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PROVIDING EVIDENCE
Please read each question carefully and provide only the evidence requested.

If evidence is contained within a broader document or policy, please highlight only the detail requested.

If inadequate or incomplete answers are provided for any question, full points will not be obtained.

Tick-box Selections:

Please ensure you select the appropriate tick-box when tick-boxes are presented within the question. 

Pride in Diversity will not assess responses if tick boxes have not been selected (these are critical to how your responses will be

assessed).

Pride in Diversity will not be responsible for non-assessment of questions where there is conflict between evidence provided and

tick-box selected.

Text Responses:

Where evidence is by way of written responses, please use the text box provided.  To expand the text box, click and drag the

corner of the selection to increase the height of the textbox.

Most questions will require a written response, even if an evidence attachment is also requested. Please ensure you use the text

boxes provided to clearly address the criteria and explain how your evidence supports your response. A strong written

explanation helps provide context and clarity for reviewers, ensuring your submission is assessed accurately and fairly.

Evidence Attachments:

Limit one piece of evidence per evidence box.  Please note: If multiple files are uploaded to a single evidence field, they will not

register as separate files and some files may be lost. Where multiple files are required, separate evidence fields have been

provided. Pride in Diversity cannot take responsibility for evidence uploaded incorrectly, so please ensure that text and evidence

fields are used as directed throughout the form.

The maximum amount of evidence required for each question is determined by the number of evidence boxes provided. 

If an evidence box is not provided within the question, an attachment is not required for the question.

Please note: Some questions include multiple criteria, which may require different forms of support to fully address the question.

For example, a single question might ask for written 'details' for one item and 'evidence' for another. Please read each question

carefully to ensure you are meeting all requirements. Where possible, Pride in Diversity has structured questions to minimise

unnecessary attachments and streamline your submission process.

Please note: You are not required to use all evidence upload boxes provided within a single question. These additional boxes are

included to allow flexibility for organisations that may need to upload multiple files to meet the evidence requirements. However,

if your organisation can address multiple criteria points within a single document, you are welcome to upload just one

attachment. The key is ensuring that all required elements are clearly identifiable within the evidence you provide.

HOW TO COMPLETE YOUR SUBMISSION
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'Save and Complete Later' Function:

IMPORTANT: Use the 'Save and Complete Later' function as you complete your Submission. This function can be utilised

throughout the year, as you prepare, review and complete.

This function allows you to return to your work without losing any work previously updated.

If you do not use this function, any changes or updates made may not be saved and work may be lost. Pride in Diversity will not

be responsible for any work lost.

Upon clicking 'Save and Complete Later,' you will be sent a link to utilise to return and continue work on your Submission.

'Submit' Function:

Once you have completed and reviewed all work and areready to submit, you must click the 'Submit' button upon completion.

If you do not click 'Submit' upon completion, your Submission will not be accepted.

Do not click the 'Submit' function unless you are ready to formally complete and submit your Submission.

Placeholder Link Function:

Each time you click 'Save and Complete Later,'you will be sent an updated link to continue you work on your submission. Any

work done on an 'outdated' link will result in work being lost.

Any link provided to you and your organisation can only be utilised by those within your organisation.

If multiple people are working on a submission for their organisation, they must share this correctlink or all work will not be

saved properly. Each placeholder link email will be sent to the person who is working on the submission at time of saving.

ABOUT THE ADVANCED SUBMISSION – WORKING
TOWARDS SILVER AND GOLD RECOGNITION
The Advanced Submission focuses on the following areas:

LGBTQ+ Bullying, Harassment & Support – to assist in reducing heightened levels of targeted bullying & harassment that

LGBTQ+ people face

Inclusion of Trans and Gender Diverse Employees – an area that typically does not have the same level of awareness and/or

support but one that is becoming critical for employers as more people openly identify with a diverse gender at work

Strategic Focus & Accountability – to show that you have targeted initiatives or plans in place to support LGBTQ+ inclusion on

an ongoing basis

LGBTQ+ Employee Network; Visibility of Inclusion; and LGBTQ+ Training, Awareness & Professional Development – areas

that contribute significantly to an LGBTQ+ inclusive culture

Executive Leadership & Engagement – culture is led from the top and Senior Executive support for D&I speaks to the

importance of inclusion, strategically, and the expectation of leadership within the organisation

Data Analysis – which provides valuable information about the impact of your inclusion initiatives, highlighting where focus

needs to be channelled or celebrated

Community Engagement – which sends a significant message of inclusion to those outside of your organisation.

