Document 1

AUSTRALIAN WORKPLACE EQUALITY INDEX

2021 EMPLOYER PARTICIPATION DETAILS

Organisation Name: Department of Agriculture, Water and the Environment
Sector: v" Public/Government: Federal
Employer Size (within Australia): Number of employees within Australia:
v/ 2,000 — 8,000 employees
Regional Employers Is your head office Regional? No
Global Employers Do you have international offices: Yes
Is your head office in Australia: Yes
Contact Person for the Index: Name: s. 22(1)(a)(ii)

Position Title: Director, Diversity and Inclusion

Postal address (including postcode): GPO Box 858, Canberra City, ACT 2601
Phone number: s. 22(1)(a)(iiy Mobile: s. 22(1)(a)(ii)

Email: s. 22(1)(a)(i) @awe.gov.au

NTERNATIONAL WORKPLACE INDEX PARTICIPATION

Do you participate in any other workplace No
equality indices globally?
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AUSTRALIAN WORKPLACE EQUALITY INDEX

INDUSTRY BENCHMARKS

benchmarked according to:
Education
e  Employer Size

e Awarded Tier Recognition
e  Global Employers

here.

core industry business.

Participating employers will by default be
e  Sector: Public / Private / NFP / Higher environment

e Government: Federal, State, Local

All benchmarking tables will be provided for
comparison, but only those that reflect your
dominant industry/business should be selected

Please remove all that are not applicable or your

[J Federal government; Agriculture, water and the

Please select participation
identification level at which we
can identify you

(Name and Employer Tier only,
no scores)

Please delete those not relevant

DISCLOSURE RECOGNITION

We list employers annually that reach each of the employer recognition tiers within the AWEI, unless you choose to be anonymous.
Some employers choose only to be identified should they reach a certain recognition tier.

Select the recognition tier at which you would like to be publicly identified:
[J We are happy to be identified regardless of employer tier reached
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AUSTRALIAN WORKPLACE EQUALITY INDEX

ADDITIONAL AWARD SUBMISSIONS

Have you considered nominating someone for an LGBTQ Inclusion Award? Award Nomination Categories:
Please list any other LGBTQ Inclusion Awards that you are submitting for this year
within the AWEL. This provides us with a cross-check reference to ensure that all
expected submissions are received.
Consider nominating a group or individual for their extensive work in
LGBTQ inclusion within your organisation
More than one nomination in each category may be received

CEO of the Year Award: (insert nominee name/s)

Executive Leadership Award: (insert nominee name/s)

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

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

Network Leader of the Year Award: (insert nominee name/s)

Sally Webster Ally Award: (insert nominee name/s)

Sapphire Inspire Award for LGBTQ Women: (insert nominee name/s)

I B

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

NEGATIVE PRESS / COMPLAINTS DISCLOSURE

o  We have received negative press that has impacted our reputation as an LGBTQ inclusive employer

e  Formal complaints were lodged against us for LGBTQ discrimination, bullying or harassment (Fair Work Ombudsman, Human Rights Commission, Sex
Discrimination Act)

e We understand that up to 25 points may be deducted from our score if we have received a significant amount of negative press regarding an anti-LGBTQ incident
where our organisation was responsible and insufficient action was taken to rectify this.

In relation to the above (maintaining required confidentiality), please broadly outline your course of action or response/outcomes of any complaints lodged.

The department has not received any negative press or complaints lodged against us in relation to LGBTQ discrimination, bullying or harassment.

ACCURACY STATEMENT

We confirm that at the time of submission, details provided for all questions identified within the three submission documents are true and accurate. We understand
that should any claims be found to be false, points and rankings will be adjusted accordingly.

Name of person signing off accuracy: s. 22(1)(a)(ii)

Position within organisation: Director, Diversity and Inclusion
Contact Email: s. 22(1)(a)(ii) @awe.gov.au
Contact Phone: s. 22(1)(a)(i) Mobile: s. 22(1)(a)(ii)
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2021 STANDARD EMPLOYER AWEI
SECTION 1: STANDING SUBMISSION

This section pertains to LGBTQ inclusion within organisational policies and practice.

The Standing Submission includes:

HR Policy & Diversity Practice: | Standard practices within HR Policies and explicit LGBTQ inclusion within them; including third party policies

LGBTQ Bullying / Harassment & Support: | Tracking and handling of potential incidents and support for LGBTQ employees, should this occur

Trans & Gender Diverse Inclusion: | Explicit policy inclusion for trans and gender diverse employees; including leave, forms, titles and dress codes

Strategic Focus: | Accountabilities and role responsibilities for HR and Executive staff; external / customer facing inclusion promotions

IMPORTANT NOTE:

If you have submitted an AWEI last year, you may choose to carry over your point allocations within Section 1: Standing Submission only.

e If you wish to carry over your entire Standing Submission scores from last year, please leave Section 1: Standing Submission blank.

(Recommended if you are satisfied with your previous scores and/or no further work has been done in this section.)
OR:

e If you wish to submit (or re-submit) for any question/s within Section 1: Standing Submission, please submit evidence for the individual question/s applicable.

SUMMARY:
o If you leave a question blank within this section, we will not change the score from last year.

year’s evidence will not be referenced, so you must re-submit all evidence requested).

e If you submit evidence for any question below, the evidence and score will be re-evaluated based only on the evidence supplied within this Submission (last

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

Senior HR Person: | s. 22(1)(a)(ii)

Contact Details (email / phone): | Email: s. 22(1)(a)(i) @awe.gov.au
Phone: s. 22(1)(a)(ii)
Mobile: s. 22(1)(a)(ii)

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

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

- e ° “‘_3{; ®
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STANDING SUBMISSION: HR PoLicy & DIVERSITY PRACTICE

STANDING SUBMISSION: HR POLICY & DIVERSITY PRACTICE
1. Removal of the terms: ‘Sexual Preference’ or ‘Lifestyle Choice(s)’

FOUNDATION
Max. 2 points

We have conducted a review to ensure that any reference to ‘sexual preference’ or ‘lifestyle choice’ within our policy documentation, diversity references, on
external facing websites and company intranet pages has been replaced with the words ‘sexual orientation.’

|

The department uses the preferred language of ‘sexual orientation’ in all documentation, policies and publications. The department’s website and intranet site both
returned ‘0’ results when searching for ‘sexual preference’ and ‘lifestyle choice’.

Submission Evidence:
Figure 1 - Screenshot from the department’s staff-led inclusion network guidelines 2020 with correct terminology

1.1 What is Diversity and Inclusion?
Diversity is a mix of different people and how they identify in relation to their age, caring responsibilities, cultural
background, disability, gender, Indigenous background, sexual orientation, and socio-economic background (social
identity), and their profession, education, work experiences, and organisational role (professional identity).

Inclusion is getting this mix to work by creating an environment where people from diverse backgrounds are
respected, connected, and progressing and contributing to the department’s success. This occurs when people from
diverse backgrounds experience:

Value and respect for who they are in their working environment
Connection to and are accepted by their co-workers
Have opportunities to develop and progress their career

The opportunity to contribute their talents to the department.
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AUSTRALIAN WORKPLACE EQUALITY INDEX

Figure 2 — Screenshot from the department’s website, ‘0’ search results for ‘sexual preference’
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Figure 3 - Screenshot from the department’s website, ‘0’ search results for ‘lifestyle choice’
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Please provide name and contact details of senior representative who can, if required, verify the above:
Senior HR Name/Contact Details for verification:

s. 22(1)(a)(ii)

Director, Diversity and Inclusion

s. 22(1)(a)(ii)  Mobile: s. 22(1)(a)(ii)

STANDING SUBMISSION: HR POLICY & DIVERSITY PRACTICE FOUNDATION

2. LGBTQ Inclusivity within Policies and Benefits Max. 2 points

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

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

All department employees can access the Diversity and inclusion intranet pages. These pages are dedicated to promoting an inclusive culture in the department and
provide support and information for LGBTIQ+ employees. Resources within these sites include the Staff-led Inclusion network Guidelines, the former Department of
Agriculture Inclusion Strategy 2019 — 2021, the former Department of Environment and Energy Inclusion Strategy 2019- 2023 and the Gender Equality network action
plan to provide information and support to employees and members of the inclusion networks. The LGBTIQ+ Pride network is staff-led initiative for LGBTIQ+ staff and
allies. The forum provides support and guidance to employees in relation to LGBTIQ+ information, community support resources and network events.

Submission Evidence:
Our Inclusion Commitment Statement is included on the following intranet policy pages:
e Workplace diversity and inclusion
e LGBTIQ+
e leave
e  Family and domestic violence
e  Flexible working arrangements
e Unacceptable behaviour

Attachment SQ2 — The department’s LGBTIQ+ intranet site

* e . a%; W o
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AUSTRALIAN WORKPLACE EQUALITY INDEX

Figure 4 - Screenshot of the department’s Inclusion Commitment Statement

Our commitment to diversity and inclusion applies to all employees. Inclusion is everyone's responsibility. Our
policies, procedures, guidelines and other instructional materials are designed to support all staff, including thos
who identify as LGBTIQ and their families (where families are included within the document).

and inclusion page is being developed)

| —

Figure 5 — Screenshots of the Diversity and inclusion intranet sites (All employees have access to both Diversity and inclusion intranet sites while the AWE Diversity

Workplace Diversity and Inclusion A, Conticts

Dwversity ane Inclusion
Ssmall: Sivarsity and g

By Fedited Pages

R I
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AUSTRALIAN WORKPLACE EQUALITY INDEX

Figure 6 — Screenshot of the LGBTIQ+ Pride network site on the intranet

We. PRIDE Network

Absut the MIDE Metuwerk

Figure 7 - Screenshot of our LGBTIQ+ Pride network vision

Our vision: A staff-led PRIDE Network that celebrates diversity, provides a support network for
LGBTQIA+ staff, and contributes to an inclusive and safe workplace culture.

Figure 8 - Extracts from our recruitment page. Our department promotes gender equality as part of our culture

People and jobs

As an organisation. we are committed to building a culture
where difference is valued and respected, and where we work
together and leverage the benefit of our diversity.
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AUSTRALIAN WORKPLACE EQUALITY INDEX

Gender equality
Our role is to create a workplace where all employees can reach their full potential.

