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STANDING SUBMISSION: STRATEGIC FOCUS

20. HR / Diversity Professional Accountabilities

INTERMEDIATE

2 points

We have at least one Diversity / HR professional whose job description, performance appraisal or work plan includes specific and detailed LGBTQ inclusion 

objectives/targets.  

 

Note: This is beyond a general reference to LGBTQ inclusion as an area of diversity. 

Please provide evidence of such specific targets. 

Figure 65 – Screenshot of the current performance agreement for an inclusion officer in our department 
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STANDING SUBMISSION: STRATEGIC FOCUS 

21. Executive Sponsor or LGBTQ Champion 

ADVANCED 

Max. 4 points

We have an Executive Sponsor located within our Australian offices with documented role expectations/accountabilities related to LGBTQ inclusion work and 

advocacy within the organisation. 

 

For full points, please provide evidence of both: 

(a) the documented role expectation/accountabilities  

(b) the mechanism through which the Executive Sponsor reports or is made accountable for these 

The LGBTIQ+ Pride network Champion and co-Champion work in partnership with the Diversity and Inclusion team to achieve the department’s strategic inclusion 

objectives. The LGBTIQ+ Pride network has an annual work plan which is approved by the Champion. An annual report is developed addressing progress against the 

work plan, provides key insights of member experiences and feedback, shares key successes, gaps, and identifies opportunities to further collaborate across the 

department. 

 

Submission Evidence:  
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Figure 66 – Extract from the 2020 Inclusion network guidelines of the roles and responsibilities for the Champion and co-Champion 
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Figure 67 – Screenshot from the department’s intranet introducing the new Champion of the LGBTIQ+ Pride Network 
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Figure 68 – Screenshot from the department’s intranet of the Secretary’s news introducing our diversity and inclusion Champions
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STANDING SUBMISSION: STRATEGIC FOCUS

22. Senior Management Diversity Accountability

ADVANCED 

Max. 4 points

We include specific diversity and inclusion accountabilities, job goals or expected outcomes within senior management appraisals beyond generic company values 

addressing diversity/inclusion (this may or may not include LGBTQ specific accountabilities). 

 

Note: This is outside of network leadership and executive sponsor accountabilities - applies to all executive/senior leaders. 

 

For full points, please: 

(a) confirm that there are diversity accountabilities (over and above general behavioural values) within senior management appraisals.   

(b) provide evidence (template example acceptable) or if highly confidential, please indicate the name of a senior HR person who can verify this: 

Our Senior Executive Service (SES) staff are required to sign a declaration stating they commit to working in accordance with the standards and obligations described in 

the SES Performance Agreement form. They must ensure their behaviours are respectful, impartial, accountable, commited, professional and ethical, for a culturally safe 

environment. They must support staff to participate in cultural events and programs, act with integrity and respect all people, including their rights and their heritage 

and construct strong and diverse teams. SES must also work in accordance with the SES Performance Policy.  

 

Submission Evidence: 

Figure 69 – Extract from the SES Performance Agreement form 
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Figure 70 - Extract from the SES Performance policy 
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Figure 71 – Extract from the SES Performance policy  

Figure 72 – Screenshot of SES Key Performance deliverables 2020-21 
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Figure 73 – Performance information for SES available on the department’s intranet
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STANDING SUBMISSION:  STRATEGIC FOCUS

23. Customer-facing LGBTQ Inclusion

ADVANCED 

Max. 3 points

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

For full points, please: 

a) clearly outline the extent of this work and progress made to date 

Our department created an animated video titled ‘Supporting Non-Binary People’. We shared this video with the: 

� Commonwealth Scientific and Industrial Research Organisation 

� Department of Defence 

� Department of Industry, Science, Energy and Resources 

� Department of Employment, Skills, Small and Family Business 

� Bureau of Meteorology 

� Department of Veterans Affairs. 

We assisted the Department of Veterans Affairs with their Pride Network in 2020. We provided the following information to assist and support them:  

� 2019 Work plan and Work plan status update 

� 2020 Work plan 

� Copies of all communication issued during the year 

� Copies of all intranet content developed for LGBTIQ+ days of significance. 

In addition, members of the LGBTIQ+ Pride Network provided input into the department’s response to the APS Gender Equality Strategy. 