Survey Participation – optional participation within the annual AWEI Employee Survey but one the provides invaluable

information and insight for a participating organisation’s own impact of initiatives

Additional Work – any workplace-related LGBTQ+ inclusion work accomplished, not covered elsewhere within this submission
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It is important to realise that the AWEI measures policy and practice here within Australia. Globally, policies, law and terminology can

differ. International activity will not have the same impact on inclusion locally that local activity will have. It is therefore important to

understand the following:

International policies – need to have relevance within Australia

Where international policies are given as evidence for the Australian Index; it is important to note that laws, terminology, protected

attributes under discrimination acts and entitlements can differ and impact an employee’s perception of what may or may not be

applicable locally. As such, no points will be given for simply referencing an international policy (unless written here in Australia in

which case you would need to clearly state this) unless there are accompanying statements or addendums that relate specifically to

the Australian context, differences in language, benefits and/or law (where applicable). These addendums can form part of the policy

or be articulated on the intranet page where policies can be found. Typical areas impacted would include family leave benefits, staff

entitlements, discrimination statements, protected attributes under discrimination law and health or leave benefits for those

affirming their gender.

Work completed internationally – but not here

You will not be able to gain points for any work completed in international offices UNLESS your local team has been involved in the

development of that work. You can gain points in the additional work section of the index for any LGBTQ+ inclusion work that you

have contributed to overseas. Exceptions will be made for any work completed overseas that you have actively shown, utilised,

promoted internally in Australia to promote your organisation’s global inclusion efforts PROVIDING that this has been built into an

event, a learning activity, a discussion point within a training, etc. Simply referencing overseas work without any localisation or

activity around that work here in Australia will not attract points.

LGBTQ+ BULLYING/HARASSMENT & SUPPORT

1. Tracking of Incidents
s 47G
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Answer

a) The ATO has established formal processes for reporting and tracking LGBTI+ related harassment incidents through our secure People 

Connect system. This system is a self-service platform for HR and Physical Security Management requests, records and incidents. When 

creating a request, an LGBTI+ option is available to select as a sub-type drop down option where the category for a matter is ‘employee 

complaint’. Bullying and harassment matters are recorded as complaints. This coding ensures that our system and its reporting captures 

specific data relating to the number of LGBTI+ matters that have been referred to our Conduct and Review Team and identifies any trends 

or areas of concern. 

b) People Helpline (PHL) is the ATO’s first point of contact for staff regarding any aspect of their employment arrangements or conditions. 

Staff can contact via phone, email or by submitting an online form. All enquiries are recorded securely in the ATO’s People Connect system.  

People Connect is accessible only by those officers within a defined HR role. PHL can report on HR cases by several parameters, such as 

keywords, granular query classifications and date ranges. Deidentified reports are periodically provided to relevant areas of ATO People 

and senior leaders including where trends are observed (to note or address), or when there are requests on specific issues. 

Not all disclosures of bullying or harassment or other inappropriate forms of behaviour are made apparent through initial contact with 

PHL. For example, a staff member may call to request information or explore the parameters of their issue/ topic before deciding to lodge 

a formal complaint. Where disclosures or any other sensitivities are made known, PHL's workforce is trained to manage with sensitivity and 

confidentiality, including providing access to available options and resources or escalating to the ATO's Conduct team where required. 

