Document 1

2021 EMPLOYER PARTICIPATION DETAILS

EMPLOYER DETAILS: ALL ORGANISATIONS/EMPLOYERS MUST COMPLETE THIS PART OF THE SUBMISSION
EMPLOYER DETAILS: PLEASE CHECK THAT YOUHAVE COMPLETED ALL DETAILS WITHIN EACH ROW OF THIS TABLE

EMPLOYER / ORGANISATION DETAILS

Organisation Name: The Department of Home Affairs
Sector: Public/Government: Federal
Employer Size (within Australia): Number of employees within Australia: >=8,001
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)
Please provide full contact detailsincluding Position Title: LGBTIQ+ Lead, Diversity Officer
postal address andpostcode. Postal address (including postcode):

This is the person we should contact if we have People and Culture Division
any questions. Email results will also be sent to | w/s 53080, Level 3, Orange Building

this person and hard copy participation 5 Chan St Belconnen,
certificates will be mailed to this person. ACT 2617
AUSTRALIA

Phone number:s. 22(1)(a)(ii
Email:S122(2)(a)(il) @homeaffairs.gov.au

NTERNATIONAL WORKPLACE INDEX PARTICIPATION

Do you participate in any other N/A
workplace equality indices

globally?

Please delete those not relevant
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INDUSTRY BENCHMARKS ‘

Participating employers will by default be In addition to the Industries/Sectors listed in the Y Information Services Infrastructure
benchmarked according to: column to the left, select the Industries most relevant Y Insurance
e Sector: Public to your organisation’s area(s) of focus: Y Law Enforcement
e Government: Federal Y Legal
e EmployerSize Please select a maximum of 4 industries: Y Manufacturing
o Awarded Tier Recognition Y Media & Entertainment
e  Global Employers T Aged Care Y Mining
Y All listed ASX Top 50 Y Operations Security
All benchmarkingtables will be provided for Y Automotive: Wholesale and Retail Y Pharmaceuticals
comparison, but onlythose that reflect your Y Banking & Financial Services Y Professional Services & Consulting
dominant industry/business should be selected Y Community Services Y Property
here. T Computer Software Y Rail & Logistics Transportation
Y Construction Y Recruitment
Please remove all that are not applicable or your Y Disability Services Y Research & Development
core industry business. Y Education (broader than Higher Education) Y Retail
Y Energy / Utilities Y Technology & Telco
T Engineering Y Tourism & Gaming
Y Health & Wellbeing Y Transport
T Hospitality Y Are there any other industry benchmarks that

you would like to see?:

DISCLOSURE RECOGNITION ‘

Please select participation We list employers annually that reach each of the employer recognitiontiers withinthe AWEI, unless you choose to be anonymous.
identification level at which we Some employers choose onlyto be identified should they reach acertain recognition tier.

can identify you

(Name and Employer Tier only, Select the recognitiontier at which you would like to be publicly identified:

no scores) Only identify us if we reach Bronze Tier or higher

Please delete those not relevant
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ADDITIONAL AWARD SUBMISSIONS
Have you considered nominating someone for an LGBTQ Inclusion Award? Award Nomination Categories:
Please list anyother LGBTQ Inclusion Awards that you are submitting for this year
within the AWEI. This provides us with a cross-checkreference to ensure that all
expected submissionsarereceived.

¢ Consider nominating a groupor individual for their extensive workin

LGBTQ inclusion withinyour organisation

¢ More than one nomination ineach category maybe 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 Awardfor LGBTQ Women: (insert nominee name/s)

¢ Individual Nomination submissionforms canbe found here:
http://www.pid-awei.com.au/submission-documents/

—~ == ===

NEGATIVE PRESS / COMPLAINTS DISCLOSURE
e We have received negative press that has impacted our reputation asan 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 ifwe havereceived a significant amount of negative press regarding ananti-LGBTQ incident
where our organisation was responsibleand insufficient actionwas taken to rectifythis.

In relationto the above (maintainingrequired confidentiality), please broadly outline your course of action or response/outcomes of any complaints lodged:

N/A

ACCURACY STATEMENT

We confirm that at the time of submission, details provided for all questions identified withinthe three submissiondocuments are true andaccurate. We understand
that should any claims be foundto be false, points andrankings willbe adjusted accordingly.

Name of person signing off accuracy | S. 22(1)(@)(ii)

Position within organisation: Acting Assistant Director, Culture, Diversity & Inclusion Section, Department of Home Affairs
Contact Email: S. 22(1)(a)(n) @HOMEAFFAIRS.GOV.AU

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

2021 STANDARD EMPLOYERAWEI
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COMPLETE LIST OF ATTACHMENTS:
- §1.07 — (a) Department of Home Affairs Writing Style Guide (Appendix A Extract - Inclusive Language)
- $1.10 — (a) Benestar Marriage Equality
- §1.10 —(b) Benestar Finding Strengthin our Sexuality
- §1.10—(c) Correspondence with Benestar Clinician regarding LGBTIQ+ teens
- §1.12 -(a) Gender Affirmation in the Workplace — Factsheet
- §1.12 - (b) Gender Affirmation in the Workplace - Factsheet - Attachment A Questionnaire for Managers
- $1.12 - (c) Gender Affirmationin the Workplace - Factsheet - Attachment B Gender Identity Affirmation Plan
- $§1.12 - (d) Gender Affirmation in the Workplace - Factsheet - Attachment CTeam Communication Template
- $1.20-—(a) LGBTIQ+ Lead PDA 2020-21
- S1.21 —(a) Diversity Champion brief for ABF Diversity Champion Dr Bradley Armstrong
- S§1.22 —(a) Statement of Commitment — Workplace Diversity and Inclusion
- S1.22 — (b) Future Ready
- S1.22—(c) ABFRealising our Full Potential (2020-2025)
- 52.02 - (a) LGBTIQ+ Action Plan 2019-2022 ‘A Plan for Pride’
- 52.02 - (b) LGBTIQ+ Implementation Plan
- S2.03 - (a) Emailtomanagersand SES promoting AWEI survey completion 2020
- S3.09 — (a) LGBTIQ+ Staff and Allies Network Terms of Reference
- S$3.12 —(a) “Welcome to the Department’ Automatic Diversity Email
- S3.15—(a) Top Tips to Bea TransAlly
- S3.15—(b) Five ways tobe an LGBTIQ+ Ally
- S$3.15—(c) LGBTIQ+ Staff and Allies Network Members Welcome Pack
- S$3.20 - (a) Advice to Recruitment on using title ‘Mx’
- S$4.21 - (a) Daysof Significance — Notices and Posts to Educate and Celebrate
- S$4.24 —(a) Individual LGBTIQ+ Inclusion Work Recognition— ABF Australia Day Awards 2020
- 510.43 — (a) ReadytolLead— Lesson Plan Leading Culture Part |1 D&I
- 510.43 - (b) Readyto Lead—PowerPoint Leading Culture Part I
- 510.43 — (c)ReadytoLead— Assessment 2 Leading Culture
- 510.43 —(d) Ready to Lead— Program Outline
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2021 STANDARD EMPLOYERAWEI
SECTION 1: STANDING SUBMISSION

This section pertains to LGBTQ inclusionwithin organisational policies and practice.

The Standing Submission includes:

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

LGBTQ Bullying / Harassment & Support: | Tracking and handling of potentialincidents andsupport for LGBTQ employees, should this occur

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

Strategic Focus: [ Accountabilities and role responsibilities for HR and Executive staff; external / customer facing inclusionpromotions

OR:

IMPORTANT NOTE:

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

o If you wish to carry over your entire Standing Submissionscores from last year, please leave Section 1: Standing Submission blank.
(Recommended if you are satisfiedwith your previous scores and/or no further workhas been done inthis section.)
o If you leave any questions blank within this section, we will not change the score from last year.

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.
e If you submit evidence for any question, the evidence and score will be re-evaluatedbased only on the evidence supplied within this Submission (last year’s
evidencewill notbereferenced, so youmustre-submitall evidencerequested).

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

Senior HR Person:

$.22(1)(@)(ii}, Acting Director, Culture, Diversity and Inclusion Section

Contact Details (email / phone):

s. 22(1)(a)(n)

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 aloss 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.
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STANDINGSUBMISSION: HR PoLicy & DIVERSITY PRACTICE

STANDING SUBMISSION: HR POLICY & DIVERSITY PRACTICE FOUNDATION

1. Removal of the terms: ‘Sexual Preference’ or ‘Lifestyle Choice(s) Max. 2 points

We have conducted areview 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.’

We have conducted a thorough review to ensure our terminologyis compliant with the above standards.

Overall we meet the standards, however there are still legacy items accessible throughwebsite and intranet search functions which pull up documents from 2013 that
useoutdated language(primarilyfrom external sources and/orother Government departments).

Work is being undertaken to either: replace these documents with updated versions that contain the appropriate language; or, if updated versions are already present,
have theold versions removed.

Additionally, a number of internal pages have been flagged for action as they still usethe LGBT or LGBTI acronym. In consultation withour staff andallies network, we
haveagreed to updateouracronymreferences to LGBTIQ+to ensurewe areas representative andinclusiveas possible.

Please see below for a screenshot of the review document, which contains the estimated completion level and clear detail on the page or document, the location,
resourcetype, updateprogress and relevant comments.
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Extract _from Terminology Review Document:

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

nal facing v

142 items. Estimated Completion

s gnd company intranet pages

with the words

Level: 21
. Diversity External Internal or
Page/Document Title Ducu':nn;:i;tiun References Facing In;a:::t External MNaotes URL - for Home Affairs Use Only |“ter{"i'::§;i1:§}ﬁrﬁ
- - [myHR] o | Websit - | Resourc - - -
Resource from DES - follow up to see ifthiz [https://immi.homeaffairs. gov.au/zet
- External can be replaced. Contains 3 instances of tlementl-senril:es-
PDF: Beginning a Life in Australia; term 'sexual preference’. Mo instancez of  |subsiteffiles/beginning-a-life-in-
‘Welcome to Australia term 'lifestyle choice". australis-englizh. pdf
PDF: Guidelines for NGOS; . External Australian Government Initiative. Contains | https:/| 'www.ll'mm elaffairs.gn\r.au_."l:ri
‘Working with trafficked people, linstance ofterm 'sexusal preference’. No [minal-justicefiles/guidelines-ngos-
Third Edition instances of term 'lifestyle choice'. working-with-trafficked-people. PDF
PDF: Competing for Skills:
Migration Pelicies and . Internal Naoinstances of term 'sexual preference’.  [https:/www. homeaffairs. gov.au/res
Trends In Mew Zealand and References toterm 'lifestyle'were notin earch-and-stats/ffilez/migration-
Australia; Full Report the context of LEGBTIO+ identity. policies-trends-fullreport. pdf
Contains 2 instances of term 'sexual
preference’. . | see no requirement for staff
to access this, unless to sesk information
which was applicable in this EAduring the
. . Internal period to which it applied [2011-2014).
References 'lifestyle choices' but not in the | https://intranet.bez.gov.au/myhr/Do
context of LGETIO+ identity. Note - this cuments/acbhps-enterprise-
Australian Customs and Border document significantly out of date and not | agreement-2011-
Protection Service Enterprise relevant or appropriate for current staff 2014 pdffsearch=zexual¥20preferen
Agreement 2011-2014 needs ce
p& - Containz 1 instance of term 'sexual
preference'in context of respecting the
diversity of the workforce. Moting that this
Fair Work Commission DEEiSiPI‘I . . Externsl | Lnder Baview dn:u.m!:ntwas created I:ry_rthE Fi_iirWDrk https:_."_."inltr§nEt.bl:z.gmr._au_.'jm\,rhr_."DD
on Department of Home Affairs Comission and therefore is outside the cuments;fairwork-commission-
Industrial Action related scope of our powers to retrospectively decision-11-jan-
Warkplace Determination {11 update the terminology. No instances of 2019 pdffzearch=zexual3¥20preferen
January 2019} term 'lifestyle choice' Ce
https://intranet.bcz.gov.au/myhr/Do
cuments/managers-guide-lgbti-
x External References to 'sexual preference'and workplace-
PDF: A managers guide to LGBTI 'lifestyle choice' but only in the context of | inclusion. pdffsearch=sexual¥%20pref
workplace inclusion advising people not to use these terms. Erence
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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).

