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Basics
R e 26/07/2024 02:33 PM
] Please resEond to
I
Send To EYEE G -bs.gov.au
co PRI, ECE. ETR o <bs. gov. al
bcc
Subject ACON - Invoice PID - Invoice-PID000664 ]
Protective Mark
Information Caveat
management [] Personal privacy [ ] Legal privilege [ ] Legislative secrecy ]
markers
Categories Workplace Diversity\Memberships\Pride in Diversity\AWEI

AUTION: External email. Do not click links or open attachments unless you
recognise the sender_a_nd k_now the content is safe.

Hi
Please see:invoice PID - Invoice-PID000664 SRS attached.
Please send a copy of remittance advice to after making the payment.

Please note if you are paying by creditcard, use only the last 7 digits for the invoice number
field.

Should you have any enquiry please do not hesitate to contact us.

Thank you.
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o
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@ pridein
- diversity

38 136 883 915

ACON Health Limited

414 Elizabeth St.

Surry Hills Sydney, NSW 2010
Phone 02 9206 2000

BILL TO:

AUSTRALIAN BUREAU OF STATISTICS
GPO BOX 2796Y

MELBOURNE, VIC 3001

ATTN - S

pride prideinhealth

sport

TAX INVOICE

INVOICE NO : PID000664
Invoice Date : 26/07/2024

Customer Code :

P.O. number :

DESCRIPTION

AMOUNT

PID Standard Membership renewal from 15/8/24.to 14/8/25

Subtotal
GST
Total

Remittance Advice

EFT Payment Details

Account Name $47G
Bank S47G
BSB 476G
Account No $47G

Debtor Details

Debtor No s47G
Invoice No PID000664

Invoice Total

Credit Card: We accept Visa/Mastercard/AMEX. Terms of Payment: 14 days
To make online payment, please visit: https://prideinclusionprograms.com.au/invoice-payment/

Please send a copy of remittance advice to

Please refer to our T & C - Microsoft Word - APIP_TermsConditions 26 August 2020 (prideinclusionprograms.com.au)

Invoice Date: 26/07/2024 Terms: 14 Days

Due Date: 09/08/2024 Customer ID: EXEEN
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Notification: FW: ACON - Invoice PID - Invoice-PID001547 [SEC=OFFICIAL]
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From:

Sent: Friday, 22 August 2025 1:04 PM

To: IS © 2bs.£0v.2u>
Cc: E— P

Subject: ACON - Invoice PID - Invoice-PID001547




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

Hi
Please see invoice PID - Invoice-PID001547 | S attached.

Please send a copy of remittance advice to after making the payment.

Please note if you are paying by creditcard, use only the last 7 digits for the invoice number field.

Should you have any enquiry please do not hesitate to contact us.

Thank you.

@W
HEALTH

(See attached file: PID - Invoice-PID001547.pdf)



pride

pride prideinhealth

3 diversity sport

38 136 883 915
ACON Health Limited
414 Elizabeth St.
Surry Hills Sydney, NSW 2010
Phone 02 9206 2000 TAX INVOICE
BILL TO: INVOICE NO : PID001547
AUSTRALIAN BUREAU OF STATISTICS Invoice Date : 21/08/2025
GPO BOX 2796Y Customer Code :
MELBOURNE, VIC 3001 P.O. number :
ATTN : I

DESCRIPTION AMOUNT

Pride in Diversity Essential Membership from 16/8/25 to 15/8/26

Subtotal

GST
Total

Remittance Advice

EFT Payment Details

Account Name
Bank

BSB

Account No

Debtor Details

Debtor No

Invoice No PID001547
Invoice Total

Credit Card: We accept Visa/Mastercard/AMEX. Terms of Payment: 14 days
To make online payment, please visit: https://prideinclusionprograms.com.au/invoice-payment/

Please send a copy of remittance advice to EllllEEEEE

Please refer to our T & C - Microsoft Word - APIP_TermsConditions 26 August 2020 (prideinclusionprograms.com.au)

Invoice Date: 21/08/2025 Terms: 14 Days

Due Date: 04/09/2025  Customer ID:
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522

S @ -bs.gov.au

30/05/2024 08:33 AM

Send

To N - >s. GOV aU>
cc
bcc

Subject

FW: Your Pride Inclusion Programs order is now complete [SEC=OFFICIAL]

Protective Mark

OFFICIAL

Information Caveat
management [ | Personal privacy || Legal privilege [ Legislative secrecy

markers

Categories Workplace Diversity\Memberships\Pride in Diversity

S22
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From:
Sent: Monday, May 20, 2024 4:21 PM

To: EXEEEE © 2 bs.gov.au>

Subject: Fwd: Your Pride Inclusion Programs order is now complete

AUTION: External email. Do not click links or open attachments unless you recognise the sende!
Eafe.

Sent from my iPhone

Begin forwarded message:
From: Pride in Diversity <G
Date: 20 May 2024 at 10:24:28 am AEST
To:
Subject: Your Pride Inclusion Programs order is now
complete

Reply-To: Pride in Diversity <

Thanks for shopping with us

i

We have finished processing your order.

[Order #12808] (20/05/2024)

Product Quantity Price

Ally Stickers - Members Pagk of 10 4 $48.00

Badges - Ally - MembergIndiidual Pin 40 $158.00

Subtotal: $206.00

Shipping: $17.00 via Standard Shipping
Payment method PayPal

Total: $223.00

BiIIinﬂ address Shiﬁﬁinc': address

ABS ABS

200°€0llins Street 45 Benjamin Way

Hobart“Tasmania 7000 Belconnen Australian Capital Territory 2677

Thanks for shopping with us.

Pride Inclusion Programs thank you for your order!



Document 4

& Outlook

FW: Confirming Thursday 21 August ABS & PID catchup at ABS house 10.30 am [SEC=OFFICIAL]

S22

Sent: Thursdav. 21 August 2025 4:10 PM

To: (@abs.gov.au>; abs.gov.au>;
@abs.gov.au>; Dabs.gov.au>; Nicky Bell <nicky.bell@abs.gov.au>

Cc: Bindi Kindermann <Bindi.Kindermann@abs.gov.au>

Subject: RE: Confirming Thursday 21 August ABS & PID catchup at ABS house 10.30 am [SEC=OFFICIAL]

Hi all

Thank-you for the catch-up today, it was great to connect, here’s an outline of the information we
discussed — let me know if I've missed everything!

Membership Status
Current
Membership Renewal Date




16/8/2026

Membership Hours Used
0.00

Member Hours Remaining
6.00 +6.00 rolled over

PID UPDATE
PID Q3 Roundtable

e Darwin/Garramilla Roundtable, Tues 26 Aug, 2:00pm — 3:30pm (ACST) — Register Here

* AWEI Survey (6-Oct to 23-Feb)
AWEI (2025-26 AWEI Employee Survey — Registration | Australian Workplace Equality Index)
* AWE| Practice Points 2025

Key Insights (published)

Being Out at Work (published)

Trans and Gender Diverse Inclusion

Allies in the Workplace (published)

NEW: Workplace Inclusion Impacts (published)
Impacts of Leadership Support

Bullying & Harassment Experiences
Impacts of Visible role models

Applying an Intersectional Lens

* PID Academic Paper published:

Same or Different? Understanding Employees' Perceptionsfof Their Own Workplace Diversities -
Perales - 2025 - Diversity & Inclusion Research - Wiley Onlinedlibrary

It highlights underrepresented diversity dimensions—such as caring responsibilities and socioeconomic
status—and reveals ideological resistance to diversity practices, offering important insights for
improving survey design and data collection.

* LGBTQASB+ Mob at Work report published

The report, developed by Pride in Diversity and the UTS Centre for Social Justice and Inclusion,
explores the workplace experiences of LGBTQASB+ First Nations people - including Sistergirls,
Brotherboys, and other gender-diverse identities. It highlights the intersectional challenges they face
and the cultural strengths they bring to workplaces.

* TransHub National Launch — 29" August

Trans Health Equity is excited to invite you to a special webinar marking the national relaunch of
TransHub, now supporting-trans and gender diverse communities across every state and territory in
Australia.

Register now: https://ferms.acon.org.au/form-6873308/national-launch-webinar-rego-form-transhub

* PIP Conference, Melbourne, 25-26th November

e Sponsorship opportunities
¢ Early Bird tickets available
o Info available in E-News:
¢ VIC MIDSUMMA EOI'S
Carnival & Marching, Sponsorship or Volunteering

Midsumma Carnival | Sunday 19 January



Pride in Diversity (stall name ACON s Pride IncIu3|on Programs) will be at Midsumma Carnival.
We are inviting PID members to:

1. Volunteer at our stall during the day —enquire tc1ere
2. Come and say Hi to the team and make an origami rroua Heart or try your luck at the
Inclusion parlour games!

Midsumma Pride March | Sunday 2 February
L s _

Pride in Diversity (ACON'’s Pride Inclusion Programs) will be marching at Midsumma Pride
March.
We are inviting PID members to:

1. Sponsor us (vour oraanisations logo to be added to our marching ‘Proud Hearts’ t-shirts)
— énquire to S47F here

mrs

I"Ie cNGIC

| Hm/

ﬂﬂall‘l

ride BB

leErSIt‘j

ll "‘l




2. March with us — enquire tc here (sponsorship not required to march
with us)

» 5x places and 5x ‘Proud Hearts’ t-shirts per each PID member (extras to be added to
waitlist)

* WIPD Proud Hearts toolkit

This year for WIPD we have put together a toolkit to guide our members through hosting your own
'Purple Hearts crafternoon.

Take a look at the attached toolkit for all the steps and recommendations, or if watching something is
more your style the video below gives a little information on Wear It Purple Day, the considerations for.
hosting your own crafternoon, and then walks you through step by step in how to make an origami
heart.

'Purple Hearts crafternoon' toolkit video

ABS REQUEST FOR DATA AND INSIGHTS ON LGBTQ+ INCLUSION

Why LGBTQ+ Inclusion still matters signed letter from Dawn:

KWM presentation: Australian Legislative Requirements to Support DEI

Recap: Lunch & Learn: How Do Australia's Legislative Requirements Support Diversity Equity &
Inclusion? Wednesday, 13 August | Meeting_| Microsoft Teams

Open for Business report: Business Case for LGBTQ+ Workplace Inclusion.

PID AWEI Practice Point: Workplace Inclusion Impacts

e Up to 4x higher employee recommendation rates

61% lower intent to leave with inclusion training

73% lower turnover intent where allyship is supported

Up to 60% higher perceived job security with visible role models

Up to 121% higher job satisfaction where bullying'is addressed

Detailed report:

RE Trans Awareness Week:

TRANSGENDER & GENDER DIVERSE AWARENESS (60-90 mins)

Session overview

The aim of this session is to provide participants with an overall understanding of binary and non-binary
gender experiences and identities as part of the LGBTQ+ spectrum.

The session will explore the complex nature of gender identity and gender affirmation processes
(transitioning), provide a level of comfort around terminology, outline some of the unique challenges
often faced by transgender and gender diverse employees and how to support an employee affirming
their gender in the workplace. The session will also provide awareness on the impact that culture has
on the lived experiences.of its'.employees regardless of their gender identity.

This session is recommended to support an employee’s Gender Affirmation.

Session outcomes:

¢ Understand the diversity of, and differences between sex assigned at birth, gender identity,
gender expression and sexual orientation

¢ Understand some of the lived experiences and unique challenges faced by transgender and
gender diverse employees and the impact to the workplace

¢ Respond to some of the common views, stereotypes or misconceptions attached to gender
diversity

e .Understand the role that individuals play in creating a more inclusive culture in supporting and
employee through gender affirmation (transitioning) at work

Session locations:

. Brisbane

. Canberra

. Sydney

. Perth

. Geelong

. Adelaide (ABS & RM TBC)
. Melbourne CBD (ABS TBC)

NO OB WN -~



Thanks and speak soon

Pride in Diversity
ACON'’s Pride Inclusion Programs

Direct Bz
Email (9=
Address: zuu nouuie Sueel, Avbotsford, VIC 3067
Website: www.prideinclusionprograms.com.au

3 Book time to meet with
™ me

PPRIDE =

IN PRACTICE

We'ra celebrating 15 years of

leading LGETQ+ inclusion. ride in

15 years of LGBTQ+ people
being able to bring their whole dl‘lferSIty

selves to work.

ACON acknowledges and pays respect to the Traditional Owners and Custodians of the lands, waters and
territories on which we work.

This email and any files transmitted with it.are confidential and intended solely for the use of the individual or entity to which it is
addressed. If you are not the named addressee you should not disseminate, distribute or copy this email. Please notify the
sender immediately by email if you have received this email by mistake and delete this email from your system. Please note
any views or opinions expressed in this email are solely those of the author and do not necessarily represent those of ACON.
Email transmission cannot be guaranteed to be secure or error-free as information could be intercepted, corrupted, lost,
destroyed, arrive late or incomplete, or contain viruses. The sender therefore does not accept liability for any errors or
omissions in'the contents of this message which arising as a result of email transmission.

