping well during all of this, or at least some version of keeping it together. 2020 
hey! 

ACON acknowledges and pays respects to the traditional custodians of all the lands on which we 
work.
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RE: ARA: Sex at birth question response  - advice sought  [SEC=UNCLASSIFIED ]  (Response to : )
Family and Community Statistics WDB " "   14/08/2020 12:49 PM

" " 
@acon.org.au

14/08/2020 12:49 PM

Send To " " < @abs.gov.au>

cc
"Family and Community Statistics WDB " <family.community@abs.gov.au>, "  

@abs.gov.au>, " " 
@abs.gov.au>

bcc

Subject RE: ARA: Sex at birth question response - advice sought [SEC=UNCLASSIFIED]

Protective Mark UNCLASSIFIED

Information 
management 
markers

Personal privacy    Legal privilege    Legislative secrecy
    Caveat     

NATIONAL-CABINET

Categories 04 Gender Statistics\Stakeholder Engagement\External Partners\LGBTIQ+ bodies, 04 Gender 
Statistics\Standards\2020 Standard\2019-20 Development\Sex Standard\Producing Standard

    Basics

FULL HEADER

CAUTION: External email. Do 
not click links or open 
attachments unless you 
recognise the sender and 
know the content is safe.

Hi team
 
Thank you so much for consulting with me. 
 
I have made some suggestions for the black and the green text for your consideration :
 

Why do you ask about 'sex 
recorded at birth' rather than just 
sex like most forms? 

A person’s sex or the sex recorded for them at birth are collected on the 
majority of ABS surveys as important demographic indicators. The sex 
recorded at a person’s birth, collected alongside their gender provides a 
better set of indicators for important statistical outputs, such as, calculating 
fertility rates. The person selected to complete the rest of the survey will be 
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asked their gender, and the sex recorded for them at birth, this necessary to 
accurately capture trans and gender diverse numbers in the survey.

 
 

 

ACON acknowledges and pays respects to the traditional custodians of all the lands on which we work .
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RE: Feedback requested by  9 October  (REFERENCE GROUP ) -- 2020 Standard v 1.10 [SEC=OFFICIAL]  (Response  
to: )
Family and Community Statistics WDB " "   14/10/2020 05:22 PM

" " 
@acon.org.au

14/10/2020 05:22 PM

Send To " " < @abs.gov.au>

cc
"Family and Community Statistics WDB " <family.community@abs.gov.au>, "  

 @abs.gov.au>, " " 
< @abs.gov.au>, " 

bcc

Subject RE: Feedback requested by 9 October (REFERENCE GROUP) -- 2020 Standard v1.10 
[SEC=OFFICIAL]

Protective Mark OFFICIAL

Information 
management 
markers

Personal privacy    Legal privilege    Legislative secrecy
    Caveat     

NATIONAL-CABINET

Categories 04 Gender Statistics\Standards\2020 Standard\2019-20 Development\Standards Reference 
Group\2020

    Basics

FULL HEADER
1 attachment

2020 Standard_v1.10_DRAFT for Reference Group consultation (004) .docx2020 Standard_v1.10_DRAFT for Reference Group consultation (004) .docx

CAUTION: External email. Do 
not click links or open 
attachments unless you 
recognise the sender and 
know the content is safe.

Hi  and team
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This Standard is absolutely fantastic, but I have definitely gone to town on this so please let me know if  

you have any questions. I always aim for the stars with recognition that we might end up a little closer  

to the ground. 

 

Thanks again for the opportunity. I am absolutely thrilled that we are here. I’m still not sure I quite 

believe it! ? 

 

Take care

ACON acknowledges and pays respects to the traditional custodians of all the lands on which we work .

 

 

 

From:  < @abs.gov.au> 

Sent: Friday, 25 September 2020 6:30 PM

To:  

Cc:  

Subject: Feedback requested by 9 October (REFERENCE GROUP) -- 2020 Standard v1.10 [SEC=OFFICIAL]
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Dear Reference Group members,

Attached is the latest draft of the 2020 standard. As always, this is draft material so not for general 
circulation.  

The content format is optimised for the web site so may look a little odd in a Word document .

We would appreciate your feedback by Friday 9 October (or earlier!). 
We are looking to turn the standard around for the commencement of the internal sign off and  

approval process on 13 October, so early comments are encouraged. 
We appreciate that the concepts are complex and the words important . You all provide valued 

expertise in various elements, so please do provide your suggested improvements so together we 
may make this the best product we can.

Attached is the 2020 Standard, Version 1.10, Date 25/9/2020.