Our HR landing page for ‘Pay, leave and conditions’ contains a clear statement of explicit support for LGBTIQ+ staff and their families:
“Culture, Diversity and Inclusion

We are committed to buildingand valuing a diverse workforce that represents the community we serve. These policies, procedures and conditions are fully inclusive of all
staff and their families, regardless of cultural background, race, ethnicity, disability, age, genderidentityor sexual orientation.”

Additionally, our Workplace Determination (WD) hub reiterates this message, displaying it alongside a list of key HR policies andprocedural instructions, andalongside
factsheets whichsupporttheWD,
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Screenshot — HR Landing page - Pay, leave and conditions:
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Screenshot: Workplace Determination Hub — HR Policies and Procedural Instructions:

S. 22(1)(a)(ii)
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Screenshot: Workplace Determination Hub — Factsheets:
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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 viasurrogacy, adoption and foster arrangements regardless of employee gender.

For full points, please identify:
(a) If leave covers surrogacy and where the availability of this leaveis explicitly communicated for LGBTQ families
(b) If leave covers adoptionandwhere 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

All HR policies, procedural instructions, fact sheets andguidance material to support the Department of Home Affairs Workplace Determinationare permanently hosted
on the HR ‘Workplace Determination’ intranet page. This is where our Parental Leave Policy is located. This page is accessed via the ‘Pay, leave and conditions’ landing

page highlighted above in Standing Submission Item 2: LGBTQ Inclusivity within Policies and Benefits, whichclearlystates that these policies, procedures and conditions

arefullyinclusive of LGBTIQ+employees and their families.

The (draft) parental leave policydoes not explicitly cover (a) surrogacy, but does cover(b) adoption, and (c) foster arrangements, aswell as supporting partner leave.
Hypothetical example scenarios are also included throughout the policy, where onlynames — not genders — are used. Feedback has been provided to the business area
responsiblefor developingtheparental leave policy including how surrogacy might beincludedandconsidered inthedraft policy.

Screenshots of intranet access and excerpts from policy statements andare below.

Note: HR policies, procedural instructions, fact sheets and guidance material to support the Department of Home Affairs Workplace Determination (WD) are currently
under reviewas part of the WD implementation. The WD replaced all prevailing industrial instruments, including the Department of Immigrationand Customs (DIAC)
Enterprise Agreement (EA), on 8 February 2019. All policies that supported andexplained the DIAC EA no longer apply, as they may not provide current information in line
with the provisions under the current WD. The WD providesa single set of employment terms and conditions for all non-SES employees of our Department andthe
Australian Border Force (ABF).
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Accessing _Policy Documents via the Workplace Determination page:

(CIean Version) | 1U 1okd FLUE)

==ty

PUDNCEDION TD OCCUR IN FROMUENY £UL1.

Parental Leave Procedural Instruction (&
DF)

mark up)} (1792KB P

Consultation completed. Administrative clearance and
publication to occur in February 2021.

Parental Leave Procedural Instruction
{clean version) (1081KE PDF)

Consultation comnpleted. Administrative clearance and
pub i:a‘n to occur in February 2021.

Managing Long Term Emplayee
Absences Procedural Instruction(505KE

PDF)

Consultation comnpleted. Administrative clearance and
publication to occur in February 2021.
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Excerpt_from Parental Leave Policy:
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Excerpt_from Parental Leave Policy — Adoption/Foster Leave:
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Excerpt from Parental Leave Policy —Adoption/Foster Leave (employee couple):
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Excerpt from Parental Leave Policy — Supporting Partner Leave:

Excerpt from Parental Leave Policy — Unpaid parental leave (employee couple):
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Excerpts from Parental Leave Policy - Definitions:
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STANDING SUBMISSION: HR POLICY & DIVERSITY PRACTICE ADVANCED
4. Travel Advice for Employees 2 points

We have travel advice and support available to our LGBTQ employees or employees with LGBTQ dependents shouldthey berequired to travel for work (e.g. cultural
context, safety, LGBTQ mattersin other jurisdictions).

Please provide a copy of travel advice available.

The Department provides travel advice and support to LGBTIQ+ employees regarding work-related travel requirements and LGBTIQ+ considerations withina specific
country or region. A permanent landing pageon our HR platform includes accessible guidance and information around overseas postings andmissions. This page is also
accessed via the ‘Pay, leave andconditions’ landingpage, whichas highlighted above in Standing Submission Item 2: LGBTQ Inclusivity within Policies and Benefits,
clearlystates that these policies, procedures and conditions are fully inclusive of LGBTIQ+ employees and their families.

From this page staff can navigate to the Overseas Posting Preparation Program and Overseas Long-term Posting Handbook. The handbook provides information to
assist officers preparing for overseas posting, including considerations for LGBTIQ+ relationships and family members, directions for employees to contact their post for
r specificinformationandadvice regarding the local cultural context, laws and safety concerning LGBTIQ+ status in a particular region/s.

The Department’s Overseas Conditions of Service Policy Statement covers family circumstances and recognition of relationships for work-related travel, and the
Department’s Travel Policy mandates riskassessments for high-risk countries.

Employees are advised inthe Overseas Conditions of Service Policy Statement to consult DFAT Travel Advisories (smarttraveller.gov.au) prior to undertaking travel. This
website provides current information on safety and security, as well as other topics such as health issues, local laws and safety with regard to LGBTIQ+ status to assist
Australians travelling or living overseas to make informed decisions when visiting a particular region/s. There isa page available with advice specifically for LGBTIQ+
travellers.

Staff are able to access Border and Operations information on our internal intranet site. Although this page is primarilyfor the purposes of supporting visa officers to
assess visa applications, it provides comprehensive information on key relationshipcustoms and laws across a significant number of regions (99 — a selection of which is
captured below). For example, the landing page for Austria has anoptionto view ‘Austria relationship types’. The summary of key relationships for Austria provides
information that same-sex relationships and transgender people are generally socially accepted and officiallyrecognised. Incontrast, the summaryfor Poland indicates
the differentcircumstances inthisregion.
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Overseas Postings _and Missions Landing Page:
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Overseas Preparation Program Page:

an Government

| MyHR

Recruitment

wnt af Hame Allaics

New to the

Department

Diversity and
inclusion

Job roles &
responsibilities

Search..

Workforce
mnnﬂg:m:n t

Learning and
development

Leaving the
Department

Work health & safety

Overseas Preparation Program

The Overseas Preparation Program (OPP) has both core and vocational
components, as well as security and language training (where applicable) for
officers preparing to undertake a long-term overseas posting. The Overseas
Preparation Program Coordinator (OPPC) in the Overseas Network
Management (ONM) Section manages the OPP and assists In coordinating the
one week Overseas Preparation Course (OPC). The vocational component along
with the required security training is reviewed on a course by course basis and
tailored accordingly.

Overseas long-term posting handbook

The Ovarseas long-term posting handbook (TRIM ADD2018/1783900) provides
Information to assist officers selected for a long-term posting to prepare for
posting. along with valuable references and guides. it also contains the following
appendices:

* Appendix A: Overseas (A-based) posting - checklist

= Appendix B: Overseas preparation briefings list

» Appendix C: Overseas preparation pre-requisite training

= Appendix D: Cost centre codes for QPP and other expenszes
= Appendix E: Travel Well/FitEWell information

Language training

Some participants may be eligible to attend language training dependant on their
post. For further detalls about the language training, refer to the Language
training policy statement (TRIM ADD2017/3681491).

Language training is delivered face-to-face and runs from four to six weeks
dependent on the language. It aims to provide staff with survival (s0+) level
language skills and partners are encouraged to participate,

Language training materials

Staff attending language training are eligible for reimbursement of associated
language textbooks and resources for a value of up to $200. Prior to purchase, a

reference or screenshot of the required resource and costs is to be sent to the

delegate.

Participants attending the language training must complete the following forms.

s Lapguage training - privacy statement (TRIM ADD2017/3772800)
® Face-to-face laneuage training agreement (TRIM ADD2017/37062

Pay, leave &
conditions
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Excerpt from Overseas Long-term Posting Handbook:
(Family issues & recognition of LGBTIQ+ relationships in other regions)

Family issues

Posted employees are responsible for advising the Overseas Relocations team of their family circumstances,
and any change in those circumstances while at post.

Recognition of de facto relationships

Subject to the Secretary’s approval, the guidelines for determining the recognition of a de facto relationship
are outlined in the OCOS policy.

Partners and children with different family names to that of the employee being posted may need to produce
marriage, Civil Partnership/Union, custody or birth certificates. De facto and same sex relationships are not
recognised in some countries. Employees should refer to the post report for information on de facto and
same sex relationships in the country to which they are posting.

Until your de facto relationship hak been officially recegnised by the Department, Overseas Relocations
cannot arrange travel to post for your partner. Passports, visas and medical/dental clearances cannot be
obtained at official expense for unrecognised partners.

Entitlements for dependants
The OCOS policy outlines categories of dependants and advises on applicable allowances and entitlements.

It also outlines the provisions for dependants joining employees at post on a permanent basis prior to the last
six months of the posting (on a sliding scale linked to time of arrival at post). Any queries regarding
entittements for dependants should be directed to Overseas Relocations.

Recognition of dependant status for tertiary aged children

You should refer to the provisions in the QCOS policy if you have dependent children who are 18 years of
age or older, or who will turn 18 during the course of your posting. This may include children who complete
secondary school and who are undertaking or planning to undertake full-time study at a tertiary institution, or
those children who intend to join the employee at post while they decide on future plans.

You must seek approval to have such dependants recognised and should consult Overseas Relocations for
further guidance.

Owerseas Long-Term Posting Handbook Page 25 of 45
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Excerpt_from Overseas Conditions of Service Policy Statement — Travel Advisories:

Excerpt_from Travel Policy — Risk Assessments::

s 47E(d)
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Excerpt _from Overseas Conditions of Service Policy Statement — Recognition of relationships:

s. 22(1)(a)(ii)
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DFAT Travel Advisories Page — Advice for LGBTI Travellers:
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Border and Operations _information:

Information by region (99):

Border and operations

I Case Integrity Referral Support Tool
Afghanistan
Albania
Algeria
Argentina
Austria
Bangladesh
Belgium
Bosnia and Herzegovina
Brazil
Bulgaria
Burundi
Cambodia
Cameroon
Chile
China
Colombia
Croatia
Czech Republic
Democratic Republic of Congo

Denmark

Information on region’s relationshiptypes — Austria:

Austria CIRST

The Republic of Austria is a landlocked Federal Republic of approximarely 8.7 million peaple in Central Europe. It is bordered by the Czech Republic
and Germany to the north, Hungary and Slovakia to the east, Slovenia and Italy to the south, and Switzerland and Liechtenstein to the west.

Austria's capital Vienna, is headquarters for many international organisations that promote peace, security, sustainable development,
disarmament and non-proliferation of nuclear weapons, and seek to counter crime, drug trafficking and terrorism.