Sent: |uesaav. 1Y Ausust 2uz> 1:27 PM

To
Cc ([@abs.gov.au>

Subject: Confirming Thursday 21 August ABS & PID catchup at ABS house 10.30 am [SEC=OFFICIAL]

HiE—

Just checking in to confirm that all is ok for our meeting on Thursday.
The meeting will cover



Update from yourself
ABS update
Membership hours
Anything else?

We still haven’t received our invoice for membership.

Just call me orand I'll collect you from the foyer.

Looking forward to catching up.
Regards

s22
Senior Inclusion and Diversity Officer

Inclusion and Diversity
People Services Branch | Enterprise Services Group | Canberra Office

Australian Bureau of Statistics

(P)I2H) (E @abs.gov.au (W) www.abs.gov.au

Non work day Fridays
I work flexibly and I'm sending this email now because it's a good time for'me, but | do not expect you to read,
respond or action it outside of your regular hours

K @W THIS EMAIL COMES T0 YOUFROM
YOUR  NGUNNAWAL
C@UNTRY COUNTRY

This email and any files transmitted with it are confidential and intended solely for the use of the individual or entity to which
it is addressed. If you are not the named addressee you should not disseminate, distribute or copy this email. Please notify the
sender immediately by email if you have received this email by mistake and delete this email from your system. Please note
any views or opinions expressed.in this email are solely those of the author and do not necessarily represent those of ACON.
Email transmission cannot be guaranteed to be secure or error-free as information could be intercepted, corrupted, lost,
destroyed, arrive late or incomplete, or contain viruses. The sender therefore does not accept liability for any errors or
omissions in the contents of this message which arise as a result of email transmission.



Document 5

"AWEI" Response Update: 7 DAYS TO GO AWEI E... 22/02/2024 09:45:57 AM

Response Update: 7 DAYS TO GO AWEI Employee survey (22/02/24)
"AWEI" 22/02/2024 09:45 AM



turnag
Typewritten text
Document 5


Basics

"AWEI" 22/02/2024 09:45 AM
Send To R @)= bs.gov.au>
GG
Subject Response Update: 7 DAYS TO GO AWEI Employee survey (22/02/24)

Protective Mark

Information Caveat
management [_] Personal privacy [] Legal privilege [ Legislative secrecy
markers
I Categories
Visibility Public
Editors ENE. \\kgroup]
Document Usage Information Management - determines recordkeeping action
Document Id DCOO-D2NVD3
AUTION: External
mail. Do not click links.{
r open attachments
nless you.recognise the
ender and know the
ontent is safe.
H
Thank you for requesting the link for to participate in the 2024 AWEI

Employee Survey.

There is JUST 7 DAYS to go!

Updates via email will be provided Monday and Thursdays until




survey closes

The Surveys will remain open until C.0.B. 29th February 2024

(8pm Australia Eastern Daylight savings time)

Your organisation has:

Responses
received

FTE provided
% of FTE
responded

In 2023

Your link this year is
https://survey.websurveycreator.com/s/2024 AWEI?org-name=AustralianBureauofStatistics

Please ensure you provide this to your employees exactly as written to ensure responses are
automatically allocated to your organisation.

Please ensure you remind your employees to complete'the survey, if you would like to advise us of
the period you will be distributing we are happy to help you keep track during that time.

Should you have any questions, please do not hesitate to contact:by
replying to this email or via

On behalf of the Pride in Diversity team, we would like to thank you for participating in this Survey.
We look forward to sharing your results with you.

Kind Regards

ACON’s Pride Inclusion Programs

Direct:

Address: 414 Elizabeth St Surry Hills NSW 2010

Website: www.prideinclusionprograms.com.au | www.pid-awei.com.au
Twitter: Pridediversity |Prideinsportau | PrideinHealth+Wellbeing
Facebook: PridelnDiversity | Prideinsport |Prideinhealth+wellbeing

This email and any files transmitted with it are confidential and intended solely for the use of the individual or
entity to which it is addressed. If you are not the named addressee you should not disseminate, distribute or copy
this email. Please notify the sender immediately by email if you have received this email by mistake and delete
this email from your system. Please note any views or opinions expressed in this email are solely those of the
author and do not necessarily represent those of ACON. Email transmission cannot be guaranteed to be secure or
error-free as information could be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or contain
viruses. The sender therefore does not accept liability for any errors or omissions in the contents of this message






Document 6

"AWEI" Response Update: TEN DAYS TO GO AWEL... 19/02/2024 01:10:52 PM

Response Update: TEN DAYS TO GO AWEI Employee survey (19/02/24)
"AWEI" 19/02/2024 01:10 PM



turnag
Typewritten text
Document 6


Basics

"AWEI" 19/02/2024 01:10 PM
Send To N )2 bs .gov.au>
63
Subject Response Update: TEN DAYS TO GO AWEI Employee survey.(19/02/24)

Protective Mark

Information Caveat
management [_] Personal privacy [] Legal privilege [ Legislative secrecy
markers
I Categories
Visibility Public
Editors ENE. \\kgroup]
Document Usage Information Management - determines recordkeeping action
Document Id DCOO-D2L58K
—
AUTION: External
mail. Do not click'links. 4
r open attachments
nless you.recognise the
ender and know the
ontent is safe.
H
Thank you for requesting the link for to participate in the 2024 AWEI

Employee Survey.

There is TEN DAYS to go!

Updates via email will be provided Monday and Thursdays until




survey closes

The Surveys will remain open until C.0.B. 29th February 2024

(8pm Australia Eastern Daylight savings time)

Your organisation has:

Responses
received

FTE provided
% of FTE
responded

In 2023
If you feel the numbers above are incorrect, please get it contact and we can‘review.

Your link this year is
https://survey.websurveycreator.com/s/2024 AWEI?org-name=AustralianBureauofStatistics

Please ensure you provide this to your employees exactly as written to ensure responses are
automatically allocated to your organisation.

Please ensure you remind your employees to complete the survey, if you would like to advise us of
the period you will be distributing we are happy to help you keep track during that time.

Should you have any questions, please do not hesitate to contact: gz by

replying to this email or via

On behalf of the Pride in Diversity team, we would like to thank you for participating in this Survey.
We look forward to sharing.your results with you.

Kind Regards
rsity
ACON’s Pride Inclusion Programs

Direct:

Address: 414 Elizabeth St Surry Hills NSW 2010

Website: www.prideinclusionprograms.com.au | www.pid-awei.com.au
Twitter: Pridediversity |Prideinsportau | PrideinHealth+Wellbeing
Facebook: PrideInDiversity | Prideinsport |Prideinhealth+wellbeing

This email and any files transmitted with it are confidential and intended solely for the use of the individual or
entity to which it is addressed. If you are not the named addressee you should not disseminate, distribute or copy
this email. Please notify the sender immediately by email if you have received this email by mistake and delete
this email from your system. Please note any views or opinions expressed in this email are solely those of the
author and do not necessarily represent those of ACON. Email transmission cannot be guaranteed to be secure or



error-free as information could be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or contain
viruses. The sender therefore does not accept liability for any errors or omissions in the contents of this message

which arise as a result of email transmission.

\
<<O
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Response Update: 9 hours to go... AWEI Employee survey (29/02/24)
"AWEI" 29/02/2024 09:56 AM
Basics
"AWEI" 29/02/2024 09:56 AM
Send To R @)= bs. gov.au>
&
Subject Response Update: 9 hours to go... AWEI Employee survey (29/02/24)

Protective Mark

Information Caveat
management [ ] Personal privacy [] Legal privilege [] Legislative secrecy
markers
Categories
Visibility Public
Editors ESEEEE. |\ kgroup]
Document Usage Information Management - determines recordkeeping action
Document;id DCOO-D2VVKB
—_—

CAUTION: External
mail. Do not click links
r open attachments
nless you recognise the
ender and know the
ontent is safe.



Hi I

Thank you for requesting the link for to participate in the 2024 AWEI
Employee Survey.

There is JUST 9 Hours to go!

The Surveys will remain open until
C.0.B. Thursday 29th February 2024

(8pm Australia Eastern Daylight savings time)

Your organisation has:

Responses
received

FTE provided
% of FTE
responded

In 2023

Once closed the team will go through a cleansing process on results and you will be provided your
results towards the end of May in line with the AWEI Awards.

Your response numbers above may change depending on this cleansing process, so please stay
tunned for final response numbers.

Should you have any questions, please do not hesitate to contact: GGG
replying to this email or via

On behalf of the Pride in Diversity team, we would like to thank you for participating in this Survey.
We look forward to sharing your results with you.

Kind Regards

“TIC n viversi
ACON’s Pride Inclusion Programs

Direct

Address: 414 Elizabeth St Surry Hills NSW 2010

Website: www.prideinclusionprograms.com.au | www.pid-awei.com.au
Twitter: Pridediversity | Prideinsportau | PrideinHealth+Wellbeing
Facebook: PridelnDiversity | Prideinsport | Prideinhealth+wellbeing

This email and any files transmitted with it are confidential and intended solely for the use of the individual or
entity to which it is addressed. If you are not the named addressee you should not disseminate, distribute or copy



this email. Please notify the sender immediately by email if you have received this email by mistake and delete
this email from your system. Please note any views or opinions expressed in this email are solely those of the
author and do not necessarily represent those of ACON. Email transmission cannot be guaranteed to be secure or
error-free as information could be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or contain
viruses. The sender therefore does not accept liability for any errors or omissions in the contents of this message

which arise as a result of email transmission.
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Response Update: 2nd last update - AWEI Employee survey (22/02/24)




"AWEI" 26/02/2024 10:51 AM

Basics
"AWEI" 26/02/2024 10:51 AM
s47G
Send To e, < ->s gov.au>
cc
Subject Response Update: 2nd last update - AWEI Employee survey (22/02/24)

Protective Mark

Information Caveat
management [] Personal privacy [ ] Legal privlege [ ] Legislative secrecy ]
markers

Categories |
Visibility Public

Editors [Wkgroup]

Document Usage Information Management - determines recordkeeping action

Document Id DCOO-D2T2HP

fAUTION: External-email. Do not click links or open attachments unless you recognise the sende

he content is safe.

Thank you for requesting the link for to participate in the 2024 AWEI
Employee Survey.

There is JUST 3.5 DAYS to go!

This is your second last update, final update will be sent out
Thursday morning



The Surveys will remain open until
C.0.B. Thursday 29th February 2024

(8pm Australia Eastern Daylight savings time)

Your organisation has:

Responses received 434
FTE provided 3500
% of FTE responded 12%

In 2023 you did not participate.

Your link this year is
https://survey.websurveycreator.com/s/2024 AWEI?org-name=AustralianBureauofStatistics

Please ensure you provide this to your employees exactly as written to‘ensure responses are
automatically allocated to your organisation.

Please ensure you remind your employees to complete the survey, if you would like to advise us of
the period you will be distributing we are happy to help you keep track during that time.

Should you have any questions, please do not hesitate to contact:by
replying to this email or via

On behalf of the Pride in Diversity team, we would like to thank you for participating in this Survey.
We look forward to sharing your results with.you.

Kind Regards

Pride in Diversity
ACON’s Pride Inclusion Programs

Direct J8¥s

Address: 414 Elizabeth St.Surry Hills NSW 2010

Website: www.prideinclusionprograms.com.au | www.pid-awei.com.au
Twitter: Pridediversity | Prideinsportau |PrideinHealth+Wellbeing
Facebook: PridelnDiversity | Prideinsport |Prideinhealth+wellbeing

This email and any files transmitted with it are confidential and intended solely for the use of the individual or
entity to which it is addressed. If you are not the named addressee you should not disseminate, distribute or copy
this-email. Please notify the sender immediately by email if you have received this email by mistake and delete
this email from your system. Please note any views or opinions expressed in this email are solely those of the
author and do not necessarily represent those of ACON. Email transmission cannot be guaranteed to be secure or
error-free as information could be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or contain
viruses. The sender therefore does not accept liability for any errors or omissions in the contents of this message

which arise as a result of email transmission.
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From: XN EEN
Sent: Thursday, 13 February 2025 12:06 PM
Subject: FINAL REPORTS 2024 AWEI Employee Survey Data

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

Where did 2024 go!?

Releasing Final Data Analysis: 2024 AWEI Employee Survey - Sector Reports

On Monday 10 February, we released the following reports, « These reports compare all data responses to the specific sector or

industry, highlighting differences (both positive and negative) across Australia.

These are available for download onthe AWEI Practice Points page

Sector reports are available for

® Public Organisations (including Local, State and Federal Government departments)
e Private Organisations

e Higher Education

Additionally, we will be releasing specific industry insights on Friday the 20 February comparing data from organisations who fit
within the following ANZSIC Codes to the whole 2024 response data.

B)-Mining

F)-Wholesale Trade

K)-Financial and Insurance Services 62 - Finance

M)-Professional, Scientific and Technical Services 6931 - Legal Services

We hope this helps to support your understanding of how your data compares to others in your sector and industry.

Kind Regards



SATF ACON’s Pride Inclusion Programs

Pride in Diversity | Pride in Sport | Pride in Health + Wellbeing

Please note: While I may send emails outside of your working hours, there is never any expectation for you to either read
these or respond during this time. Thank you.