(See attached file: 2020 Standard_v1.10_DRAFT for Reference Group consultation.docx)

Cheers,

 

Assistant Director 

Gender Statistics Team 

Populations and Social Statistics Division 

Australian Bureau of Statistics 

Regular Email: @abs.gov.au 

PROTECTED Email: @protected.abs.gov.au 

Team Email: gender.statistics@abs.gov.au 
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Phone:  Website: www.abs.gov.au

Please Note: The information contained in this e-mail message and any attached files may be 

confidential information and may also be the subject of legal professional privilege. If you are not the 

intended recipient, any use, disclosure or copying of this e-mail is unauthorised. If you have received 

this e-mail by error please notify the sender immediately by reply e-mail and delete all copies of this 

transmission together with any attachments. 

This email and any files transmitted with it are confidential and intended solely for the use of the individual or entity 
to which it is addressed. If you are not the named addressee you should not disseminate, distribute or copy this email. 
Please notify the sender immediately by email if you have received this email by mistake and delete this email from 
your system. Please note any views or opinions expressed in this email are solely those of the author and do not 
necessarily represent those of ACON. Email transmission cannot be guaranteed to be secure or error-free as 
information could be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or contain viruses. The sender 
therefore does not accept liability for any errors or omissions in the contents of this message which arising as a result 
of email transmission. 
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SEX, GENDER, VARIATION OF SEX CHARACTERISTICS  
AND SEXUAL ORIENTATION STANDARD REFERENCE GROUP 
Draft 2020 Standard, version 1.10 
 

 Page 1 of 25  - gender.statistics@abs.gov.au 

DRAFT 2020 Standard, Version 1.10 
Date 25/9/2020 
 
NOT FOR GENERAL CIRCULATION 
 
 
Standard for Sex, Gender, Variation of Sex Characteristics and Sexual 
Orientation Variables, 2020 
 
INTRODUCTION 
 
The Standard for Sex, Gender, Variation of Sex Characteristics and Sexual Orientation 
Variables, 2020 ("2020 Standard") has been developed by the Australian Bureau of Statistics 
(ABS) to standardise the collection and dissemination of data relating to recorded sex, actual 
gender, variations of sex characteristics and sexual orientation. 
 
This standard replaces the Standard for Sex and Gender Variables, 2016, updating improving 
the variables of recorded sex and actual gender and introducing variables for variation of sex 
characteristics (also called intersex or 'Differences in Sex DDevelopment') and sexual 
orientation. 
 
This product presents statistical standards for four variables: 

 Recorded Sex 
 Gender 
 Variation of sex characteristics 
 Sexual orientation. 

 
The 2020 Standard describes the four variables and their associated conceptual issues and 
definitions. The standard for each variable includes the concept(s), definition(s), questionnaire 
modules, classification, coding structure, and output categories used in ABS interviewer-based 
and self-enumerated collections. The 2020 Standard also provides guidance on deriving 
cisgender (henceforth cis) and trans and gender diverse (henceforth trans) counts using the sex 
and gender variables. 
 
These standards can be used by other government, academic and private sector organisations 
in their own statistical collections to improve the comparability and quality of data.  
 
The four variables presented in the 2020 standard, when cross-classified with other variables, 
can provide comprehensive data on a particular topic, issue or population group. The resulting 
information can be used for a range of purposes, including: 
 

 Informed decision making and planning 
 Policy formulation and monitoring 
 Social, population and economic research and analysis 
 Program provision and evaluation (e.g. health services). 
 

Typically, ABS household-based surveys would draw upon one or more of the four variables in 
the 2020 Standard. These surveys have strict time limits to minimise burden on respondents 

Commented [ 1]: I’ve called this Recorded Sex so it’s clear we 
are talking about birth admin, rather than gendering bodies as male 
or female. I tried Assigned Sex and Presumed Sex and it didn’t work 
so Recorded is just an attempt for clarity. 

Formatted: Font: Italic

Formatted: Font: Italic
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SEX, GENDER, VARIATION OF SEX CHARACTERISTICS  
AND SEXUAL ORIENTATION STANDARD REFERENCE GROUP 
Draft 2020 Standard, version 1.10 
 

 Page 2 of 25  - gender.statistics@abs.gov.au 

and the cost of collecting the information. Accordingly, the amount of content available for any 
topic is limited and is tailored to the output requirements and analysis the survey is intended to 
support. Therefore, each survey would consider whether to include one or more of these 
variables on a case by case basis. 
 
The 2020 Standard was developed through extensive research, consultation and testing. The 
ABS thanks the Commonwealth and state/territory agencies, academic and non-government 
organisations, international statistical organisations and public who contributed. 
 
Legislation 
This standard was developed in consideration of the Australian Government Guidelines on the 
Recognition of Sex and Gender, November 2015 ('Guidelines') prepared by the Attorney-
General's Department, which complements Commonwealth anti-discrimination law (The Sex 
Discrimination Amendment (Sexual Orientation, Gender Identity and Intersex Status) Bill 2013) 
and the Australian Privacy Principles (Privacy Act 1988). The guidelines apply to all Australian 
Government departments and agencies that maintain personal records and/or collect sex and/or 
gender information. The guidelines set out the government's expectation that departments and 
agencies comply with the ability for non-binary individuals to represent themselves as other than 
exclusively male or female in their dealings with government. The 2020 Standard has been 
drafted with the participation of representatives from the Attorney-General's Department, 
respecting the intent of the Guidelines while acknowledging best practice terminology and 
language has evolved since 2015. 
 