Austria is @ member of the European Union and part of the Schengen free movement zone that allows passport-free travel across 26 European

countries,

Austria is a well-developed market economy with a skilled labour force, high standard of living and lengstanding person-te-person and economic
ties with Australia,

Austrians most often apply for eVisitor (subclass 651) visas, temparary work visas including Temparary 5kill Shortage (subclass 482) and Temparary
Work (Short Stay Specialist) (subclass 400) and partner visas. There are a smaller number of student visa applicants, mainly for student exchange
programmes or postgraduate study. There are a small number of work and holiday visa applicants.

The Austrian caseload is generally considered to be mixed risk, with both streamlined and small pockets of higher risk cohorts, Key issues of
concern for Austrian applicants include secondary movement by refugees and asylum seekers, identity verification for asylum seekers, non beno
fide visitor visa applicants seeking to work onshere, and third country nationals resident in Austria.

Table of contents

\ustria case referral

* Austria document verification

ria education and student visas

* Austria relationship types

tria skills and occupations
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Information _on region’s relationshiptypes — Poland:
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STANDING SUBMISSION: HR POLICY & DIVERSITY PRACTICE ADVANCED
5. Third Party Policies Max. 2 points

We have audited thirdparty service providers to ensure they align with our non-discriminatory policies/procedures, inclusive of LGBTQ people and their families.

Please select all that have been audited, evidence only requiredfor one:
X Superannuation
X Death & TDP Benefits / Life Insurance
X Travel Insurance
X Healthcare (excluding EAP —Employee Assistance Programs - coveredelsewhere)

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

Senior representative from Culture, Diversity and Inclusion Sectionthat can be contacted, if required, to verifythat you have audited, or do regularlyaudit third party
policies to ensurethatthey arenotdiscriminatory and inclusiveof LGBTIQ+people:

e S.22(1)(@)(1II) . ActingAssistantDirector:s, 22(1)(a)(ii)

Evidence for: Superannuation

The default superannuationfund for all new departmental employees isthe Public Sector Superannuation Accumulation Plan (PSSap). We have a landing page on our HR
platformspecificallyfor superannuationinformation, which highlights thePSSap as thedefaultfund.

The website for the PSSapfund states intheir ‘benefits for customers’ page that they "exclusively serve current andformer members of the Australian Defence Force,
government employees, and their families." The Product Disclosure Statements, andpolicy guidance on ‘Insurance andyour Super’, and ‘Tax and your Super’ utilise
inclusive language regarding employee andpartner status.

Finally, the Commonwealth Superannuation Corporation (CSC) has a clear Diversity Policy Statement which isinclusive of LGBTIQ+ employees (screenshots below, full
copy accessiblehere:https://www.csc.gov.au/Members/About-CSC/Corporate-governance/).
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Screenshot — location of superannuation information on HR intranet page:
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Screenshot —PSSap website: Customer Benefits:
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PSSap PDS — Insurance and your Super:
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PSSap PDS — Tax and your Super:
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PSSap —Product Disclosure Statement:
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Excerpt_from CSC Diversity Policy: _
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STANDING SUBMISSION: HR POLICY & DIVERSITY PRACTICE
6. LGBTQ Inclusive Domestic & Family Violence Policy Max. 5 points
We have aDomestic & 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) a statement 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.)

Our main HR intranet page for DFV isinclusive of LGBTIQ+ staff.

We state that our DFV policy explicitly covers LGBTIQ+ people, partners and their families, andacknowledge the unique challenges and types of violence faced by
LGBTIQ+ communities in DFV situations. We clearly state LGBTIQ+ specific avenues of support (including Another Closet, and Say It Out Loud), and provide the Pridein
Diversitypublication ‘LGBTI Domestic and Family Violence’ (2018) as a comprehensive resource for informationandsupport. Additionally, our DFV Contact Officers have
specialisttrainingindomesticandfamilyviolenceto supportthemin their role.

Additionally, staff canaccess the Peer Support Program and Peer Support Officer (PSO) Network. This program also has specific PSO for Pride and PSO for Pride Allies,
who either identify as LGBTIQ+, or are experienced allies with a good understanding of LGBTIQ+ sensitivities and potentialareas for concern. They provide staffand
officers of the Department and ABF a confidential, peer-to-peer service to address specific challenges related to LGBTIQ+ experiences. Further to this, all staff have
access to the names of all PSOs, includingPSO for Pride and PSO for Pride Allies. The goalsof PSOs are to offer an empathic, non-judgemental listening ear; provide
strategies and techniques to promote self-care; and facilitate or recommendpathways for professional or social support. See Section 1, Item 8: LGBTIQ+ Training for
detailedinformation about thisrole.
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HR intranet page for DFV includes specific mention of LGBTIQ+ support andresources:

LGBTIQ+ Domestic and Family Violence

We recognise some of the unigue challenges faced by LGETIQ+ people in DFV
situations and the limitation of support avenues available. In addition to

the support and resources for LGETIQ+ pecple and their families listed here,
Pride in Diversity provides comprehensive coverage of these unigue challenges
and avenues for support in their DFY 2018 Guide.
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Pride in Diversity LGBTIQ+ DFV Guide — Also hosted on our internal Social Media Page —Rainbow Jam:
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LGBTIQ+ Specific Support Services:

gqage 33 -AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more e mployees)—v1.1—Doc.1of 1




Document 1

DFV Contact Officer Network: (names blocked for privacy)
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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 targetedcommunications or public relations guides thatoutline how to reference LGBTQ communities in communications, articles, media,

and/or advertising that:

a) provide examples of both inclusive language AND language that is exclusive/offensive toLGBTQ 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 languageAND exclusive/offensive to LGBTQ people

(b) details of how this guide is made available to employees
The Department has a number of internal andexternal guides and resources available for all staff, which provide clear examples of inclusive language andlanguage that
is exclusive/offensive to LGBTIQ+people.

The Department’s Writing Style Guide is accessible to all staffwithinthree clicks from the intranet home page. All employees are encouraged to use the writing style
guide when developing any communications for the Department andthe ABF. This guide is designed to align with the Australian Government Style Manual, whichalso
provides clear dos/don’ts withregardto inclusive language. This language guide is alsoaccessible within 3 clicks of the intranet home page. The LGBTIQ+ hub on our HR
intranet pagehas easily accessible guidanceavailableto all staff about practicing inclusivelanguage.

Complete copies of the guide mentioned above is attached:
- S§1.7 - (a) Department of Home Affairs Writing Style Guide (Appendix A Extract - Inclusive Language)
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Intranet _page for writing style quides:

Corporate and internal services # Home > Corporate and Internal services > Media and Communication = Writing style guide

Media and Communication ez
Writing style guides
Media and engagement
i A suite of writing style guides and resources are available ta help you to develop communications for the Department,
Corporate templates In addition to the resources, the Australian Government's preferred dictionary—Macquarie Dictionary—is available as a Quick link from our
intranet homepage under the 'Communication and media' heading.
I Writing style guide
The Australlan Government Style Manual is now available online, it is avallable for everyone who writes, edits or approves Australian Government
Web publishing services content. Use it to create clear and consistent content that meets the needs of users. The Australian Government Style Manual is also available as a
Quick Link.

Internal Communication
The Department and ABF's writing style guide is currently being updated to reflect the new Australian Government Style Manual,

Guide When to use Contact

Writing style guide (TRIM ADD2019/2845511)  To develop electronic, print and other forms

of communication
Quick reference style guide (TRIM Key writing styles from the Department's
ADD2019/2844727) Writing style guide
Ministarial correspondence To develop ministerial and parliamentary
documents
Branding identity guidelines (1.8MEB PDF) To identify the correct logo and template for

rammiiniratinne
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Appendix_A of the department’s style quide provides clear inclusive and exclusive/offensive examples with regards to lanquage, sex and gender:
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Australian _Government _Style Manual:

Avoid gender-specific job titles
Avoid using job titles that end in *-man’ or "-woman’,

Avoid using the traditional terms for jobs that end in “-man’

Write this

police officer

minister of religion

firefighter

supervisor

Mot this

poalicernan

clergyman

fireman

foreman

‘You should also avoid job terms that specify women.

Write this

actor

host

waiter

flight attendant

Mot this

aciress

hostess

waitress

stewardess

Gender is not relevant to a person’s profession or title in general. Use gender-specific
adjectives only when gender is relevant. For example, an economic analysis might discuss
‘female-dominated’ or ‘'male-dominated’ indu
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LGBTIQ+_intranet _hub— Practicing Inclusive Language _tile:

iy oo | MyHR

=

Search Ll

Hame Recruitment New to the Diversity and Job roles & Learning and Leawving the Work haalth & safety Waorkfores
Department inclusion responsibiliti o Department management

MyHR
Lesbian, Gay, Bisexual, Transgender, Intersex and Queer (LGBTIQ+)
The ‘Pian for Pride’ LGETIQ+ Action Plan 2015—2022 (TE7KE PDF) shows our LGETIQ~ is & term that represents 8 diverse range of identives and communities.
committed approach to support 3 diverse workforce. We aim to build an indusive Whilst this represents a diverse group, LGBTIQ+ generally shifts away from
cuiture where everyone feels valued and confident to contribute in all our wraditional definitions of heterosexuality or gender binaries of male and female
workplaces The acronym may not spaak 1o some and we recognise the complexity of
We will provide & supportive workplace for all Lesbian, Gay, Bisexual, dentities within this broad definition. We support staff to be their guthentic
Transgender, Intersex and Queer (LGETIQ+) staff who identify outside of the P
binary. The "+ represents that gender identities and sexual orientadons are part of
= Contact
spectrum,
- if you have any questions, you can:
For further information about LGETIQ+, scroll down to sccess the t3bs below. Emait
. I
< = 8, 98, = @
=
= f == ﬂ_‘)
Practising Inclusive Awareness training Support - the role of Gender diversity Transgender or ‘Trans® Recognition of sex and Support and services
language PRIDE Allies and Intersex staff gender
Practising inclusive language for LGBTIQ+ What are personal pronouns?
We use inclusive language in our professignal and aperating environments, Words and language show = \We use pronouns as & way 1o identify or refer to ourseives and athers. Whether we realise itor
our respect for how people descrine their own genders, bodies and relationships. Language irﬂpaccs not, often pronouns imply gender and these associations are not always accurate
others as it carries sodial assumptions and attitudes which can empower or invalidate. It is important to = Gendered pronouns like *he” and “she” can be limiting for some people who might prefer gender-
show respect and follow pecple’s [eads. Neutral or ather pronauns
» Sometimes paaple make assumptions about the gender of anothér person based on that person's
Some exampiles of using inclusive language for LGBTIQ+: name or perceived gender.

* We can all work together to normalise the idea that we should not assume someone’s gender
based on thelr name or appearance

« In the same way we ask peopie’s names 50 we can refer 1o them correctly, Using SOMEDne’s Correct
pronouns is a sign of respect and helps to create a safe and inclusive culture.

« For more information and guidance on using correct pronouns visit mypronouns org

* Usenon-gendered words such as ‘partner to be Inclusive of same-sex relationships.

= Usethe correct personal pronoun (he/she). If it is not possibie ta ask, use non-binary pronouns
[e-g. they or their) or refer to someone by their first name.

« Instead of ladies and gentiemen’, consider 'esteemed guests’ or ‘everyone’.

» Use'sll genders'instead of ‘both genders' or 'opposite genders”.