Personal pronouns: she/her

Direct: EXEEG
Address: 414 Elizabeth St Surry Hills NSW 2010 | Email:

Website: www.prideinclusionprograms.com.au | www.pid-awei.com.au

Twitter: Pridediversity |Prideinsportau |PrideinHealth+Wellbeing

Facebook: PridelnDiversity|Prideinsport |Prideinhealth+wellbeing

We're celebrating 15 years of
leading LGBTQ+ inclusion. pride in
15 years of LGETQ+ people
| 4

YEAR being able to bring their whole dlverSIty
#  ANNIVERSARY SeRiets WOk

AUSTRALIA'S LEADING BENCHMARKS FOR LGBTQ INCLUSION

PRIDE
INCLUSION

PROGRAMS

ACON acknowledges and pays respect to the Traditional Owners and Custodians of all the lands on which we work.

This email and any files transmitted with it are confidential and intended solely for the use of the individual or entity to which it is addressed. If you are not the named
addressee you should not disseminate, distribute or copy this email. Please notify the sender immediately by email if you have received this email by mistake and delete
this email from your system. Please note any views or/opinions expressed in this email are solely those of the author and do not necessarily represent those of ACON.
Email transmission cannot be guaranteed to be secure or error-free as information could be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or contain

viruses. The sender therefore does not accept liability for any errors or omissions in the contents of this message which arising as a result of email transmission.

This email and any files transmitted with it are confidential and intended solely for the use of the individual or entity to which it
is addressed. If you are not the named addressee you should not disseminate, distribute or copy this email. Please notify the
sender immediately by email if you have received this email by mistake and delete this email from your system. Please note any
views or opinions-expressed in this email are solely those of the author and do not necessarily represent those of ACON. Email
transmission cannot be guaranteed to be secure or error-free as information could be intercepted, corrupted, lost, destroyed,
arrive late or incomplete, or contain viruses. The sender therefore does not accept liability for any errors or omissions in the

contents of this message which arise as a result of email transmission.
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From: EXE

Sent: Wednesday, June 5, 2024 12:30 PM
To: EXE - - > <o..>;

Subject: RE: AWEI Data FW: Feedback on IDAHOBIT day ABS broadcast [SEC=OFFICIAL]

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

Hey all,

s47G
| have attached the correct Public Data insights that we have Launched from the most recent data so far.

I would also say if you didn't know, and you love DATA we have theses amazing session over the year all on data Insights- You can register for the newsletter and to attend live

unpacking sessions or grab the PDF Data Sheets after the events :)

s4/7/G

Kind/Regards,

Pride in Diversity ¢ ACON’s Pride Inclusion Program

Book time to meet with me

Mobile: EXEE| i

Address: 200 Hoddle Street, Collingwood VIC 3067 | Linkedin: www.linkedin.com/in

Lo _n [og) ==

ACON acknowledges and pays respect to the Traditional Owners and Custodians of all the lands on which we work.
Click here to view ACON’s 2" Innovate RAP

From: [N, - - s .cov.ou>

Sent: Wednesday, June 5, 2024 11:41 AM

o P E




. CEOEWEmN.., 0 [|cEnrevens

Subject: AWEI Data FW: Feedback on IDAHOBIT day ABS broadcast [SEC=OFFICIAL]

Hi [Elond EE
Passing on this feedback we received from I believe this may have already been received from ABS, but appreciate any insights/response you can provide!

Cheers,

Assistant Director & Principal Strategic Designer
National Disability Data Asset and Data Systems Branch | Statistical Infrastructure Division | Australian Bureau of Statistics
) ENEEE ) EXEEN :bs.cov.au (W) www.abs.gov.au

Ngunnawal & Ngambri Country (Canberra, ACT)

s22
Co-Chai ABS Pride Network
The Australian Bureau of Statistics acknowledges the traditional ¢ lians of country throughout Australia and recognises their continui ion to land, waters and community. We pay our respects to them and their

cultures, and elders, both past and present

The ABS Privacy Policy outlines how the ABS handles any personal information that you provide to us.

From: S - s co.cu>
Sent: Wednesday, June 5, 2024 11:24 AM

Subject: Feedback on IDAHOBIT day ABS broadcast

Hello!
I was watching the video “International Day Against Homophobia, Biphobia, Interphobia and Transphobia (IDAHOBIT) - What is data’s role to support ‘no one left behind’?
2024 IDAHOBIT™.

s4/G

Thanks for your time!

IS i)
Mathematical Statistics Specialist
Methodology Futures | Methodology and Data Science Division | Australian Bureau of Statistics

) EEEE ©) BN 2bs.cov.au (W) www.abs.gov.au

The Australian Bureau of Statistics ac ledges the traditic dians of country throughout Australia and recognises their continuing connection to land, waters and community. We pay our respects to them and their

cultures, and elders, both past and present.



This email and any files transmitted with it are confidential and intended solely for the use of the individual or entity to which it is addressed. If you are not the named
addressee you should not disseminate, distribute or copy this email. Please notify the sender immediately by email if you have received this email by mistake and delete this
email from your system. Please note any views or opinions expressed in this email are solely those of the author and do not necessarily represent those of ACON. Email
transmission cannot be guaranteed to be secure or error-free as information could be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or contain viruses. The
sender therefore does not accept liability for any errors or omissions in the contents of this message which arise as a result of email transmission. (See attached file: Key

insights.pdf)



FOUR WAYS
TO GET |

ON POINT.

THE 2024 AWEI EMPLOYEE SURVEY
EDITION 1: KEY INSIGHTS

The annual Australian Workplace Equality Index Employee Survey has been running for the past 13'years as
part of the suite of offerings from Pride in Diversity.

Pride in Diversity is Australia’s first and only national not-for-profit employer support program for all
aspects of LGBTQ+ workplace inclusion. Pride in Diversity are specialists in HR, organisational change and
workplace diversity dedicated to improving the health and wellbeing of LGBTQ+ people by reducing
exclusion, invisibility, homophobia, and stigma in the workplace. The AWEI Employee Survey provides
insights into organisational culture, employees’ beliefs, opinions, and knowledge about LGBTQ+ inclusion
initiatives, and differences in experience between LGBTQ+ and non-LGBTQ+ respondents.

In 2024 169 organisations and 42,219 individuals took part in the survey. Of these, 41,497 respondents are
Australian-based, and 722 work in overseas locations for Australian employers.

All organisations taking part in the survey are working to increase and support LGBTQ+-inclusive practices
within their organisations’.

44,970
42,104 =c= 41157 42219
Total Responses = R
O Overseas 33,572
O Australian 27,349
23,120
16,759
13,393
9,048
5,663
270 3,026 .
IR SO R

2012 2013, 2014 2015 2016 2017 2018 2019 2020 2021 2022 2023 2024

In‘this Practice Point, we will be focusing on the 2024 Australian employee results, where applicable
comparing them to the past two years to show trends and highlighting relevant differences between
cohorts of respondents. This practice point does not focus on any one cohort of respondents.

T Results reflect the attitudes and knowledge of respondents from organisations working in inclusive practices.

pridein Sponsored Goldman

diversity proudlyby  Sachs
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Demographics

Sector & Industry

Participation is spread across all organisation Participation by organisation size
sizes. This year there has been an 11.8% increase
in significant organisation participation. As 6.8% 5.5% Small (<500)

20.8% 18.9%

expected, the spread of responses favours large 212% 20.6%

and significant organisations with a 5.0% Medium

increase in individual participation from 29.8% 28.4% \ (501-1999)

employees in Significant organisations. This year 36.(/; 0 Large (2000-

also saw a 9 .0% reduction in small organisation f 8000)

participation, and an 18.5% reduction in 31.5% 32.5% N 4 Significant

individual participation from small organisations. / (8000+)
6.0% 37.8%

Little change is noted regarding the participation 18.0% 20.1% ‘

spread by sector, with 65.1% of organisations -

identify as Private Companies 23.7% in the Public 2023 2024 2023 2024

Sector (Federal, State or Local government),
Higher Education providers making up 7.1% and
the final 4.1% from Non-Profit / Non-
government/ Charity organisations 2.

% organisations % responses

Like the past 2 years, over half of all respondents work in

the Private Sector (2024: 54.4%, 2023: 55.6%). 2024 has % responses by organisation sector
had a 3.1% increase of responses from the Public sector

(2024: 39.2%, 2023: 38.0%), though most significantly this

has been within the Local Government sector which saw Pulkile Seeer,

an 85.9% increase in participation.(2024:2.6% v, 2023: 39.2% Education,
1.4%). NFP/NGO/Charity respondents have also increased 5.1%
by 99.0% from 0.7% to 1.4%this year.

NFP/ NGO/
In 2024, Organisations were asked to advise their Primary Charity, 1.4%

Industry based on the by using the ANZSIC standard list *
This means that analysis of past year participation is not
possible,.though going forward we will have a clearer
picture of the attitudes within various industries.

Private
Company, 54.4%

Detailed analysis will be provided on Sector and Industry
data in future publications.

2 In 2023, sector and industry determination has been via an organisation’s expression of interest request rather than individual
respondents being required to identify this information for their organisation.

3 Australian and New Zealand Standard Industrial Classification (ANZSIC), 2006 (Revision 2.0) | Australian Bureau of Statistics

(abs.gov.au)
THE 2024 AWEI EMPLOYEE SURVEY -EDITION 1_KEY INSIGHTS PAGE | 2 OF 16
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Location

All states and territories are represented by both
organisations and respondents in 2024. Over the past
three years we have seen a rise of 37.8% in
respondents from Queensland, and 7.9% for
Tasmania, with a 45.2% decrease in respondents from
The Northern Territory.

The proportion of respondents aligns to the make-up
of Australia’s population in most instances®. The
exceptions to this are:

e ACT - can be attributed to the large
representation of Federal Government
departments with Canberra-based employees,
participating in the survey.

e TAS & NT —which is due to the small
population proportion of Australia.

State % of the national population (ABS 2021) % of respondents % difference
ACT 1.7% 9.6% 82.5%
NSW 31.8% 29.6% -7.6%

NT 1.0% 0.4% -169.5%
QLD 20.3% 21.1% 41%

SA 6.9% 4.4% -58.1%
TAS 2.1% 1.0% -108.9%
VIC 25.9% 22.3% -16.0%
WA 10.4% 11.7% 10.8%

The location of the workplace within the state or territory has been divided to identify where respondents
are working, Regional, Rural, or.Remote location, or in Capital city, city centre or suburbs area.

Of the 84.4% of people from:metropolitan areas, there has been a 7.3% reduction of respondents in City
Suburb locations from 33.2 to 30.8%. Within the non-capital city areas of the country there has been a 2.1%
increase in respondentsoverall (3.5% for regional city or towns, and 3.2% for remote areas.

We note there has been an 8.7% reduction in respondents from rural areas.

4 National, state and territory population, December 2022 | Australian Bureau of Statistics (abs.gov.au)

THE 2024 AWEI EMPLOYEE SURVEY -EDITION 1_KEY INSIGHTS PAGE |30F 16
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While most respondents being from metropolitan regions is not surprising, we note that they do skew the
overall statistics toward the experiences of metropolitan employees.

2024 2023

Suburbs, Regional - city or town, Suburbs, Regional* city or

30.8%
b / 12.7% 33.2% | town, 123%

~_Rural, 1.6% |
Rural, 1.7%

City \ \ Remote,
i
Centre, Remote, 1.2%

tre

53.7% 1.3% 51
Roles within the organisation ] 83.4%
Full-time 83.6%
_ , _ 84.5%
Overall, we are seeing a slight upward trend in
. . [o)
full time employee respondents, and a decline Part-time 3\%‘;
in all other employment types. 84.5% are full 9.2% 2022
time, 9.2% part-time employees. People on 239
fixed-term contracts who responded to the Temporary/ Casual %8;’/%) 2023
survey have reduced by 6.4% to 3.9%: This R 2024
indi -t 4.3%
may indicate more fuI'I time employees ) Contract (fixed term- paid staff) 41%
overall, though historically we have received 3.9%
comments that being in non-full-time . o
. . Volunteer / Non-paid & Other ~ 0.3%
employment reduces the available time to 0.4%
.. . . A . employment type 5o,
participate in inclusion activities which may :
also relate to capacity to participate in the AWEI Employee survey.
We see a reduction'of 21.8% in responses from
people who have been with their organisation less
than 1 year, which has gone from 19.2% in 2022 to Level 1. Leadership team
15.9% in 2024 and-an increase of 45.0% within the 1- (CEO or equivalent & those reporting
. . to CEO (not EA/PA)
to-3-year group. Those who have been in their
organisation over 20 years has increased 9.4% since / 3.8% \
last year. round 45% of respondents have worked ] .
) ; . ) evel 2. Reporting to level 1 -
with their organisation between 4-20 years. Senior staff (including EA/PA to
Executive team)
Compared to 2023, 3.7% more respondents are level 27 79
3 employees (2024: 62.6% vs 2023: 60.3%), and 1.7% / e \
more are level 1 employees. Level 2 and level 4 Level 3. Reporting to level Level 4. Reporting to any
employees have reduced by 6.4% and 6.5% 2 - Employees/Individual level - New Workforce
respectively. Contributor entrants

/ 62.6% 5.9% \
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Within these we also record respondents who manage other staff, a cohort that has high impact on the
experiences of people in their teams, and on the culture of the organisation.