Confidentiality and Privacy Policy 
 
Confidentiality, statistical and technical issues may arise at various levels of dissemination if a 
small number of responses are recorded in any of the output categories. When these issues 
arise, outputs may be suppressed or combined into other categories. All data collected by the 
ABS is subject to confidentiality rules where no individual shall be identified and an individual 
response should not be identifiable.  
 
The ABS Privacy Policy outlines how the ABS will handle any personal information that you 
provide to us. 
 

Contact Information 
The Standard for Sex, Gender, Variation of Sex Characteristics and Sexual Orientation 
Variables, 2020 has been produced by the Australian Bureau of Statistics (ABS). Enquires 
should be directed to gender.statistics@abs.gov.au 
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SEX 
 
Underlying Concepts 
 

Name of the variable  
 
The name of the variable is ‘recorded sex’. 
 
Definitions  
 
Nominal Definition 
 
A person's sex is recorded at birth and is typically based upon their observed sex 
characteristics of  which are physical or biological characteristics including genitalia and 
other sexual and reproductive anatomy, chromosomes, and hormones. While typically 
based upon the sex observed and recorded at birth or infancy, a A person's sex gender can 
change over the course of a lifetime and may might differ from their the sex recorded for 
them at birth. 
 
Operational Definition 
'Sex recorded at birth' is the sex observed and recorded when a person was born or in 
infancy. This is an important indicator for statistical analysis in births and deaths, health 
statistics, calculating fertility rates and deriving counts for cisgender and trans and gender 
diverse populations. This question can also reduce the volume of gender responses to a sex 
question. 
 
A collection may instead ask for a person's sex at the time of completing a survey. The 
response may be different to that given if 'sex recorded at birth' was asked.  
 
It is recommended to collect 'sex recorded at birth'. unless there is a demonstrated statistical 
requirement for collecting a person's sex at the time of completing a survey. 
 
Discussion on conceptual issues  
 
Sex and gender 
 
The terms 'sex' and 'gender' are interrelated and often used interchangeably within the 
general community. However they are two distinct concepts: 

 Sex is understood in terms of biological characteristics 
 Gender is a multidimensional concept that is influenced by biological characteristics 

and additional factors including cultural and behavioural norms and self-identity.  
  
As they are two distinct related concepts, caution should be exercised when comparing 
counts for sex with those for gender. A person's recorded sex may not be the same as their 
gender: 

 For some cisgender individuals, their recorded sex and gender are the same - for 
example, a person's sex recorded at birth was female and their gender is female 

Commented [ 2]: Tell me more about what this question 
means? Sex = what was administratively recorded at birth. What is 
this question trying to capture? Most trans people would just select 
their affirmed gender here, not what was presumed for them at 
birth.  
 
At birth, individuals are presumed to be a gender based on the 
external appearance of genitalia, and registered accordingly on birth 
records.  

Commented [ 3]: I can’t think of any demonstrated statistical 
requirements for this – gimme an example? 

Commented [ 4]: Sex has historically been misunderstood in 
terms of very specific, always white European cis imaginings of 
bodies. This framing is problematic. I would urge this bit to be about 
administrative recording of sex at birth, not bodies. It is impossible 
to know the body configuration of trans people (or intersex people) 
and ‘biological sex’ is a fallacy and is also a social construct like the 
concept of gender is.  

Commented [ 5]: Tell me more about this? 
 
Gender is a social category related to a person’s self-identity as 
male, female and/or non-binary, and the expression of this through 
cultural and behavioural norms. 
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 While for otherstrans and gender diverse individuals, their recorded sex and gender 
are not the same - for example, a person's sex recorded at birth was female and 
their gender is male or non-binary.  

 
Caution should also be exercised when comparing counts for 'sex recorded at birth' and the 
sex of a person at the time of completing a survey, as a person's sex may change across 
their lifetime. For example, a person's sex recorded at birth was female and their sex when 
completing a survey is male.  
 
As the terms sex and gender are often used interchangeably, a gender response may 
sometimes be provided for a sex question. The 'sex recorded at birth' question may reduce 
the number of gender responses to a sex question. Inclusion of a specific gender question 
may also improve accuracy of reporting against a sex question. If both sex and gender 
questions are included in a survey, the question that is asked first should have a note 
advising the respondent that the other question will also be asked. For instance, if the sex 
question is asked earlier in the instrument, include a note with this question that a gender 
question will follow or be asked later. If the sex and gender questions are both visible on the 
same page of the collection instrument, this note may not be necessary. 
 
For collections requiring cisgender and trans and gender diverse outputs, 'sex recorded at 
birth' is the required sex question. This is discussed further in the Cisgender and Trans 
and Gender Diverse section. 
 