The ATO publishes the following information on myATO (ATO intranet) relating to our workplace bullying, harassment and discrimination 

guidelines and managing sensitive disclosures and complaints, for employees to reference: 

If you see or experience unlawful conduct, you are encouraged to act promptly by accessing support and report what happened. This will 

help to ensure timely and positive outcomes. If you feel comfortable to do so, approach the person directly to advise that their behaviour 

is unwanted or could be considered bullying, harassment or discrimination. The person may not be aware of the impact of their behaviour 

and making them aware may be all that is needed. Sometimes issues arise out of misunderstandings, perceived actions or both and may 

be readily resolved if dealt with early. If you don’t feel comfortable addressing the behaviour yourself, or if this was unsuccessful, there are 

a range of options and channels for you to report or seek advice on unlawful conduct. These include:

- speak to your manager or another manager (where appropriate)

- speak to your local People Support Team

- contact People Helpline

- seek information from a Harassment Contact Officer or your local or national Health and Safety Representative (HSR)

- contact the Speak Up Mailbox or Hotline. This can be done anonymously.

- contact the Employee Assistance Program for support.

- lodge an Incident Notification Report where your personal health or wellbeing has been affected. Note: Complaints can be made 

anonymously. 

As referenced above, staff have access to Harassment Contact Officers (HCOs), who are trained to provide support and information as a 

part of our strategies to prevent and manage bullying and harassment in the workplace. Staff can locate HCO contact details through the 

ATOs Protecht Business Continuity Management database.

c) The ATO is actively protecting the psychological safety of its workforce, including LGBTI+ employees. It does this through a structured, 

risk based and early intervention approach supported by our Psychosocial Risk Framework which guides the application of a risk-based 

approach for the identification and prevention of psychosocial risks and hazards, early intervention and rehabilitation. 

The ATO actively ensures that LGBTI+ employees feel safe, respected and able to bring their whole selves to work, ensuring employees are 

supported and safe despite social and political backlash against LGBTI+ inclusion in the external environment. Current initiatives that 

demonstrate a strong focus on visibility, community connection, respectful culture and structural protection and include:

• Providing identity affirming networks, including the ATOMIC LGBTI+ and Allies network and Kaleidoscope. Both networks foster 

community, visibility and peer support.

• Creating safe spaces and inclusive workplace practices that encourage employees to be open, authentic and confident in expressing their 

identities.

• Celebrating LGBTI+ visibility, including participation in AWEI initiatives and recognising days of significance.

• Supporting transgender and gender diverse employees with practical, respectful processes aligned to APS wide inclusion and gender 

recognition guidelines.

• Recognising and elevating LGBTI+ advocacy, including through leadership engagement and accountability for inclusive behaviours.

• Embedding LGBTI+ inclusion into organisational strategy, particularly through the ATO’s Diversity & Inclusion Strategy and workplace 

culture commitments.

• Applying a Psychosocial Risk Framework, ensuring LGBTI+ employees are protected through structured risk identification, prevention and 

support systems.

These measures collectively strengthen a culture where LGBTI+ employees feel respected, included and empowered to speak up. They 

support the ATO to meet its legislative obligation to exercise a duty of care to manage all health and safety risks, including psychosocial 

risks. The ATO takes a proactive, structured approach to protecting psychosocial safety for all employees, including LGBTI+ staff, 

particularly in the context of heightened public discourse, media and external events that may impact wellbeing or workplace behaviour.
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INCLUSION OF TRANS AND GENDER DIVERSE

EMPLOYEES
s 47G
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File as evidence for this question

Only one attachment per field.

BrowseBrowse

INCLUSION OF TRANS AND GENDER DIVERSE

EMPLOYEES
s 47G
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Answer

The ATO integrates a strong focus on LGBTI+ inclusion when working with external organisations and partners. This ensures our practices 

remain ethical, inclusive and aligned with APS wide expectations for diversity and equity. Below are examples across four distinct work 

areas, as required.

1. Third party recruiters and career service providers

When engaging external recruitment providers through the Department of Finance’s Provider Panels, the ATO evaluates suppliers on their 

demonstrated diversity and inclusion commitments. This assessment helps ensure alignment with APS and ATO diversity and inclusion 

goals, including improving employment outcomes for groups facing barriers to equitable participation.

Recruitment suppliers such as DFP Recruitment and Chandler Macleod were selected in part due to their evidence of:

• strong diversity and inclusion strategies

• demonstrated alignment with the ATO’s Inclusion and Diversity Strategy

• compatible inclusion practices supporting LGBTI+ candidates.

This ensures LGBTI+ inclusion is embedded in recruitment processes delivered on behalf of the ATO.