Role and management status (2024)

7.2% -~
26.1% Direct
reports
73.3%
0,
92.8% 92.8% Tor

73.9% more
\ Direct
_— 26.7% \ reports

Level 1. Level 2. Level 3. Level 4.
Leadership team - Reporting to level 1 - Reporting to level 2 - Reporting:to any level -
Leadership/executive team Senior staff Employees/Individual . New Workforce entrants

Contributor
Personal demographics
Age

Over the past three years we have witnessed a 9.4% decline in respondents under 25, and a 7.1% increase in
respondents in the over 65+ category.

5.6%

Under 25 5.7%
o,
>1% 2022
y o N 24.8%
25-34 [ { A N 25.5% 2023
W v 23.6%
T &y — 29 3% 2024
35-44 | V' 4 | 28.8%
o N & 29.2%
| O o 25.5%
45-54 - ” 25.1%
Fy 2 & 26.4%
AR hd 12.1%
55-64 w4 12.0%
| & . 12.6%
T 1.4%
65+ W 14%
O 1.5%
o 12%
No response 1.5%
1.5%

We know that age is a key influencer in attitudes towards LGBTQ+ inclusion, and we will see the impacts of
this change in age demographics to the older generations further on.
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Pronouns

95.7% of respondents exclusively use gendered pronouns (he/him or she/her). This year we have seen an
increase of 6.2% of respondents exclusively using gender-neutral (they/them) pronouns. And 18.5%
increase in using rolling pronouns with 2.5% of respondents selecting these options (he/they and she/they).
0.8% identified using pronouns other than he, she, or they. Overall, 4.3% of respondents use personal

pronouns other than just she or he exclusively, compared to :
3.7% in 2023. | am comfortable using

they/them/their personal
pronouns for a-non-binary
employee here

When working with colleagues 82.6% of respondents are
comfortable using gender-neutral pronouns.

Increasing employees being comfortable using gender-neutral 8378
pronouns is important to ensure that all employees feel they can 83.1% "
ask to be addressed in a way that affirms them. / 82.60%

LGBTQ+ Respondents
12022 12023 m2024

In 2023, we implemented the standards set out by the Australian
Bureau of Statistics (ABS)' regarding the collection and dissemination of data relating to sex, gender, and
sexual orientation.

17.6%
25.7% of respondents identify as being of diverse Diverse Sexuality 24.7%
sexuality, diverse gender/trans experience or both 24.2%
(n10,189), with: . 2.3%
e 2.8% (n1,168) of respondents of both:diverse Diverse Gender 23?;;
sexuality and diverse gender/trans experience, 7
. . O,
e 21.4% of respondents of only diverse sexuality Diverse Sexuality 16.0% 29 2%
. (o]
(8,890), (only) 21.4%
e 0.3% of respondents of only diverse gender
P y J Diverse Gender 0.7%
(n140). (only) 0.3%
[o)
C dtol 13.6% i i o 2022
(o)
ompared to ast_year, we see a 13.6% |nc2e§se in Diverse Gender 1;.26543/ 2023
respondents of diverse gender, and a 41.7% increase & Diverse Sexuality 270
since 2022. 2.8% 2024
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Gender Identity

In 2024, 96.3% of respondents identified with Gender Experience

binary identities (Man/Male or

Woman/Female) (2023: 96.7%), and 2.5% with Cisgender Woman # 5659%
non-binary identities (‘'non-binary’ or ‘a & 557%
gender identity not listed’) (2023: 2.2%). Over Cisgender Man 0 395%
the past three years we have seen a 72.9% 1.398%
increase in rfaspondents identifying as a non- Transgender Woman  0.4%
binary identity. 0.5%
The gender experience of respondents is, in Transgender Man  02%
the most part, cisgender (95.5%). Of the 0.3%
remaining people, 3.2% of respondents Non Binary © 2.2% 2022
advised having a gender identity which does 2.4% 2023
not align with their sex recorded at blhrth Remaining population 11.2% 2024
(transgender). 1.3% of respondents did not 13%
provide enough information to determine
their gender experience.
: 53.3%
Sexual orientation Gay, Lesbian (Homosexual) 48.5%
45.9%
People of diverse sexuality make up 24.2% of all Bisexual 25'74;/(‘)’@
respondents (n10,058). This year again, we continue 28.8%
i i i 8.6%
to obgerye an increase in re;pono!ents of diverse Pansexual 855
sexuality identifying with orientations other than 8.4%
gay/lesbian. In 2024, 54.9% of respondents of 7.0%
. _ o Queer 9.1%
respondents of diverse sexuality identified other than 8.8%
gay/lesbian compared to 51.5% in 2023, a 15.7% 3.6%
increase since 2022 Asexual 3.9% 2022
: 45% 0
. . ; . 2.1% 2023
Other background or idéntimgttributes A different term = 2.8%
3.6% 2024

While the AWEI employee survey does not specifically
focus on other areas of diversity, we do ask about other aspects of respondent’s background or identity
that may.affect workplace experiences or attitudes towards inclusion initiatives.

59.2% of all respondents said they have at least one attribute they feel contributes to their experiences
(regardless of their LGBTQ+ status).

When we look at the intersection of LGBTQ+ respondents and other background or identity attributes,
66.3% of all LGBTQ+ respondents have identified one or more other diversity attribute, compared to 57.6%
of respondents who are not LGBTQ+ and 64.3% of respondents where LGBTQ+ status is unknown.

This year, 2.7% identify as Aboriginal, Torres Strait Islander or both, a 25.1% increase in the past 3 years”.

> In 2024 this question was asked separately to all other diversity questions in line with best practice to
enable respondents to identify as one, both, or neither background. More detailed analysis will be able to
be provided in future years.
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Representation of other diversity elements have all increased with the most significant increases in those
who have identified another part of their background, identity or life stage that could be a barrier to their
career or being fully included at work increasing by 363.6% from 2023.

Since 2022, those responding who identify with a disability or long-term health condition has increased by
270.3%, neurodivergent respondents by 137.2% and those of faith/belief by 98.6%.

2022
2.2%
Aboriginal and/or Torres Strait Islander 2.4% g0
2.7% 12024
Culturally, linguistically or ethnically diverse, a migrant,
y, ling y y 9 V . U N 25.8%
refugee or a person of colour ~ A W4 27.7%
o g 5.0%
Living with a disability or long-term health condition A4 153%
AT T 184%
) 5.9%
Neurodivergent 11.0%
a 14.1%
) . ) W 11.7%
A person of Faith/religious belief — W 22.8%
7 . 23.2%
A person with another diversity 1.7% :
A 8.0%

Further analysis on the impact of the intersectionality of LGBTQ+ respondents with other diversities will be a
feature of a future Practice Point.

General Views

Personal beliefs on inclusion

Most beliefs on organisational inclusion have not significantly differed in the past three years. Respondents
still maintain the belief that.it is important that employees be active in this area of diversity and inclusion
(2024: 85.7%, 2023: 88.6%, 2022: 84.9%), and the belief that their organisation is genuinely committed to
LGBTQ+ Inclusion has'stayed steady at 84.3% this year (2023: 85.2%), though there has been a further slight
(2.1% over three years) decrease in the percentage of respondents who feel they understand why their
organisation puts effort.into this aspect of diversity and inclusion, down to 90.5%, the same rate we saw in
2020.

7.1% fewer respondents believe there are more than two genders (male/female), which is concerning after
we had seen this rate steadily rise for the previous three years.(2024: 57.1%, 2023 62.6%, 2022: 58.9%, 2021:
54.6%).

Personal support for the work the organisation does for LGBTQ+ employee inclusion had dropped a further
2.0% this year, to 82.7% from 84.4% in 2023 and 86.7% in 2022.

There has been a further decline in all other questions around organisational inclusion, with a three-year
reduction of:
e 57% a person of diverse gender would be welcomed (2024: 88.1%, 2023: 88.7%, 2022: 93.4%)
e 5.0% believing their organisation needs to put more effort into this aspect of inclusion (2024: 41.6%,
2023: 45.7%, 2022: 43.8%).
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e 4.9% believing if a member of their team were to begin openly identifying as a gender which is
different from their sex recorded at birth they would be fully supported by the team (2024: 85.4%,
2023: 86.8%, 2022: 89.7%)

o 4.4% believing they understand some of the unique challenges that people of diverse sexuality
and/gender face in the workplace (2024: 81.6%, 2023: 82.7%, 2022: 85.3%)

e 2.4% believing a person of diverse sexuality would be welcome in their team with this agreement
(2024: 92.9%, 2023: 93.3%, 2022: 95.1%).

Further analysis of these shifts has been undertaken, by comparing responses cross referenced with the age
of the respondents. We have seen that the decline in agreement can be linked to the increase in older
respondents.

Awareness & Ally Training

80.9% of respondents agree that there has been visibility and promotion of an'internal employee network,
and most respondents also feel they know where to find more information about this inclusion activity in
the workplace, slightly higher than last year (2024: 80.9%, 2023: 79.2%, 2022: 79.8%)).

67.7% of respondents have advised that training around LGBTQ+ diversity and inclusion has been made
available to them in the past year, and 48.3 % attended training an increase of 19.2% over three years (2023:
47.4%, 2022: 40.5%).

A further small decline in respondents feeling that training should be mandatory for anyone who manages
or supervises other people, has resulted in a 4.1% drop over three years from 80.9% in 2022 to 77.6% this
year.

Working with others

Being comfortable working with people of diverse gender or sexuality is high, with over 92.1% of
respondents agreeing they would be comfortable about colleagues talking about their same-gender or
gender diverse partner, however, thishas reduced slightly for the second year running.

94.5% of respondents are comfortable with colleagues bringing their same-gender or gender diverse
partner to work events:

| would be comfortable

..with'other employees talking about their same- 3362:/13
gender or gender diverse partners here 921 0‘.3/0 2022

2023

..with anoth I bringing thei -gend
with another employee bringing their same-gender 949% m 2024

origender diverse partner to a work-related event 94.50%
..having 'all-gender’ or 'gender-neutral’ toilets on our 806%
floor/area (assume male/female toilets are still 80.5%
available) 78.40%

Regarding having 'all-gender' or 'gender-neutral’ toilets on our floor/area (assume male/female toilets are
still available), this year 12.7% of respondents disagreed with this statement, which continues the trend of
disagreement increasing over the past three years (2023: 11.3%, 2022: 10.5%).
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The belief that if a member of their team were to affirm their gender they would be fully supported by the
team, has further decreased to from 89.1% to 87.6% since 2022.

Comfort levels of using a new name or pronoun for a colleague who has affirmed their gender has declined
further to from 83.1% to 82.6% since 2022.

Supporting gender affirmation

(o)
.... if a member of my team were to affirm their gender 97
86.8%
they would be fully supported by my team 2022
85.4%
2023
... be comfortable referring to another employee by a N 89.1% 2024
different name or personal pronoun if they were to A\ W 4 88.7%
affirm their gender L 876%

Health and Wellbeing

One of the most important measures is employees’ feelings of health and wellbeing within their
organisation. Agreement rates have remained relatively high over the past three years, though we see a
steady decline across all indicators with the exception of. “I feel mentally well here”. The most significant
being a 3.6% reduction in respondents feeling productive within their organisation.

| feel
91.6%
... safe and included within my immediate team 903% 2022
90.2%
78.2% 2023
... mentally well here 78.1%
78.3% 2024
82.0%
...I'can be myself here 82.1%
81.1%
: 77.3%
4 a sense of belonging here 76.1%
76.5%
) 87.8%
... productive here 86.7%
84.6%
. —_— 80.9%
..<engaged with the organisation and my role 80.7%
79.3%

While these rates are high, in 2024, there is still discrepancy around feelings of health and wellbeing in the
workplace between those who are LGBTQ+ and those who are not.

LGBTQ+ respondents are:
e 10.6% less likely to feel they can be themselves at work,
e  9.8% less likely to feel they belong,
e  9.0% less likely to feel mentally well.
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Health & Wellbeing - impacts of LGBTQ+diversity Non LGBTQ+
LGBTQ+
91.6% o Dif
87.5% 86.0% ifference
83.9% . 81.8% 9
80.5% 78.9% : 81.1 A)'
@® 4% . 74.9% . 75.5%
73.3% 71.2% @ % v
\. -6.8%
@ 0% )
@ o5
@ -106%
7 4
... safe and included ... mentally well here ... 1 can be myself ... a sense of ... productive here ... engaged with the
within my immediate here belonging here organisation and my
team role

These feelings are further affected by a person’s ability or willingness to be out or open about their diversity
at work, which will be explored in future practice points.

Bullying and harassment behaviours

In 2024 we continue to focus on bullying and harassment behaviours within the workplace, particularly
where respondents would feel comfortable reporting these behaviours if they were witnessed or
experienced.