Third response option for sex 
 
A small number of people do not have a sex of male or female recorded at birth or infancy. 
The inclusion of 'another term' for the sex at birth question recognises that there is a range 
of options available on birth certificates across Australian jurisdictions and elsewhere (such 
as indeterminate or unspecified). By providing respondents with the opportunity to select a 
third response option, and provide a written response, the data quality is enhanced. [Include 
link to ABS Data Quality Framework where we have 'data quality' 
https://www.abs.gov.au/websitedbs/D3310114.nsf/home/Quality:+The+ABS+Data+Quality+
Framework ] 
 
While intersex is one of the options available in some Australian jurisdictions and elsewhere 
for birth certificates, and may be captured in the 'another term' option in this question, this 
should not be used as a count of people who have intersex characteristics. Intersex traits 
can emerge throughout a person's lifetime, not just at birth or infancy. For collections 
seeking counts of people born with variations of sex characteristics, a specific question is 
required. This is in the Variations of Sex Characteristics section. 
 

Collection Method 
 

Scope – Statistical units  
 
Sex is an attribute of the counting unit ‘person’. 
 
Question modules 
 

Commented [ 6]: This sounds like only trans people who have 
legally affirmed their gender (i.e. updated their birth certificate) 
would be allowed to answer this type of question, that’s not what 
we want. The trans experience is not about birth certificates or who 
anyone else sees, it’s about our inner relationship to our gender, 
regardless of any medical or legal intervention.  
 
Most states and territories currently require sterilising surgeries in 
order to update a birth certificate, a better route for caution would 
be about assuming the body configurations of trans people based on 
how they answer this question.  

Commented [ 7]: I’d recommend that the two-step questions 
must always be used and further, must always be asked together. 

Commented [ 8]: All collections should require cis and trans 
outputs. 
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Standard question ('sex recorded at birth') 
 
Mandatory elements 
The following elements must be included: 

 The words ‘sex recorded at birth' in the question to clearly articulate the concept 
being collected 

 Label the response options 'Male', 'Female', and 'Another term (please specify)' 
 A write-in facility is available when the 'Another term (please specify)' response 

option is selected. 
 Only one response is permitted 
 If this question is interviewer administered, the question must always be asked and 

no assumption made. 
 
Recommended elements 

 It is recommended that gender neutral language is used (e.g. 'their' rather than 
'he/she') 

 If gender is also asked in the instrument, and sex is asked first, include a note similar 
to: 'A separate question on gender is asked in this survey'. 

 
What was [your/Person's name/their] sex recorded at birth?  
Please [tick/mark/select] one box.  

  Male 
  Female 
  Another term (please specify) 

 
Allowable alternative question 
 
This allowable alternative recognises that in some circumstances a question that asks for a 
person's sex at the time of the survey may be required. This will be the same response as 
'sex recorded at birth' for most but not all respondents, so the 'two-step method' for deriving 
cisgender and trans and gender diverse should not be used with this sex question. 
 
Mandatory elements 
The following elements must be included: 

 The words ‘recorded sex' in the question to clearly articulate the concept being 
collected 

 Label the response options 'Male', 'Female', and 'Another term (please specify)' 
 A write-in facility is available when the 'Another term (please specify)' response 

option is selected. 
 Only one response is permitted. 
 If this question is interviewer administered, the question must always be asked and 

no assumption made. 
 This question must always be asked on the same page as the gender question 

 
Recommended elements 

 It is recommended that gender neutral language is used (e.g. 'their' rather than 
'he/she'). 

Commented [ 9]: WONDERFUL. – would it be too controv to 
have Female first? 
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 If gender is also asked in the instrument, and sex is asked first, include a note similar 
to: 'A separate question on gender is asked in this survey'. 

 
What is [your/Person's name/their] sex?  
Please [tick/mark/select] one box. 

  Male 
  Female 
  Another term (please specify)  

 
 
Allowable alternative question (2021 Census of Population and Housing sex question) 
 
This alternative allows surveys to use the 2021 Census of Population and Housing sex 
question. This will be the same response as 'sex recorded at birth' for most but not all 
respondents, so the 'two-step method' for deriving cisgender and trans and gender diverse 
should not be used with this sex question.  

 
<to be added> 
 

Classification and Coding 
 
The criterion used to distinguish the categories of the recorded sex standard classification 
and coding is a person's sex recorded at birth or infancy, usually based upon observed sex 
characteristics, as provided in Table X. 
Table X. The Sex Standard Classification and Code Structure (Sex Recorded at Birth) 

 
Preferre
d code 

Alternate 
code 

Label Definition 

1 M Male Persons whose sex at birth or infancy was recorded as 
male. 

2 F Female Persons whose sex at birth or infancy was recorded as 
female. 

5 X Another term Persons whose sex at birth or infancy was not recorded 
as male or female. 

 
Where the alternative sex question is used, the classification and coding is outlined in Table 
X below. The criterion used to distinguish the categories of the sex classification is self-
reported sex.  