Research shows that barriers to gender equality in the workplace are real, We are working to understand the barriers in our
arganisation

Our values

We want to make sure gender equality is a streng part of our culture

To us gender equality means:
* we consider and equally value the behaviours. aspirations and needs of all genders
* rights. respansibilities, and opportunities don't depend on an individual's gender

We support this through agreed strategies and targets that we work towards

Figure 9 —Screenshots of the department’s definitions of a family member and partner/ spouse — defined in the relocation assistance policy

Family member means a relation by blood, marriage, adoption, fostering or traditional kinship, or a partner
who stands in a bona fide domestic relationship with an employee (without discrimination as to sexual
orientation).

Partner/Spouse means, in relation to a person who is a member of a couple, the other member of a couple
without discrimination as to sexual orientation.
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AUSTRALIAN WORKPLACE EQUALITY INDEX

DEFINITIONS

And the departments leave policy 2020;

233. Forthe purposes of this Policy, the following definitions apply:

Term or word

Definition

Family
member

A partner/spouse |or former partner/spouse) or a relation of the employee or their
partner/spouse by blood, marriage, adoption, fostering or traditional kinship.

Partner/spouse

In relation to an employee who is a member of a couple, the other member of the
couple, without discrimination as to gender or any other attribute.
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STANDING SUBMISSION: HR POLICY & DIVERSITY PRACTICE FOUNDATION

3. New Parent Leave Inclusive of LGBTQ Families Max. 3 points

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

For full points, please identify:
(a) If leave covers surrogacy and where the availability of this leave is explicitly communicated for LGBTQ families
(b) If leave covers adoption and where the availability of this leave is explicitly communicated for LGBTQ families
(c) If leave covers foster arrangement and where the availability of this leave is explicitly communicated for LGBTQ families

The department released a revised leave policy in August 2020, following an extensive consultation round with staff. The leave policy explicitly states that a ‘family
member’ and/ or ‘partner/ spouse’ will be defined without discrimination as to sexual orientation. The department has a People Support team available to all employees

if they have any questions about their leave entitlements.
Submission Evidence:

Attachment SQ3 — Extracts from the department’s leave policy with regards to parental leave including adoption and foster parenting leave
Figure 10 -1 Extract from the department’s leave policy, definitions for ‘family member, partner/ spouse, and supporting partner’

. o __ ; ° o - -
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AUSTRALIAN WORKPLACE EQUALITY INDEX

Figure 11 -2 Extract from the department’s leave policy

Surrogacy

130. Anemployee who carries a child through a pregnancy under a surrogacy arrangement is eligible for
maternity leave.

131. The employee’s personal circumstances will determine eligibility for various parental leave
provisions. Please contact People Support for advice regarding leave and surrogacy arrangements.

Figure 12 -3 Extract from the department’s leave policy. Employees may also request this leave for ceremonial activities etc.

CULTURAL, CEREMONIAL OR RELIGIOUS OBLIGATIONS

201. The delegate may authorise up to two days of paid leave per annum for employees who apply for
leave to participate in cultural or ceremonial activities or to meet religious obligations, including
observance of religious holidays that are not formally designated as public holidays in the
Agreement. An employee may also request a substitution of a public holiday for these purposes as
provided by clause 3.38 of the Agreement.
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AUSTRALIAN WORKPLACE EQUALITY INDEX

STANDING SUBMISSION: HR POLICY & DIVERSITY PRACTICE

4. Travel Advice for Employees

ADVANCED
2 points

We have travel advice and support available to our LGBTQ employees or employees with LGBTQ dependents should they be required to travel for work (e.g. cultural

context, safety, LGBTQ matters in other jurisdictions). Please provide a copy of travel advice available.

The safety of our employees whilst travelling is paramount. The department provides support to all employees required to travel on official business domestic and/or
overseas in accordance with the department’s Travel Regulation Manual and International Travel Procedures. Employees are provided with extensive travel information

prior to travelling including security, cultural and safety information.

The department partners with the Department of Foreign Affairs and Trade (DFAT) to conduct local training and briefings, and cultural sensitivity training. DFAT have

provided the below example in relation to LGBTIQ+ matters which is provided to persons travelling for work:

Submission Evidence:

Figure 13 - Screenshot of Smarttraveller.gov.au advice for LGBTIQ travellers webpage
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AUSTRALIAN WORKPLACE EQUALITY INDEX

Figure 14 - Screenshot of the department’s travel policy and travel regulation manual

Alvw i B

July 2020
July 2020
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STANDING SUBMISSION: HR POLICY & DIVERSITY PRACTICE ADVANCED
5. Third Party Policies Max. 2 points

We have audited third party service providers to ensure they align with our non-discriminatory policies/procedures, inclusive of LGBTIQ+ people and their families.
Please select all that have been audited, evidence only required for one:

X Superannuation

X Death & TDP Benefits / Life Insurance

X Travel Insurance

X Healthcare (excluding EAP — Employee Assistance Programs — covered elsewhere)

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

Submission Evidence:

All third-party suppliers have confirmed they do not exclude LGBTIQ+ people and their families (where applicable) in their policies and procedures. However, they do not

explicitly mention their inclusion as the cover is the same for every member. Their policies and procedures follow the same process regardless of a person’s LGBTIQ+
status.

We are satisfied that the third-party providers act in accordance with our values and do not discriminate any person in their policies and procedures. Given our providers
are not part of the department and they are a third-party, we must note that we have no influence with regards to how and what is written in third-party policies and

procedures. However, our procurement policy provides the department with guidance and the abilities to select providers should they not meet our requirements and
values.

Submission Evidence:

Attachment SQ5 — Email to Comcover including response
Figure 15 — Screenshot of email response from Comcover
Froms. 47F(1)  =S. 47F(1) @comeoversonuau=

Sent: Menday, 1B January 2021 10:31 AM

To: insurance Helpdesk g, 47E(d)

|

Subject: RE: FOR ACTION: Reqguest for urgent information [SECSOFFICIALY |
|

}

pai S 2200

Those are not issues that are expressly dealt with in the Statement of Cover

sre thers any apecific exclusions that would apply

S. 4TF(L) | melstionship Marage

SYepartmeont of Fiman

s, 47F(1) | E:5 47F(1) fecomcovsr.com.au

A 1 Canberra Avenuse of it, Canberra ACT 2603
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STANDING SUBMISSION: HR POLICY & DIVERSITY PRACTICE ADVANCED
6. LGBTQ Inclusive Domestic & Family Violence Policy Max. 5 points
We have a Domestic & Family Violence Policy (DFV) that covers the following:

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

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

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

Staff can access the Family and Domestic Violence reference guide and the Family and Domestic Violence policy on the department’s intranet. The policy contains
specific services and avenues of support avaialble for LGBTIQ+ employees and provides contact details for organisations dealing with specific and unique types of
violence.

The department offers free councelling and support services to employees and their families by phone or in person 24 hours a day, 7 days per week via the Employee
Assistance Program. Additionally, employees can receive confidential telephone and internet counselling, information and referrals through the 1800 RESPECT hotline -
24 hours a day, 7 days a week. A full list of websites and phone numbers for domestic violence information and referrals is included as an attachment in the policy.

All employees can contact People Support who provide confidential support, referrals, information and step by step guidance to employees via phone or email. Contact
details for exteral domestic and family violence contact officers are published on the department’s intranet.

Submission Evidence:

Attachment SQ6 — 4 Domestic and Family and Violence Policy

Attachment SQ - Family and Domestic Violence reference guide

Attachment SQ6 - list external support providers, available to all employees on the department’s intranet site.
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AUSTRALIAN WORKPLACE EQUALITY INDEX

Family and domestic violence

Our department recognises that workplaces can make 3 significant difference to the safety and wellbeing of
emplovees affected by family and domestic violence

We are committed to providing a supportive, flexible and safe work environment and encourage those expseriencing

family and domestic violence to seek support and be comforiable in doing so

Family and domestic violence is an issue with varied impacts on an individual. it is impertant to understand
individual circumstances and provide support at the time of need

To assist managers and colleagues of employees whose life is affected by family and domestic viclence we have
deveioped a Family and Domestic Violence Reference Guide providing details of the department’s support available
to employees

The department also has an e-learning package available on Learnhub

A list of external support providers, some of which provide a 24 hour service can be found here

Need more information?

For general advice regarding Family and Domestic Vicience, please refer to the Family and Domestic Refarenca

Guide or contact People Support =

Our commitment to diversity and inclusion applies to all employees; inclusion is everyone’s responsibility. Our
policies, procedures, guidelines and other instructional materials are designad to support all staff. including those
who identify as LGBTIQ and their families (where families are included within the document)

L. Contacts

People Support
Email: People Support

Phone's. 47E(d)

% Related Pages

Employes Assistance Program

Gendar sguality

= Related Documents

Family and Domestic Violence
Reference Guide

1Y)

. External Support Providers#

(]

| Safety Planning Booklet®

@ Related Websites

1B00RESPECT

Figure 16 - Screenshot of the department’s family and domestic violence intranet site, which has our Diversity Commitment Statement within.
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AUSTRALIAN WORKPLACE EQUALITY INDEX

Figure 17 - 5 Screenshot of an article published on the department’s intranet from Neal Mason, Chief People Officer.

Providing Family and Domestic Violence support
Monday, 24 june 2019 - Tagged with: News

S. 47F(1) Family and domestic violence it an issue that affacts many Australians W racognise that the workplace can make 3 significant
diffarenca to the safety and wellbeing of employess and providing a supportive, flaxible and safe work anvironmeant is essantial to
heiping those experiencing family and domaeastic viclence seek support

Family and domestic violence can affect people in many different ways. it's important to understand how to identify it and how to
provide effective support at the time of need

To assist employess sfiected by family and domestic violence, their managers, and their colleagues, an s-learning module has baen
deveioped and is now available on Legamhub. | encourage all staff to completz th

by Mason, Neal

naw e-learning module

You can also visit the Family and Domestic Violence mylink paze which contains our Family and Domestic Viclence Reference Guide, Safety Planning Booklet and a
variety of other resources.