77.5% of respondents are aware of Targeting people of dlver?‘e Sexuallty
confidential avenues to report and/or gender, | have witnessed : :

bullying/harassment related to one's diverse 14.8%
sexuality and/or gender. 13.9% 13.6% 2022 112023 w2024

71.0% of respondents feel their managers/
leaders are willing to address workplace
incivility behaviours such as negative
commentary, jokes and/or innuendo,
targeting people of diverse sexuality, and
69.9% regarding targeting people of diverse
gender, an.increase of over 7.0% from 2023.

32% 469 49%

Workplace Incivility More serious bullying
There has been an 8.1% decrease in

respondents agreeing that they have
witnessed workplace incivility. Unfortunately, there has been a 5.3% increase in respondents witnessing
more serious behaviours.

Witnesses' actions differ based on the severity of the bullying behaviours. 46.3% of respondents said that
they called out workplace incivility, and 44.3% called out more serious behaviours. Unfortunately, nobody
calling out serious behaviours has increased by 7.9% from 2023.
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Action taken when behaviours are witnessed

q\ 0
A y63 o bbj]"lo Ab‘z’()/o
60/0 60/0
2° ° o
0, 0/0 0| o/ 7:56
O
oo p 1% RSCLIMINY -l RS LIV
> 9o A A0 NS |
9% \ v
A0
2023 2024 2023 2024
Workplace Incivility Serious behaviours
| called out the behaviour Someone else called out the behaviour
No one called out the behaviour Unknown/Something Else

40.1% of respondents believe they would report workplace incivility to.a manager/leader (vs. 43.0% in
2023), and 7.1% believe they would report it to a grievance officer.orequivalent (vs. 5.9% in 2023). 45.4%
believe they would report to both.

Who would you report behaviours to if you were to witness
behayviours inthe future?

9°I° Olo
Sl of ) pb > 7 /
B> > o oo o
25: 20
N
590/ ° 530/ ° 1 ke &l 6-60/0 o <E>:\OIo o
4.6% > 39%389% AT3.49% 29%3 2%
i SN
2023 2024 2023 2024
Workplace Incivility Serious behaviours
Manager/leaders Grievance officer or equivalent
“Both manager/leader &/or grievance officer/equivalent I would not report
¥ Other

Being 'out’ or ‘'open’ at work.

For people of diverse sexuality, diverse gender or who have a trans experience, the survey looks at the rates
at which they can bring their whole self to their workplace. When discussing a person’s diverse sexuality, we
talk about them being ‘out’ or 'not out’. When discussing a person’s diverse gender or trans experience we
use the terms ‘open’ or ‘not open’, acknowledging that many people with a trans experience are living
authentically and bringing their whole selves to work, without their colleagues having to be aware of their

gender history.
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When we talk about being ‘out’ or ‘'open’ at work it is important to recognise that this is generally not
something that happens once and is finished. People of diverse gender, sexuality or who have a trans
experience often feel they are constantly evaluating if they need to edit their language, personality,

presentation, or style, to maintain their safety within the workplace.

Being Out at Work

For the fourth year in a row, fewer respondents of diverse sexuality are ‘out’ in their workplace. Between
2020 and 2024 there has been a 12.9% reduction in those ‘out’ and a 27.4% increase in those not out.

% Difference 2020-2024

239 8.4%
LN y 4
-3.3% -4.9%
394% 393% 381%
22.7% 22.7%
206% 215%  21.1% 20.9% - ° .
19.1% 18.1%
\\ 16.4%
Out to everyone Out to most Selected few only Not at all
02022 12023 2024
Being Open at work.
% Difference 2022-2024
46.3%
37.8% -14.9% -5.5% -19.8%
33.1% ‘ C:
) 259%  26.3% 26.3%
22.7% \ 22.6% 21.9% 23.0%
0>
Q ’ 17.6%
Open to everyone Open to most Selected few only Not at all

2022 m2023 ®2024

In 2024 we continue to see an increase in respondents who are open to everyone, and this year a 24.2%
increase in those open to most, though over the past three years those open to most has reduced by 14.9%.

NOTE: Further details regarding being ‘out’ or ‘open’ in the workplace will be explored in future Practice

Points.
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Allyship

Allies in the workplace have always had a significant impact on the health and wellbeing of employees,
regardless of the area they are supporting. Visibility of LGBTQ+ allies are no different in this respect. 61.1%
of LGBTQ+ respondents agree that active allies have positively impacted their sense of inclusion within their
organisation.

For survey purposes we discuss allyship in three ways:

e Active Ally: someone who actively (not passively) supports an inclusive workplace culture for
employees of diverse sexuality and/or gender. All activities which are outwardly visible are
considered active allyship (includes wearing pins, using pronouns on email signatures;, belonging to
committees, etc.).

e Passive Ally: someone who supports LGBTQ+ inclusion, but not through actions that provide a
visible and obvious sense of support or inclusion to LGBTQ+ people, regardless of intention.

e Not an Ally: someone who does not support LGBTQ+ inclusion.

Respondents agreeing to being active allies has fallen by
3.6% this year. Though since 2022 overall there has been 2021 1'27.6% 69.6% 2.8%
a 34.8% increase.

Respondents are still more likely to be passive in their < G 66.5% 2:5%
aIIysh!p, and' after several years of decreased passive . 2023 TU3D% T 36%
allyship has increased by 2.0% this year. Most concerning

is a 4.1% increase in respondents who are advising they 2004 THITR BT 1o
are not an ally at all, which from 2.5% in 2022 to 4.1% in ' ' ’
2024 equates to a 60.6% increase overall. Active ally ' Passive ally = Not an ally

Visibility of allies

Ensuring that employees are aware of why allies are important is imperative for the success of any ally
program. For an LGBTQ+ person, knowing there is someone in the workplace who is actively willing to
support them, call out behaviours.and enable them to speak about their lives without guarding or
censoring, supports them to feel comfortable and secure both in the workplace and their team.

Knowledge of active allies within the workplace has increased year-on-year. Since 2022, 8.1% more
respondents are-aware of allies in their work area, and 5.2% more know of executive allies or sponsors.

60.6%
| know of active allies within my immediate area 65.2%
65.6%
I know of active executive allies or sponsor/s within 5%3330/
my organisation 61'.7‘?6
Employees who wish to be allies are supported to
70.6%
do so here 71.0%

2022 2023 = 2024
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Encouragingly we have also seen a slight increase in respondents who feel their organisation will support
them to be an active ally.

Knowledge and understand why allies are important, behaviours which make up an ally and the availability
of training material to show how to be an active ally have all stayed steady this year. Importantly the three-
year trend of being aware of available training materials continues with more people knowing this is
available, and more respondents also feeling they can name expected behaviours.

a 87.2%
| understand why active allies are important AN 85.9%
ST 85.6%

| could list several behaviours that would be - B 67.8%

O,
expected of an active ally ll ‘\vA 771248{?/0
| know of material or training available that would P ‘vSESSg%/
show me how to be an active ally - 5.6.7‘(%

2022 = 2023¢.m 2024

IN CONCLUSION

Overall, while it remains very high, we are seeing a slight decline across the board in support for LGBTQ+
inclusion. This can be explained by the difference in make up by age of the participants; older employees
are generally less supportive and have lower levels-of knowledge about LGBTQ+ people and the barriers
they face, and they are over-represented compared to previous years.

We continue to see discrepancies-between LGBTQ+ and non-LGBTQ+ respondents in measures of health
and wellbeing.

Respondents continue to witness bullying and harassment behaviours targeting LGBTQ+ people at
shockingly high rates;and no action was taken for many of these incidents, particularly worrying for
'serious’ bully behaviours, over 16% of which nobody called out. However, people’s confidence in reporting
theoretical negative behaviours they may witness in the future is improving.

We have seen a slight decline in people describing themselves as ‘active allies’, however there is increased
knowledge about presence of active allies in organisations, therefore those active allies appear to be more
visible.

The rate at which individuals are out to all of their colleagues about their diverse sexuality continues to
decline, however the rate at which people are open about their diverse gender is continuing to rise, almost
to the same level.

Astonishingly, two thirds of LGBTQ+ people have an additional attribute that may impact on their workplace
experiences, highlighting the need for organisations to review their inclusion initiatives with an
‘intersectional lens'.
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ACTIONS

1. Create a visible DEI strategy and action plan to increase LGBTQ+ inclusion and have executive
leaders openly speak about it and its importance.

2. Have very visible Pride symbols in all workplaces. These can include banners, Pride flags, rainbow
stairs, Pride lanyards, pins, and technology backgrounds that people can use.

3. Promote LGBTQ+ awareness and ally training to all employees and have senior leaders role model

attendance and introduce them.

Have senior allies tell their ally stories and publish them on internal media.

Publish examples of allyship, and how it has supported employees. These can be anonymous.

Create ally guides, so that employees know what they can do to be a visible, active LGBTQ+ ally.

Promote LGBTQ+ days of significance and ensure senior leaders attend and participate.

Participate in the AWEI Employee Survey to understand and act on your organisation’s particular

challenges for LGBTQ+ inclusion.

9. Acknowledge that certain groups within the LGBTQ+ population are less visible/represented and/or
face additional/different barriers and review your LGBTQ+ inclusion initiatives to ensure they are
relevant and meaningful for those populations.

10. Acknowledge that LGBTQ+ people may be represented in other populations covered in your
organisation’s DEI strategy (e.g. gender equity, accessibility, multicultural, etc.) and review those
initiatives to ensure they are relevant and meaningful for LGBTQ+ people.

® N o v~

i Standard for Sex, Gender, Variations of Sex Characteristi@s’and Sexual Orientation Variables, 2020 | Australian Bureau
of Statistics (abs.gov.au)

Copyright ©2024 ACON'S Pride Inclusion Programs
Any content extracted from this publication must be done so only with the prior consent of ACON's Pride
Inclusion Programs and must be referenced accordingly.

Pride in Diversity (2024). THE 2024 AWEI EMPLOYEE SURVEY PRACTICE POINTS EDITION 1: KEY INSIGHTS.
ACON's Pride Inclusion Programs.
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Dear Diversity,

Exciting Changes for the 2024 AWEI Practice Point Sessions
We’re thrilled to announce that the 2024 AWEI Practice Point sessions are just
around the corner!

This year, we’re shaking things up! Register now for our seminars and gain early
access to the relevant data reports. Each session will delve into key insights from
the report, featuring discussions between our Pride Inclusion Programs data
analyst and a member of our Consulting team. This format creates a unique
opportunity to explore what these numbers mean in the real world.
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Additionally, each session will include dedicated time for participant questions,
ensuring you can engage with the discussion, relate the information to your
organisation’s results, and implement actionable strategies to enhance inclusion
efforts and influence within your organisation.

Join us in making a difference! — Click here to see all the topic descriptions
register for sessions now.

Topic Date Time
Practice Point 2 - Out at
work
with S Thursday, 3 October . _
B ;i dc Inclusion 2024 14:30-15:00
Programs

Practice Point 3 - Trans &
Gender Diverse Inclusion
with Thursday, 10 October

Quality, Training & 2024
Research

11:30-12:00

Practice Point 4 - Impact
of Allies in the Workplace
withEs Tuesday, 15 October

Pride In 2004 MR

Diversity

Practice Point 5 -

Leadership impacts and

LGBTQ inclusion in the

workplace Tuesday, 22 October

- 2004 12:30-13:00
- Pride Inclusion

Programs

PracticefPoint“6=

Harassment & Bullying

expgriences’of LGBTQ

emplgyees Tuesday, 29 October . )
i T 2024 11:30-12:00
SATE Pride In

Diversity

Practice Point 7 - Impact
of Visible Role Models

vt WiEEieE ey, € 14:30-15:00
. . November 2024
- Pride Inclusion

Programs

Practice Point 8 - Applying

an intersectional lens Thursday, 14 13:30-14:00




ith EL November 2024
Quality, Training &
Research

Kind Regards,

ACON's Pride Inclusion Programs

Sign up to our monthly AWEIPractice Points
AWETI data driven analysis on all things LGBTQ for the HR/Diversity Professional, Executive Sponsors and
Network Leaders. Click hére to receive ' your monthly copy.

Want to change how, you receive these emails?
You can sign up, unsubscribe from this list or forward to a colleague.

Click here to view archived AWEI communications:

This email was sent tm
why did | get this?  unsubscribe from this list update
subscription preferences
Pride Inclusion Programs - 414-418 Elizabeth St - SURRY HILLS,
NSW 2010 - Australia
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Basics
20/02/2024 09:10 AM
522 @abs.gov.au
send To
bcc
Subject RE: AWEI Submission - final reminder! [SEC=0OFFICIAL]

Protective Mark

OFFICIAL

Information
management
markers

[] Personal privacy [ ] Legal privilege [ ] Legislative secrecy

Caveat

Categories

Workplace Diversity\Memberships\Pride in Diversity\AWEI

Hi

The ABS will not be submitting an AWEI Foundation submission this year.