Table X. The Sex Standard Alternative Question Classification and Code Structure 
 
Preferred 
code 

Alternate 
code 

Label Definition 

1 M Male Persons who reported their sex as male. 
2 F Female Persons who reported their sex as female. 
5 X Another term Persons whose sex at birth or infancy was not recorded 

as male or female. 
 

Commented [ ]: I’m unclear on how trans people would be 
asked to complete this. Need more info please. 
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Where the 2021 Census sex question is used, the classification and coding is outlined in 
Table X below. The criterion used to distinguish the categories of the sex classification is 
self-reported sex.  
Table X. The Sex Standard 2021 Census Question Classification and Code Structure 

 
Preferred 
code 

Alternate 
code 

Label Definition 

1 M Male Persons who reported their sex as male. 
2 F Female Persons who reported their sex as female. 
5 X Non-binary 

sex 
Persons who reported their sex as non-binary. 

 
Supplementary Code 
The following supplementary code is used to code inadequately described responses and 
non-responses for sex: 

0 - Not stated or Inadequately described 
 
Scope of variable 
The variable of ‘sex’ applies to all persons. 
 
Application of the classification to other variables 
'Sex recorded at birth' is used with a 'Gender' question to derive cisgender and trans and 
gender diverse counts through the 'two-step method'. This is detailed further in the 
Cisgender and Trans and Gender Diverse Classification section 
 

Output 
 

Output categories 
 
The standard output categories for sex are: 

 Male 
 Female 
 Another term 
 Not stated 

 
For the 2021 Census question, the standard output categories for sex are: 

 Male 
 Female 
 Non-binary sex 
 Not stated 

 
It should be noted that the term 'Persons' is used in preference to 'Total' when presenting 
total population counts for sex.  
 
Confidentiality, statistical and technical issues may arise at various levels of dissemination if 
a small number of responses are recorded in any of the output categories. When these 
issues arise, outputs may be suppressed or combined into other categories. All data 
collected by the ABS is subject to confidentiality rules where no individual shall be identified 

Commented [ ]: And what variety of person would be 
selecting this? Intersex people, non-binary people? I.e. how would 
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and an individual response should not be identifiable. The ABS privacy policy outlines how 
the ABS will handle any personal information provided to us.  
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GENDER 
 
Underlying Concepts 
 

Name of the variable  
The name of the variable is 'gender'.  
 
Definitions 
Nominal definition 

Gender is a social and cultural concept. It refers to a person's social or personal identity as a 
man, woman or , non-binary person or another term. Non-binary is an umbrella term 
describing gender identities that are not exclusively male or female. A person's gender is 
influenced by several factors including self-identity, the expression of this and how they are 
treated as a woman, a man and/or a non-binary person.biological characteristics, cultural 
and behavioural norms and self-identity.  
 
Gender includes the concepts of: 

 Gender identity, which is the gender that a person internally feels 

 Gender expression, which is the gender a person publicly expresses in their daily 
life, including at work, at home or in the broader community.  

 Gender experience, which describes a person’s congruence with the gender 
presumed for them at birth i.e. a cis experience or a trans experience 

Responses to a gender question may reflect identity, expression or both. In statistical 
collections, gender may be reported in terms of a person's felt or lived gender, as well as 
how one is perceived by others, depending on whether information on gender is based on 
self-reported data or done by proxy. The two-step approach is the only methodology that 
enables cis and trans people to be reflected accurately.  

Operational definition  

The operational definition is the same as the nominal definition. 
 
Discussion of conceptual issues  
 
Gender and sex 
 
The terms 'gender' and 'recorded sex' are interrelated and often used interchangeably within 
the general community, however they are two distinct concepts. Gender is a social category 
related to a person’s self-identity as male, female and/or non-binary, and the expression of 
this through cultural and behavioural norms. Gender is a multidimensional concept that is 
influenced by biological characteristics and additional factors including cultural and 
behavioural norms and self-identity. Sex is understood in terms of biological features. Sex 
recorded at birth is an administrative process typically based upon observed physical and 
biological characteristics such as genitalia.  
 

Commented [ ]: This is slightly different to the above 
discussion in the sex section. Could this discussion just be included 
once at the start of the standard?  
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As they are two distinct related concepts, caution should be exercised when comparing 
counts for gender with those for sex. A person's gender may not be the same as their sex 
and may be different to what is indicated on legal documents: 

 For cisgender individuals, their recorded sex and gender are the same - for example, 
a person's sex recorded at birth was female and their gender is female 

 While for trans and gender diverse individuals, their recorded sex and gender are not 
the same - for example, a person's sex recorded at birth was female and their 
gender is male or non-binary.  

 For some individuals, their gender and sex are the same - for example, a person's 
gender is female and their sex recorded at birth was female 

 While for others, their gender and sex are not the same - for example, a person's 
gender is male or non-binary and their sex recorded at birth was female.  