 

Submission Evidence:  

Attachment SQ23 LGBTIQ+ Pride network 2020 annual report  
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Figure 74 – Extract from the LGBTIQ+ Pride network annual report outlining our support for other department’s 
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STANDING SUBMISSION:  STRATEGIC FOCUS

24. Customers Information: Changing Gender Markers

ADVANCED 

3 points

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

 

For full points, please provide either: 

a) a copy of the customer/service user documentation that outlines this or a screenshot of that information. 

b) evidence that you do not collect or have removed gender options or gendered information in your systems

Our customers/clients that access our systems can update personal information including their title by logging into their system profile and updating their details.  

Submission Evidence: 

Figure 75 – Screenshot of a recruitment profile outlining the available options for updating their title. Once selected, the customer saves the changed information in 

their profile and the gender title is automatically updated.  

** END OF SECTION 1: STANDING SUBMISSION  ** 
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ANNUAL SUBMISSION
This part of the Submission (Sections 2 – 10) is only applicable to work carried out in the 2020 calendar year. Points will not be allocated for work carried out in 2021. 

A reminder to read each question carefully and the specific evidence required, respectively.  

� Each question asks for specific LGBTQ-explicit evidence. If inadequate or incomplete evidence is provided for any question, full points may not be obtained.  

� If attaching evidence, please indicate the question number / title on the file name 

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

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

the questions within the Annual Submission.** 

SECTION 2: STRATEGY & ACCOUNTABILITY

ANNUAL SUBMISSION: STRATEGY & ACCOUNTABILITY FOUNDATION 

Max. 2 points 1. External LGBTQ Expertise 

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

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

Submission Evidence:  

We were an active member of Pride in Diversity in 2020 and have renewed our membership for 2021.  

ANNUAL SUBMISSION: STRATEGY & ACCOUNTABILITY FOUNDATION 

Max. 3 points 2. Documented LGBTQ Strategy 

We have a documented LGBTQ inclusion strategy (or pillar within an overarching diversity strategy) in place for the assessed year that includes clearly defined LGBTQ 

targets and/or action plans. 

Please provide a copy of the LGBTQ component of your strategy and clearly defined targets. If your strategy does not contain clearly defined LGBTQ targets, please 

provide any accompanying/supporting action plans that will show specific goals in this area
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Submission Evidence:  

Attachment AQ2 – The department’s Inclusion Strategy 2019-21 

Figure 1– Extract from the department’s Inclusion Strategy 2019-21, available on the department’s website and intranet
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ANNUAL SUBMISSION: STRATEGY & ACCOUNTABILITY INTERMEDIATE

Max. 4 points 3. LGBTQ Advisory Group 

We have established and promoted an internal LGBTQ advisory group which has: 

a) met specifically to identify areas requiring change or to work on projects requiring their expertise and guidance 

b) engaged with the organisation in efforts to implement change or complete allocated projects 

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

For full points, please provide: 

(a) evidence of how this group’s expertise or counsel is promoted across the organisation 

(b) evidence of any meetings or work undertaken by this group throughout the assessed year 

Each of the department’s inclusion networks, including our LGBTIQ+ Pride network has a Network Leadership Group consisting of; Champion, co-Champion, Chair, 

Regional Chair and Secretariat (NLG). The NLG’s are responsible for promoting and contributing to the department’s strategic inclusion objectives. They play an active 

role in delivering inclusion events and recognising days of significance and other related celebrations. They assist in developing the networks work plan and intersect 

with other inclusion networks to deliver these initiatives, forming small project teams to improve the department’s awareness of LGBTIQ+ related matters. 

Submission Evidence:  

Attachment AQ3 - Staff-led Inclusion network guidelines 

The role of the NLG’s are published in the network guidelines on the department’s intranet site. Contact details for our Network Leadership Group, LGBTIQ+ 

representatives and Diversity and Inclusion team are linked on our intranet site. 

We use our intranet as a platform to celebrate diversity, raise awareness and promote activities. Throughout the year we have accessed the department’s virtual 

calendar to publish several articles promoting the networks activities and achievements. We also use our Inclusion Networks email distribution lists to communicate 

with the networks on topics of interest, days of significance and network activity. Our senior leadership teams are also included in these communications.  