Thanks

522

s22

Assistant Director, Inclusion and Diversity

Inclusion and Diversity | Workforce, Communications and Clients Branch
Corporate Services Division | Enterprise Services Group
Australian Bureau of Statistics

(P)
() BN @2bs.cov.au (W) www.abs.gov.au

S22

M)

The Australian Bureau of Statistics acknowledges Aboriginal and Torres Strait Islander peoples as the Traditional Owners
and Custodians of Country throughout Australia. We recognise their continuing connection to land, waters and

community, and pay our respects to their cultures, histories and Elders past and present.. nﬂ
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K W THI EMAIL COMES 10 YOU FROM
YOUR KAURNA
C@UNTRY OUNTRY

From: TS

Sent: Wednesday, February 14, 2024 6:58 AM
Subject: AWEI Submission - final reminder!
Importance: High

ﬁAUTION: External email. Do not click links or open attachments unless you recognise the sende
afe.

Hello,

This is a final reminder regarding your participation in the 2023 — 2024 AWEI
Submission(s). As your organisation has registered participation and not yet completed
their AWEI Submission or (obtained Bronze Tier Status), please read further for pertinent
details about the Submission deadline, processes and protocols, Award Nominations,
Awards event and more.

Alternatively, if you are not completing an AWEI Foundation or Advanced Submission this
year, please confirm this.

2024 AWEI Submission Bocument(s) and Evidence:
This application cansbe ‘completed and submitted between now and Thursday, 29
February 2024, and sent.to
This includes:
1. Organisation Details Form
This form MUST be completed and submitted with your Foundation Submission.
It includes pertinent details regarding how your organisation will be
benchmarked within the Index; confirmations regarding tier achievements and
public acknowledgement; approvals from internal staff.

AWEI Foundation Submission

This part of the submission is an application for Bronze Tier Status within the
current iteration (2023 — 2026).

Submitters must obtain a score of Bronze Tier Status within the Foundation
Submission in order to successfully submit the Advanced Submission.

IN

3. AWEI Advanced Submission




This part of the submission is an application for Silver or Gold Tier Status,

covering work completed between 1 January 2023 - 31" December 2023.
If you have not previously obtained Bronze Tier Status within the Foundation
Submission (or do not obtain this), your Advanced Submission will not be
assessed.

Please refer to your AWEI Submission(s) documents for further information outlined regarding official guide
e Organisation Details Form must be completed in full, and included with your Foundation Submissic
e Pride in Diversity will not accept submissions that do not use the official submission document(s) in t

format (other than what has been provided to you) will not be assessed.

® The current 2023 — 2024 AWEI Submission document must be completed and included upon submit

e 2023 - 2026 AWEI Foundation Submission (if not already submitted)
e 2024 AWEI Advanced Submission (if participating)

e Ensure all pertinent evidence is provided in relation to the required criteria for each question.
e  File attachments within emails may not be accepted, and Pride in Diversity will take no responsil
e  More information on all of these details can be found within the Submission document(s).

We thank you in advance for your understanding and cooperation in maintaining the
integrity of the AWEI Submission benchmark.

Pride in Diversity does not restrict which platform you may use upon transferring your
Submission(s). However, please ensure that all permissions are granted and files sent to

as noted within the submission documents.

Please note: If granting access to your internal system, please ensure all permissions are
established prior to the submitting.

0t
You may also want to take this.early opportunity to consider nominating a colleague(s) or
project for an Australian LGBTQ Inclusion Award. These awards acknowledge achievements
within organisations, role models, leaders, allies and more for their contribution towards
greater inclusion of people with diverse sexualities and genders (LGBTQ+ people) across
Australian workplaces. Each award recognises outstanding advocacy support and/or
contributions to.LGBTQ+ workplace inclusion. These categories include:

® CEO of the Year

Executive Leader of the Year
LGBTQ Inclusive Innovation Award
LGBTQ Role Model Award
Network Leader of the Year
Sally Webster Ally Award
Sapphire Inspire Award

Nomination forms can be found here. Nominations are due Thursday, 29 February 2024, and




The Australian LGBTQ Inclusion Awards
The 2024 Australian LGBTQ Inclusion Awards will be held on Friday, 31 May in Sydney.

Tickets go on sale soon and sell out almost immediately, so please ensure you book your
tickets quickly to secure your seating.

Should you have any questions:
e Contact your Relationship Manager, if you are a Pride in Diversity member

o EE TS o' r<ply to this email

On behalf of the Pride in Diversity, we would like to thank you for your commitment to

Australian LGBTQ+ inclusion, equality and equity; and for participating in this important
benchmarking Index.

Kind Regards,

B A CON's Pride Inclusion Programs
Pride in Diversity | Pride in Sport |

PRIDE
INCLUSIOMN
PROGRAMS

ACON acknowledges and pays respect to the Traditional Owners of all the lands on which we work.

This email and any files transmitted with it are confidential and intended solely for the use of the individual or
entity to which it is addressed. If you are not the named addressee you should not disseminate, distribute or
copy this email. Please notify the sender immediately by email if you have received this email by mistake and
delete this email from yoursystem. Please note any views or opinions expressed in this email are solely those
of the author and.do not'necessarily represent those of ACON. Email transmission cannot be guaranteed to be
secure or-error-free as information could be intercepted, corrupted, lost, destroyed, arrive late or incomplete,
or.contain viruses. The sender therefore does not accept liability for any errors or omissions in the contents of
this message which arise as a result of email transmission.
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FW: EJIII - Member meeting IN PERSON | 60mins [SEC=OFFICIAL]
ER 12/11/2024 0713 AV

Basics
12/11/2024 07:18 AM
R @ 2bs. gov.au
Send T S GERCReVENEM - o
en ° ESEEEE @abs.gov.au>
cc " EXEEEEEE © - s gov.au>
bcc
Subject FW: - Member meeting IN PERSON | 60mins [SEC=OFFICIAL]
Protective Mark
Information Caveat
management [_] Personal privacy [] Legal privilege [] LLegislative secrecy
markers
I Categories Workplace Diversity\Memberships\Pride in Diversity

from: ST

Sent: Monday, November 11,2024 5:56 PM

To: ENEEEGEEEEEE © 2bs.cov.au>; BN © 2 bs cov.au>; Bl
EEEEEE @ :bs-gov.au>; Nicky Bell <nicky.bell@abs.gov.au>; Bindi Kindermann
<Bindi.Kindermann@abs.gov.au>; George Holton <g.holton@abs.gov.au>

Subject: RE: - Member meeting IN PERSON | 60mins

AUTION: External email. Do not click links or open attachments unless you
recog@ise the sender and know the content is safe.

L

Hi ABS team

Thanks again for the catch-up when I was in Canberra, I thought we
had an exciting discussion about the year ahead. Few items I
captured for us to progress:

® Intersectionality: I’'ve already connected with George aboutHﬂH
& I presenting to the I&D Exec’s, and we are finalising those
details now.

® PID Team Planning: PID key dates and activities 2025 will be
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sent to the team the week commencing 9-December, for our
planning and events purposes.

PID Training In-Person session for 2025: as above, once
confirmed, we can begin planning the content, etc for a MEL,
SYD, BNE, CBR, PER, ADL, Geelong event.

AWEI walkthrough: as discussed, when you are ready, please set
up a lhr meeting to go through the AWEI Foundational and
Advanced and what is required for each initiative (I’ve
provided an overview below) .

Gender Affirmation Guidelines and information: further
information is below.

Gender affirmation policy and guidelines

ACON Workplace Affirmation (Gender Affirmation) Policy
attached (from our Associate Director Content): FYI, the
template policy we use was checked by anti-discrimination
lawyers, and everything in it was in line with all state and
territory and commonwealth laws at the time

PID Factsheet attached: Gender Affirmation key considerations
What is gender affirmation? — TransHub

Examples:

Gender affirmation in Victorian public sector workplaces -
VPSC

Gender Affirmation Guidelines - Uniyersity of Canberra
https://www.maddocks.com.au/insights/gender-affirmation-polici
es—and-leave-best-practice-considerations-for-employers
https://www.rmit.edu.au/students/support-services/lgbtiq/gende
r-affirmation#:~:text=Graduation%$20ceremony&text=As%20a%201lega
1%20document%2C%20your, to%$20introduce$20yous20ons20stage.
https://www.griffith.edu<au/  data/assets/pdf file/0028/741916
/Gender-Affirmation-Transitioning-Guidelines Staff Dec2020.pdf

https://www.energyaustralia.com.au/sites/default/files/2022-02
/Diversity Gender%20Affirmation%$20Guidelines FINAL Mar2020.pdf

APS Agencies we can connect you with to discuss further on who have developed their guidelines:

Department of Premier and Cabinet
Department.of the Treasury
Services Australia

Gender Affirmation Leave

AGL: 6 weeks paid

ANZ: 6 weeks paid, 12 months unpaid

Coles: 2 weeks paid

Energy Australia: 4 weeks paid, 12 months unpaid

Origin Energy: 6 weeks paid or 12 weeks half pay

Salesforce: 4 weeks paid + medical benefits

Six weeks of paid Gender Affirmation Leave introduced at
Suncorp | Suncorp Group | Suncorp Group - 6 weeks paid, 12
months unpaid

Telstra: 8 weeks paid

Victorian Public Service: 4 weeks paid, 12 months unpaid (2020
Enterprise Agreement, page 11)

Woolworths: 2 weeks paid, 2 weeks unpaid

Flexible ways of working | Westpac - 6 weeks paid, 12 months




unpaid
Zurich: 4 weeks paid, 12 months unpaid

A couple of supporting documents:

Gender affirmation policies: best practice considerations for
employers - HRM online

THINK Blog (ibm.com)

Further best practice observations:

Financial allowances
® Organisations have included a broader financial allowance
of $XX that can be used for costs related to any part of
the GA process eg wardrobe, legal fee costs etc ¢(This
ranges anywhere from $500-$2,500+)
® TLegal fee allowance: Providing up to $XX to help
employees navigate the legal hurdles of legally
confirming their gender and updating government-issued
IDs
® This type of allowance could also be something to
consider as part of your DFV support which would
apply to all employees, not just LGBTQ eg someone
changing their name after a relationship separation
due to DFV and needing to update ID
® This may assist with any deverage you need around
approvals eg it’s not just<a gender affirmation /
LGBTQ issue, this would benefit all employees
® As linked above, Salesfor¢e are now providing significant
financial support when it comes to medical affirmation
costs — see here and here (of course not doable for all
orgs but it’s definitely market leading!)
Carer’s leave
® Additional paid carer’s leave in the form of “gender
affirmationssupport” leave to care for someone who is
going through .gender affirmation (e.g. parents of a trans
child)
® This is a pretty new one but we’ve seen an example of 10
days additional carer’s leave for GA support purposes

Mental Health Support

Access to.-additional free sessions with EAP
provider/equivalent
® FE.g..the standard may be 6 sessions per year but you
could look to increase to 12

Other areas/ideas

Quite a few policies/guidelines tend to lean heavily toward
medical affirmation and binary trans people, with not a lot of
content/considerations around non-binary experiences /
non-medical affirmation

When giving examples of what GA leave can be used for, be sure
to include non-medical reasons e.g. changing your dress and
presentation, implementing other aspects of your workplace
gender affirmation plan, managing your health & wellbeing,
changing your name on all documents etc

AWEI 2024-2026 overview

Section Title # Question Title




HR Policies & Diversity Practice 1 [Updated Terminology
LGBTQ+ Inclusivity within Policies and
2 [PBenefits
New Parent Leave Inclusive of LGBTQ+
3 [Families
4 |JInternational Travel Advice for Employees
LGBTQ+ Inclusive Domestic & Family
5 |Niolence Policy
LGBTQ+ Bullying, Harassment & Resources on LGBTQ+ Inclusive and
Support 6 [Negative Language
7 [LGBTQ+-related Grievance Officers
Behavioural Examples of What Constitutes
8 [PBullying / Harassment
Inclusion of Trans and Gender Gender Affirmation Policy and Process
Diverse Employees 9 [pocumentation
10 Press Codes
11 Non-Binary Gender Options for Employees
Strategic Focus & Accountability | 12 [External LGBTQ+ Expertise
13 [LGBTQ+ Inclusion Strategy
Fxternal LGBTQ+.Workplace Inclusion
14 |Promotion
HR / Diversity Professional
15 RPccountabilities
LGBTQ+ Employee Network 16 [LGBTQ+ Employee Network
17 Prientation. ./ On-boarding
18 RPlly/Champion.Reference Guides
19 [Confidential Contacts
20 Internal LGBTQ+ Social Media Stream
Training, Awareness &
Professional Development 210 [LGBTQ+ Training Availability
FOUNDATION INDEX
LGBTQ+ Bullying, Harassment &
Support 1 [fracking of Incidents
Inclusion of Trans and Gender
Diverse Employees 2 [Gender Affirmation Leave
3 |'All-Gender' Bathrooms
4 [II'rans and Gender Diverse Applicants
Strategic Focus & Aceountability | 5 [Personal Accountability for Inclusion
Documented LGBTQ+ Inclusion Strategies
6 fknd Accountabilities
F.xternal-facing Social Media
7 [Communications
8 [Strategic LGBTQ+ Inclusion Promotion
Network Leadership Succession and
LGBTQ+ Employee Network 9 [Sustainability
Research into under-represented LGBTQ+
10 [|pPopulations
Visibility of under-represented LGBTQ+
11 [|Populations
12 PBroader Inclusion Support
13 Network Reporting
Visibility of LGBTQ+ Inclusion 14 JLGBTQ+ Days of Significance
15 [NVisibility in the Workplace
Tndividual LGBTQ+ Inclusion Work
16 |Recognition
Training, Awareness &
Professional Development 17 JLGBTQ+ Training Delivered
18 |LGBTQ+ Training for People Managers
19 |LGBTQ+ Training for Critical Functions