This is a challenging topic, and should you require assistance our Employse Assistance Program offers counselling services available to all employees and immaediate

family members.
@ Subscribe to this page for updates ©

Maintained by: intarnal and Corporate Communications tast reviewed: Friday, 21 juns 2019 by S. 22(1)(&)(”)
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AUSTRALIAN WORKPLACE EQUALITY INDEX

Figure 18 - Extracts from our Family and Domestic Violence reference guide outlining the services and support available, contact details and information about our
domestic and family violence contact officers.

Services for LGBTIAQ emp;'oyeesf

« The Safe Relationships Project (SRP) - The SRP is a court support and free legal advice
service for LGBTIQ people experiencing or escaping domestic and family violence in NSW. -
1800 244 481, www.iclc.org.au/srp/

« Inner City Legal Centre - The Inner City Legal Centre (ICLC) provides a state wide
specialist free legal advice service for anyone who is lesbian, gay, bisexual, transgender,
intersex or queer (LGBTIQ) throughout New South Wales. - 1800 244 481, www.iclc.org.au

e« ACON - ACON is a community based LGBTI health and HIV/AIDS organisation. ACON has
a range of services that may be appropriate for people experiencing domestic violence such
as information, referral, counselling or support - 1800 063 060, www.acon.org.au

+ The Gender Centre and the Transgender Anti Violence Project (TAVP) - The Gender
Centre provides services for the transgender, gender queer, and gender questioning people
in NSW. Services include counselling, accommodation, outreach services, assisting people
to report violence to police (The Transgender Anti-Violence Project) or when questioned by
police - (02) 9569 2366, www gendercentre.org.au

Family and Domestic Violence
Reference Guide
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AUSTRALIAN WORKPLACE EQUALITY INDEX

7.2. Domestic and Family Violence Contact Officer

The Department will nominate a number of designated Domestic and Family Violence
Contact Officers available to staff in all locations. These staff will be provided with specific
first responder training on domestic and family violence and the application of this policy
within the Department. |

The role of the Domestic and Family Violence Contact Officer is to provide information,
referrals and support to negotiate support options e.g. leave, phones, working
arrangements, etc. but they are not trained or able to provide counselling or support outside
the workplace. Professional specialist services are available to support employees and
these are listed in Attachment A.

The contact details for the Domestic and Family Violence Contact Officers will be published
on the Intranet and at all locations. In addition, employees may also speak with Assistant
Secretary of the People Branch on S. 47F(1)

7.3. Counselling and Support Services |

There are a range of support and counselling services available to affected employees. The
Employee Assistance Program provides free counselling and support to employees and
their families both face to face and over the phone 24 hours a day, 7 days a week. They
have counsellors who are specifically trained in domestic and family violence. Additionally,
employees can receive confidential telephone and internet counselling, information and
referral to local services by calling the 1800 RESPECT hotline 24 hours a day, 7 days a
week. Union members are also able to seek advice and assistance from their union. For a
full list of websites and phone numbers for domestic violence information and referrals, see
Attachment A.
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STANDING SUBMISSION: HR POLICY & DIVERSITY PRACTICE ADVANCED
7. Communications on LGBTQ Inclusive and Offensive Language max. 4 points
We have developed targeted communications or public relations guides that outline how to reference LGBTQ communities through communications, articles, media,
and/or advertising that:
a) provides examples of both inclusive language AND language that is exclusive/offensive to LGBTQ people
b) are available to all employees within the organisation
For full points, please attach:
(a) a copy of your guide that includes examples of both inclusive language AND exclusive/offensive to LGBTQ people
(b) details of how this guide is made available to employees

The department provides in depth information to employees about inclusive behaviour, appropriate language and inclusive etiquette. The LGBTIQ Inclusive and
Offensive language guide is available to all staff on the department’s intranet.

Submission Evidence:

Attachment SQ7 -6 Victorian Government publication of LGBTIQ Inclusive Language guide
Attachment SQ7 -7 Gender Diversity Terminology guide, available on the department’s intranet
Attachment SQ7 — Toolbox talk — Unacceptable behaviour in the workplace

Figure 19 - Screenshot of the Inclusive behaviours homepage on the department’s intranet

Workploce Diversity J/ Disability / Inclusive behaviours

Inclusive behaviours i

|
|

You can help build an inclusive workplace culture by using inclusive language and paying attantion o inclusive
etiquette.

-

-

-

- slander Terminology

-

-

-

-

.

-

-

-

-

-

-
Each diversity group has different preferences for behaviour and language. This can seem intimidating because }
acceptable language and behaviour can change over time. It can feel hard 1o keep up }
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AUSTRALIAN WORKPLACE EQUALITY INDEX

Figure 20 - Extract from the department’s Antarctic Service Code of Personal Behaviour

!wlll not behave in a manner that may be classified as "extreme"” or encourage others to behave in this
manner,

Examples of extreme behaviour include:

consuming alcohol in excess;

causing threat to personal safety,;

disorderly behaviour, including being violent, threatening, insulting or abusive;
indecent exposure and other gross, obscene or offensive acts;

wilfully or negligently causing loss or damage to property; or

causing annoyance through use of offensive language, excessive noise or in other ways.

Figure 21 - 8 Screenshot of search results for ‘Offensive language’ on the department’s intranet site

MyLink results

Search mylink
| !c_:ffensive language p|

14 results

Inclusive behaviours

Use non-discriminatory and accurate language when referring to
collective names to . is the preferred term, and should never be
shortened, as this is highly offensive ...
mylink.agdaff.gov.auw/StaffSarnvcss)f  PagassfEnigquettis sy

El Vic Gov - LBGTIQ-Inclusive- Language-Guide

Page 2 LGBTIGQ Inclusive Language Guide INTRODULCTION: LGBTIG
INCLUSIVE LANGUAGE IN THE VPS When we use LGETIQ inclusive
langusge, we demonstrate that we respect LGETIQ peopla
mylink.apdaff.gov.su/. Vic Gov - LEGTIO-tnclusive-Languags=Guids, ...

8% Constructive Communication

and their different points of view Ofensive language or actions
Vandalising or destroying office .

mylink.agdaff. gov.au/News/._ /Constructive Communications.ppt

2% Submission Coversheet

Review of Live Export Regulatory Capabifity and Culture . Use this form
as a coversheet . including those that contain offensive languags,
potentially defamatory material or copyright ..

miylink.agdafi. gov.auw/PolProc /OLR/S._/Submission Covernshest. docx

Unacceptable Behaviour

Toolbox Talk: Unacceprabls Bahaviour in the Workplace .. Unacceptabla
behaviour can be intenze and either . offensive languages . * offensive
remarks about another person’s racial
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AUSTRALIAN WORKPLACE EQUALITY INDEX
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Talking to people who identify as LGBTIQ

Inclusive language i iImpartant. It Is a way to show our respect for how people describe their genders, bodies and
relationships. The following tips can help you use inclusive language:

* Use sppropriste terminology. Stang terms for people’s sexual orientation or gender identity can be seenas

dercgatory.
* Avoid assuming that everyone is heterosexual, it is better 1o use the word ‘partnec’ than 'wife or husband'
where the gendsr, sexual ori or relationship status of 3 person is unknown,

* Avoid misgendering. Misgendering is using language o refer to & person that does not match hew that person
Identifies their own gender or body. If unsure, you can ask someone what thelr preferred pronoun isina
respectful manner. Where possible, check privately to reduce discomfort. If you accidantally misgender,
apologise and move on,

= Avoid offensive guestions. It is rarely appropriate to ask about someane’s medical, anatomical or sexeal history.

LGBTIQ definitions

Leshian A woman whose primary emotionsl and sexusl straction is towarda other women and
who chooses to identify as lesbian.

Gay A man whose primary emotional and sesual attraction Is towands other man and who
choozes to Identify asigay. Although the term Is most cammuonly applied to men, some
women use this tarm.

Bisexual A persan who is sexuslly and emotionally sttracted to people of both sexes.
Transgender & person who identifies with the gender other than the one to which they were assigned at
birth or soon after. Whan referring te who Is transgender. or referring to

transgender people 55 2 group, ensure to say sgender person” or “Transg:
people” rather than using the singular work transgender. Many pecple also use the word
trans instead of transgender,

Intersex A simple term for s broad range of congenital physical traits or variations that fie between
stereotypicsl ideals of male and female. intersex people ase born with physical, hormonal
of genetic featuresthat are neither wholly female nor wholly male, or a combination of
female and male. Intersex traits are natural ifs of h bodily di ity. Thare
are many different intersex traits. Not all Intersex traits are visible In infancy. Intersex
variations might become appareént prenstally, at birth, at puberty or in aduithood.

Queer This term is mostly used by a relatively small group of younger people wha claim ta refect
notions of identity. Is also used on occasion as an umbrells term that includes a range of
alternative saxual and gendar identities, These include gay, lasbian, bizexual and
transgender, but may not always be 5 palstable term for those within this group.

Figure 22 - Screenshots of information available to all staff to assist with and identify correct behaviour, language, and etiquette in the workplace

General LGBTIQ etiquette

It Is not scceptable to dr or quEny one's sexual orientstion, gender identity or expression, intersex status

or relationship status.

H you are aware of any of these aspects of someone’s identity, you shouldn't share this information without
permizsion. Disclosing this information without that person's permission is called 'outing’ someone and this can be
extremely harmful to this person.
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AUSTRALIAN WORKPLACE EQUALITY INDEX

Figure 23 - 9 Extract from SMG Health Constructive Communications PowerPoint presentation available to all staff on the department’s intranet

FE T A

Laughing it off as “l was only joking™ or “you shouldn’t take it

‘Below the Line’ SRR
Behaviours

Victimising the other person

Speaking critically about people — especially when they are not present

Acting in a biased manner or showing favouritism

Making unreasonable, unfair, and unjust decisions

4
ES
+
+
4
+
|+.
+
+
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STANDING SUBMISSION: LGBTQ BULLYING/HARASSMENT & SUPPORT

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

a) someone specifically trained in LGBTQ Inclusion; OR
b) an ally who has a good understanding of LGBTQ sensitivities and potential areas of concern

For full points, please confirm:

(a) that all identified LGBTQ friendly Grievance Officers or first points of contact have either; undertaken LGBTQ awareness training or are experienced allies with a
good understanding of sensitivities

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

The department has dedicated Human Resource (HR) teams available to support LGBTIQ+ employees. We also have an Employee Assistance Program (EAP) that
provides a range of support, advice and services to LGBTIQ+ employees and their families.