Our LGBTIQ+ Pride Network’s annual report outlines the work undertaken in 2020 and lists our achievements and milestones. The annual report was circulated by the 

network Champion, James Larsen to all staff. The report was also distributed via email to of all of our inclusion networks, senior managers, Diversity and Inclusion team 

and LGBTIQ+ Pride Network members. 
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Figure 2 – screenshot of email correspondence from the network co-Champion to the network members providing an update on the status of the 2020 work plan. 
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Figure 3 – screenshot of email correspondence from the network co-Champion to the inclusion network NLG’s and the LGBTIQ+ Pride network members providing the 

2020 Annual Report prior to publishing. 
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Figure 4– Extract from the Staff-led Inclusion network guidelines outlining Chair and Regional Chair responsibilities 
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Figure 5 – Extract from the department’s intranet with contact details for our Network Leadership Group, LGBTIQ+ representatives and Diversity and Inclusion team 
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Figure 6 – Extract from the department’s intranet of our Champion celebrating and announcing our 2020 achievements for the LGBTIQ+ Pride Network
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ANNUAL SUBMISSION: STRATEGY & ACCOUNTABILITY INTERMEDIATE

2 points 4. LGBTQ Inclusion Reporting  

Within the assessed calendar year, we have published a report on our LGBTQ inclusion work. This may be within annual reports, CSR documentation or equivalent 

public facing documentation.  

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

On 1 February 2020, we began operating as a new department bringing together people from the former Department of the Environment and Energy (DoEE) and the 

former Department of Agriculture into one large diverse workforce.  

Submission Evidence: 

Link - The Department of Agriculture, Water and the Environment Annual Report 2019-20: https://www.awe.gov.au/sites/default/files/2020-10/annual-report-2019-

20-awe-oct-2020.pdf

Figure 7 – Extracts from the Department of Agriculture, Water and the Environment Annual Report 2019-2020
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ANNUAL SUBMISSION: STRATEGY & ACCOUNTABILITY INTERMEDIATE

2 points 5. Media Coverage 

Our work in LGBTQ inclusion has been covered by an independent source (not internally written or published) within the assessed calendar year. 

 

Note: This has to cover your LGBTQ inclusion work in detail and cannot be a brief mention of your organisation, recognised employee/individual or an award won. 

 

Please provide evidence of how your LGBTQ inclusion work has been recognised by an independent source: screenshot, URL, image or insert attachment. 

 

Evidence: 

 

Figure 8 – screenshot of email from media team with external coverage of Wear it Purple day 2020 on linkedin.

LEX-25279
Page 93 of 209

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

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

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

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

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

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



Page 94 – AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more employees) – v1.0 – Doc. 1 of 1 

LEX-25279
Page 94 of 209



Page 95 – AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more employees) – v1.0 – Doc. 1 of 1 

Figure 9 – screenshot of AWEI employer ranking 2020 
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ANNUAL SUBMISSION: STRATEGY & ACCOUNTABILITY ADVANCED 

Max. 3 points 6. Strategic Work in Recruitment, Supplier Policy or Service Provision 

We have completed, updated or are making progress towards work within one of the following areas over the assessed calendar year:    

� LGBTQ targeted recruitment (targeting LGBTQ job seekers) 

� LGBTQ supplier policy / promotion / resourcing / procurement policy (either seeking LGBTQ suppliers; or having a policy requiring suppliers to reflect your 

values around LGBTQ inclusion or attend training)  

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

population 

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

If you have completed work within more than one of the above areas within the assessed year or have already existing (and current work) within areas listed above, 

please add that to the ADDITIONAL WORK section at the end of this submission. 

Our department is an Equal Opportunity Employer and provides the same opportunities for employment, advancement, and benefits to everyone. Building a culture of 

inclusion and acceptance is a top priority for our department promoting diversity and inclusion throughout our recruitment processes. We have a dedicated team 

available to LGBTIQ+ people who enquire about recruitment and working at the department. As a Commonwealth government agency, we are bound by the legislation 

and policies within the Australian Public Service relating to our recruitment and procurement processes. 

 

Figure 10 – Extracts from our recruitment page. Our department promotes gender equality as part of our culture.
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Figure 11 – Diversity and inclusion, gender equity and employment benefits extracts from the department’s recruitment pages on the external website

Figure 12 – Extract from the department’s website on the graduate program recruitment page
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ANNUAL SUBMISSION: STRATEGY & ACCOUNTABILITY ADVANCED

2 points 7. Executive Leadership Representation 

We currently have openly LGBTQ identifying people within our internal Diversity Council and/or within our Executive Leadership Team. 