20 [LGBTQ+ Content in Leadership Training
Professional Development for LGBTQ+
21 Employees
xecutive Leadership &
ngagement 22 [Internal Executive Advocacy
23 [Internal CEO (or equivalent) Advocacy
24 [External Senior Leadership Advocacy
25 |peer Support for Senior Leadership
Data Collection & Reporting 26 [LGBTQ+ Employee Data Analysis
27 |LGBTQ+ Employee Data Review
Fmployer Branded Participation at
Community Engagement 28 [ommunity Events
Pro-Bono or Financial Support: LGBTQ+
29 [Charities / Organisations
AWEI Employee Survey 30 RWEI Employee Survey Participation
Additional Work 31 RAdditional Work

ADVANCED INDEX|

Roundtable & Networking (remainder for 2024)

Our quarterly Member Roundtables are held in-person in most capital cities,

providing the
perspective.

these events,
organization

organisationsn
throughout (the' year for
LGBTQ+ Network teams.

to wenable

opportunitys to
Includes Q&A with Pride in Diversity. Numbers are limited for

and we._restrict registration to one person from each member
representation
We encourage our members to rotate attendance opportunities
of their HR / Diversity &
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Our Networking Events have been designed to facilitate professional
networking amongst employees working for organisations that are members of
Pride in Diversity and active in LGBTQ+ inclusion, creating a safe and
inclusive environment and enabling you to extend your professional
networks, learn more about what others are doing in this space and of
course, meet new people. Our Networking Events follow on. immediately after
the Roundtables, and are open to all employees of our member organisations
who may have an interest in LGBTQ+ workplace inclusion.

Registrations are essential to enable us to manage catering, name tags and
to track attendance numbers.

[ Canbhoavrer Net rled ey 20 N~ Erm Tm LARNOTY b VT + r 11 r
anberraNetworkings — R B e
] Ryra Bban N rled ey 6N z S Tm (AT Cmy Roera + r A
Brishane Networkingy = — e e
[ Mellbhaotiryn Net rled ney 6N Erm Trm (AEDTY Rocra + r 11 r
Melbourne Networkingy S — S
[ Por+h Noatronrled o~ 7N Erm My RN (AICTmY Rocra + r 11 r
Perth Networkings S R s S
® Sydney Networking, 13 Nov, 5Spm =o7pm (AEDT) - Register Here
® Adelaide Networking, [TBA], 5S5pm - 7pm (ACDT) - Register Here

APIP Trans Awareness Week Panel - Wednesday this week!

You Can't Ask That - A Trans Awareness Week Panel

In honour of Transgender Awareness Week, ACON's Pride
Inclusion Programs (Pride in Diversity, Pride in Health +
Wellbeing, Pride in Sport and Pride Training) are coming
together to deliver this online panel to increase awareness
and expose some of the myths about being transgender.



Hosted by Eid

Pride in Diversity, our panel of people with diverse genders
will answer those questions you're not supposed to ask but
are dying to know the answers to, and share their lived
experience to help participants gain a better understanding
of life through a transgender lens.

Wed, 13 Nov, lpm - 2pm AEDT, Online via Zoom

Membership details
Membership Status
Current

Membership Renewal Date
16/08/2025

Membership Hours Used
2.00

Member Hours Remaining
6.00

Thanks and speak soon

S47F
Pride in Diversity, ACON’s Pride Inclusion Programs
Direct: B
Email : [y

.Book time to meet with me

----- Original Appointment-----

from: ETSE

Sent: Thursday, 10 October 2024 11:08 AM

To: ERNEEEEE X 2 bs.cov.au; EXN George Holton;
nicky.bell@abs.gov.au; Bindi Kindermann

Subject: - Member meeting IN PERSON | 60mins

When: Friday, 1 November 2024 12:30 PM-1:30 PM (UTC+10:00) Canberra, Melbourne, Sydney.
Where:

This meeting was scheduled from the bookings page of B EEEGNGIGNEG

Use the following link to reschedule or cancel this meeting:

Manage meeting

————— Note added from booking page on Thursday, 10 October 2024 11:07 am-----

Hi - I've arranged for [N mGeorge Holton and Nicky Bell to
also attend, and George will dial in but Nicky, and | will be in Canberra. Looking

forward to meeting you in person




This email and any files transmitted with it are confidential and intended
solely for the use of the individual or entity to which it is addressed. If
you are not the named addressee you should not disseminate, distribute or
copy this email. Please notify the sender immediately by email if you have
received this email by mistake and delete this email from your system.
Please note any views or opinions expressed in this email are solely those
of the author and do not necessarily represent those of ACON. Email
transmission cannot be guaranteed to be secure or error-free as information
could be intercepted, corrupted, lost, destroyed, arrive late or
incomplete, or contain viruses. The sender therefore does not accept
liability for any errors or omissions in the contents of this message which
arise as a result of email transmission.
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Send To undisclosed-recipients:;
GE
bec
Subject Upcoming PID Q3 activities and events and beyondj
Protective Mark DOCUMENT NOT YET CLASSIFIED
Information Caveat
management [_] Personal privacy [] Legal privilege [] Legislative secrecy 1
markers
Categories Workplace Diversity\Memberships\Pride in Diversity

1 attachment

PiD Training session overviews 2024 .pdf

t?AUTION: External email. Do not click links or open attachments unless you recognise the sende
afe.

Hi PID members, I'hope you have been well.

While July may bring a chill, we have arranged some engaging activities at Pride in Diversity to bring
some warmth and excitement, especially activities in Canberra and nationally.

Q3 CBR in-person activities
I'will be in Canberra from Tuesday 23 July — Friday 26 July, so please book directly to organise an
in-person meeting, AWEI discussions, catch-up or training.

. Book time to meet with me

Q3 CBR Roundtable & Networking
Date: Thursday 25 July


turnag
Typewritten text
Document 14


Host: Minter Ellison

Location: Constitution Place, 1 Constitution Avenue, Canberra City 2601 Australia

Roundtable: 3.30pm-5pm AEST

Pride in Diversity's Roundtable Events are an opportunity to discuss LGBTQ+ inclusion from a local
perspective, either in person or virtually.

Register here for the Roundtable

Networking (combined with CBR ELN with guest speaker Chief Minister ACT Andrew Barr):
5.30pm-8pm

Pride in Diversity's Networking Events have been designed to facilitate professional networking
amongst employees working for organisations that are members and active in LGBTQ+ inclusion,
creating a safe and inclusive environment and enabling you to extend your professional networks,
learn more about what others are doing in this space and of course, meet new people.

Register here for the combined Networking event

Stay tuned to our E-News for other states Q3 roundtable and networking events in August.

CBR Executive Leaders Networking Event 2024

Our next Executive Leaders Networking (ELN) event is generously hosted by-Minter Ellison with
guest speaker Chief Minister ACT, Andrew Barr. Invitations are being sent to current Executive
Champions, however the event is open any other Executives and Leaders in Canberra, if you'd like a
specific invite to be sent, please reach out to

Event details:

Date: Thursday 25 July 2024

Time: 5.30PM — 8PM AEST

Host: Minter Ellison

Location: Constitution Place, 1 Constitution Avenue, Canberra City 2601 Australia

International Non-Binary People’s Day

The 'They-s' of Our Lives: A Special Lunch and Learn, Tuesday 16 July 1pm-2pm AEST

Join us for a special Lunch and Learn session in'celebration of International Non-Binary People’s
Day! In this session, you’ll be swept into the captivating world of non-binary identities, hosted by

ACON’s Pride Inclusion Programs resident non-binary finery

at Pride.in Diversity, and [Pz
E Health at Pride in Diversity.

Register for the free€vent here

AWEI 2025 submission documents

If you are planning on.submitting for the 2025 submissions, please request the updated submissions
documents below.

Request here: AWEI Submissions Registration | Australian Workplace Equality Index

PID Training 2024 overviews

Our PID training overviews and sessions are attached if you are looking to schedule and run any
education / training sessions sessions.

Attached.

2024 AWEI Practice Points | Australian Workplace Equality Index Survey

Edition 1: Key Insights

The first topic in our series, Key Insights, highlights some of the key findings from the 2024 AWEI
Survey and provides a valuable summary of results across major areas.

....more to come




E-Newsletter Signup | Pride Inclusion Programs

Pride in Practice Conference 2024

Our annual Pride in Practice Conference is taking place from Tuesday 26 — Wednesday 27
November at Marvel Stadium, Melbourne.

The Pride in Practice conference is the only national conference dedicated to advancing LGBTQ+
inclusion in Australian workplaces. This event continues to inspire and spotlight LGBTQ+ inclusion,
with key themes focusing on Intersectionality, LGBTQ+ women, Trans and Gender Diverse People,
First Nations LGBTQ+ people, Resilience, International Reach, and much more.

Tailor your experience: Delegates can tailor their tickets to attend one or both days of the
conference, with those attending both days gaining automatic access to the On-Demand platform to
watch all the recorded sessions (including break-out sessions). This year’s program willalso include
interactive workshops, and networking opportunities enabling you to directly connect with speakers
and other delegates.

Watch on-demand: We will be recording all sessions and have them available to watch On-Demand
on a digital platform after the Conference with the purchase of a Full Conference Pass or
On-Demand Pass.

Abstract submissions: If you or your organisation is interested in presentingat the Conference,
please click here for more information. Reach out if you’d like to discuss development of an
abstract.

Sponsorship opportunities: If your organisation is interested in sponsoring the 2024 Pride in
Practice Conference, please click here. We have a range of opportunities currently available.

Spring Out Festival Canberra | 1-30 November 2024

SpringOUT is Canberra’s pride festival. Held in November each year, it is a month-long pride festival
that celebrates Australia’s most LGBTQIA+ friendly city and'its LGBTQIA+ community in all its
fabulous diversity.

Website: www.springout.com.au

Facebook: https://www.facebook.com/springoutebr/

INSTA: https://www.instagram.com/springoutcbr/

Q4 CBR in-person activities
For future planning, | will also be in.Canberra from Monday 18 November — Friday 22 November for
any Q4 activities, if you’d like'to plan and book ahead.

| look forwardto connecting with you and your team members, but please reach out if I can help in
the meantime.

Thanks v much

Pride in Diversity
ACON'’s Pride Inclusion Programs

Direct: EXEE

email: X

Address: 200 Hoddle Street, Collingwood VIC 3067
Website: www.prideinclusionprograms.com.au

. Book time to meet with me




PRIDE
INCLUSION
PROGRAMS.

ACON acknowledges and pays respect to the Traditional Owners and Custodians of all the lands on which w
This email and any files transmitted with it are confidential and intended solely for the use of the individual or entity to which it.is addressed. If
you are not the named addressee you should not disseminate, distribute or copy this email. Please notify the sender immediately by email if you
have received this email by mistake and delete this email from your system. Please note any views or opinions expressed in this email are solely
those of the author and do not necessarily represent those of ACON. Email transmission cannot be guaranteed to be secure or error-free as
information could be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or contain viruses. The sender therefore does not accept
liability for any errors or omissions in the contents of this message which arising as a result of email‘transmission.

This email and any files transmitted with it are confidential and intended solely for the use of the individual or
entity to which it is addressed. If you are not the named addressee you'should not disseminate, distribute or copy
this email. Please notify the sender immediately by email if you have received this email by mistake and delete
this email from your system. Please note any views or opinions expressed in this email are solely those of the
author and do not necessarily represent those of ACON. Email transmission cannot be guaranteed to be secure or
error-free as information could be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or contain
viruses. The sender therefore does not accept liability for any errors or omissions in the contents of this message

which arise as a result of email transmission.
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i N =nc B

Many thanks for yesterday’’s presentation and being flexible and
accommodating for/ our series of presentations/session over recent

months. The outcomes ©of these session have provided us with
excellent resources that we can use for future activities and
learnings.

After what’/s been a very hectic few months we’ll regroup over coming
weeks to.see what we might want to progress for end or year and

start of 2025 - which isn’t far away ?

FYI to send correspondence to
either myself or and SvEe) @abs.gov.au so
the team is respond as needed.

Take care and stay well.

Regards

522

Senior Inclusion and Diversity Officer

Inclusion and Diversity
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Workforce, Communication and Clients Branch | Canberra Office
Australian Bureau of Statistics

(P) (E) EE Gabs.gov.au (W) www.abs.gov.au
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Good morning SR

| hope you are well and enjoying the short working week.