Our Diversity and Inclusion team has undertaken LGBTIQ Awareness Training and Engaging Allies for Change Training. The Diversity and Inclusion team, in conjunction
with our inclusion networks, have a sound understanding of LGBTIQ sensitivities and provide support to help manage sensitive employee issues.

In addition, our Employee Assistance Program (EAP) provides support services, including psychologists who specialise in counselling LGBTIQ+ people. This is a 24 hour, 7
day per week service available to LGBTIQ+ employees and their families. Appointments are available for employees via phone, in person or online. Support services
information is available to all LGBTIQ+ employees on the department’s intranet site.

. e p 1 ® ,:,n’ 5
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< Worklife Balance

Employee Assistance Program (EAP)
s. 47G(1)(a)

Breastfeeding/Expresting Room How to sccess departmaent. funded counselling and manager support services from our EAP provider.

On this page

Employee Assistance Program

Canberea Schoal Holiday Program

Our EAP provider
s. 47G(1)(a)’ X

ut EAP providee They offer professional courselling for staff and support for our managers

Our EAP abiy hat a strong preventsthve haelth snd wellbeing spprosch

Who can access our EAP
S. 47G(1)(a) are avallable 1o

tamily mambers In Australis and overseas

ing and naf-ongoir miphdyvess and their immadate

hire conteactors should their employet to enquire about

their EAP services

Figure 24 - Screenshot of the Employee Assistance Program (EAP) main menu on the department’s intranet site

AR T

Business support Legal

= B

. Con

Caunselling and Manager Hatline
Frone:S. 47G(1)(a)

twerszan S, 47G(1)(a)

= Related documents

Bl £AP Faxt Shizet: Emplayess [32K8)

£iS. 47G(1)(8) s st Peivta)

TOSK8]

B EAP Frequently sshed guestions
[56x8]

@ Related Websites

s. 47G(1)(a)

S. 47G(1)(a) racorded swebinars:nd fact
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Figure 25 - Screenshot of the Employee Assistance Program (EAP) main menu on the department’s intranet site

My HR

Employee Assistance Program (EAP)

Changes to Employes Assistance Program provider Contacts
- — s
Sasse -S. 47G(1)(@)

L e b i T e o nS AT s
e pemm rron: fesene Seeoad rewang e U0 Eem T Sy 12 dova —
[e—— T =
PRy [ 6N R E—— e
RS s B | ——
-s. 47G(1)(a) | <
. 47G(1)(a)
s 594 =0 Epaaprt e O [®
5. 476(1)(ewr S. A7E(Cl)ppu s sy 5+ sovmiit it tieS: i s i

How to acgess department funided counselling and manager suppott services

o manay
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AUSTRALIAN WORKPLACE EQUALITY INDEX

Figure 26 - Extract from the Employee Assistance Program (EAP) page with a specific reference to LGBTIQ+ on the department’s intranet

Indigenous, LGBTIQ and culturally and linguistically diverse staff
S. 47G(1)(@) has bilingual and multilingual psychologists.

They alse have an Indigenous officer who advises on the program and can arrange sppointments;

s. 47G(1)(a)

understands the unique challenges faced by LGBTIQ people in the workplace. They have psychologists
wheo specialise in counselling LGBTIQ pecple. They have staff within their clinical, operational and client services
team who identify as LGBTIQ.

Figure 27 -10 Extract from Employee Assistance Program (EAP) Fact Sheet for employees on the department’s intranet sites.

Diversity and inclusion

s. 47G(1)(a)has psychologists from non-English speaking backgrounds, bilingualand multilingual
psychologists.

They have an Indigenous officer, who is also a Senior Psychologist, who advises on the program and
can arrange appointments.

They have psychologists who specialise in counselling LGBTIQ people. They have staff within their
clinical, operationaland client services team who identify as LGBTIQ.
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Figure 28 - Screenshot of the department’s news from the department’s intranet, communicating new EAP service provider. The new provider gives employees access
to an online health and wellbeing portal and contains a range of information and support services available to all LGBTIQ+ employees.

A single EAP provider for DAWE

s. 22(1)(a)(ii)

From 1 July our Employee Assistance Program (EAP) and related wellbeing services will be delivered through one provider,S- 47G(1)(a) This is another
step toward a more integrated department, having the same access to quality services consistently across DAWE.

The EAP is an impartant offer from the department to ensure you have the services to help support you in your health and welibeing. Our EAP program
provides a range of support, advice and services for professional and personal circumstances which can assist both mental and physical wellbeing.

Sometimes it's helpful just to have a private and confidential conversation about your current situation. The services are available to you and your
immediate family members.

TheS: 47G(1)(@)services include counselling and coaching, a manager hotiine, online and chat-and the health and wellbsing portal. Counselling and
coaching services cover a range of areas including psychological, financial, nutrition, legal and more.

This year has been a challenging one, and has shown the importance of having free, confidential and professional support available for our people and
those closest to them.

. 47G(1 ! )
if you are currently accessing EAP services thmughs ( )(a)these services will be maintained until mid-August to enable your ongoing programs to

be completed. If you are concerned about the transition, contact our People Support team and we will ensure we have a plan to support you.

For more information including a full list of services-available, see the EAP mylink page. Employee Assistance Program intranet page or contact WHS
Help.

L3 ©o ® >
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STANDING SUBMISSION: LGBTQ BULLYING/HARASSMENT & SUPPORT INTERMEDIATE
9. Behavioural Examples of What Constitutes Bullying / Harassment Max. 4 points

Documentation within our bullying and harassment policy/guidelines provide clear behavioural examples of what constitutes bullying/harassment in terms of sexual
orientation, gender identity/expression AND examples of behaviour that constitutes bullying/harassment of intersex people.

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

Our department is committed to providing a safe environment for all employees regardless of their sexual orientation or gender identity. The Workplace Respect policy
outlines the department’s commitment to promoting a positive workplace culture and environment which is free from all forms of inappropiate workplace behaviour
including bullying and harassment. In addition to the policy, the Secretary, Andrew Metcalfe, released the 2020 Work health and safety commitment statement
promoting a safe culture that is inclusive, supportive, and free from harassment, discrimination, and bullying. This commitment applies to all staff in the department.
Many of the department’s Learnhub courses, such as the Workplace Diversity and Inclusion training, contain specific modules about bullying, harassment and
unacceptable behaviour. There is an explicit training course available titled Addressing unacceptable behaviour and How to report unacceptable behaviour.
Additionally, the department has trained harassment contact officers to provide additional support and information about harassment and unacceptable behaviour to

all employees. Many of the department’s policies and guidelines include information about unacceptable behaviour, including the Gender Affirmation guidelines, and
the department’s intranet pages.

Submission Evidence:
Figure 29 - Screenshot of the ‘Addressing unacceptable behaviour’ course available online through Learnhub

;@; Amatralian oy ermmant
L 17 Deparns = Al et
Womtay vl b By L
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Addressing unacesptable behaviour

UM BB

s duurne eaplama whil uneseeploble bebariou 2 grres pou the toots te addieas unscceotobile boluvicw urd introduces e depariment's Addersaing unocceplabie Ueherdour o worholece
Cusii L gilidedine
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AUSTRALIAN WORKPLACE EQUALITY INDEX

Figure 30 - Screenshot of Learnhub courses with specific modules relating to bullying, harassment and unacceptable behaviour
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Figure 31 - Screenshot of the 2020 Work Health and Safety Commitment Statement

2
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AUSTRALIAN WORKPLACE EQUALITY INDEX

The Department of Agriculture, Water and the Environment is
committed to the mental and physical health and safety of our
people, our visitors and others who work for us and with us.

The Department and its senior executives, including the Director of

National Parks, are committed to meeting the requirements
under the Work Health and Safety Act 2om (Cth) (WHS Act) and
the Safety, Rehabilitation and Compensation Act 1988 by having a
work health and safety management system, and a rehabilitation
management system aligned to relevant Australian and
international standards.

Our proactive strategies are aimed at enhancing the health
and wellbeing of our people and will contribute to improved
safety outcomes.

Our leadership is critical to promoting a safety culture that is
inclusive, supportive and free from harassment, discrimination
and bullying. Together we acknowledge our shared responsibilities.

Commitment

Our proactive strategies are aimed at enhancing the health and

wellbeing of our people to achieve desired outcomes. We commit to:

« providing and maintaining a safety-first workplace culture
where we take care of each other and provide a work
environment where safety is prioritised

enhancing an integrated work health and safety
management system

Figure 32 - Extract from the department’s 2020 Work health and safety commitment statement

taking all reasonably practicable measures to eliminate or, where
that is not possible, minimise risks to the physical and mental
health, safety and wellbeing of our peaple and others using the
hierarchy of controls

providing effective information, wellbeing programs and training
for our people

fostering a collaborative and cooperative relationship with
our people and other stakeholders through effective consultation
regarding health, safety and wellbeing activities at work

encouraging effective early intervention practices to better
identify risk and minimise the impact on the physical and
mental health of our people

supporting the rehabilitation of our people following an injury
or illness, enabling a safe and productive return to work
promoting a nationally consistent approach to rehabilitation and
improving awareness of rehabilitation initiatives to ensure timely
and effective outcomes monitoring and evaluating work health
and safety performance as part of a continual improvement
process to assess the effectiveness of our work health and safety
management system.

We each contribute to building and maintaining a physical and
mentally healthy work environment by caring for one another and
always putting safety first. Each of us plays an important role in
engaging in meaningful, respectful and open consultation about
health and safety matters to achieve our strategic putcomes.