 
Fluidity 
 
A person's gender may differ from their sex and may differ from what is indicated on their 
legal documents, it is a person’s gender that is most important to collect, rather than the 
gender presumed and recorded for them at birth. A person's gender may stay the same 
throughout their life or change over time. The gender response option chosen will reflect a 
person's gender at that point in time. Some people may not identify with a specific gender or 
with the concept of gender entirelyat all. 

 

Collection Method 
 

Question modules 
Mandatory elements 

The following elements must be included: 

 The word ‘gender’ in the question to clearly articulate the concept being collected 

 Label the response options 'Man or male', 'Woman or female', 'Non-binary', '[I/they] 
use a different term (please specify)', and 'Prefer not to answer'. 

 A write-in facility is available when the '[I/they] use a different term (please specify)' 
response option is selected. 

 Including a note to respondents that "Gender refers to current gender, which may be 
different to sex recorded at birth and may be different to what is indicated on legal 
documents". 

 Only one response is permitted.  

 If this question is interviewer administered, the question must always be asked and 
no assumption made. 

 
Recommended elements 

 It is recommended that gender neutral language is used (e.g. 'they/their' rather than 
'he/she'). 
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 If sex is also asked in the instrument, and gender is asked first, include a note similar 
to: 'A separate question on sex is asked in this survey'. 

 
Standard question module 

 
How [do/does] [you/Person's name/their] describe [your/their] gender?  
Gender refers to current gender, which may be different to sex recorded at birth and may be 

different to what is indicated on legal documents. 
Please [tick/mark/select] one box:  
 

  Man or male 
  Woman or female 
  Non-binary 
  [I/they] use a different term (please specify) 
  Prefer not to answer 

 

Alternative question module 

As per the standard question module with the following amendment, combining two 
response options 'Non-binary' and '[I/they] use a different term (please specify)' into a single 
response option: 

   Non-binary or [I/they] use a different term (please specify) 
 

Classification and Coding 
 

The criterion used to distinguish the categories of the gender classification and coding is 
provided in Table X. 

Table X. The Gender Standard Classification and Code Structure 
 

Preferred 
code 

Alternate 
code 

Label Definition 

1 M Man or male Persons who described their gender as man or male. 

2 F Woman or 
female 

Persons who described their gender as woman or 
female. 

3 X Non-binary or 
different term 

Persons who described their gender as non-binary or a 
term other than man/male or woman/female. 

5 Z Prefer not to 
answer 

Persons who preferred not to respond on how they 
describe their gender. 

  
Supplementary code 
The following supplementary code is used to code non-responses: 
 

0 - Not stated 
 

Scope of variables 

Commented [ ]: Is the rationale to shorten the options? I 
wouldn’t encourage this approach; it makes it look a little like non-
binary people are an afterthought or misc gender, rather than an 
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The variable 'gender' applies to all persons. 
 
Application of the classification to other variables 
'Gender' is used with 'sex recorded at birth' to derive cisgender and trans and gender 
diverse counts through the 'two-step method'. This is detailed further in the Cisgender and 
Trans and Gender Diverse Classification section. 
 

Output 
 

Output categories 
The standard output categories for gender are: 

 
 Man 
 Woman 
 Different term* 
 Not stated** 

* Non-binary responses are included in the output category 'Different term'. 
** Coded responses of 'Prefer not to answer' are included in the output category 'Not 
stated'. 

 
It should be noted that the term 'Persons' is used in preference to 'Total' when presenting 
total population counts for both sex and gender. 
 
Confidentiality, statistical and technical issues may arise at various levels of dissemination if 
a small number of responses are recorded in any of the output categories. When these 
issues arise, outputs may be suppressed or combined into other categories. All data 
collected by the ABS is subject to confidentiality rules where no individual shall be identified 
and an individual response should not be identifiable. The ABS privacy policy [Link to 
privacy policy] outlines how the ABS will handle any personal information provided to us. 

 
 
  

Commented [ ]: Hmm – would recommend non-binary not 
be included as a ‘different term’. It should really be the other way 
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VARIATION OF SEX CHARACTERISTICS 
 
Underlying Concepts 
 

Name of variable 
The name of the variable is 'Variation of Sex Characteristics'.  
 
Definitions 
Nominal Definition 
 
A variation of sex characteristics relates to individuals who were born with physical sex 
characteristics that don't fit medical and social norms for female or male bodies. 
 
It refers to a wide spectrum of variations to genitals, hormones, chromosomes and/or 
reproductive organs. There is at least 40 different variations, with different characteristics.   
 
Other umbrella terms used to describe being born with a variation of sex characteristics are 
intersex or Differences/Disorders of Sex Development (DSD). 
 
Operational Definition 
 
The operational definition for a variation of sex characteristics is the same as the nominal 
definition. However, it should be noted that this question will only capture data on people 
with a known variation of sex characteristics.  
 