2. Suppliers

The ATO places clear expectations on suppliers to demonstrate inclusive practices, particularly where services impact employee wellbeing 

or learning.

Employee Assistance Program (EAP) – TELUS Health was selected based on their alignment with the ATO’s Diversity and Inclusion Strategy 

and their commitment to inclusive service delivery. This includes:

• over 240 clinicians trained to support LGBTI+ clients

• options for employees to request clinicians based on gender preference or LGBTI+ experience

• short term, confidential wellbeing support tailored to diverse needs

The ATO also engages SBS as a supplier for inclusion and diversity training. SBS is a values aligned partner, demonstrating:

• Platinum level LGBTQI+ workplace accreditation

• a strong Pride & Allies employee network

• inclusive workplace policies and strategies

• sector leading visibility and education programs.

These partnerships reinforce the ATO’s commitment to LGBTI+ inclusion across all contracted service delivery.

3. Strategic partners and key external stakeholders

As a recognised employer of choice for LGBTI+ inclusion, the ATO regularly collaborates with both government and private sector 

organisations to share best practice and uplift sector capability. An example in 2025 includes collaboration between the ATO Inclusion and 

Diversity team and the Department of Home Affairs, where the ATO shared:

• guidance on gender affirmation

• leave provisions

• policy and guideline considerations supporting LGBTI+ employees

This partnership demonstrates the ATO’s leadership role in supporting improved inclusive practices across the public sector.

4. Potential and Existing customers and service users

The ATO ensures its interactions with customers reflect respect for gender diversity and inclusivity. Key examples include:

• Our external website ato.gov.au has clear references to our approach to diversity including LGBTI+ inclusion see website: Our approach to 

diversity | Australian Taxation Office; 2024 Diversity and Inclusion Strategy | Australian Taxation Office; Focus on inclusion and diversity | 

Australian Taxation Office; Diversity networks | Australian Taxation Office

• Customers and service users can update gender markers and personal information across ATO systems, with clear instructions available 

on ato.gov.au. The process was most recently updated in June 2025.

• ATO client facing channels, including letters, portals and online forms, generally avoid unnecessary references to gender, reducing 

discomfort or barriers for trans, gender diverse and non-binary clients. This gender-neutral approach delivers a better overall client 

experience.  

These measures ensure that LGBTI+ clients feel respected, recognised and supported in their interactions with the ATO.

Across recruitment, supplier engagement, strategic partnerships and customer service, the ATO embeds LGBTI+ inclusion in its 

organisational practices. These examples demonstrate active commitment to ensuring external partners, clients and stakeholders 

experience the ATO as an inclusive, safe and values aligned organisation.
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LGBTQ+ EMPLOYEE NETWORK
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Answer

The ATO undertook a range of work to better understand and support underrepresented groups within its LGBTI+ workforce. This work 

focused on identifying communities whose experiences, visibility and representation differed from the broader LGBTI+ population and 

ensured that we could respond meaningfully to their specific needs

LGBTI+ women

During the 2025 reporting year, ATOMIC identified that LGBTI+ women were significantly underrepresented within both the broader 

network and the ATO’s LGBTI+ visibility more generally. This was reinforced by insights from the 2024–2025 AWEI Survey.

ATOMIC supports LGBTI+ women through its dedicated sub network, ATOMIC Amazons, which provides a safe space to connect, share 

experiences and be fully themselves at work. Historically, the sub network had a representative on the National Steering Committee 

however, engagement levels indicated the group was not feeling meaningfully connected or represented.

In response, ATOMIC Co Chairs undertook targeted engagement and research with members of ATOMIC Amazons to better understand 

their experiences and the barriers they were facing in the workplace. These consultations informed renewed efforts to revitalise the sub 

network and highlighted a desire for greater recognition, more opportunities for connection and improved visibility.

Non-binary and other gender diverse employees

ATOMIC provides extra support to this community through its sub network Kaleidoscope.  In early 2025, given the issues raised and 

demands placed on the co-chair, it became clear that Kaleidoscope needed additional resourcing and support to meet members’ needs. 

Consultation with members identified key challenges around psychological safety and proper pronoun use. 