We acknowledge our shared duties under the WHS Act are
committed to consulting, cooperating and coordinating health and
safety activities to achieve positive safety outcomes for our people

- e . ®
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AUSTRALIAN WORKPLACE EQUALITY INDEX

Figure 33 - 11 Multiple screenshots from online training courses available on Learnhub, including ‘Addressing unacceptable behaviour’
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Figure 34 - 12Screenshot of department’s intranet promoting IDAHOBIT Day and drawing attention to discrimination experienced by LGBTIQ+ people
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STANDING SUBMISSION: LGBTQ BULLYING/HARASSMENT & SUPPORT INTERMEDIATE
10. EAP Provider Max. 3 points

We have either:
a) identified individuals within our EAP provider who have received specific training in, or have considerable understanding of the challenges faced by
LGBTQ individuals that we can refer our LGBTQ employees

b) received documentation that we believe demonstrates both the knowledge and expertise of our EAP provider to support LGBTQ people
and we have:

c) clearly communicated this on our EAP Provider page and/or our LGBTQ intranet page

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

Our EAP provider; s. 47G(1)(a) have psychologists who specialise in counselling LGBTIQ+ people and have staff within their clinical, operational and client services team
who identify as LGBTIQ+. These services are available to LGBTIQ+ employees and their families.

Figure 35 -13 Screenshot from the department’s intranet sites confirming our EAP provider has specialist counselling services for LGBTIQ+ employees

Indigenous, LGBTIQ and culturally and linguistically diverse staff i

s. 47G(1)(a) has bilingual and multilingual psychologists. 1

s. 47G(1)(a)understands the unique challenges faced by LGBTIQ people in the workplace. They have psychologists |
who specialise in counselling LGBTIQ people. They have staff within their clinical, operational and client services \

|

1

1

{

1

{

!

] They also have an Indigenous officer who advises on the program and can arrange appointments.

{

‘J ) . .

) team who identify as LGBTIQ. 1
!
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AUSTRALIAN WORKPLACE EQUALITY INDEX

Finance

Awards & Recognition
Conduct and behaviour
Enterprise agresments
Learning & Development
Leave

Manager support

New Starter orientation
Pay and conditions

Performance

< Workplace Diversity

IT services

mylink / Staff Services [ People & employment / Workplace Civersity / LGBTIG:

>

Figure 36 - 14Screenshots from the LGBTIQ page on the department’s intranet referring to the Employee Assistance Program (EAP)

Properties Parliamentary
Prople & facilities & media & Travel Business support Legal
employment 4
supplies communication

LGBTIQ+ t. Contacts

©
«
R

Diversity and Inclusion

. e . . . . . , > e Email: Diversity and Inclusion
Our commitment ta diversity and inclusion applies to all employees; inclusion is averyone's responsibility. Our

policies, procedures, guidelines and other instructional materials are designed to support all staff, including those
who identify as LGETIQ and their families (where families are included within the document).

S5 Related Pages

On this page
LGETIQ Pride Network

* AWFI Emploves Survey
* Being LGBTIO in the Department Employee Assistance Program
* What does it mean to identify as LGBTIQ?
* What is Gender Diversity?
* |ntersex employees
* Gender affirmation
= Coming out in the workplace, or disclosure of LGBTIQ status > Related Documents
* How to be an ally
* Employee Assistance Program
s Pride Network Australian Government Guidelines on
¥ Einther aduice the Becognition of Sex and Gender

Woerkplace Diversity and Inclusion

B Inclusion Strategy 2019-2021
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AUSTRALIAN WORKPLACE EQUALITY INDEX

Figure 37 — 15extract from the LGBTIQ page on the department’s intranet referring to the Employee Assistance Program (EAP)

Employee Assistance Program

The department’s Employee Assistance Program provider,S. 47G(1)(2) understands the unique challenges fsced by

LGBTIQ pecple In the workplace. We are confident of their competancy in this area.

Qur provider has psychologists who specialise in counselling LGBTIQ people. They also have staff within their
Clinical, Operational and Client Services team who identify as LGBTIQ.

You and your their immediate family members in Australia and overseas can access the counselling services
24/7. Use the free call 1800 AreUDK (1800 273 865) number, text line, email address and text relay. You can find
more information on the services provided by the Employee Assistance provider on the Employee Assistance

Program mylink page.
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AUSTRALIAN WORKPLACE EQUALITY INDEX

Figure 38 -16 Screenshot of email confirmation from our EAP Account Manager, s. 47F(1) , regarding LGBTIQ+ expertise

Sent: Friday, 7 December 2018 12:58 PM

To:s. 22(1)(a)(ii)'s. 22(1)(a)(ii)@agriculture.gov.au>

Ces. 22(1)(a)(ii) «s. 22(1)(a)(ii) iculture.gov.au>

Subject: RE:> “°WEAP Contract - LGBTI Inclusion - 2018 AWEI Submission [SEC=UNCLASSIFIED]

_s. 22(1)(a)(ii)
i

Im happy to discuss further, however below are some initial dot points that may assist:

- S. 47G(1)(2) do have Psychologists who we identify as specialists in Counselling LGBTL. To be identified internally as a specialist in
this area our clinicians nominate this as an area of spedialty and our Director of Clinical Governances. 47F(1)  reviews relevant,
qualifications, experience and training and where appropriate approves their identification as a specialist,

- Employees within our Clinical, Operational and Client Services team identify as LGBTI.

- We hold Quarterly professional development for our Clinicians and Client Services team. Diversity Training, including LGBTI is
actually already in our training schedule for the 1" half of 2019.

- Given this request — and the conversations that will follow — | think its very safe to say the Department has consulted with !

s 476MW@gn this key topic

- Ourcontract does include a provision for specialist councilors across a ‘range of cultural groups’. While it doesn’t have anything
specifically on LGBTI | would be open to discussing and executing a contract addendum which would really just formalize with the
Department our current process and service offering.

- Ourcounsellors understand the challenges faced by employees who identify as LGBTI, Ongoing professional development and
supervision by~ 475m(ay'suppcrrl:s our commitment to address any key issues faced by our counsellors identified in session.

- Oursupport staff and counsellors are collectively aware through induction and going Professional Development that lesbian, gay,
bisexual, transgender, intersex and other sexuality, sex and gender diverse (LGETI+) people make up a significant part of the
Australian population and that they experience more mental health challenges than other Australians,

- In'conjunction with the Department’s Human Resources team,” "°““is able to utilize Workplace Support Services if there is the
need to engage with” "*"“regarding challenges faced by LGBTI employees in your organisation. Workplace Support Services are

able to address issues around supporting individuals with allegations related to discrimination, prejudice and exclusion,

s. 47G(1)(a

s. 22(1)(a)(ii)
You or are welcome to connect anytime to discuss further,

s. 47G(1)(a)

s. 47F(1)
Head of Sales & Customer Care
S. 47F(1)g “°““ealth.com au

- o ° o
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STANDING SUBMISSION: LGBTQ BULLYING/HARASSMENT & SUPPORT ADVANCED
11. Tracking of Incidents Max. 4 points
We can provide evidence that shows:

a) how we extract LGBTQ related instances from collected bullying/harassment data
b) the development of a process that is sensitive to LGBTQ disclosure enabling us to mediate and/or action incidents

For full points, please screenshot or provide evidence for both a) and b) above.

We do not have a specific process for LGBTIQ+ related complaints. However, all complaints are treated as confidential and assessed by a delegate who is impartial and
unbiased. With delegate approval, in some circumstances the Diversity and Inclusion team, Workplace Contact Officers and our EAP provider may be consulted
regarding an unacceptable behaviour complaint. These avenues of support are also available to all employees prior to making a formal complaint.

Submission Evidence:
Attachment SQ11 - Email from Integrity team regarding LGBTQ bullying and harassment incidents.
Figure 39 - Extracts from emails received from the Conduct team and Integrity team in relation to LGBTIQ related bullying and harassment instances

{
1

RE: re: Request for information LGBTQ bullying/harassment data [SEC=OFFICIAL]

o s i, 22(1)(a) )i .

ood matning,

|
|

llowing State of the Senvice reporting we updated our data caprure 1o include ‘Discrimination — Sexual Orientation’
|

haue done asaarch of matters received since the update and there were no records of allegations relating to Sexial Orfentation

| s. 22(1)(a)(ii)

S Senior Conduct Advisor | Conduet | i) e
epartment of Agrieulture, Water and the Env

L, Sariis Cleiia i vel | cabbatrn ALT2E0% | ahicmss. 22(1) (@) 2200 Mg
RU @K?
A coreriation coutd chnnge i Wi
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AUSTRALIAN WORKPLACE EQUALITY INDEX

RE: re: Request for information LGBTQ bullying/harassment data [SEC=OFFICIAL]

o T8 T o My Al - F il
Edndii 2 Raply Haply otwail

it "
e Intemity S, 22(1)(&)(”) integrity Tile 37417202

(3 Ve vaplisd fo this inestane o0 471 T/2020 10U AM

formT Integnty sintap it agriciling eposaus
wnt: Tussday, T Novembear 2000 9144 And

as. 22(1)(a)(ll) s, 22(1)(a)(||) Sagricufture gov.mes; integrity S. 47E(d)gasncutiuse gov aus
N

€ gazkig)

ubjeets RE: e Iizw.n::.l (r.wl information LGBTC bullying/Marassment dats [SEC=OFFICIAL)

s 220

Ay apalogivs for the delay in responding.

oty doesn't specifically capture or record whather bullying and harassmiont allegations contam, rfer of relste ta homophobic condoct,

it v senech ot Bl data g budbying: 3t e the

Gy
Homoseeal
Hamaghobla
Leshian
Clivepr
Transseoal

e recuivied e hits,  yeu have cther Keywords you'd like me to search please let me know.

hig daersn’s imply that we have not had matters which may have concermed bomophobia, st that @ s eolibely 0 have been o key featue of the matmes [as & wasn't recorded b the mamer head notes),

1 redation to'your speclfic guories:

RE: re; Request for information LGBTQ bullying/harassment data [SEC=OFFICIAL]

© o y 3 Wl
Corduit ) Reply ) Beply AN * Fomwad
To Integrity: s. 22(1)(a)(ii):  Integrity Fuk /1172020 1035 AP

@

Vi pugalivred fi £hiis povestange Gy A 10N 1A AR

i) App

nrelatian to yous specific gueties:

Ay above, we dio not havi @ procaie for duntifylog whether bullying and harassmant sllsgations doe specifically hompphisbic é relate to LGRTO istusy, We treat all allegations of bullying and harasimant squally,
rogardisss of tholr specific contuxt o churscion
B Invegrity Coordination records and recelves all allsgations of miconduct, which would inchide whese applicably, allogations of bullylng and | Integrity Coordination asteses all sich allegations snd refers thein

1o thi apprapriste aeea for -u:llun (i, (nnduc'l. Poople Support andfor Fraud and Corruption). In the tontest ulhuH\ling and harassment allegations, thede would ypcally be seforsed to sither People Suppor of Condugt fos
appropiate resolution, Appropr swlition may includy mediation.