For further information, the Writing style guide (TRIM ADD2019/2845511) details best practice.
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STANDINGSUBMISSION: LGBTQBULLYING/ HARASSMENT & SUPPORT

STANDING SUBMISSION: LGBTQ BULLYING/HARASSMENT & SUPPORT FOUNDATION
8. LGBTQ Training HR / Grievance Officers Max. 3 points

We have aninternal 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 understandingof sensitivities
(b) where these LGBTQ aware/friendly grievance contact points can be locatedor requested forthose seeking formal support

The department is committed to creating a positive, respectful and courteous workplace. All staff are encouragedto upholdthe Australian Public Service (APS) Code of
Conduct, Values and Employment Principles. There are a number of avenues through which LGBTIQ+ staff can request support, or engage with anallywho has a good
understanding of LGBTIQ+ sensitivities and potentialareas of concern. Thesesupport services andfirst points of contact are all easilylocated on the department’s
intranet and HR pages. They are:

l. Peer Support Program and Peer Support Officer Network (including PSOs for Pride, and PSOs for Pride Ally)
. Mental Health First Aid Officer Program
M. Harassment Contact Officers

Iv. Workplace Behaviours Team (WBT)
V. Employee Assistance Program
VI. ABF Speak Safe
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Intranet page — Getting support at work:

Getting support at work

sometimes life can be tough and we just need a helping hand o get us back on
dur fieer. Gex in touch now, so we can help you when you need it the most. Refer
0 the Mental health rescurces poster to see the support available. We have aiso
seveloped the Good Menta! Health Managers' Toolkit (TRIM

4DD2078/5757353) to help managers help their staff.

Workplace behaviour

-earn about the Department’s stance and policles on bullying, harassment
discrimination and victimisation in the workplace. Discover who your Harassment
Zontact Officers (HCOs) are and find out how you can seek sdvice

Chaplain

The Cnailaini is an extension of the broader support network that staff can
jccess the Chaplain to the Department of Home
Affairs and the Australian Border Force {ABF). He supports the welfare of staff of

3l faiths (including those with no-faith alliance). He is & direct link 1o other weifare
wpport and religious leaders within the community.

Compassionate transfers

nformation on managing and applying for a shart-term transfer to another
ocation on compassionate grounds

Domestic and family violence assistance

The Department is fully committed to the prevention of domestic and family
riolence and the support of those affected. We recognise the impact of domestic
3nd family violence on individuals and in our workplace.

Domestic and family violence external support services
=ind out about the domestic and family viclence services ail around Australia that
an provide support and advice Iif you need heip.

Professional support framework

f you are working in Immigration Detention Facilities and Regional Processing
Zentres find out how this program can heip support you.

Employee Assistance Program

Learn all about what the Employee Assistance Program is and how 1o access the
free and confidential counseliing availabie.

NewAccess workplaces

MNewAccess workplaces is an effective mental healtn coaching service to assist you
in addressing day-to-day work and life pressures

Mental Health First Aid Officer Program

The Ments| Health First Aid Officer (MHFAO) program provides additional training
on mental health concerns associated with & traumatic work incidents.

Harassment Contact Officer

Harassment contace officers (HCOs) are staff who help empioyees who
experience discrimination and workplace harassment

Peer Support Program

Tne Peer Support Program is an important part of the Mental Heaith Pian 2020
Peer support helps with negotiating and managing change and also encourages
personal resillence.

PSOs for PRIDE/PSO PRIDE Ally

A number of PSOs have nominared themselves as 3 PSO for PRIDE or as PSO
PRIDE allies. This gives staff access (o the names of PSQs whe understand the
challenges faced by the LGBTIQ+ community. This initiative is 8 commitment in
supporting a diverse workforce. Other LGBTIQ= services and information can be
found on the LGETIQ+ home page.

Responding to suicide risk in the workplace

Information on how to support your colleagues and respond 1o suicide risk in the
workplace.

Staff support services

A range of support services is available for you. The S5@ff support services page
contains detalls about both internal and external support services available,

Wellbeing Check Program

The Wellbeing Checik Programme is a health monitoring programme. It enables
yOu to have one-on-one sessions with mental heaith providers if you work with
certain areas of the Department.

ﬁfaige 43 —AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more e mployees)-v1.1—Doc.1o0f 1




Document 1

The department’s Peer Support Program (PSP) isan
initiative of the Mental Health Plan 2020. Staff canaccess
the Peer Support Officer (PSO) network to get support
from peers or colleagues. A PSO is a volunteer in the
Department who is trained to recognise the indicators of
stress andprovide relevant support or referrals. The goals
of PSOs are to offer an empathic, non-judgemental
listening ear; provide strategies and techniques to
promote self-care; andfacilitate or recommend pathways
for professional or social support.

The Peer Support Program training was developed by a
team of clinical psychologists who have extensive
experience indeveloping and implementing training across
a wide range of organisations. PSOs attendan intensive
two-day training course, facilitated by a clinical
psychologist. Itequips them with the skills to support staff
experiencing stress or those who have witnessed or
encountered a critical incident.

This program alsohas specific PSO for Pride and PSO for
Pride Allies, who either identify as LGBTIQ+, or are
experienced allies witha good understanding of LGBTIQ+
sensitivities andpotential areas for concern. They provide
staff and officers of the Department and ABF a
confidential, peer-to-peer service to address specific
challenges related to LGBTIQ+ experiences. Further to this,
all staff have access to the names of all PSOs, including
PSO for Pride and PSO for Pride Allies.

MyHR

Wk haalth & safasy

What is the Peer Support Program (P5P)?

Benefits of the Peer Support Program

What does a Peer Support Officer do?

Peer Su pport P ogram

What training is provided to Peer Support Officers?

Who can become a Peer Support Officer?

P50s for PRIDE/PSO PRIDE Ally

Contact

How do | contact a P507

s. 22(1)(@)(i)
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PSO for Pride Initiative info: ‘How do | contact a PSO?

Excerpt of the master list of PSO for PRIDE and PRIDE Ally accessible to all staff (personal details removedfor privacy):
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to seek support.

Mental Health First Aid Officer Program:

‘We recognise that the demands of working in the Department can impact on
mental health and wellbeing. The Mental Health First Aid Officer (MHFAQ)
Program will help staff get the mental health support they may need in times of
crisis, or as part of their regular mental health routine.

MHFAQs are responsive, qualified and engaged staff who support their
collesgues either until a crisis resolves or they are referred for professionsl
interventon. MHFAQs can, on occasion, be depleyed atshort notice to the
location of & traumaric incident.

« provides accessible and informal support to staff affected by a mental
health cencern or crisis either in response te specific traumatic events or as
part of routine staff health and welfare

connects with staff and provide non-judgemental support

facilitates pathways to professional help and make recommendations wo
staff about seeking assistance through the B
other professional services

promotes and supports mental health and wellbeing initiatives

ployee Assistance Program or

The MHFAQ program complements the existing Peer Suppert Officer (PS0)
Program and provides additional training on mental health concerns associated
with a traumatic work incidents. Bath MHFAQs and PSOs support staff with
personal/relationship/workplace concerns, and have additional specific trauma
support training.

Benefits of the MHFADQ Program

The main aims of Mental Health First Aid include:

preserve life where a person may be at risk of harm
provide help to prevent s mensal health problem developing or becoming
more serious

premote the recovery of good mental health
previde comfert to someone with a mental health problem

Mental Health First Aid Officer Program

Mental Health First Aid Officers

A MHFAQ is a departmental volunteer who is trained to recognise the indicators
of mental health problems and provide appropriate first aid support or referrals,
MHFADSs do not provide counselling or advice outside their expertise or role.

MHFAQs follow a five element action plan:

* Approach the perzon, assess and assist with any crisis.
Listen non-judgmentally.

Give support and informaticn.

Encourage the person to get appropriate professional help.
» Encourage other supparts.

MHFAO training

MHFAOs attend an intensive two-day training course, accredited by Mental Health
First Aid Australia. It equips them with the skills to support staff experiencing
stress or those who have witnessed or encountered a critical incident and are at
risk of developing a2 mental health condition.

Core subject areas include first aid for developing mental health problems and
first aid for mental health crises.

Becoming an MHFAQ

The MHFAO role is & volunteer role, open to Home Affairs and ABF staff ar all
levels, including Executive and Senior Executive staff. MHFACs are selected on
their personal qualities as well as their capacity to promote the wellbeing of
others. MHFAOS are appointed for a three-year periad following a selection
process which assesses their suitability for the role.

The ideal candidates are:

« approachable and non-judgemental

* respected by their colleagues

« has goad listening skills

* have the ability to demonstrate empathic communication

The recruitment, training and support for MHFAOs is cocrdinated by the MHFAQ
Management Team. The MHFAO Management Team runs EOls as required and
these are advertised in notices on Bordernet.

Contact

If you have any questions about the MHFAQ Program, or would like more

information ail the MHFAQ
Management

In addition to the explicit LGBTIQ+ inclusion and support through the PSOs for Pride and PSOs for Pride Allyprogram, a number of other pathways are available for staff

Il. The Mental Health First Aid Officer Program complements the existing Peer Support Officer (PSO) Program and provides additional training on mental
health concerns associated with a traumatic work incident. Both MHFAOs and PSOs support staff with personal/relationship/workplace concerns, andhave
additional specifictrauma supporttraining. Staff canaccess a list of MHFAOs intheirarea.

Locations of MHFAOs (personal _detailsremoved _for privacy):
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M. Harassment Contact Officers (HCOs) are staff who help employees who experience discrimination and workplace harassment. They engage with
employees, manage sensitive issues, remain objective andnon-judgmental, and model respectful andappropriate workplace behaviours. HCOs provide
information to staff for further support (formal and informal resolutionprocedures), help to educate staff at all levels about workplace harassment issues,
prevention and resolution. HCOs undergotraining in order to take on the role. This trainingincludes defining the legal frameworksurrounding
discriminationandharassment inthe workplace, learning howthe legal framework principles apply inthe workplace anddiscussingthe range of formal and
informal complaints and resolutionprocesses available. All staff are able to access a list of HCOs to reach out to one in their area (examples of HCOs in ACT
included).

HCO description and contact information: HCO Contact List:
Example of only ACT shown, but HCOs are available inall states and territories.
Personal details blocked for privacy:

s. 22(1)(a)(ii)
s. 22(1)(a)(ii)
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IV. The Workplace Behaviour Team (WBT) has been set up to provide national leadership and coordination to address inappropriate workplace behaviour.
The team provides objective and impartialguidance andinformationabout the options available for dealing with inappropriate workplace behaviour;
provides advice to staff andmanagement; and receives, assesses andresponds to formal complaints of inappropriate workplace behaviour.

Workplace Behaviour information:

s. 47E(d)

s. 47E(d)
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WBT Advice and Support:

s. 47E(d)
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V.

The department’s Employee Assistance Program (EAP) is available to all staff andtheir immediate family. Benestar provides professional, confidential
counselling andsupport services for staff. Staff canaccess up to six, one hour EAP counselling sessions per year, per issue. Staff are encouraged to specify
the servicethey wouldliketo useto ensurethey speak to theright consultantwhen arranging counselling.
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VI. ABF Speak Safe is a 24 hour, 7 daya week confidentialsupport and advice service for all ABF officers. Staff are safe to speakto dedicated andtrained
officers about harassment, sexual harassment or other harmful behaviours, suchas bullying and victimisation, connected to the workplace. Speak Safe
provides immediate supporton theseissues regardless of work location.

ABF Speak Safe

Speak Safe iz a 24 hour, 7 day a week confidential suppert and advice service for
all ABF officers. You are safe to speak to dedicated and trained officers about
harassment, sexusal harassment or other harmful behaviours, such as bullying
and victimisation, connected to the workplace. Speak Safe provides immediate

support on these issues regardless of your work location.

The Speak Safe team will listen to you without judgement, in a safe environment,
and you will be provided with the appropriate support and an opportunity to
work towards resolution. This may include confidentially sharing your story in an
identified or de-identified manner, werkplace mediation/facilitated discussion,
external referrals, individual psychological support, or further investigation if
desired and warranted. A referral officer will be appointed 1o you for engoing
support, guidance and assistance,

To hear Deputy Commissioner Saunders talk about Speak Safe and what it can do
for you, visit BorderTV.,

Contacting Speak Safe

You can phone, email or arrange a confidential meeting in person or via Skype, at
a location that suits you.