Transgender employees

An analysis of the 2025 AWEI Survey responses highlighted that transgender employees continue to face unique and often significant 

challenges within the ATO. Results showed opportunities to:

• Improve organisational education on transgender identities

• Strengthen allyship

• Increase visibility and targeted support

• Address the detrimental mental health impacts experienced when an individual’s identity is not acknowledged or respected.

LGBTI+ CALD Employees

Intersectionality poses unique challenges for individuals and as part of the ATO’s broader Diversity & Inclusion work, research was 

undertaken into the experiences of employees from Culturally and Linguistically Diverse (CALD) backgrounds, including those who also 

identify as LGBTI+. This work was completed through the CALD Action Plan project team and included:

• Focus groups with CALD employees to explore their lived experiences, challenges, cultural influences and workplace barriers

• Discussion of intersectional experiences, including those who identify as both CALD and LGBTI+

• Quantitative analysis of Employee Census data relating to bullying, harassment and discrimination, applying an intersectional lens (CALD 

+ LGBTI+) to identify systemic barriers and impacts on career progression.

LGBTQ+ EMPLOYEE NETWORK
s 47G
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Answer

The ATO recognises the importance of amplifying the visibility of underrepresented groups, including within its LGBTI+ workforce. By doing 

so, we aim to inspire and support employees across the office, demonstrating pathways to inclusion and fostering a sense of belonging. 

LGBTI+ Women

In response to the findings of targeted engagement and research of LGBTI+ Women in the ATO, ATOMIC increased their focus on 

increasing visibility for this group through initiatives such as the recognition and celebration of Lesbian Day of Visibility on 25 April 2025. 

Personal stories are published on MyATO, that raise visibility of LGBTI+ Women in the ATO and feature their early work experiences as 

women working in male dominated workplaces, coming out as a lesbian in workplaces and their experiences in the ATO.  

Non-binary and other gender diverse employees

After reviewing census data and consulting with members, ATOMIC appointed an additional co-chair to support the Kaleidoscope lead.  

The network increased the frequency and visibility of communications on pronoun use, including articles, educational pieces and 

reminders within the internal newsletter Rainbow Connections.  ATOMIC created specific content for all-network channels to elevate 

understanding of gender diversity and the challenges nonbinary people experience in the workplace.

Transgender Employees

The research into the challenges of transgender employees enabled us to obtain a greater awareness of the gaps in support for 

transgender employees.  This led to more structured support pathways for transgender employees and greater focus on visibility to ensure 

their voices and experiences are heard.  There was recognition and there were celebrations of days of significance including Transgender 

Day of Visibility and Transgender Awareness Week. 

LGBTI+ CALD Employees

The work and research into intersectional challenges faced by LGBTI+ CALD employees provided valuable insights into how cultural 

background, language and sexuality/gender identity intersect to influence feelings of safety, visibility and inclusion.  The impact of this 

provides a deeper understanding of intersectional challenges, insights to inform future CALD and LGBTI+ inclusion strategies and 

improved visibility of CALD LGBTI+ employees’ unique experiences as per an article in MyATO news on Intersectionality from an individual 

employee's perspective. 

LGBTQ+ EMPLOYEE NETWORK
s 47G
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Answer

As an established, strong network in the ATO, the ATOMIC network has led the way in proactively supporting and assisting other diversity 

networks in the ATO. During 2025, ATOMIC Co-Chairs have collaborated with other diversity networks, including: 

• Generational Inclusion

• Gender Equality

• Neurodiversity

• Culturally and Linguistically Diverse 

• National Disability and Ally Network.

Meetings were set up that enabled collaborative problem solving, shared learning and mutual support across networks. (See AS 12a 

Meetings with other networks) While not all ideas led to formal projects, the exchange of insight and troubleshooting contributed to 

improved processes and clearer pathways for future collaborative work.

ATOMIC offered cross network capability support and provided guidance on managing a network SharePoint site, using the ATOMIC site as 

an example to uplift capability in structuring content, publishing updates and maintaining accessibility. This support led to greater 

confidence, capability and consistent site management practices. 

1.) Generational Inclusion (Gen Inc) Network: 

• ATOMIC worked closely with the Gen Inc network on a joint proposal to recognise days of significance across all networks, including a 

suggested inter network event for National Families Week. Although the proposal did not proceed, the planning discussions clarified 

expectations for future cross network activity and strengthened working relationships.