Please provide details of the names and roles of openly LGBTQ identifying people within either your Diversity Council or Executive Team 

is the Director of Payroll in the Financial Operations Branch. He is an active member of the Diversity Inclusion Council and is the co-Champion of the 

LGBTIQ+ Pride Network.  

 is a role model for the department and is committed to creating an inclusive and collaborative workplace. At the end of January this year,  was the recipient of 

the 2020 Secretary’s Award for Inclusion in recognition for promoting the LGBTIQ+ Pride Network and LGBTIQ+ inclusion in practical and effective ways. 

His story is available to all employees on the department’s intranet.  

Submission Evidence:  

Figure 13 –  story, available on the department’s intranet 

LEX-25279
Page 98 of 209

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

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

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



Page 99 – AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more employees) – v1.0 – Doc. 1 of 1 

LEX-25279
Page 99 of 209

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

s. 47F(1)

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

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

s. 47F(1)

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

s. 47F(1)



Page 100 – AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more employees) – v1.0 – Doc. 1 of 1 

ANNUAL SUBMISSION: STRATEGY & ACCOUNTABILITY ADVANCED 

Max. 4 points 8. LGBTQ Inclusion Promotion 

We can show evidence of promoting our commitment to LGBTQ inclusion in up to two of the following areas: 

� pitching for business or contracts 

� engaging with potential clients/customers 

� applying for funding 

� engaging with strategic partners or key external stakeholders 

Please provide evidence for up to two of the areas covered. Note: Partial points will be given for less than two areas of work evidenced. 

 

If you have completed work within more than two of the above areas within the assessed year or have already existing (and current work) within areas listed above, 

please add that to the ADDITIONAL WORK section at the end of this submission. 

Our Australian Antarctic Division reached the world via Facebook and Twitter to promote and celebrate the inaugural Polar Pride day on 18 November 2020. Polar Pride 

supports the diversity of everyone involved in Polar affairs.  

Our department supported key stakeholders by sharing our ‘Supporting Non-Binary People’ video to enhance education about non-binary topics including:  

• What is non-binary 

• What is gender 

• Inclusion, acceptance and understanding 

• Using inclusive language and examples of what is inclusive language. 

Our stakeholders included the Commonwealth Scientific and Industrial Research Organisation, Department of Defence, Department of Industry, Science, Energy and 

Resources, Department of Employment, Skills, Small and Family Business, Bureau of Meteorology and the Department of Veterans Affairs.  

Submission Evidence:  
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Attachment AQ8 - Email containing the supporting non-binary people video  

Figure 14– Australian Antarctic Division Polar Pride Tweets and Facebook post 
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Figure 15 – Extract from the LGBTIQ+ Pride Network 2020 Annual Report with Polar Pride details
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Figure 16 – Extract from the LGBTIQ+ Pride network 2020 annual report, details about supporting other department’s 
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SECTION 3: LGBTQ EMPLOYEE NETWORKS / RESOURCE GROUPS
Please note: Different terms are used for internal networks (including Ally/Champion Networks, Resource Groups, Employee Network Groups, Employee Action Groups, 

etc.).  For the purpose of consistency within this submission, when refering to such networks or equivalent, the terminology used within this section will be Employee 

Network. If you have an outstanding Network Leader who has performed above and beyond the expectations of their role and significantly impacted LGBTQ inclusion 

within your workplace, please consider nominating them for the Network Leader of the Year Award. (This nomination is open to anyone who has a formal role within the 

employee network leadership group.)   

 

ANNUAL SUBMISSION: LGBTQ EMPLOYEE NETWORKS / RESOURCE GROUPS FOUNDATION 

Max. 2 points 9. LGBTQ Employee Network   

Within the assessed calendar year, we have either: 

a) made progress towards the launch or establishment of an LGBTQ employee network 

b) an established LGBTQ employee network with a clearly documented charter/purpose or remit 

If you are in the process of creating a network, please evidence progress made within the assessed year. If you have an existing network, please provide a copy of the 

network’s charter/purpose. 