Other support options

In addition to Speak Safe you can continue to access the existing support options

available to you on Staff support services.
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STANDING SUBMISSION: LGBTQ BULLYING/HARASSMENT & SUPPORT INTERMEDIATE
9. Behavioural Examples of What Constitutes Bullying / Harassment
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 examplesgivenwithin 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

The department’s Workplace Behaviour Policy Statement explicitly states examples of what bullying and/or harassment looks like, including protected attributes.
Please note that the term ‘sexual preference’ is still included in this PS (as in the screenshot below) and needs to be updated. This has been flagged inthe review
document in Standing Submission Item 1: Removal of the terms: ‘Sexual Preference’ or ‘Lifestyle Choice(s), and raised with the work area that owns the document. It will
be updated inthenextround of consultationandupdates occurringin 2021.
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Excerpts from the Workplace Behaviour Policy Statement — what is discrimination,

protected _attributes:

4.3.1 What is discrimination?

Discrimination means treating semeone unfairly or less faveurably because of a particular characteristic
such as thgir age, disability, race or sex (see list of protected attributes below).

Discrimination can also be sefting a requirement or impesing a condition that people with a parficular
profected atfribute (for example, of a paricular sex or race) find more difficult to comply with and which is
net reasonable in the circumstance (that is, where a condifion could be reasonably changed fo
accommodate the person’s particular attribute).

There is no requirement that staff engaging in discriminatery behaviour deliberately intended fo treat
another persen(s) unfairly or less favourably. Staff can e faund to have discriminated against another
person(s) in circumstances where they did not intend to do so.

4.3.2 Protected attributes

It is unlawful and centrary to this Policy Statement to treat someone unfairy or unfavourably in their
employment or when that person is providing services to the Department on any of the following grounds,
regardless of the person's motive or intent:

*  age, including
- older people
- young people
»  disability, including
- association with a person with a disability
- diseases or illnesses
- medical conditions
- past, present and future disabilities
- physical, intellectual, sensory or psychiatric disabilities
- temporary and permanent disabiliies
- work related injuries
*  discrimination in employment on the basis of
- imrelevant criminal record
- political cpinion
- religion
- sexual preference
- =zocial origin
- trade union activity
*  race, including
- colour
- descent
- ethnicity

- immigrant status

Workplace Behaviour

- racial hatred
*  szex including
- breastfeeding
- family responsibilities
- gender identity
- infersex status
- mairital or relationship status
- pregnancy
- sexual harassment
- s&xMal orientation.
433

Discrimination can be either direct or indirect:

Types of discrimination

. Direct discrimination is treafing or proposing to treat another personis) unfairly or less favourably
because they possess one of the protected atiributes set cut above.

* Indirect dizcrimination is imposing or proposing to impose an unreasonable requirement, condition or
praclice which has or is likely to have the effect of disadvantaging a person(s) with a protected
atiribute.

4.3.4 Examples of behaviour capable of amounting to discrimination

Discrimination may include, but is not limited fg;

*  emails, commentis, jokes or other banter about another personis) racial or ethnic background, sex,
sexual orientation, age, disability, and other protected attributes

*  expressing negative stereotypes of particular groups (for example, people who are same-sex
attracted)

+  refusing to promote a woman or allow her access to fraining because she is pregnant

*  failing to previde proper building access for pecple with disability.

4.4 Harassment
Harassment in connection with employment is unlawful, censtitutes non-compliance with this Policy
Statement and will.not be tnlerated by the Department.

4.4.1 Whatis harassment?

Workplace harassment includes offensive, belittling or threatening behaviour towards a person(s) that is
unwelcome, unsolicited, usually unreciprocated and often repeated.

In all cases of harassment, it pged.anlehe.showm that a reasonable person would anticipate the possibility
that the behaviour would offend, humiliate or infimidate. Some forms of harassment may also be bullying.
4.4.2 Examples of behaviour capable of amounting to harassment

Verbal harassment may include, but is not limited fg;

*  offensive remarks

Workplace Behaviour
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Excerpts from the Workplace Behaviour Policy Statement —examples:

4.4.2 Examples of behaviour capable of amounting to harassment
Verbal harassment may include, but is not limited tg;

= offensive remarks

Workplaca Behawiour Page 8

= zpreading rumours

*  innuendoes

= personal comments, including inappropriate comments about appearance
+  inzensitive jokes

= gxclysion or victimisation.

Physical harassment may include, but iz not limited tg;

= touching

* unnecessary body contact

= serous assault,

Sexual harassment may include, but is not limited {g;

=  making an unwelcome sexual advance or request for sexual favours

*  displaying sexually graphic material including posters, pictures, calendars, cartoons, graffiti or
messages left on boards, computer screens or desks

+  deliberate and unnecessary physical contact, such as patting, pinching, fondling or deliberately
prushing against ancther person, or attempts at kissing

=  humour such as smutty or sexist jokes or comments

+  innuendao, including sexually provocative remarks, suggestive or derogatory comments about a
person’s physical appearance, inferences of sexual morality or tales of sexual performance

*  nbysive inquiries into a person's private life or in reference fo a person’s sexuality or physical
appearance.

4.3.4 Examples of behaviour capable of amounting to discrimination

Discrimination may include, but is not imited fg:

emails, comments, jokes or other banter about another person(s) racial or ethnic background, sex,
sexual orientation, age, disability, and other protected attributes

exprassing negative stereotypes of particular groups (for example, people who are same-gex
attracted)

refusing to promote a woman or allow her access to fraining because she is pregnant

failing to provide proper building access for people with disability.

4.5.2 Examples of behaviour capable of amounting to bullying

Bullying can be direct or indirect and may include, but iz not limited fg;

abusive, insulting or offensive language

intimidating behaviour, for example, an attack or threat

public shaming or belittling via group emails

malicious feasing or practical jokes

giving unreasonable assignments or deadlines

posting inappropriate comments about colleagues in blogs or other social media
spreading gossip or rumours

excluding or socially isolating staff

failure. to intervene to stop bullying.
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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 boththe 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 anLGBTQ intranet page

Benestar, the Department’s Employee Assistance Program, has provided anumber of resources that outline their knowledge and understanding to support LGBTIQ+
employees, and to inform and educate other staff. These resources are clearly visible andeasily accessible to all staff via the LGBTIQ+ hub onour intranet, and via the
EAP internetpage. These documents show clear EAP branding, as does their website (accessibleby all staff).

Benestar offers confidential counselling and support services for staff experiencing work-related or personal difficulties, and provide professional helpthrough the
Employee AssistanceProgram (EAP). Theprogramis availableatno chargefor employees andtheirimmediate family.

Additionally, recent correspondence between the Diversityand Inclusion Section and one of Benestar’s clinicians indicates a deep and nuanced understanding of the
challenges faced by the LGBTIQ+community.

Screenshots of the Benestar pdfresources areincluded below, however full copies are attached:
- §1.10 - (a) Benestar Marriage Equality
- §1.10 - (b) Benestar Finding Strength in our Sexuality
- §1.10 — (c) Correspondence with Benestar Clinician regarding LGBTIQ+ teens (note that personal details have been removed where requiredfor privacy)
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Intranet HR page — Links to Benestar (the Department’s EAP) resources:

= o I
Practising inclusive Awareness training Suppart - the role of
language PRIDE Allles

Supporting LGBTIQ+ staff and colleagues - the role of PRIDE Allies

‘Allies’ or ‘Ally Is & term commaonly used within the LGBTIQ- community and means people who support
LGETIQ+. Allies play an importang role for LGBTIQ- staff and colieagues. They support 8 positive work
culture that is inclusive for all staff, and ensure that everyone feels:

= safe
= welcome
+ confident to be themselves

Below are the top 10 hints about how to be an ally:

1. Stay informed - keep up to date with rerminoiogy and current issues facing the community.

2. Speak up - address offensive conversations, terminology snd actions. This may renge from politely
educating & colleague on appropriate workforce behaviour and referding tothe official framework in
Your Beraviour, Your Workpiace.

3. Be honest - if you are unsure of a particular aspect of the LGBTIQ- community, ask! Like ail things,
peing a PRIDE Ally 5 a process that may take Dme.

4. Show support for equality and be an acive supporier of equafity in the workplace. Changs
requires time and support, 5o get involved in and show your support for equality and inclusion in the
workplace.

5 Be open and let people know you are an ally.

6. Be accepting of how people seif-identify even if you do net fully underszand the ioentity jtsaif. Take

the ume To listen, be respectful, be patient, and learn.

. Consider pronouns - some pecple do not identify s one gender, ether male or female. Consider
using nen-binary pronouns {e.g. they/their) or ask what the correct pronoun is for an individual.

Be confident in yourself - allying yourseif with the LGBTIQ- community can have a significant and
positive impact on those around you who identify. Not everyone is confident to speak up for
tnemsaives.

. Be careful of ‘outing’ - The LGBTIGQ- community is & space where peopie can find support,
acknowiedge, and embrace thair identity. As an ally, pecple may disgose aspects of their identity
inat they are not ready to share more broadly. Just because someone has shared their personal
information with you, [t does nat give you the right to tell others. An individual's igentity is theirs o
share with who they choose when they choose.

10. Acknowledge history - be aware thar even though there nas been progress, the journey has come

&1 3 great cost to many. For same, there may be significant trauma assaciated with their identity. Itis
IMporiant to recognise this.and be respectiul of individuai histories and that of the community.

-l

o

w

For further details, refer to Engaging &lies far Cnange (3.9MEB POFL

Note: Trhe above WHW requirements. For an accessible version contact
e Diversity 12an

9

Gender diversity

a8,

Transgender or "Trans’
and Intersex staff

@

Support and services

=

Recognition of sex and
gender

1

Staff and Allies PRIDE Lapel Pins

PRIDE pins are a tangible reflection of our organisaton’s unambiguous support for a diverse and inciusive
workforce and culture. The pin symbnhsgs an accepting, weicoming and safe space for everyone, and is
avaiiable to LGETIQ+ st=ff and allies.

Lapel pin design

The centre ring comorises the slx colours of the 1979 Ralnbow flag

The upper middie ring |s the Transgender flag.

= The lower middie ring is the Bisexua' flag.

= The outer ring is the revised Rainoow flag from 2017 o include people of colour, and signifies
indiusion and diversity maore broadly.

Tre Rairbow flag is an important symbol of empowerment for LGETIQ+ communities and hignlights the
Department's commitment to equality.

Choosing to wear a PRIDE pin sends a strong message of support and inclusivity 1o your colleagues,

Print resources:

Marrisge Equality - Wnat (s it and why does & matter (165K8 PDF)
Transgendear Ally - Tip sheet {928KE PDF}

Fve ways 1o besn LGSTIO- Ally (Z32KB PDR)

FRIDE and PRIGE Ally - Desk templates (86KE PDF)

Finding strengen in pur sexwality (111KB FDF)
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Benestar resources display clear branding:
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Benestar website resources display clear branding(accessible by all staff):

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

Email _from Benestar clinician _regarding LGBTIQ+ teens & resources is attached

8a§e 62 —AWEI2021 STAND ARD EMPLOYER SUBMISSION (501 or moree mployees)—v1.1—Doc. 1of 1




Document 1

STANDING SUBMISSION: LGBTQ BULLYING/HARASSMENT & SUPPORT
11. Tracking of Incidents

ADVANCED
Max. 4 points

We can provide evidence that shows:
a) how we extract LGBTQrelated 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 provideevidence for both a) andb) above.