Discussion on conceptual issues 
Many variations of sex characteristics are not evident at birth, and people may not be aware 
they were born with an innate variation of sex characteristics until puberty or later in life. It is 
also possible that a person may never know that they were born with a variation of sex 
characteristics. Therefore there is no singular experience or identity for people born with a 
variation of sex characteristics. 
 
For surveys where a count of people born with a variation of sex characteristics is required, 
a separate question is necessary. The inclusion of 'born with a variation of sex 
characteristics' or 'intersex' as a response option in the sex question, alongside male and 
female, is not capable of generating reliable or consistent results, and considered offensive 
to some people with a variation of sex characteristics. 
 
Asking about others 
A survey respondent should not be asked to respond as to whether others in scope for the 
collection have a variation in sex characteristics. This question is appropriate as a self-
reporting question only. 

 
Collection Method 
 

Scope – Statistical units  
Variation of sex characteristics is an attribute of the counting unit ‘person’. Rele
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Question modules 
Mandatory elements 
 
The following elements must be included: 

 The words ‘born with a variation of sex characteristics (sometimes called 'intersex' or 
'DSD')' in the question to clearly articulate the concept being collected. 

 Label the response options 'Yes', 'No', 'Don't know', and 'Prefer not to answer' 
 Only one response is permitted 
 If this question is interviewer administered, the question must always be asked and 

no assumption made. 
 
Standard question module 
Were you born with a variation of sex characteristics (sometimes called 'intersex' or 'DSD')?  
Please [tick/mark/select] one box. 

  Yes 
  No 
  Don't know 
  Prefer not to answer 

 
Allowable alternative question 
 
This allowable alternative recognises that for surveys conducted by an interviewer, text in 
brackets is not always read out. The standard question module is optimised for self-
enumerated surveys while this allowable alternative is optimised for surveys conducted by 
an interviewer. 
 
Alternative question module 
Were you born with a variation of sex characteristics, sometimes called 'intersex' or 'DSD'?  
Please [tick/mark/select] one box. 

  Yes 
  No 
  Don't know 
  Prefer not to answer 
 

Classification and Coding 
 

The criterion used to distinguish the categories of the variation of sex characteristics 
classification and coding is provided in Table X. 

Table X. The Variation of Sex Characteristics Standard Classification and Code 
Structure 
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Preferr
ed 
code 

Alternate 
code 

Label Definition 

1 Y Born with a variation 
of sex characteristics 

Persons who know they were born with a variation 
of sex characteristics (which may include terms 
such as 'intersex' or 'DSD'). 

2 N Not born with a 
variation of sex 
characteristics 

Persons who were not born with a variation of sex 
characteristics. 

3 U Don't know if born with 
a variation of sex 
characteristics 

Persons who do not know if they were born with a 
variation of sex characteristics. 

5 
 

Z Prefer not to answer Persons who preferred not to respond on whether 
or not they were born with a variation of sex 
characteristics 

 

Supplementary code 
 
The following supplementary code is used to code non-responses: 

0 - Not stated 
 

Scope of variables 
 
The variable 'variation of sex characteristics' applies to all persons. 
 

Output 
 

Output categories 
The standard output categories for variation of sex characteristics are: [  Is there a 
suggestion for a shorter version of these titles? This will not suit output/tables. 

 may have advice here?] 
 

 Born with a variation of sex characteristics 
 Not born with a variation of sex characteristics 
 Don't know if born with a variation of sex characteristics 
 Not stated* 

* Coded responses of 'Prefer not to answer' are included in the output category 'Not 
stated'. 

 
It should be noted that the term 'Persons' is used in preference to 'Total' when presenting 
total population counts for variation of sex characteristics. 
 
Confidentiality, statistical and technical issues may arise at various levels of dissemination if 
a small number of responses are recorded in any or all of the output categories. When these 
issues arise, outputs may be suppressed or combined into other categories. All data 
collected by the ABS is subject to confidentiality rules where no individual shall be identified 
and an individual response should not be identifiable. The ABS privacy policy outlines how 
the ABS will handle any personal information provided to us. 
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SEXUAL ORIENTATION 
 
Underlying Concepts 
 

Name of the variable  
The name of the variable is 'sexual orientation'. 
 
Definitions 
Nominal definition 

 
Sexual orientation is an umbrella concept that encapsulates sexual identity (how a person 
thinks of their sexuality and the terms they identify with), attraction (sexual interest in 
another person) and behaviour (sexual behaviour and experiences). It is a subjective view of 
oneself and may change over time and in different contexts. An individual could respond 
differently to questions on either sexual identity, attraction or behaviour.  
 
Operational definition 
 
The sexual orientation question is asking about sexual identity. This is how a person thinks 
of their own sexuality and the term they identify with. 
 
There are a number of ways in which someone might define their sexual identity. Common 
examples include Heterosexual; Gay; Lesbian, and Bisexual. 
 