Impact: Increased confidence and capability for a newer network to improve its processes and visibility and improved alignment across 

networks on how days of significance could be approached.

2.) Neurodiversity Network:

• The ATOMIC network shared its process documents and templates to help the Neurodiversity Network strengthen its governance 

practices and streamline its internal administration.

• ATOMIC cochairs partnered with Neurodiversity network with a focus on diagnosing a perceived drop off in new membership 

registrations across our networks. The issues identified were escalated to an all-network co-chairs forum and resulted in identification of 

technology changes that had impacted registration notifications. This prompted action to resolve the issue.

• Shared experiences of recurring operational and governance challenges across networks and worked together to identify practical 

feedback and fixes that would reduce administrative strain for current and future co-chairs.

Impact: Supported greater consistency in member management processes and contributed to practical governance improvements for this 

network.

3.) Culturally and Linguistically Diverse (CALD) network

• Provided the CALD Network with ATOMIC process documents and templates to support consistent governance and assisted them in 

developing clearer operational procedures.

Impact: Enabled the CALD Network to build more structured and sustainable governance processes aligned with broader network practice.

LGBTQ+ EMPLOYEE NETWORK
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DEVELOPMENT
s 47G

Rele
as

ed
 un

de
r F

OI A
ct 

19
82

 

Aus
tra

lia
n T

ax
ati

on
 O

ffic
e

FOI-2026-00822 Page 32 of 58



Rele
as

ed
 un

de
r F

OI A
ct 

19
82

 

Aus
tra

lia
n T

ax
ati

on
 O

ffic
e

FOI-2026-00822 Page 33 of 58



Rele
as

ed
 un

de
r F

OI A
ct 

19
82

 

Aus
tra

lia
n T

ax
ati

on
 O

ffic
e

FOI-2026-00822 Page 34 of 58



Rele
as

ed
 un

de
r F

OI A
ct 

19
82

 

Aus
tra

lia
n T

ax
ati

on
 O

ffic
e

FOI-2026-00822 Page 35 of 58



Rele
as

ed
 un

de
r F

OI A
ct 

19
82

 

Aus
tra

lia
n T

ax
ati

on
 O

ffic
e

FOI-2026-00822 Page 36 of 58



Answer

The ATO has established internal leadership and management training that incorporates LGBTI+ inclusion. This includes a dedicated 

webinar within the Leading Others learning pathway titled The Inclusive Manager. 

The program supports leaders to understand diversity, foster inclusive workplace cultures and apply strategies that build empathy, respect 

and psychological safety. The content aligns with global best practice in inclusive leadership and equips leaders with practical tools to 

effectively lead and support diverse teams, increasing confidence to promote respectful and inclusive work environments.

The training covers LGBTI+ inclusion, including gender diversity and non-binary identities. It addresses LGBTI+ community considerations 

and provides clear guidance on definitions, appropriate terminology and respectful language, including the correct use of pronouns. We 

can provide evidence and extracts from The Inclusive Manager training materials if required.

In addition, diversity and inclusion – including LGBTI+ inclusion – forms part of the induction program for Senior Executive Service (SES) 

leaders, reinforcing expectations of inclusive leadership at the most senior levels of the organisation.
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Answer

The ATO’s Compass Performance Framework underpins our commitment to cultivating a high-performance culture where all employees, 

including LGBTI+ staff, are supported to develop, succeed and progress. Compass provides a consistent, merit based and inclusive 

approach to identifying and developing high performing employees through:

• clear team plans and individual performance expectations

• regular, meaningful check ins between managers and employees to discuss wellbeing, performance, aspirations and development

• timely, constructive and respectful feedback from managers and peers

These processes enable managers to design tailored development pathways for high performing employees, including those who are 

LGBTI+, aligned to individual strengths, career goals and future aspirations.

(a) Identifying and Developing High Performing LGBTI+ Employees

Through Compass, the ATO actively identifies employees with strong performance and high potential and supports them through targeted 

leadership and talent development initiatives. This includes access to formal leadership programs that align with employees’ Compass 

development goals.