Tt CCH the Conduet team Inte thils wirall whi hold thelr awn records, and may be able 1o previde same foedback,

el Regards,
s. 22(1)(a)(ii)
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AUSTRALIAN WORKPLACE EQUALITY INDEX

f
|
|

J RE: re: Request for information LGBTQ bullying/harassment data [SEC=OFFICIAL]

Integrity
Te €s.22(1)(a)(i) _ Integrity

Cc s. 47E(d)@awe.gov.au
(i) You replied to this message on 4/11/2020 2:14 PM.

Janusseal App

{i Tracey — results below:

“Derogatory” — REFD00543; REFO00544 — both unrelated to LGBTQ

“Gender” — REFO00579 — sexism, but unrelated to LGBTQ

“Gender” — REFO00349 — unrelated to LGBTQ (defacement of diversity posters)
“Diversity” — REFO00349 - unrelated to LGBTQ (defacement of diversity posters)
“Diversity” — REFOO0451 —unrelated to LGBTQ

“Diversity” — REFO00484 — unrelated to LGBTQ

“Inclusion” — REF000227 — unrelated to LGBTQ

“Sexuality” — REFODO583 — sexualised comments, but not related to LGBTQ

LI T N R R R I
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AUSTRALIAN WORKPLACE EQUALITY INDEX

Figure 40 - Screenshot from the department’s intranet page regarding contact officers for LGBTIQ staff

Contacts About the Department Vv Services and Support v

a\"‘h PRIDE NEtWOrk About the PRIDE Network ~ Community Support Resources:  Network Events  Pride Network Mesting Notes
L)

P Searchth
=] Send by email

Community Support Resources

Wherever and whenever you need support- support will be there. Related Documents

The PRIDE Network has friendly contact officers at the bottom of this page who can help you find o
the right person to talk to. Below are links to supports available in the Department, as well as @ | Genderaffirmation guidelines
external support, information and advice services.

A reminder that PRIDE is open to all staff members, no matter where you are located in Australia,
including allies who support the full inclusion of LGBTQIA+ people in the workplace. New members
are always welcome — just email * “*“@environment.gov.au.

Quick Reads

Resources and Supports

* A Workplace Contact Officer (WCO) is a departmental employee. The role of a WCO is to
provide support and information if you have any concerns, or questions about workplace or : A Word on
personal issues. A WCO can provide guidance and support on what steps to take. You can we | Language
arrange a confidential discussion with any WCO via phone or email, it does not need to be a N Ty e
WCQ in your area. Everything that you discuss with a WCQ is confidential.

* R U OK? Fearless Friends Hub is a hub containing resources that encourages support for and

- e - ® >
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STANDING SUBMISSION: INcLUSION OF TRANS AND GENDER DIVERSE PEOPLE

STANDING SUBMISSION: INCLUSION OF TRANS AND GENDER DIVERSE PEOPLE INTERMEDIATE
12. Gender Affirmation Policy and Process Documentation Max. 5 points
We have a documented gender affirmation policy/process and documentation to support both; the employee(s) wishing to affirm their gender in the workplace AND
their manager(s), peers and colleagues.
Note: ‘Gender affirmation’ (above) is the ideal term for what has commonly been referred to as ‘transitioning.’
Please provide:

a) a copy of this specific policy/process

b) detailed support documentation for employee(s) wishing to affirm their gender in the workplace

c) detailed support/educational documentation for managers peers and colleagues

The department supports gender affirmation in the workplace and aims to create a safe and inclusive workplace for all staff. Our Gender Affirmation guidelines provides
information and guidance to internal and external support information and services for employees who are affirming their gender and their managers. The department’s
intranet provides further information and includes links to related documents and websites.

Submission Evidence:

Attachment SQ12- Gender affirmation guidelines
Figure 41 - Screenshot of a single page of the Gender affirmation guidelines, following a search for the work ‘support’

«Gender aftirmation and the workplace

10 k8 imporeant that stalf s pender affirmution st work ane supported. The

depirtint Ik coi

tal to the m

sive winrkplacs for all wmployees. This by

every person i able to work to teeir full potegtial by ‘bringing their authentic s=if to wuork
Additienallys the dips

and u responuibility b

& b b o

unply with

5 eale Workplacs frue itm hmment or frer
Dscraneimation Act T84, which priokibies

dlserimination an the

Sl Inberiding to uifh

meler and who are vauling sigpost to do s [u the workplace
aould consider ttking to one or more uf the following persons about their intentives
transdtlan bin the wotlplace

o thelr manager

o the Diveraiy and Inclushen team ans, 47E(d) LR T

o the Nistlonal Rehabilitsthon Team o TaanY oremallls, 47E(d) Eawaue s

& 5. 47G(1)(a), the departmant's Empliyes Ansistancs Brogram (AP jirtner an S 4760@
5. 47G(1)

*  Pride

spartments employer support program provider fop LGETIQ

Vo thnge trannitionks
workplace, the above internal ar
LGRTIQ tradsied supparn
Pt e, ned il i
bt mamagers an

o part of their support team

Ssall undertaking gend=r affirmation seed to be supported in accordance with their soclal amd
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AUSTRALIAN WORKPLACE EQUALITY INDEX

C O A Notsecure |

mylink.agdatf.gov.au/sta

Awards & Recognition
Conduct and behaviout
Entarprise agreements
Learning & Dovalopment
Leave

Manager supporn

New Starter orientation
Pay and canditions
Performance
Recruitment

Ways of working

Wark health & safety
Waorkforce Planning

Worklite Balance

_— -
About the Naws B
department
Finance 1T sarvices

Policies & Tools &
systems Staft i:nncu
Properties Parliamen
skt faciliries & media & Travel
S o supplies communicarion

mylink / Stall Services / Peopin & nmploymen /. Workpleos Diversity /. LGATIG

Dr ¢ s inclusion it everyone's responsibility. Dur

poliies; p

whao lda; hin the dorument)

Being LGBTIQ in the Department

Wa [the department] support all employess and the dreessity each of v bring 10 the workplace; including those
who identify as Lesbian, Gay, Bisenual, Trang, Intersex or Quesr [LGETIOL We value the unigues experiznces owr

LGETIO employess bring 1o their place of work

e the

Wa recogni indhadual challenges these employees tace and aim to create an inclusiva v

everyone can bring their authentic seif i

Cur lnclusio 1 contains an LGBTIQ Action Plan. The action plan details how we will

4 10 SuppoTT all stat, including those

Figure 42 - Screenshot of the department’s LGBTIQ+ intranet page with a link to gender affirmation information

Lejiiiify  slsemiagu semil

Business suppart Legal

& &

R

. Contacts

Diversity and Inclusion
Email: Diversiry and Inelusion

% Related Pages

LGRTIA Pride Metwark
Employes Assistance Program

Warkplacs Diversity and Inglugion

= Related Documents

Audtralian Governmiem Guldelinks an
the Recognition of Sex and Gender

Inclusion Strategy 2019-2021

Australlan Warkplace Equality Index
(AWEL)

= Intersex Fact Sheat

G Lot's Tatk Gender

B Emplovers Guide to Intersex
Inclisian

8% Gender Atfinmation Guidelines

= Tranc®@Wnrk

Page 46 — AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more employees) —v1.0 — Doc. 1 of 1

prideindiversity

6/,¢5¢-X3a1

602 0 9y ebed



7\ 4
AUSTRALIAN WORKPLACE EQUAI

Figure 43 - Screenshot from the department’s LGBTIQ+ intranet page of gender affirmation information

Gender affirmation

Gender affirmation (or sometimes known as transitioning), refers to the process where a trans or gender diverse
person takes steps to socially and/or physically live by their gender identity. This may impact:
Social aspects of their life such as the way they dress, their hairstyle;
« The pronouns and name they use to refer to themselves by and would like other people to use when referring
to them;
Legal aspects of their life such as their name or legal sex on documents; and
Medical aspects of their life such as hormonal or surgical procedures,
The decision to transition is a very personal one and every transgender person’s experience will be different and
unique. Detailed information about gender transition is available from the Gender Centre and A Gender Agenda.

Gender affirmation (may also be known as transitioning) can be a significant experience which may affect many
aspects of an individual’s life. This includes their workplace.

Employees who are affirming their gender may select a name and pronoun (e.g. his, hier, him, she, they or them)
that corresponds to their gender identity and then communicate this to their colleagues. If you are a colleague of
someone who is or has affirmed their gender and you are unsure what name or pronoun to use, politely ask them
what pronouns they use.

Empiloyees who would like support te affirm their gender in the workplace may choose to work with a team to
develop a gender affirmation plan. This outlines the timeline and key action items to be achieved to transition in
the workplace. See the Gender affirmation guidelines for more information. These guidelines have been developed
for staff who are considering or are affirming their gender, their managers and colleagues.

Trans@Work is a resource developed by the Queensland Human Rights Commission. it offers guidance for
employees affirming their gender, managers and colleagues.

Coming out in the workplace, or disclosure of LGBTIQ status

Many LGBTIQ employees do not always think the workplace is a safe space to openly identify. “Coming Out” can be
a stressful ongoing process in an LGBTIQ employee’s working life.