Bullying and Harassment reporting is currently reported andmanagedthrough our Workplace Relations and Behaviours Team. They manage a database that records all
complaints and allegations of inappropriate workplace behaviour. Bullying/harassment issues are flagged within the system andreported on, tracked andmonitored as
required. Positively, LGBTIQ+ specificinstances of bullying and/or harassment have not been identified as anemerging trend for concern.

The Department and ABF have a number of contact points that staff can either gainadvice or lodge a formal complaint including:

Workplace Behaviours Team

Harassment Contact Officers

Peer Support Officers

Integrity and Professional Standards (APS Code of Conduct)
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Correspondence withthe Workplace Behaviour Team outlining current incident monitoringprocesses:

Workplace Relations & Behaviours
HPRM: RE: Query - Workplace Behaviour Incident Tracking (LGBTIQ+) [SEC=OFFICIAL]

M Diversity

Retention Policy Home Affairs Deleted ltems (30 days) Expires

OFFICIAL

We don't have a specific category/type for LGBTIQ# issues for formal complaints received. Some of our types of complaints include but are not limited to: verbal abuse, unfair application of policy, intimidation, sexual harassment etc.
I am pleased to say that this is not seen as an emerging issue in our space and I can’t recall any cases where this has been part of a complaint over the last few years,

All of our matters are treated privately and sensitively and it would be a choice of the complainant to report what they feel are any possible underlying causes of any issues they are experiencing in the workplace.

Happy to assist and discuss further if needed.

Kind regards,

Alg Assistant Director Workplace Behaviour
Workforce Capability|Workplace Relations and WHS Assurance
People and Culture Division| Chief Operating Officer Group

VISIL IMyFIR OF eman
(Monday to Thursday. Fimsn &I 2 3Upm vweanesaays)
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STANDINGSUBMISSION: INcLUSION OF TRANS AND GENDER DIVERSE PEOPLE

STANDING SUBMISSION: INCLUSION OF TRANS ANDGENDER DIVERSE PEOPLE INTERMEDIATE
12. Gender AffirmationPolicy and Process Documentation Max. 5 points

We have adocumentedgender affirmation policy/process and documentationto 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 beenreferred to as ‘transitioning.’

Please provide:
a) a copy of this specific policy/process
b) detailed support documentationfor employee(s) wishing to affirm their gender in the workplace
¢) detailed support/educationaldocumentation for managers peers and colleagues

The Department has publisheda ‘Gender Affirmationinthe Workplace’ fact sheet to help individuals, managers andcolleagues to feel more confident and supported
navigatinggender affirmation inthe workplace. This factsheet is permanently hosted on our HR intranet page. Complete copies of the factsheet and supporting
attachments are attached. This package fulfils (a), (b), and(c), as the suite of documents provides information to not only the employee affirming their gender (with
guidance on specific process e.g. updating IT systems and footprints), but also provides educational content for managers, peers and colleagues to better understand the
importance of gender affirmationandhow they canbest support their colleagues. This package also links employees back to resources readily available on the LGBTIQ+ hub
onour HRintranet page.

In communications sent to all employees, staff wereencouraged to read the factsheet, share it with colleagues, and continue fostering a workplace culture that
celebrates, embraces, andadvocates fordiversity andtheinclusion of everyone.

Full copies of our policy andsupporting documentationare attached, see:
- §1.12 —(a) Gender Affirmation in the Workplace - Factsheet
- S$1.12 —(b) Gender Affirmation in the Workplace - Factsheet - Attachment B Gender Identity Affirmation Plan
- §1.12 —(c) Gender Affirmation in the Workplace - Factsheet - Attachment B Gender Identity Affirmation Plan
- S§1.12 - (d) Gender Affirmation in the Workplace - Factsheet - Attachment C Team Communication Template
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LGBTIQ+ Intranet HR page - Gender Affirmationin the workplace:

@: g —
= = i
Practising inclusive Awareness training Support - the role of Gender diversity Transgender or ‘Trans’ Recognition of sex and Support and services
language PRIDE Allies and Intersex staff gender

Transgender or ‘Trans’ staff Intersex
The term Trans' is an umbrella term for individuals whose gender identity is different from the sex Intersex is a term used to describe biological atrributes. Intersex people are born with traits that cannot
assigned to them at birth, Transgender js not a gender in itself. Trans individuals are a diverse community be categorised exclusively as either male or female, or that form a combination of both. There are many
who cross or go beyond traditional gender categories. The process of gender affirmation - sometimes different intersex variations, which can include physical, hermonal and genetic differances. Whilst these
also referred to as ‘transitioning’ - refers to a person adopting a way of life or body that matches their natural variations are present at birth, some traits only become apparent later in life. This may be during
gender identity. People may identify across a broad spectrum both within and cutside of the traditional puberty, random chance, general health checks or when trying to conceive.

gender binary of male and female. People who Identify as Transgender may choose to affirm their gender

secially; lezally, and/osmedically. Intersex is a bodily diversity and is not related to sexual orientation or gender identity, Some people, who

are Intersex, may also identify as Lesbian, Gay, Bisexual or Transgender, just as non-Intersex people do. A

Gender Affirmation in the Workplace person who is Intersex may identify as male, female, Intersex or non-binary.

The Department is committed to providing a safe, open and accepting environment that supports people ~ S0Me Intersex people do not identify within the gender binary of male and female. As such, we have the
of all sexualities and gender identities, where staff can bring their authentic selves to work. Many trans eption to identify as ‘Gender X on the HR database, easySAP. More information about updating personal
people will feel more comfortable, confident and able to be their true selves when they can live and details in the HR system are available in 'Recognition of Sex and Gender".

express themselves authentically as their affirmed gender.
P Y g For more information on Intersex, refer to the Employers' Guide to Intersex Inclusion (954KB PDF.

This resource is intended to help individuals, managers and colleagues tc feel more confident and

: Note: The above document does not meet accessibility requirements. For an accessible version contact
supported navigating gender affirmation in the workplace.

the Diversity team

Read more:

* Gender Affirmation In the Workplace Factsheet (TRIM ADD2020/6256594)
e Attachment A - Questionnalre For Managers (TRIM ADD2020/6256625)

» Attachment B — Gender Identity Affirmation Plan (TRIM ADD2020/6256658)
» Aftachment € - Team Communication Template (TRIM ADD2020/6256684)

Supporting Trans staff - How to be a TRANS Ally
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All_staff comms: Gender _Affirmation Factsheet nowavailable

s. 47E(d)
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STANDING SUBMISSION: INCLUSION OF TRANS ANDGENDER DIVERSE PEOPLE ADVANCED
13. Dress Codes and Uniforms 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 dressin amanner (or select uniforms) thatbest 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 andnon-binary employees
c) provide a support contact or further information on interpreting these guidelines, if required

The Department of Home Affairs, including the ABF, have policies inplace that state that all employees are supported to dress in a manner that best reflects their
gender identity, as well as providing contact details for additionalsupport or further information.

For uniformed staff:

The Australian Border Force Uniform Dress and Appearance Standards policy clearly indicates that all employees are supported to dress ina manner that best reflects
their gender identity:

The supporting documentation for uniform entitlements and ordering forms identify uniform pieces in alignment with the gender binary, however as clearly articulated
in the Dress and Appearance Standards policyabove, employees “may wear the uniform that appropriately reflects their sex and/or gender identity”.
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Excerpt from Dress and Appearance Guide —specifies male/female clothes for ordering/fit purposes:
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Additionally, the Gender Affirmation in the Workplace factsheet provides clear information and guidance for trans and gender diverse staff and their managers and
peers,including a contact pointfor support with updating uniforms.

See Standing Submission Item 12: Gender Affirmation Policyand Process Documentation & attachments for more detail on the Gender Affirmation factsheet.

Excerpt _from Gender Affirmation in the Workplace Factsheet:

4. Uniforms and facilities

The Department is mindful that while facilities and uniforms gre described a
m,a;mex,l,not all officers or staff identify within these limited definitions.

Uniform standards

The Department has guidelines for dress standards in the workplace. Where guidelines have gender specific
considerations, individuals are entitled to dress in the standard of their affirmed gender identity.

The ABF supports all staff to be inclusive of their gender identity. The ABF Uniform Capability team (based in Canberra)
offers confidential support in ordering various components of the uniform.

Read more: Dress and Appearance Standards Pl and ABF Uniform. Dress and Appearance Standards Pi.

Contact:S. 47E(d)
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For non-uniformed staff:

Non-uniformed staff inthe Department are expected to dress ina tidyandprofessionalmanner. Examples of suitable clothing are provided, but no prescriptive gender
binaryisincluded.

4.1 Non-uniformed staff o Table 2 — Examples of suitable and unsuitable clothing
Examples of suitable clothing Examples of unsuitable clothing
Dress business suits tracksuits, sports attire, bike shorts
Staff working in non-uniformed areas and performing duties in non-uniformed clothing are expecied to dress business shirts with buttons and t-shirts with logos, motifs and slogans
in a professional manner and display a neat and tidy appearance. collars, dress style blouses and tops
. . . L. . . Business / dress style slacks, skirts jeans
Subject to operational requirements (for example, duties involving manual labour or covert duties), the il ShssEs
minimum standard of dress for day-to-day duties is business attire. business/dress style jackets casual footwear such as thongs, joggers,
sneakers and ugg boots
Appearance cultural dress appropriate for an office clothing that is torn, dirty or dishevelled in
Staff must ensure their general appearance supports the professional image of the Department. environment EPEEIZNES
ties (not compulsory) revealing clothing that is inappropriate for
professional attire (for example, tops / shirts
that expose midriff or excessive
chest/cleavage, very short skirts/shorts)
As noted in the table above, cultural dress that is appropriate for a professional office environment mgay be,
worm. Overseas staff should dress in a manner appropriate to the culture and climate they work in, in
accordance with guidance provided by the Department.
Dress and appearance standards Page 4 of 11

An Executive Level 2 (EL2) may approve an exemption to this standard for operational activities or medical
reasons. A Senior Executive Service (SES) officer may also approve smart casual attire for departmental

planning days/conferences.
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STANDING SUBMISSION: INCLUSION OF TRANS ANDGENDER 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.

Forfull points, please provide:
- evidence of a paid leave entitlement (over andabove annual leave, sick or generic personal leave) for individuals currently affirming their gender

- alist of any supportingdocumentationrequired from the employee for you to enact this leave
- whether this leave availability is standard HR policy or solely dependent on the discretion of the manager

As outlined in the Gender Affirmation Factsheet (see Standing Submission Item 12: Gender Affirmation Policy and Process Documentation), no specific gender
affirmation leave is available. However, staff are able to use Personal Leave, Flex-Time, Annual Leave, Long Service Leave or Purchased Leave:

Extract _from Gender Affirmation Factsheet:

2. Taking leave for gender affirmation

There may be a need for absence from the workplace during the process of gender affirmation, for example if the staff
member's affirmation process involves medical procedures, such as hormonal treatment and/or surgeries.

Adjusting appearance can take a considerable amount of time and for some people, gender affirmation can be a lifelong
journey. During the early stages of social and hormonal realignment, it may be appropriate for some individuals to
negotiate a combination of leave and some temporary Home Based Work or other Flexible Work Arrangements. Any |

agreed flexible working. arrangsme must be notified to Payroll.in.a imely. manner. by the employes. and. manager.

Absences associated with any medical treatments and appointments gan he faken as Personal Leave (sick leave with
medical certificate). If Personal Leave has been exhausted, staff can consider using flex-time, Annual Leave, Long
Service Leave or Purchased Leave.

Read more: Pay. Leave and Conditions, Department of Home Affairs Workplace Determination 2019.