Submission Evidence: 

Attachment AQ9 – LGBTIQ+ Pride network work plan 

Attachment AQ9 – LGBTIQ+ Pride network work plan – status update 

Attachment AQ9 – Staff-led Inclusion network guidelines 

Figure 17 –20 Extract from the department’s LGBTIQ+ Pride network work plan 
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Figure 18– Screenshot of the LGBTIQ+ Pride network homepage on the department’s intranet site
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ANNUAL SUBMISSION: LGBTQ EMPLOYEE NETWORKS / RESOURCE GROUPS FOUNDATION 

Max. 3 points 10. Network Leadership Structure 

Our employee network has a clearly articulated leadership structure with:  

a) clear roles and/or responsibilities for those involved 

b) an HR or Diversity representative as part of the leadership structure 

For full points, please provide: 

(a) a copy of your network leadership structure clearly articulating role accountabilities 

(b) evidence that you have HR or diversity representation within the leadership 

The department’s Staff-led Inclusion Network Guidelines clearly outlines the roles and responsibilities of the network leadership group positions. Each of the networks 

have a designated representative from the Diversity and Inclusion team to support the Network Leadership Group and members of the network. 

 

Submission Evidence: 

Attachment AQ10 – Staff-led Inclusion network guidelines 

Figure 19 - Extract from the department’s intranet news announcing the department’s networks and new Champions 
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ANNUAL SUBMISSION: LGBTQ EMPLOYEE NETWORKS / RESOURCE GROUPS FOUNDATION 

Max. 3 points11. Network Strategy / Work Plan

Our network has in place its own strategy (or a work plan contributing to the organisation’s LGBTQ inclusion strategy) and has reported progress against clearly 

defined action plans, timelines and/or deliverables within the assessed year. 

 

For full points, please provide all of the following: 

(a) a copy of your network strategy or component of the strategy that the network has been working on within the assessed year 

(b) a copy of action plans and timelines utilised 

(c) a copy of the latest progress report 

The department’s LGBTIQ+ Pride network 2020 work plan and status update outlines the network activities and tasks for 2020. 

 

Submission Evidence: 

Attachment AQ11 – LGBTIQ+ Pride network work plan 

Attachment AQ11 – LGBTIQ+ Pride network work plan – status update 

Figure 20 –21 Extract from the department’s LGBTIQ+ Pride network work plan 
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ANNUAL SUBMISSION: LGBTQ EMPLOYEE NETWORKS / RESOURCE GROUPS INTERMEDIATE

Max. 2 points 12. Orientation / On-boarding 

Our network is actively involved in orientation, on-boarding or the welcoming of new hires within the organisation. If orientation is strictly online, our network has 

sought means to introduce new hires to the network and welcome them to the organisation. 

 

For full points, please provide: 

(a) evidence of when this last occurred 

(b) the degree of network involvement/participation 

All new employees to the department are required to complete induction training within their first 2 months. As part of this e-learning package we have a workplace 

diversity and inclusion module. This module includes the legislation, the department’s Inclusion Strategy 2019-21, policies and procedures associated with inclusion as 

well as introducing the inclusion networks. 

 

We also present at our yearly graduate program induction. Our inclusion network representatives present in a panel providing information on each of our 7 employee 

networks and the benefits of joining an inclusion network. They also respond to any questions from the graduates on the networks and their views on departmental 

inclusion more broadly.  

 

Submission Evidence:  

Figure 21 – Screenshot of our diversity e-learning packages available on Learnhub  
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Figure 22 – Screenshots of course outlines and pages from elearning modules 
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ANNUAL SUBMISSION: LGBTQ EMPLOYEE NETWORKS / RESOURCE GROUPS INTERMEDIATE

2 points 13. Strategy and Goals 

Our network leads have objectives that are assessed annually within performance discussions, relating specifically to performance within that role (as opposed to 

generic cultural, diversity or value statements). 

 

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

Our network leads have objectives that are assessed annually within performance discussions, guided by the roles and responsibilities outlined in the Inclusion Network 

Guidelines.   