It is up to you whether to disclose your LGBTIQ) status at work:

Ifvnn are think ahnut ramine nut at work the Human Rieht< Camnaion wehsite has snme nrartiral stens tn hseln
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STANDING SUBMISSION: INCLUSION OF TRANS AND GENDER DIVERSE PEOPLE
13. Dress Codes and Uniforms

ADVANCED
Max. 4 points

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

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

For full points, policies or guidelines must:

a) state that all employees are supported to dress in a manner that best reflects their gender identity

b) explicitly mentions trans, gender diverse and non-binary employees
c) provide a support contact or further information on interpreting these guidelines, if required

Submission Evidence:
Figure 44 —17 Extract from the departmental corporate uniform requirements guideline

wenst off Agriculture,
e

Departmental Corporate Uniform Requirements

Policy statement

Background

The uniform design reflects a professional image that is both fit for purpese and meets WHS
standards across all functions and geographical locations.

The department supports all employees, including transgender, gender diverse and those who do
not identify on the binary to dress in @ way that best reflects their gender identity.

Personal presentation

It is expected that employees wearing departmental uniform will display a high level of personal and

professional presentation when on duty by ensuring:

- only uniforms with the current corporate branding are worn

- all items of uniform are clean, tidy and in good repair

- garments are presentable and have a pressed appearance

- uniform items are worn as a complete outfit and should not be visibly combined with personal
clothing, unless agreed by an Assistant Secretary. Note that combining the uniform with private
clothing would generally only be for religious or cultural reasons.

- the appropriate uniform is worn for the specific work location, as directed by the Operational
Managers and is compliant with WHS requirements

- uniforms are only be worn for official work purposes.
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Figure 45 - 18Extract from the departmental corporate uniform requirements guideline inviting feedback about the uniforms

Feedback'

Feedback is welcome and should be directed through the your local Uniform Coordinator.
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AUSTRALIAN WORKPLACE EQUALITY INDE

STANDING SUBMISSION: INCLUSION OF TRANS AND GENDER DIVERSE PEOPLE ADVANCED

14. Gender Affirmation Leave Max. 4 points
We have an internal policy that ensures additional paid leave is available for employees who require time away to undertake or physically manage their gender
affirmation.

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

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

The department has multiple options available for staff affirming their gender. In addition to accessing personal leave, they can request an additional 5 days of paid
miscellaneous leave to assist in the transition process allowing the individual and the workplace to prepare in support of their return to work.

Submission Evidence:
Attachment - SQ14 — Gender Affirmation Guidelines
Figure 46 - Extract from gender affirmation leave with leave options

. 4« Leave
Managers should be flexible and supportive of a transitioning staff member’s needs to take leave
prior to affirming their gender in the workplace. Both personal leave and miscellaneous leave
can be accessed depending on the circumstances.

| Personal leave can be utilised in accordance with Clause 6.22-6.35 of the Department of
| Environment and Energy Enterprise Agreement 2016-19 (DoEE EA).

An additional 5 days of paid miscellaneous leave can be approved (refer to Clause 6.90 of the
DoEE EA) for transitioning staff to allow the individual to prepare in any way required before
they return to work as their affirmed gender. This time away for the workplace also allows the
manager and support to communicate with the team, organise training and request system

|  changes etc.

Staff are also eligible to purchase leave in accordance with Clause 6.90 of the DoEE EA. Further
information surrounding leave can be found within The Department of Agriculture, Water and
the Environment Leave Policy.
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AUSTRALIAN WORKPLACE EQUALITY INDEX

Figure 47 - Screenshot of Clause 6.90 of the department’s leave policy as referred to above

OTHER LEAVE (WITH AND WITHOUT PAY)

6.90 Other leave with pay (for short periods only) or without pay may be approved by the Delegate for
purposes not provided for elsewhere in this Agreement. Leave without pay may be granted for a
maximum period of 12 months. Periods of leave without pay for periods longer than 12 months will be
considered in exceptional circumstances. Further information is contained in the Department's Leave
Policy.

6.91 Leave without pay does not count as service for any purpose except as provided for elsewhere in this
Agreement or under the Long Service Leave (Commonwealth Employees) Act 1976, the
Superannuation Act 1976, the Superannuation Act 1990 or the Superannuation Act 2005.

Figure 48 - Extract from Gender Affirmation guidelines about developing a plan, personal details and legal document

Developigng a plan

Itis recommended that the support team develop a Gender Affirmation Plan. The plan should be
personalised and agreed by the support team but should consider proposed timelines and
actions that will be taken to assist the staff member during the transition process including:

=  expected timeframes
* proposed leave plans if required
=  who will be in the support team

*  how thech will be ¢ icated to staff

=  what training will be rec ded or delivered to staff

*  details of an event, if applicable, for the staff member to meet with their team in their
affirmed gender

e dates when changes of gender and name etc. will be made in Aurion and SAP
» date the staff member will present in the workplace in their affirmed gender.

The plan should be regularly reviewed to incorporate changes. The staff member must be
comfortable with the activities in the plan.
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AUSTRALIAN WORKPLACE EQUALITY INDEX

Changing your personal details

NOTE: If at the time of affirming your gender in the workplace you do not have the legal
paperwork to change your ‘legal name’ your log-on details will not change. However, visually to
your colleagues and stakeholders your preferred name will be used in outlook (email and
contact details).

Table 1 How to change your personal details

Personal Details | Process details Evidence Forms / Forms /
Required Contact/s Contact/s
(Former {Former
Agriculture) Environment)
Title Changes can be made at any time without evidence to an No Change of Personal Details Form
alternative title of either Mrs / Ms / Miss / Mr or the non-
binary title Mx
Preferred name | A preferred first name is a name that you commonly use No Employee Self Change of
* that is different from your legal given name. Your preferred Service in P al Detai
name can be changed at any time without evidence, Aurion Form
Employee >
Personal > Edit
Given name * Your ‘legal given name’ can be amended once you have Yes Change of Perconal Details Form
changed your name via the appropriate legal channels.
The following should be sent to payroli: s. 4TE(d)@awa gov.au
* A certified copy of your legal documents detailing
your change of name
®  Change of Personal Details Form
Gender Your gender can be amended to either Male/Female orXby | No Change of Personal Details Form
completing an Employee Personal Details form
Email Your email address and contact details will automatically be | No [ o e of Personal Details P
updated once any name changes have been processed by
payroll.
Phone You will need to raise a Voice Service Request Formto have | No Voice Service Contact IT
your phone's display and details updated. Request Form helpdesk

Under ‘Request details’ please select the following: Extension
Number > Extension Number > Update Extension Number
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Phone You will need to raise a Voice Service Request Formto have | No Voice Service Contact [T
your phone’s display and details updated. Regquest Form helpdesk
Under ‘Reguest details’ please select the following: Extension
Number > Extension Number > Update Extension Number
Security Pass A new security pass will need to be requested. Manager Security Pass Reguest Form
approval s. 47E(d) @awe.gov.au
Security The Security Branch will need to be advised of the staff Varies - as s. 47E(d) Pawe.gov.au or
clearance members change in personal circumstances if you hold a advised by calls. 47E(d)
current security clearance. the Security
Branch.
Other accounts | QBT portal (booking flights) and the AOT online booking No
portal (accommodation) will also need to be updated. The
name may also need to be changed in leave spreadsheets, on
call registers and team contact lists.
Name badge, New name badges, desk plates and business cards may be No Manager approval
desk plates and | requested. A cost code needs to be supplied when the order
business cards is placed.

Figure 49 - Extract from the department’s leave policy stating the delegate in People Division is responsible for approving gender affirmation leave

MISCELLANEOUS LEAVE

222. In accordance with clause 6.90 of the Agreement, other leave with pay (for short periods only) or
without pay may be approved by the delegate for purposes not provided for elsewhere in the
Agreement.

223. To ensure fair, equitable and consistent application of leave for miscellaneous reasons, the
Department’s policy approach to various leave reasons are defined in the table below. The delegate
in People Division may consider approving miscellaneous leave for purposes not listed in this policy.

224, Miscellaneous leave may be granted to employees affected by domestic or family violence. Details
on the full range of support the Department provides affected employees can be found in the
Domestic and Family Violence Policy.
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Figure 50 - 19Screenshot of ‘Have your say’ page on the department’s website for Gender Affirmation guidelines consultation and comments

HAVE YOUR SAY

AN pansLiErineg

Docurment

The file "Gender_AmMrmanon_Guidelines.pdl will begin cownloading 0 & fow seconds.
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STANDING SUBMISSION: INCLUSION OF TRANS AND GENDER DIVERSE PEOPLE ADVANCED
15. Gender Neutral Bathrooms and Facilities Max. 4 points
We have (or are working towards) having ‘Gender Neutral’ or ‘All Gender’ bathrooms and/or facilities with clear and visible signage available to employees.
Note: “Unisex” signage will not be given points for this question. We are seeking more inclusive language for inclusive signage.
If you already have gender neutral or all gender signage, please provide:

(a) evidence of a communication regarding where ‘Gender Neutral’ or ‘All Gender’ bathroom/facilities can be located

(b) evidence of clear and visible signage as it appears at the bathroom/facility location
If you are still making progress towards this, please:

(c) outline progress made and when you expect to have signage in place.
If this is not possible for any reason, please provide:

(d) evidence of any research or work that you have done in this area

(e) any means by which you have been able to accommodate trans, gender diverse and non-binary employees

The department has gender neutral facilities with clear and visible signage available to employees in the John Gorton Building, Parkes ACT, and the Tasmanian Regional
Office. Welcome packs are given to new employees which includes information about the facilities and where they are located. The department has gendered bathroom

facilities at all locations. Additionally, all locations have non-gendered accessible bathrooms available. Employees are free to use the gendered bathroom of their gender
identity.