I}afe 72 —-AWEI2021STAND ARD EMPLOYER SUBMISSION (501 or moree mployees)—v1.1—Doc. 1of 1



Document 1

STANDING SUBMISSION: INCLUSION OF TRANS ANDGENDER 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 communicationregarding where ‘Gender Neutral’ or ‘All Gender’ bathroom/facilitiescan 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 andwhen youexpect to have signage in place.

If this is not possible for any reason, please provide:
(a) evidence of any research or work that you have done in this area

(b) any means by which you have beenable to accommodate trans, gender diverse andnon-binary employees

* Please refer to the Evidence Guidelines regarding changes made to this question.*

All mobilityaccess toilets withinthe Department are gender neutralby design, in line withrequirements andbuilding code. As clearlystated in our Gender Affirmation in
the Workplace Factsheet (see Standing Submission Item 12: Gender Affirmation Policy and Process Documentation), we explicitly state that staff are legally entitled to
use the bathrooms and facilities that reflect their gender identity.

Extract from Gender Affirmation Factsheet:

Bathrooms, change rooms, and other gender specific facilities

Staff are legally entitled to use bathrooms, change rooms and other gender specific facilities that reflect the staff
memher.s affirmed gender identity. Any refusal or interference with a staff member using the bathroom of their affirmed
gender identity could constitute bullying and harassment.

If other staff are uneemfertable they can choose to use a bathroom in another location. In no circumstances should the..
) , sked to use facilities that are not aligned with their gender expression or are non-
gendered Indwu:luel etaﬁ can eheeee to use a non-gendered bathroom if they wish.

I}agge 73 —AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or moree mployees)—v1.1—Doc.1of 1



Document 1

STANDING SUBMISSION: INCLUSION OF TRANS ANDGENDER DIVERSE PEOPLE ADVANCED

16. (Forms) Non-Binary Gender Options for Employees Max. 2 points
We have audited and amended (or are inthe process of auditing/amending) all internal documents and forms that collect gender informationto 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 changeddocuments if changes have been made
OR (c) evidence that you do not collect or have removed gender options or gendered information onyour forms

We have commenced an audit of available internal documents forms but only a limited number of these collect gender information. Of these, currentlyonly one
(Declarable Circumstances online form) has been identified for updates to reflect inclusionof the gender neutral title Mx, which is already used ina number of other
forms and IT systems across the department. The responsible business area has been contacted requesting them to action the update.

Excerpt fromaudit tracker — Forms that collect gender information:

s. 47E(d)
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STANDING SUBMISSION: INCLUSION OF TRANS ANDGENDER 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 informationto include non-binary options and options
for those who identify as trans or gender diverse (moving away frombinary 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 changeshave beenmade
OR (c) evidence that you do not collect or have removed gender options or gendered information within your systems

We have commenced an audit of available internal IT systems but onlya very limited number of these appear to collect and/or display gender information. Manyonly
displaythe employee’s email address andname.

There are some known issues with our internal records management system (TRIMHPE Records Manager) not correctlysyncing with the informationlisted on a user’s
SAP HR profile (such as title Mx). The Mx name prefix will be available in the drop-down list of titles inthe new versionof TRIM HPE Records Manager, expected to be
deployed withinthe department by June 2021. There are workarounds in place to ensure users canstill display the correct title ‘e.g. Mx’ until the fix is deployed. Users
can free-type the correct title in and liaise with the TRIM helpdesk to ensure any future syncs with the SAP HR data does not wipe the updated title. See below an extract
fromour audittracker document.

Additionally, our internal job application system is undergoing anupdate in February 2021 to add ‘Mx’ title into the selectionlist.
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Excerpt _of audit tracker — Forms that collect gender _information:

%ge 73 —AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or moree mployees)—v1.1—Doc.1of 1




Document 1

Correspondence with TRIM Support regarding TRIM Updates for Personal Profile Titles (Mx):

homeaffairs.gov.au>
Request ltem RITM0051681 comments added -- TRIM RM8 Request for Assistance [SEC=OFFICIAL]

Short description: TRIM RMS8 Request for Assistance
Item: TRIM RME8 Request for Assistance

Click here to view request item: RITM0051681

Attachments:
TRIM Personal Profile - Title field options.png

Comments:

S TTC (I —

The Mx name Prefix is available in the new version expected to be deployed within the department by June 2021.

The current data feed we recerve for prefixes 1s through SAP. and if a user has an undefined prefix there we should be able to accommodate at lease
removing the inaccurate prefix for now. and using the free-text component to supplement the Mx prefix as requested.

I will email this to the requesting user.

Unsubscribe | Notification Preferences

Ref:MSG1586055_EIDOwKM90T0x3;99qaOE
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STANDING SUBMISSION: INCLUSION OF TRANS ANDGENDER DIVERSE PEOPLE
18. Trans and Gender Diverse Applicants Max. 6 points
For trans and gender diverse applicants, we have:

a) Implemented processes tohelp reduce roadblocks/difficulties faced by trans and gender diverse people whoare applying for jobs

b) clearly communicated apoint of contact available for trans and gender diverse applicants throughout the recruitment process on relevant webpages or

within application documentation
c) provided documentationaddressing 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.
We have implemented processes to help reduce roadblocks/difficulties facedby trans andgender diverse applicants applying for jobs.

Internal Applicants:
- The ‘Vacancies’ landing page has ‘Our Employee Value Proposition(EVP) — What it means to work for the Department’ front and centre, which flags the
commitments to supporting all staff to bring theirauthenticselves to work.
- Candidate profiles are automatically maintained from previous applications; however staff always have the optionto update them as needed. Profiles include
the option to update‘Currenttitle’ (e.g. Ms, Mr etc) and LGBTIQ+ status.
- During theapplication process itis clearly stated why diversity informationis collected:

O  “The Department is committed to buildingand valuing a diverse workforce that represents the communitywe serve, a workforce that fosters
inclusiveness andembraces the diversity of its people, such as differences in cultural backgrounds, race, ethnicity, disability, age, gender identityor
sexual orientation. For this reason, the Department collects certain diversity information to use for benchmarking of our performance against these
aims. Other personal information such as place anddate of birth is used to initiate Employment Suitability Screeningand Security Clearances processes
(where required). Please note that this information is not used in anyway during the assessment and selection process. Gender data in the recruitment
process informs our success in attractingand developingtalent equally, at all levels.”

External Applicants:

- Positions advertised externallyall include a section ‘Getting to know the Department of Home Affairs’ whichclearlystates: “We are committed to providinga
working environment that values diversity and inclusion andsupports staff to reach their full potential”. Applicants are directed to read the Department’s
Statement of Commitment — Workplace Culture, Diversity and Inclusion. This states the Department is committed to “building and valuing a diverse workforce
that represents the community we serve. A workforce that fosters inclusiveness andembraces the diversity of its people, suchas differences in cultural
backgrounds, race, ethnicity, disability, age, gender identity or sexual orientation,” as well as a commitment to: “provide a safe, openandaccepting
environment that supports people of all sexualities and gender identities, where staff can bring their authentic selves to work.”
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Internal Vacancies —‘Our EVP —What it means to work for the Department’:
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Internal Vacancies — Personal Informationin _Applications:

s. 47E(d)
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Candidate Profile — Voluntary Identity Data:

gﬁe 81—-AWEI2021 STAND ARD EMPLOYER SUBMISSION (501 or more e mployees)—v1.1—Doc.1of 1




Document 1

APS Jobs website — Home Affairs Job Listing — ‘Getting to knowthe Department of Home Affairs’:
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Home Affairs Website — Workplace Diversity Statement of Commitment:

g;gge 83 —AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or moree mployees)—v1.1—Doc.1of 1




Document 1

STANDINGSUBMISSION: STRATEGICFOCUS

STANDING SUBMISSION: STRATEGIC FOCUS FOUNDATION
19. External Website LGBTQ Workplace Inclusion Promotion Max. 2 points

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

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

The Department promotes our inclusionwork on our external webpages.
In particular, our Culture, Diversity and Inclusion Action Plans (including APlanfor Pride, the Department’s LGBTIQ+ Action Plan 2019-2022) are all accessible here:

e  https://www. homeaffairs.gov.au/access-and-accounta bility /our-commitme nts/plans-and-charters /de part me ntal-plans,

The Department’s Statement of Commitment: Workplace Culture, Diversity and Inclusion is alsoavailable here:

e https://www.homeaffairs.gov.au/about-us/careers/working-with-us/workplace-diversity.

These pages clearlyarticulate and promote our focus on LGBTIQ+ workplace inclusionwith specific mention of the diversity of the workforce including differences in
gender identity and sexualorientation.
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STANDING SUBMISSION: STRATEGIC FOCUS INTERMEDIATE
20. HR / Diversity Professional Accountabilities 2 points

We have at least one Diversity /HR professional whose job description, performance appraisal or work plan includes specificand detailed LGBTQ inclusion
objectives/targets.

Note: This is beyond ageneral reference to LGBTQ inclusion as an area of diversity.
Please provide evidence of such specific targets.

The Department’s Culture, Diversity & Inclusion Sectionmanages a number of cohorts, including Indigenous, culturally and linguistically diverse(CALD), gender,
intergenerational, disability, and LGBTIQ+. Two members of the section are dedicated to progressing LGBTIQ+ work, one APS6 LGBTIQ+ lead, and one APSS5 support staff,
with oversightbyan EL1 andEL2.

Team Hierarchy:
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General task breakdownof responsibilities within the LGBTIQ+ team:

LGBTIQ+

(Administrative Support)
APSS

e Track and report on progress against LGBTIQ+ Action Plan, including e Update LGBTIQ+ implementation plan to handover to APS6.
maintaining the LGBTIQ+ Implementation Plan. ¢ Provide administrative support to lead APS6.
¢ Implement high-level initiatives from LGBTIQ+ Action Plan. * Manage and respond to enquiries in inbox, excluding complex
® Set priorities for the work area, maintain team cohesion, and ensure enguiries which should be escalated to relevant APS6.
quality of outputs for the work area relating to LGBTIQ#+. e Draft communications/notice articles for initiatives relating to
¢ Develop, support and manage complex relationships with internal and LGBTIQ+, as per D&l calendar of events.
external stakeholders, including sensitive/difficult problems. e Coordinate logistics for upcoming events relevant to LGBTIQ#+, as
e Oversee and manage staff, provide guidance and leadership. per D&I calendar of events
s  Anticipate and respond to stakeholder needs and expectations, e Schedule and coordinate meetings for LGBTIQ+ network.
including complex enquiries e Prepare agendas and talking points for network meetings and any
e Contribute to the development of team objectives for short-term tasks other relevant meetings or forums, such as Five Plus Five.
and strategic planning for longer-term initiatives. e Provide Secretariat support for network meetings.
e Provide updates in network meetings on the progression against the e Develop Diversity Matters newsletters through coordination of
LGBTIQ+ Action Plan. content
e Develop LGBTIQ+ DRIVE scenarios relating to transgender. ¢ Keep memberships lists up to date
s  Manage relationships with stakeholders to achieve work area and s Manage currency of JAM pages for LGBTIQ+
agency goals. e Purchasing and invoicing
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Excerpt from Sheridan’s Performance Development Agreement (work plan) which stipulates specific LGBTIQ+ inclusion objectives:

A full copy of this PDA is attached, see:
- §1.20 - (a) LGBTIQ+ Lead PDA 2020-21
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STANDING SUBMISSION: STRATEGIC FOCUS ADVANCED
21. Executive Sponsor or LGBTQ Champion Max. 4 points

We have an Executive Sponsor located within our Australian offices with documentedrole expectations/accountabilities related toLGBTQ 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 whichthe Executive Sponsor reports or is made accountable for these

We have a number of Senior executive level (SES) staff

located within our Australianoffices whoare helping to Diversity, disability and Indigenous champions
drive our diversity agenda intheir roles as Champions for ' =

our diversity cohorts. For eachof the Championremits e

(Diversity, Disability and Indigenous) one Champion

represents the Department, andanother represents the The Diversily i Seziion provids

ABF. TR ol S e _ . . S. 47E(d)
The Diversity Champion remit covers: gender, .
intergenerational, culturally and linguistically diverse, and

LGBTIQ+. When a Champion is appointed they are briefed ABF champions
on their role, responsibilities andexpectations.