A recent example includes a high performing member of the ATOMIC Network who was identified as emerging talent and supported 

through tailored development opportunities, including attending an LGBTI+ leadership summit in 2025. This opportunity was directly 

aligned to their Compass development plan and long-term career goals.

In addition, ATOMIC SES Champions and the broader network play a proactive role in fostering LGBTI+ leadership potential. They extend 

invitations to targeted development activities in consultation with employees’ managers to ensure:

• strong alignment with Compass development goals

• confirmation of high performance and future potential

• consistency with broader workforce talent and succession planning.

These opportunities are incorporated into participants’ formal development plans and contribute to ongoing succession planning within 

the ATOMIC Network.

The ATOMIC Network continues to strengthen its focus on identifying emerging LGBTI+ talent, supporting career development and creating 

clearer leadership pathways to ensure high performing LGBTI+ employees are equipped to thrive and progress.

(b) Reporting on LGBTI+ Participation and Representation

The ATO has the capability to report on participation in leadership, talent and succession programs through Compass and wider workforce 

reporting mechanisms. We provide quarterly reporting on diversity representation, including LGBTI+ participation across classification 

levels and within senior leadership. This enables ongoing monitoring of trends and informs future workforce planning.

Current reporting indicates:

• 4.3% LGBTI+ representation in Senior Executive Service (SES) roles (up from 4% the previous year)

• 4.5% LGBTI+ representation across the broader ATO workforce

While the ATO collects LGBTI+ diversity data through SAP HR People System, this information cannot legally be used to identify individual 

employees for talent initiatives, in line with privacy legislation and our obligations. However, the comparable rates of LGBTI+ 

representation in senior leadership and the overall workforce indicate that our development programs, inclusive practices and targeted 

support for high performing LGBTI+ employees continue to be effective.
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File as evidence for this question

Only one attachment per field.

BrowseBrowse

DATA ANALYSIS
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File as evidence for this question

Only one attachment per field.

File as evidence for this question

Only one attachment per field.

BrowseBrowse

COMMUNITY ENGAGEMENT 
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Answer

The ATO has not participated in external LGBTI+ community events with organisational branding in the assessed calendar year.  

File as evidence to this question

Only one attachment per field.

BrowseBrowse

COMMUNITY ENGAGEMENT
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Additional Work G - Title

Transgender women in sport

Additional Work G - Answer

An article in Rainbow Connections offered positive representation in an area where transgender women are often misunderstood or 

invisible. Sharing the story of a transgender athlete helped build empathy, deepen understanding and reduce unconscious bias.

Sport is frequently a space where transgender women are often talked about but not represented. Highlighting a real athlete humanises 

the experience, replaces stereotypes with lived reality and normalises transgender identities in everyday life.

This visibility contributes to an inclusive workplace where employees feel seen and assured that all parts of their identity are welcome. It 

also strengthens team relationships, communication and allyship.

Additional Work G - File evidence for this question

Only one attachment per field.

Additional Work G - File evidence for this question

Only one attachment per field.

BrowseBrowse

Additional Work H - Title

Trans health care for minors

Additional Work H - Answer

A colleague shared their experience of supporting their transgender child in the ATOMIC Teams channel. This type of network activity helps 

others understand gender affirmation from a real, family centred perspective. Personal stories break down assumptions, reduce stigma 

and build empathy. 

The post also created visibility for families who may feel isolated and shows that our workplace values psychological safety, where people 

can share what affects their lives without fear of judgement.

The story highlighted that inclusion affects real families and daily life, helping colleagues engage in more informed and respectful 

conversations.

Lived experience encourages meaningful allyship, including listening, understanding and being mindful about language and reinforces that 

diverse family experiences are acknowledged and respected within our organisation.

Additional Work H - File evidence for this question

Only one attachment per field.

Additional Work H - File evidence for this question

Only one attachment per field.

BrowseBrowse

End of Form
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You are now about to submit the form. Please confirm that all questions are properly answered.

On behalf of Pride in Diversity, we would like to thank you for your commitment to Australian LGBTQ+ inclusion, equality

and equity; and for participating in the AWEI Submissions and this important benchmarking Index.
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