Submission Evidence:
Figure 51 — Screenshot of all gender signage located directly outside of the facilities
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AUSTRALIAN WORKPLACE EQUALITY INDEX

Figure 52 — Extract from the John Gorton Building, Parkes ACT welcome pack about the gender neutral toilets

Disabled Toilets [°Y l

Female, male, gender neutral and mobility impaired toilets are located on each floor. |

Noting, there is only one mobility impaired toilets that has been fitted with an auto door
and that is located on the ground floor, near the central stairwell.
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STANDING SUBMISSION: INCLUSION OF TRANS AND GENDER DIVERSE PEOPLE ADVANCED
16. (Forms) Non-Binary Gender Options for Employees Max. 2 points
We have audited and amended (or are in the process of auditing/amending) all internal documents and forms that collect gender information to include non-binary
options and options for those who identify as trans or gender diverse (moving away from binary male/female, Mr. Ms., Mrs etc.).
For full points, please provide:

(a) a brief outline of progress of work to date

(b) options provided within changed documents if changes have been made
OR (c) evidence that you do not collect or have removed gender options or gendered information on your forms

The department published an updated style guide in October 2020. This document outlines sex and gender recognition requirements for all forms of writing produced
on behalf of the department.

All documents include the following options: M (male), F (female) or X (Indeterminate/Intersex/Unspecified). Additionally the style guide includes a link to learn more
about LGBTIQ+ and a link to the Australian Government guidelines on the recognition of sex and gender.

Figure 53 — Screenshot of the gender section from our latest style guide

Gender

Use gender-neutral job titles - for example, firefighter, tradesperson, worker, chairperson, web
manager and milk vendor

In correspondence use tities carefully. Use "Ms” unless the correspondent has made clear they
prefer Miss or Mrs. If the gender is unclear, use ‘Dear Mr or Ms [{family name]® If the person
specifies they are non-binary, use "‘Dear Mx'. To write in gender-neutral or inclusive terms:

s use plural instead of singular terms, for example

Applicants must provide eoples of their application to their referess

NOT Every applicant must provide coples of her application to her refereas,
* use the gender-free pronoun "you® or (plural) ‘they’

You must pravide copies of your application to your referees.

They must provide coples of their applications to their referees.
* usethe alternative pronouns “his, her or their’, "his/her /their’ (or "her/his/their')

Every candidate must provide copies to his/her/their referees.

Department of Agriculture, Water and the Environment

24
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Style guide

e leave the pronoun out altogether

Every candidate must provide coples of the application to referees.
» recast the sentence Lo avoid pronouns

Coples of the application must be provided to referees,
s repeat the noun

Every candidate must provide copies to the candidate’s referees.

When creating application and other forms that ask applicants to indicate their gender, use these
terms in this order;

* Female (F)

* Male (M)

e Indeterminate/intersex/unspecified (X).

Learn more about LGETIQ+ and the
and gender.
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STANDING SUBMISSION: INCLUSION OF TRANS AND GENDER DIVERSE PEOPLE ADVANCED
17. (IT Systems) Non-Binary Gender Options for Employees Max. 2 points
We have audited and amended (or are in the process of amending) all relevant IT systems that collect gender information to include non-binary options and options
for those who identify as trans or gender diverse (moving away from binary male/female, Mr. Ms., Mrs etc.).
For full points, please provide:

(a) a brief outline of progress of work to date

(b) options provided within systems if changes have been made
OR (c) evidence that you do not collect or have removed gender options or gendered information within your systems

Due to the Machinery of Government (MoG), the department currently operates under two payroll systems Aurion and SAP. Aurion remains compliant with the
Australian Government Guidelines on the recognition of sex and gender. The SAP system was upgraded in November 2020 and is now compliant.

Submission Evidence:

Figure 54 — Screenshot of an email sent from s. 22(1)(a)(ii), Director Payroll (SAP), confirming the SAP system has been upgraded
[ ‘

Masiage  Help  “Semch  Seare

SAP payroll changes [SEC=OFFICIAL)

s. 22(1)(@)(ii)ss. 22(1)(a)(ii)smvirarmsnt govau =3y | Sy food
s. 22(1)(a)(ii) i

i Mianagemant System {HRMIS) waus ipgraded In Notembet 2020 vo ifplement chanifes to Sender and Titles |

=
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AUSTRALIAN WORKPLACE EQUALITY INDEX

Figure 55 — Screenshot from the department’s website outlining the title options for applicants
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PLACE EQUALITY INDEX

STANDING SUBMISSION: INCLUSION OF TRANS AND GENDER DIVERSE PEOPLE ADVANCED
18. Trans and Gender Diverse Applicants Max. 6 points
For trans and gender diverse applicants, we have:
a) Implemented processes to help reduce roadblocks/difficulties faced by trans and gender diverse people who are applying for jobs
b) clearly communicated a point of contact available for trans and gender diverse applicants throughout the recruitment process on relevant web pages or
within application documentation

c) provided documentation addressing concerns specific to trans and gender diverse applicants and made these available throughout the recruitment process
For full points, evidence must be provided for all items above. Partial points will be given if all items are not evidenced.

The department’s recruitment process has a strong presence of diversity and inclusion throughout. Our recruitment information in the People and Jobs section of the
internet provides information about gender equality, diversity and inclusion, our values, benefits and employment conditions. Additionally, our graduate program
promotes our values and commitment to diversity and inclusion. All positions advertised have a contact person and phone number for applicants to discuss the
position/recruitment process. If the contact officer is not trained in diversity and inclusion, the applicant may be transferred to a trained professional to assist with the
enquiry.

Submission Evidence:

Attachment SQ18 - People Strategy 2018-22

Attachment SQ18 - Inclusion Strategy 2019-21

Link — AWE enterprise agreement 2016-2019: https.//www.awe.qov.au/sites/default/files/2020-01/enterprise-agreement-2016-2019.pdf

Figure 56 — Screenshot of the People and Jobs page on department’s website. The department’s Inclusion Commitment Statement being the first thing applicants see
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Diversity and inclusion

and leverage the bhenefit of our diversity

phe with an experience of mental health ISsuUes

* people with disability

* peqple from a culturally and linguistically diverse Gackground
* peaple who identify as LGBTIQ

* Women

* Apariginal and Torres Strait iIslander peoples

wWe value what eauh individuol contributes and have @ nuimber of inglusion networ ks

Figure 57 — Extracts from the recruitment page on the department’s website — Diversity and inclusion, Gender equality and Values, Benefits, Salary and conditions

1

As an organisation;, we are committed to building a culture where difference s valued and respecied, and where we work together

* Amstrallan Geverninmi

Dwppartrient sof Avionbiur,
Water ammd the Eirvirmmment
News and media
Home ¢ About us ¢ Peophe and jobs / Cender sousiny

o Phople aucjobs Gender equality

DU TolEs L

Appty fora job

Aboniginal and Torres Stralt
telander people

B Our values

Peapie with disability VWE WaNT 1D ke Sure gender £

Graduates L3

Gender equality

3
1
¥
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1
}

Benefits and conditions

Wre Supp ree
Our strategies
Cur department was estabilshed on § February 2020, Sefore this wr were the
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MinnDlers News and modia
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Apply for a pb
Atioriginal and Torres Strait Enterprise agreement
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Pacmle with deaniny
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Gnder squality

Salary and conditions

Find out more about benefits and conditions for staff. This includes:
* pay scales
* |eave and flexible work arrangements
* superannuation
e diversity and inclusion

s learning and development
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AUSTRALIAN WORKPLACE EQUALITY INDEX

Figure 58 — Extract from the graduate program recruitment page on the department’s website

Our commitment to diversity

Our vision is to foster a workplace where employees feel included and valued. We want all staff to have access to opportunities and
resources that support full participation at work.

We embrace the variety of experiences, skills and perspectives that people bring to the workplace. We want to harness these to
achieve our objectives.

Our employees bring unique perspectives to the workplace. This ¢an include how they identify in relation to age, caring
responsibilities, cultural background. disability. gender. indigenous background. sexual orientation and socio-econemic
background.

Our Employee Networks play a key role in promoting an inclusive workplace. In our 5 networks. identifying staff and allies can:
= share experiences
* build relationships

* promote awareness of diversity through events and other initiatives.

Page 64 — AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more employees) —v1.0 — Doc. 1 of 1

prideindiversity

6/,¢5¢-X3a1

602 10 ¥9 ebed



AUSTRALIAN WORKPLACE EQUALITY INDEX

Figure 59 — Extract from a position description on the department’s website - contact officer details for applicants to discuss the position/recruitment process

RecruitAbility

RecruitAbility applies to this vacancy. Under the RecruitAbility scheme you will be invited to
participate in further assessment activity for the vacancy if you choose to apply under the scheme;
declare you have a disability; and meet the minimum requirements for the position. For more
information see https://www.apsc.gov.au/recruitability.

Contact B

Name: S. 22(1)(3)(“)

Phone number: s. 22(1)(a)(ii)

Email address: s. 22(1)(a)(ii)@awe.gov.au

Closing Date
Applications close: 11:00 pm (AEDT) on 4 January 2021

Figure 60 — Screenshot of search results for ‘Diversity and inclusion’ on the department’s external website
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AUSTRALIAN WORKPLACE EQUALITY INDEX

2016-19 available for applicant to read
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Figure 61 — Screenshot of pages on the department’s website with the People Strategy 2018-22, Inclusion Strategy 2019-21 and Gender Equality Network Action Plan
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Figure 62 — Screenshot of the website with additional Diversity and inclusion information
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STANDING SUBMISSION: STRATEGIC FOcus

STANDING SUBMISSION: STRATEGIC FOCUS
19. External Website LGBTQ Workplace Inclusion Promotion

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

FOUNDATION
Max. 2 points

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

The department’s external webpage promotes our commitment to gender equality, with an inclusive environment being one of the employment benefits. The website
contains information about the inclusion networks that support people who identify as LGBTIQ+.

Submission Evidence:
a. Link to the department’s People and Jobs page: https://www.awe.gov.au/about/jobs

b. Link to the department’s Benefits and Conditions page: https://www.awe.gov.au/about/jobs/conditions
c. Link to the department’s Gender Equality page: https://www.awe.gov.au/about/jobs/gender-equality.

Figure 63 — Screenshot of the Diversity and inclusion section on the department’s external website
Diversity and inclusion

AUSTRALIAN
LGBTG INCLUSION
W AWARDS 2020
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Figure 64 — Screenshot of the gender equality page on the department’s external website
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