Submission Evidence:  

Attachment - AQ13 – LGBTIQ+ Pride network co-Champion, , performance agreement 

Attachment - AQ13- Staff-led Inclusion network guidelines 

Figure 23 – Extract from our LGBTIQ+ Pride network co-Champion,  performance agreement 
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Figure 24 –Extract from the Inclusion network guidelines, roles and responsibilities for network Champions and co-Champions 
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ANNUAL SUBMISSION: LGBTQ EMPLOYEE NETWORKS / RESOURCE GROUPS INTERMEDIATE

Max. 2 points 14. Sustainability Plan 

Our network has a documented sustainability plan (over and above a leadership structure and/or a succession plan) that will help ensure the longevity and 

continuity of the network. 

 

Please provide: 

(a) an outline of what considerations where considered in the development of the plan 

(b) a copy of the plan 

Our network is guided by the Staff-led Inclusion Network Guidelines and the LGBTIQ+ Pride Network work plan. The work plan is reviewed annually to ensure the 

network continues to evolve and meet its desired objectives.  

 

Submission Evidence: 

Attachment AQ14 – Staff-led Inclusion network guidelines  

Attachment AQ14 – Email from Diversity and Inclusion team about network leadership group positions and the nomination process 

Figure 25 – Extract of email from Diversity and Inclusion team about network leadership group positions and the nomination process 
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ANNUAL SUBMISSION: LGBTQ EMPLOYEE NETWORKS / RESOURCE GROUPS ADVANCED 

Max. 3 points 15. Allies of Trans and Gender Diverse People 

The network has undertaken one of the following within the assessed year: 

a) actively distributed, promoted or developed information on how to be an ally to trans and gender diverse employees 

b) worked with trans and gender diverse employees or community members to develop targeted inclusion initiatives profiling trans and gender diverse 

speakers or role models  

 

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

 

Points will be given for one of the above. 

(a) If you have selected (a), please provide a copy of the information provided 

(b) If you have selected (b), please provide details and evidence of this work 

 

If you have undertaken work for both, please include the second piece of work under ADDITIONAL WORK at the end of this submission. Please do not duplicate any 

evidence already submitted for events around LGBTQ Days of Significance. Points will not be allocated twice for the same event.   

The department has information and resources available on the intranet to support Allies from all diverse backgrounds. Our online training hub offers awareness 

training to staff including Managing Unconscious Bias and Workplace Diversity and inclusion. Staff within the Diversity and Inclusion team attended two training sessions 

through Pride in Diversity to build their Ally knowledge. The training is being rolled out to the broader department in 2021.  

Submission Evidence:  

Attachment AQ15 - Managers Quick Guide to LGBTI Inclusion 

Attachment AQ15 - Pride in Diversity ‘Quick Guide to LGBTI Inclusion’ count me in information booklet 

Attachment AQ15 - A guide for trans employees, their managers and colleagues 

Attachment AQ15 - Gender diversity terminology 

Figure 26 - Extract from the ‘How to be an Ally’ page on the department’s intranet, includes a links to: 

� Ally poster to print for your desk 

� Managers Quick Guide to LGBTI Inclusion 

� Pride in Diversity ‘Quick Guide to LGBTI Inclusion’ count me in information booklet
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Figure 27 - Extract from the Staff-led Inclusion network guidelines
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Figure 28– Extract from Gender affirmation guidelines about recommendations for transgender awareness training for colleagues 
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Figure 29 – Screenshot of the LGBTIQ+ Pride network home screen. The network site offers resources for departmental allies.
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ANNUAL SUBMISSION: LGBTQ EMPLOYEE NETWORKS / RESOURCE GROUPS ADVANCED 

Max. 3 points 16. Visibility of LGBTQ Women 

Throughout the assessed year, our network has either: 

a) developed and made progress against an active strategy with targets in place to increase the visibility of LGBTQ women; or 

b) undertaken and documented significant activity throughout the year to increase visibility of LGBTQ women and out role models 

Points will be given for one of the above. 

(a) If you have selected (a), please enclose a copy of any plan developed along with a report of progress made 

(b) If you have selected (b), please provide an outline of all activity taken to specifically increase the visibility and participation of LGBTQ women 

 

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

We actively promote diversity and inclusion in the workplace as an essential part of our culture and are proud to be an AWEI Gold Employer. We pride ourselves on 

creating a fair and equitable workplace for everyone, including women who identify as LGBTIQ+, meaning we don’t develop strategies to recognise specific people or 

groups. We are an all-inclusive workforce, demonstrated by our values and practices. We promote and encourage intersectionality across all our inclusion networks 

which is further supported by our Inclusion Council. 