Discussion on conceptual issues 
 
Alignment of identity, attraction and behaviour 
This question is designed to collect data on self-perceived sexual identity rather than 
attraction or behaviour. The question was not designed for specific or detailed studies of 
sexual behaviour or attraction, where a series of more detailed questions and answer 
categories might be more appropriate. However, regardless of the supplied operational 
definition, and focus on sexual identity, individual interpretations of the question will remain 
and responses to this question may be a combination of one or more of sexual identity, 
attraction and behaviour. 
 
Fluidity 
Sexual orientation is a subjective view of oneself and may change over time and in different 
contexts. Any data captured using this question will only represent a point in time.  
 
Age 
The variable 'sexual orientation' usually applies to all persons aged 15 years or older. 

Sexual orientation is self-defined and not a question that is appropriate to ask for people of 
all ages. The age at which a person can provide their own response will be determined by 
the protocols of the data collection and should be consistent with the collection of other 
similar information. A person can have a sexual identity while not being sexually active. 
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As a guide, the age 15 years and older is the recommended age for asking a sexual 
orientation question in general demographic collections. However, some data collections 
may require a different target age (eg younger ages for youth surveys and older ages for 
some household interview surveys). The decision on what age to apply this question to 
relies on the purpose of the data collection and the need for the information. 
 
Asking about others 
A survey respondent should not be asked to respond on the sexual orientation of others in 
scope for the collection. This question is appropriate as a self-reporting question only. 
 
Other terms 
A variety of terms may be used to describe sexual identity. Asexual, Pansexual and Queer, 
three of the more common terms not included in the standard question, are provided as 
approved additional response options for surveys in the Collection Methods section. 
 

 
Collection Method 
 

Scope – Statistical units  

Sexual orientation is an attribute of the counting unit ‘person’. 

 
Question modules 
Mandatory elements 

The following elements must be included: 

 The words ‘sexual orientation’ in the question to clearly articulate the concept being 
collected. 

 Label the response options 'Straight (Heterosexual)', 'Gay or Lesbian', 'Bisexual', 'I 
use a different term (please specify)', 'Don't know' and 'Prefer not to answer'. 

 A write-in facility is available when the 'I use a different term (please specify)' 
response option is selected. 

 Only one response is permitted. 

 If this question is interviewer administered, the question must always be asked and 
no assumption made. 

 

Standard question module 

How do you describe your sexual orientation?  

Please [tick/mark/select] one box. 

  Straight (Heterosexual) 
  Gay or Lesbian Gay 
Lesbian 
  Bisexual 
  I use a different term (please specify) 

Commented [ ]: Should these be separated? Or connected 
to gender? i.e. men who select gay, women who select lesbian – 
although there are plenty of gay and lesbian non-binary people so 
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  Don't know  
  Prefer not to answer 

 
Alternative question module 

As per the standard question module with the following amendments: 
 Any or all of Asexual, Pansexual and Queer may be added to the question response 

options. 
 Gay or Lesbian response option may be split into separate response options. 
 

 
Classification and Coding 
 

The criterion used to distinguish the categories of the sexual orientation classification and 
coding is provided in Table X. 

Table X. The Sexual Orientation Standard Classification and Code Structure 
 
Preferre
d code 

Alternate 
code 

Label Definition 

1 S Straight 
(Heterosexual) 

Persons whose sexual orientation is towards persons of 
a different sexgender. 
 

2  G Gay or Lesbian Persons whose sexual orientation is towards persons of 
the same sexgender. This is also sometimes called 
'homosexual'. 
 

3 B Bisexual  Persons whose sexual orientation is towards persons of 
the same sex gender and persons of a different 
sexgenders. 

4 X Different term Persons who identify with a different term than those 
provided.  

5 U Don't know Persons  who do not know their sexual orientation. 
6 Z Prefer not to 

answer 
Persons who do not want to disclose their sexual 
orientation. 

 
 

Supplementary code 
The following supplementary code is used to code non-responses for sexual orientation: 
 

 0 - Not stated 
 

Application of the classification to other variables 
The sexual orientation classifications are not applicable to other variables. 

Output 
 

Output categories 
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The standard output categories for sexual orientation are: 
 Heterosexual 
 Gay 
  or Lesbian 
 Bisexual 
 Different term 
 Not stated* 

* Coded responses of 'Don't know' and 'Prefer not to answer' are included in the 
output category 'Not stated'. 

 
It should be noted that the term 'Persons' is used in preference to 'Total' when presenting 
total population counts for sexual orientation. 
 
Confidentiality, statistical and technical issues may arise at various levels of dissemination if 
a small number of responses are recorded in any of the output categories. When these 
issues arise, outputs may be suppressed or combined into other categories. All data 
collected by the ABS is subject to confidentiality rules where no individual shall be identified 
and an individual response should not be identifiable. The ABS privacy policy outlines how 
the ABS will handle any personal information provided to us.  
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