Contact

Department of Home Affairs champions

The Diversity Champions formally catch up with the

Culture, Diversity and Inclusion Sectionon a quarterly basis
however informalcommunication is frequent. It is through
these channels we can ensureaccountabilityand

transparency between the Champions and the Culture,
Diversityand Inclusion Section to effectively progress

initiatives, discuss opportunities and align expectations. e SRy ATmosrang Lome anie
Group Manager Customs Group, Deputy Comptroller-General FAS International Policy

A full copy of the brief excerpt below is attached, see: Diversity Champlon. Austrailar Daides Force Diversity Champion, Department of Hov

- §1.21 - (a) Diversity Champion brief for ABF
Diversity Champion Dr Bradley Armstrong
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Excerpt: Diversity Champion brief for ABF Diversity Champion Dr Bradley Armstrong

s. 22(1)(a)(ii) s. 22(1)(a)(ii)
s. 22(1) () ii)
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STANDING SUBMISSION: STRATEGIC FOCUS ADVANCED

22. Senior Management Diversity Accountability 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 andabove 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 whocan verify this:

As covered in Standing Submission Item 19: External Website LGBTQ Workplace Inclusion Promotion, the Department’s Statement of Commitment: Workplace Culture,
Diversity and Inclusion clearly articulates thediversity and inclusion commitment that all Executive, managers and staff will adhere to.

The Department’s strategic document Future Ready specifies behaviours andaccountabilities expected of all employees, including our Executive (senior management).
These behaviours and accountabilities directlyaffect our organisational culture, diversity, andinclusion. All employees use their Performance Development Agreements
to reflect individual accountabilities aligned with the specific values-based behaviours articulated in Future Ready. We acknowledge and celebrate the diverse
organisations andcultures that have shaped us into the Department we are today. Our Cultural Intent Statement in Future Readysets out what we value andwhat it
means in practice.

The ABF's Realising our Full Potential (2020-2025) highlights the signature values of our workforce, including our Executive. The specific, signature values andleadership
competencies articulated in Realising our Full Potential are embedded inindividualperformance assessments, talent management, promotionandrecruitment
processes.

Each of these documents works inalignment with the others to identifystrategic and culturalgoalsaround diversity and inclusion.
See complete versions of referenced documents attached:

- §1.22 —(a) Statement of Commitment — Workplace Culture, Diversity and Inclusion
- §1.22 —(b) Future Ready
- §1.22 —(c) ABF Realising our Full Potential (2020-2025)
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Excerpt _from Statement of Commitment: Workplace Culture, Diversity and Inclusion:
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Excerpts _from Realising our Full Potential:
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Excerpts from Future Ready:
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Excerpt from Future Ready — Cultural Intent Statement:
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STANDING SUBMISSION: STRATEGIC FOCUS ADVANCED
23. Customer-facing LGBTQ Inclusion 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

Unfortunately we cannot provide informationon anyprojects regarding this due to security restrictions.
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STANDING SUBMISSION: STRATEGIC FOCUS ADVANCED
24. Customers Information: Changing Gender Markers 3 points

We provide customers / service userswith 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 documentationthat 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 internal HR pages provideclear information on a number of topics regarding how to change someone’s title, name andgender within our systems. These topics
include:

- recognition of sex and gender

- how to update personalrecord(s)
- privacy, and

- where to go for more information.
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Guidance on how to update personal records within our systems:

s. 47E(d)

s. 22(1)(a)(ii)
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You will receive & response in 30 calendar days wo any requests to amend your sex and gender
information in personal records.

MNote: Australian Privacy Principle 13 stipulates that an entity must take reasonable steps to correct

personal information held by an individual. This relates to information that is inaccurate, out of date,

incomplete, irrelevant or misleading,

When responding to a request for amendment or correction the Deparoment will recognise any one of

the following as sufficient evidence of your sex or gender:

s 3 statement from a Registered Medical Practitioner ar a Registered Psychologist which specifies your
gender

s zvalid Australian Government travel document, such as a valid passport, which specifies your
gender

* 3 state or territory birth certificate, which specifies your gender (a document from a state or territory
Registrar of Birth Deaths and Marriages recognising a change of sex or gender is also sufficient
evidence),

MNote: Appendix A of the Guidelines (1.6KEB PDF) has a sample statement from a Registered Medical

Practitioner or a Registered Psychologist. This sample is a guide only.

If the Department receives conflicting infermation about a person's sex or gender, it may seek further
informartion and supporting evidence, The Australian Government's approach to identity security is
evidence based. If the evidence provided by an individual is insufficient, as per the Guideline (1.6KE PDF),

the Department may refuse the correction request.

While you are encouraged to ensure that your docurnents reflect your preferred gender, the Department
recognises that there are legitimate reasons why people may hold cenflicting documents. For example,
people who identify primarily as X (indeterminate) may want to hold a passpertin a particular gender to
ensure their safety while travelling overseas.

** 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.
All questions within the Annual Submission must be answeredin order to obtain point allocation. No points are carried over within these sections.
A reminder toread each questioncarefully and the specific evidence required, respectively.

e Each questionasks for specific LGBTQ-explicit evidence. If inadequate or incomplete evidence is provided for any question, full points may not be obtained.
e 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.**
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SECTION 2: STRATEGY & ACCOUNTABILITY

ANNUAL SUBMISSION: STRATEGY & ACCOUNTABILITY FOUNDATION

1. Bxternal LGBTQ Expertise Max. 2 points
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 onesuch engagement throughout the assessed year, identifying whothat was with.

The Department engaged with Pride in Diversity relationshipmanagerS. 47F(1) to seek advice on best practice to update our acronym in May 2020.

The conversationfirst took place via phone, however follow-up in writingwas recorded. At that stage we were using 'LGBTI+' however with additional reading on the
Darlington Statement and potential inclusion/omissionof the 'l' we sought advice from®* ™ @bout the best way forward to ensure we were being as inclusive as
possiblewith ouracronym.

Following®, 4TF advice we sought input from our network on their preference with regards to retaining the ‘I’ to ensure inclusivity, andthe potential addition of the 'Q’
for queer/questioning. Our network members were overwhelminglysupportive of this proposalandweproceeded to update our acronym to LGBTIQ+. Network
members were advisedof the outcomein June2020.

i@g 102 —AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more e mployees)—v1.1 —Doc.1of 1



Document 1

Email from PiD to Home Affairs Diversity and Inclusion section regarding updating of Home Affairs Acronym:
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Email to LGBTIQ+ network members advisingof updated acronym following consultation:

ﬁﬁe 103 -AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more e mployees)—v1.1 —Doc.1of 1




Document 1

ANNUAL SUBMISSION: STRATEGY & ACCOUNTABILITY FOUNDATION

2. Documented LGBTQ Strategy Max. 3 points

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
targetsand/oraction plans.

Please provide a copy of the LGBTQ component of your strategy andclearly defined targets. If your strategy does not contain clearly defined LGBTQ targets, please
provide any accompanying/supportingaction plans that will show specific goals in this area

The Department of Home Affairs has a documented LGBTIQ+ inclusion strategy — the LGBTIQ+ Action Plan 2019-2022 ‘A Plan for Pride’.

The actionplan focuses on three priority areas — (1) drive a supportive andenabling culture; (2) embed LGBTIQ+ inclusion in departmental practices; and(3) engage staff
to support LGBTIQ+ inclusion. Our goals and success measures are clearlyarticulated to shape our approach to the LGBTIQ+ inclusion program. This document is

available both internally and externally. Our implementation of the strategy and progress against these clearlyarticulated goalsis tracked using the LGBTIQ+
Implementation Plan. This plan enables us to clearly identify timelines, deliverables, responsibilities andtrack and report against progress of the Action Plan.

The Culture, Diversityand Inclusion Section meets regularly (quarterly) with the LGBTIQ+ Staff and Allies network to tracknetwork goals and progress against the
strategy.

Full versions of the documents mentioned are attached:

- $2.2 —(a) LGBTIQ+ Action Plan 2019-2022 ‘A Plan for Pride’
- $2.2 —(b) LGBTIQ+ Implementation Plan
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External _Web Page - Departmental Plans:

See: https://www.homeaffairs.gov.au/access-and-

accountability/our-commitments/plans-and-

charters/departmental-plans
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Intranet HR pages:

s. 47E(d)
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Action Plan Excerpt: Implementation Plan Excerpt:
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ANNUAL SUBMISSION: STRATEGY & ACCOUNTABILITY INTERMEDIATE

3. LGBTQ Advisory Group Max. 4 points
We have established and promoted an internal LGBTQ advisory groupwhich has:

a) met specifically to identify areas requiring change or to work on projects requiringtheir expertise and guidance
b) engaged with the organisation in efforts to implement change or complete allocated projects

Note: This group may be the leadershipor asubset of your Employee Network, or agroup 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

Within the LGBTIQ+ Staff and Allies network there are a number of passionate and vocal members who often contribute to projects requiring their expertise and
guidance, and who regularly engage with the organisationbeyondthe scope of the network, encouraging organisational change.

When the Culture, Diversity and Inclusion sectionwas developing the Gender Affirmation Factsheet (see Standing Submission Item 12: Gender Affirmation Policy and
Process Documentation) the network was specifically consulted and key members of the group provided their input, expertise andguidance, sharing how their lived
experience has shaped their interpretationof the policy and noting areas with room for improvement. Examples of these key network members providing feedback are
below.

Further to this, in March 2020, one of our networkco-chairs at the time engaged withmanagers and SES across the organisation to encourage broader participation to
completethe2020 AWEI survey.

Finally, our SES cohort knows the value of the network, its members, and the community they have created. In September 2020, the Department’s Mental Health
Advocate reached out to source arole model from the network, to connect with a vulnerable staffmember in Victoria (during the height of the VIC lockdowns). We
were able to arrange for a network member outside that person’s region to reach out, and provide a different perspective, share their ownexperiences identifying as
LGBTIQ+duringthepandemic,andtakeon a mentoringrole.

Full version of the email promoting SES survey completion is attached:

- $2.3 —(a) Email to managers and SES promoting AWEI survey completion 2020
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Email to network seeking feedback/input on draft Gender Affirmation Factsheet:

From: Diversity

Sent: Tuesday, 19 May 2020 1:28 PM

Cc: Diversity

Subject: Request for feedback from LGBTI+ Staff and Allies Network: Gender Affirmation in the Workplace PI

Good afternoon LGBTI+ Staff and Allies network members,

The Diversity and Inclusion Section are in the process of seeking feedback on a new procedural instruction (P1): Gender Affirmation in the Workplace PI
(attached).

If you have any feedback or changes you wish to include, please track them into the attached TRIM document. Please remember to check the
document back in.

All feedback is required by NLT COB 16 June 2020.
Thank you for your time in reviewing this document.

Kind regards,

RE: ReC oo\ Sew AW /ASW/LGBTI+ Staff and Allies Network: Gender Affirmation in the Workplace PI [SEC=

To M Diversity

UNCLASSIFIED
Hi
That is a very well written procedural instruction. Great collective effort from the Diversity Team.

| particularly like the work you have done around Attachment C - Consultation Check List and Appendix A — Gender Affirmation
Questionnaire for Managers. | think will go a long way in supporting an inclusive environment for staff.

Knowledge is power and when we know better, we do better.
Thank you for allowing us the opportunity to review.

Kind regards
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