Our recruitment page on the department’s website contains information about BoardLinks which is a database that connects Australia’s industry leading women with 

opportunities to be considered for Australian Government board appointments. The Government is committed to a gender diversity target to women holding 50% of 

Government board positions overall with at least 40% representation of both men and women on individual boards. 
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Submission Evidence:  

Figure 30  – Extract of our People and Jobs pages on the department’s website 
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Figure 31 - Extract from our People and Jobs pages with the link to Boardlinks on the department’s website 
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Figure 32  – Extract from the Boardlinks website 
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ANNUAL SUBMISSION: LGBTQ EMPLOYEE NETWORKS / RESOURCE GROUPS ADVANCED 

3 points 17. LGBTQ Intersectionality 

Throughout the assessed calendar year, the network has provided opportunities for LGBTQ people of diverse groups to raise their visibility and/or to share their 

stories across the organisation: 

Please provide evidence for one of the following: 

� LGBTQ and Aboriginal, Torres Strait Islander or Indigenous 

� LGBTQ and a person of faith 

� LGBTQ and of another diverse group (i.e. CALD, of mature age, living with disability, etc.) 

Please provide evidence for one of the selected groups above.  

If you have undertaken above-and-beyond work for more than one of the groups mentioned above, please include evidence of work in the ADDITIONAL WORK section 

at the end of this submission. 

 

Evidence: 

As part of Wear it Purple day in 2020, six videos were produced with members from the LGBTIQ+ Pride network including members that also identify as another diverse 

group. 

 

Figure 33 – Screenshots of an LGBTIQ+ and CaLD network member  
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Submission Evidence:  

Additional Work: Evidence located under additional work section 

Figure 34 - Screenshots of articles published on the department’s intranet, representing LGBTIQ+, non-binary and autism
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Figure 35 - Extract from the Secretary’s update about graduates being inspired by , published on the department’s intranet 
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ANNUAL SUBMISSION: LGBTQ EMPLOYEE NETWORKS / RESOURCE GROUPS ADVANCED 

Max. 4 points 18. Intersex Allies 

As Intersex Allies: 

a) The network has completed one of the following within the assessed calendar year:  

� communicated what the organisation has been or is currently doing to be more inclusive of Intersex people while acknowledging that Intersex status is 

about variations of sex characteristics, not gender identity or sexual orientation 

� held organisation-wide educational events where Intersex people have spoken 

� distributed current and accurate information on Intersex inclusion or awareness raising across the organisation 

� shared articles, books, movies, documentaries, presentations about Intersex from intersex perspectives  

� sought and gained permission from intersex organisations such as IHRA to share relevant content on social media or LGBTQ network / diversity page 

� developed a network initiative or working group with Intersex representation to help determine how the organisation or network can be more 

inclusive of Intersex people (over and above including Intersex awareness within LGBTQ inclusivity training). 

b) Our organisation has signed up to The Darlington Statement 

 

Please provide:  

a) evidence for one of the selected actions above 

b) evidence of your organisation signing up to The Darlington Statement 

If you have undertaken above-and-beyond work for more than one action in part a) mentioned above, please include evidence of work in the ADDITIONAL WORK section 

at the end of this submission. 

Submission Evidence:  

Figure 36 - Screenshot of the LGBTIQ+ intranet page on intersex inclusion 
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Figure 37 - Intersex for allies available on the department’s intranet across multiple pages
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Figure 38 – A portion from the Secretary’s transcript about Wear it Purple day and the importance of all staff in the department feeling valued and supported 

regardless of their sexuality or gender identity.  
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Figure 39 – A message from the Secretary regarding Wear It Purple day and the importance of supporting intersex colleagues
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ANNUAL SUBMISSION: LGBTQ EMPLOYEE NETWORKS / RESOURCE GROUPS ADVANCED 

Max. 3 points 19. Broader Inclusion 

Within the assessed calendar year, the network has planned, targeted and tracked both activity and progress within one of the following areas:   

a) work to extend and increase network engagement and inclusion within regional offices 

b) increasing LGBTQ presence or leadership within other internal diversity networks or working groups (i.e. women, parents, cross-cultural) 

Points will be allocated for one of the above. If you have completed work in more than one of the above stated areas, please include evidence of work in the ADDITIONAL 

WORK section at the end of this submission. 

 

(a) If you have selected (a), please provide a list of activities/work conducted/completed to increase inclusion within regional offices and progress to date  

(b) If you have selected (b), please provide evidence of activity or LGBTQ representation across other diversity networks 

Despite facing the difficulties of COVID-19, we continued to engage our people by conducting virtual meetings and events. We conducted regular network meetings 

throughout the year, published multiple articles including days of significance on the intranet and held various networking events.  

During 2020, the department launched seven inclusion networks including the LGBTIQ+ Pride network. As part of this process nominations were called for leadership 

positions within each network.  

We dedicated ourselves to promoting the 2020 LGBTIQ+ flagship event Wear it Purple day – We are the Change, on 28 August 2020.  

The LGBTIQ+ Pride network completed all tasks we aspired to achieve in 2020. Our achievements were published on the department’s intranet and all staff have 

ongoing access to the articles including all LGBTIQ+ Pride Network information, meeting material, resources, and guidance on the Pride Network site.  

 

Submission Evidence: 

Attachment AQ19 – LGBTIQ+ Pride network work plan 

Attachment AQ19 – LGBTIQ+ Pride network work plan - status update 

Attachment AQ19 – LGBTIQ+ Pride network 2020 annual report 
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Figure 40 – Extracts from the LGBTIQ+ Pride network annual report outlining details of the 2020 network meetings, articles published on the intranet and the network 

events that we hosted
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Figure 41- screenshot of email seeking network leadership positions  
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ANNUAL SUBMISSION: LGBTQ EMPLOYEE NETWORKS / RESOURCE GROUPS ADVANCED 

Max. 4 points 20. Network Reporting 

Within the assessed calendar year, we produced: 

a) a network specific report on progress against network targets, in addition to 

b) one of the following areas of performance: 

� additional advice provided to the organisation throughout the year 

� areas of significant contribution 

� areas of future focus 

� annual progress tracking against the AWEI 

Please provide evidence for both (a) and (b). If you have undertaken above-and-beyond work for more than one of the areas mentioned above, please include evidence of 

work in the ADDITIONAL WORK section at the end of this submission.

 

The LGBTIQ+ Pride network has completed all deliverables from their work plan for the calendar year. In addition to the department achieving Gold Status recognition, 

other key successes of 2020 included our COVID-safe celebrations for Wear It Purple day and International Non-Binary Peoples day, as well as regular communications 

providing awareness and education on LGBTIQ+ issues circulated throughout the year to the network and published on their newly established intranet site for all staff 

to access.  

 

In addition to the above, the network meets on a quarterly basis to discuss areas of focus, activities and events and provides an opportunity for the network members to 

connect. The results and outcomes of the LGBTIQ+ Pride network are then presented in their annual report.  

Submission Evidence: 

ADDITIONAL WORK:  

Attachment AQ20 - LGBTIQ+ 2020 work plan – Report 

Attachment AQ20 - LGBTIQ+ 2020 work plan - Status Update  

Attachment AQ20 – LGBTIQ+ Pride network annual report 

Attachment AQ20 – copy of LGBTIQ+ Pride update from James Larsen, Champion of the network.  
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Figure 42 – Extract of LGBTIQ+ Pride network meeting action items register from the June 2020 meeting. 
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SECTION 4: VISIBILITY OF INCLUSION

ANNUAL SUBMISSION: 2020 VISIBILITY OF INCLUSION FOUNDATION 

Max. 2 points 21. Days of Significance 

Within the assessed calendar year, we have celebrated and promoted LGBTQ Days of Significance across the organisation while providing and/or educating 

employees with an understanding of why these dates are important. 

For full points, please provide: 

a)  a list of LGBTQ Days of Significance celebrated throughout the assessed year 

b) a brief description of each event, detailing how you promoted an understanding of why the day is significant

Submission Evidence:  

Attachment AQ21 – LGBTIQ+ Pride network 2020 annual report  

Figure 43 – Extract from the LGBTIQ+ Pride network annual report, table of LGBTIQ+ flagship event details  
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Figure 44 – Extract from the LGBTIQ+ Pride network 2020 annual report, table of LGBTIQ+ days of significance activity details
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