Our Pride Network committee have expressed interest in using our remaining PID hours to run some training
sessions around IDAHOBIT Day - 17 May.

| would love to set up a meeting with you, in the next week or two to discuss this further. Could you please advise
some available times and | will set up a meeting invitation? Many thanks in advance.

Kind regards,

s22

s22

Inclusion and Diversity Officer

Inclusion & Diversity' | Workforce, Communication and Clients Branch | Nipaluna (Hobart) Office

Australian Bureau of Statistics

(P) (E) ENEE ©)2bs.gov.au (W) www.abs.gov.au

522 - | work flexibly, therefore you may receive emails from me outside of standard
hours, but | do not expect you to read, respond or action it outside of your regular hours.

The Australian Bureau of Statistics acknowledges the Traditional Custodians of Country throughout Australia and recognises their continuing connection

to land, waters and community. We pay our respects to their Elders, past and present, their histories and cultures. m
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AUTION: External email. Do not click links or open attachments unless you
recognise the sender_and_kno'w the content is safe.

Have you registered forthe 2024 - 2025 AWEI Submission documents?

k/icw thi§ cmail in yeur browser
|

Dear Diversity,

AWEI Submission Documents
Have you registered for the 2024 - 2025 AWEI Submission documents?

All organisations wishing to participate must register an expression of interest ,_

regardless of any previous scores . This includes organisations who:

® have not yet submitted a Foundation Submission
® have submitted but not yet obtained Bronze Tier Recognition within the
Foundation Submission
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® have previously obtained Bronze Tier Recognition within the Foundation
Submission and are submitting a 2025 Advanced Submission (for work
done throughout the 2024 calendar year)
® have previously obtained Silver or Gold Tier Recognition within the
Advanced Submission, and wish to do so annually
® are Pride in Diversity members
® are not yet Pride in Diversity members
Upon receiving your request, Pride in Diversity will provide you with the relevant
documents based on the information provided.

The AWEI Submission documents and collateral including:
AWEI Foundation Submission
AWEI Advanced Submission
AWEI Collaboration Worksheets
PID AWEI Factsheet — AWEI as a Roadmap
PID Toolkit — AWEI Submission Participation
ACON Privacy Policy
7. ACON Research Data Security Policy
More detailed information regarding Foundation and Advanced Submission
timelines and criteria can be found within the documents provided, upon
registration.

If you have previously registered for your documents but have not yet received
them, please reply to this email.

Qs P =

Meantime, you can view the results fromithe 2024 Australian LGBTQ+ Inclusion
Awards. Winners and achievements are'based on the 2023 - 2024 AWEI
Submission year. Read what our topfachieving organisations had to say about their
results and commitmentto LGBTQ+ workplace inclusion.

You can also view current'organisations who have obtained Bronze Tier via the
Foundation Submis§ion for the first time. This list includes organisations and
employers who have'completed their AWEI Foundation Submission by “fast-
tracking” their results, and obtaining Bronze Tier Status between now and 1
December will‘be announced below.

By participating in the AWEI Submission, you're not just measuring your work in
the LGBTQ+ inclusion space across your organisation - you're actively contributing
to a more inclusive, respectful and supportive workplace environment across
Australia!

AWEI Employee Survey
We are thrilled to announce that registration for the 2024-25 AWEI Employee
Survey is now open.

Participating in the annual survey and exploring our AWEI Foundation and
Advanced Submissions provide your organisation with a comprehensive
360-degree view of workplace inclusion. It's not just about participation; it's about




benchmarking your progress year after year.

Visit our website to learn more about the 2024 AWEI Employee Survey and
register today.

Please note: Registration for the AWEI Submissions and the AWEI Employee
Survey are two separate processes. Completing one will not provide access to the
other. Ensure you use the applicable links provided for each. If you wish to
participate in both the Submission and the Employee Survey, please register for
both separately.

LGBTQ+ Inclusion Award Nominations

Consider nominating a colleague or campaign for their outstanding/€ontributions‘to
LGBTQ+ inclusion within your organisation, within the categories listed below.
These awards are announced at the annual LGBTQ+ Inclusion Awardsyhoested by
Pride in Diversity. Each award recognises outstanding advocacy,support and/or
contribution to LGBTQ+ inclusion within the workplace by leaders, role models,
allies and more.

Categories include:

CEO of the Year

Executive Leadership Award

LGBTQ+ Inclusive Innovation Award

LGBTQ+ Role Model Award

Sally Webster Ally Award

Sapphire Inspire Award

On behalf of the Pride in Diversity, we would like to thank you for your
commitment to Australian LGBTQ+1nclusion, equality and equity; and for
participating in this important benchmarking Index.

Kind Regards,

s47F ACON’s Pride Inclusion Programs

Pride in Diversity

Want to change how you receive these emails?
You can sign up, unsubscribe from this list or forward to a colleague.
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Have you registered for the 2024 - 2025 AWEI Survey documents?

k/icw thi§ cmail in yeur browser
|

charge?

Dear Diversity,

It's that time of the year again!
AWEI Survey registration is now open!

We are thrilled to announce that registration for the 2024-25 AWEI Employee
Survey is now open. Last year, 169 organisations and over 42,000 individuals
participated, contributing to a better understanding of LGBTQ+ workplace
inclusion across Australia. This year, our goal is even more ambitious: we aim to
engage 200 organisations and reach 50,000 responses. Will you help us lead the



turnag
Typewritten text
Document 18


Participating in the annual Survey and exploring our AWEI Foundation and
Advanced Submissions provide your organisation with a comprehensive
360-degree view of workplace inclusion. It's not just about participation; it's about
benchmarking your progress year after year.

This year's survey will be open for responses from 7th October 2024 to the 24th of
February 2025.

Visit the AWEI website to learn more about the 2025 AWEI Employee Survey and
register today.

While you're there, don’t forget to check if your organisation has already'registered
for the 2025 AWEI Submission documents. Detailed information reégarding the
submission process can be found here.

This year's survey will be open for responses from 7th October 2024 to the
24th of February 2025.

Join us in making a difference and shaping the future of LGBTQ+ workplace
equality in Australia.

To support your understanding, and building a.business case for participation, we
will provide you with the following documents:

1. AWEI Participation Tool Kit containing information to help you to plan
your data and communications strategies .

ACON’s Pride Inclusion Programs — Data Cleansing protocol

ACON’s Pride Inclusion Programs — Research Data Security Policy
ACON Privacy Policy August 2023

2023 ACON Research Ethics Review Committee — approval letter

A summary document outlining the survey sections, purpose and
questions

A PDF of'the full survey for your organisation’s review

SR

N

Spread the word - we also conduct the annual the Pride in Sport National survey,
and the(Pride in Health & Wellbeing Employee survey — let your team mates,
friends and colleagues know that they can sign up for any of the three surveys that
are relevant to their organisations and help drive LGBTQ+ inclusion too! Click
on the links below for more information.
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& Outlook

Re: ABS TAW training tomorrow [SEC=OFFICIAL]

rror

Date Thu 2025-11-27 13:37

T L ——
Cc E3 2505 gov.au>

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

Just arrived grabbing quick bite downstairs

Get Outlook for iOS

From:

Sent: Thursday, November 27, 2025 8:43:36 AM
To: ENEEEEE B - b5 cov.au>
c: EN B 22 bs cov.au>

Subject: Re: ABS TAW training tomorrow [SEC=OFFICIAL]

Hi

Sounds great, | will be there at 1.45 see you then.

Get Qutlook for iOS

From: EES S o - .o\ 21>

Sent: Wednesday, November 26, 2025 7:25:49 PM

To: P
cc: ENEEN I b5 cov.au>
Subject: ABS TAW training tomorrow [SEC=OFFICIAL]

Hi B

Looking forward to hosting you here at ABS House in Canberra for our Trans Awareness Week
training tomorrow, 2-3pm.

I''be in the foyer ahead of time (by 1:45pm) to check you in. If you're running early/late feel free to

contact me via email, or via my mobile: EX3EEGNzN
Cheers,

s22

Assistant Director, NDDA Data Governance

National Disability Data Asset and Data Systems Branch | Statistical Infrastructure Division | Australian
Bureau of Statistics

about:blank?windowld=SecondaryReadingPane8 12
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1/20/26, 11:56 AM Re: ABS TAW training tomorrow [SEC=0OFFICIAL] - 22 - Outlook

) EN E) B G-bs gov.au (W) www.abs.gov.au

Ngunnawal & Ngambri Country (Canberra, ACT)

S22

Commit ad the ABS Pride Network
The Australian Bureau of Statistics acknowledges the traditional custodians of country throughout Australia and recognises their continuing

connection to land, waters and community. We pay our respects to them and their cultures, and elders, both past and present

The ABS Privacy Policy outlines how the ABS handles any personal information that you provide to us.

This email and any files transmitted with it are confidential and intended solely for the use of the individual.or
entity to which it is addressed. If you are not the named addressee you should not disseminate, distribute or copy
this email. Please notify the sender immediately by email if you have received this email by mistake and delete this
email from your system. Please note any views or opinions expressed in this email are solely those of the author
and do not necessarily represent those of ACON. Email transmission cannot be guaranteed to be secure or error-
free as information could be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or contain viruses.
The sender therefore does not accept liability for any errors or omissions in the contents of this message which
arise as a result of email transmission.

about:blank?windowld=SecondaryReadingPane8 2/2
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From: David Waymouth <David.Waymouth@abs.gov.au>
Sent: Friday, February 7, 2025 1:43 PM

To: RN I ; otherine Keenan <Katherine.Keenan@abs.gov.au>; Robert Ewing
<robert.ewing@abs.gov.au>; EXEN TSN : EN ©-bs.0\21>

Cc: Nicky Bell <nicky.bell@abs.gov.au>; Bindi Kindermann <Bindi.Kindermann@abs.gov.au>
Subject: RE: ABS x PID LGBTQ+ Intersectionality session [SEC=OFFICIAL]

Hi EZE - just letting you know my EA is undertaking cat herding and will book something in ASAP.

dw

From: N TR




Sent: Thursday, 6 February 2025 1:29 PM

To: David Waymouth <David.Waymouth@abs.gov.au>; Katherine Keenan <Katherine.Keenan@abs.gov.au>; Robert Ewing
<robert.ewing@abs.gov.au>; S IGNEEEEEEEEEE R - - s 0.0 >

Cc: Nicky Bell <nicky.bell@abs.gov.au>; Bindi Kindermann <Bindi.Kindermann@abs.gov.au>

Subject: RE: ABS x PID LGBTQ+ Intersectionality session [SEC=OFFICIAL]

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

Hi David

Apologies for the delay and thanks for the update. Great news that we would still like to proceed with this discussion (we
already have the presentation to go!)!

If you’d like to have a meeting to find a time then please use the booking system below ot send through your preferred times
and we’ll try our best to accommodate. Or if you already have a date in mind for the session then please send through and

hopefully our calendars align.

a Book time to meet with me

Thanks and speak soon

Pride in Diversity, ACON’s Pride Inclusion Programs

Email: P

a Book time to meet with me

From: David Waymouth <David.Waymouth@abs.gov.au>
Sent: Monday, 3 February 2025 10:55 AM

To:'>; Katherine Keenan <Katherine.Keenan@abs.gov.au>; Robert Ewing
<robert.ewing@abs.gov.au>; EXEEEzE ENEGEGEGEGEG N @ 2bs cov.au>

Cc: Nicky Bell.<nicky.bell@abs.gov.au>; Bindi Kindermann <Bindi.Kindermann@abs.gov.au>
Subject: RE: ABS x PID LGBTQ+ Intersectionality session [SEC=OFFICIAL]

17

There’s been a heap of change in the ABS in the last few months. George has retired, and I’m no longer in charge of Inclusion

and Diversity.

We’re still keen to proceed with this and I’ve cc’d in our LGBTQIA+ champions. I’ll coordinate with the 1&D teams assistance

as I’m one of the Disability and Carers Champions.

How are you placed in the next few weeks for a meeting?



David W

From: XS E

Sent: Friday, 6 December 2024 9:34 AM

To: David Waymouth <David.Waymouth@abs.gov.au>; Katherine Keenan <Katherine.Keenan@abs.gov.au>; Robert Ewing

<robert.ewing@abs.gov.au>; George Holton <g.holton@abs.gov.au>;‘,;
Jr————

Subject: RE: ABS x PID LGBTQ+ Intersectionality session [SEC=OFFICIAL]

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

Absolutely all good thanks David, the team will be back from the 16t January in 2025 so more than happy to look at
rescheduling to a new date that suits all.

Thanks and speak soon

Pride in Diversity, ACON’s Pride Inclusion Programs

Direet: EXE
Email: S

a Book time to meet with me

From: David Waymouth <David.Waymouth@abs.gov.au>
Sent: Friday, 6 December 2024 9:13' AM

To:'; Katherine Keenan <Katherine.Keenan@abs.gov.au>; Robert Ewing

<robert.ewing@abs.gov.au>; George Holton <g.holton@abs.gov.au>;:
e

Subject: RE: ABS x PID LGBTQ+Intersectionality session [SEC=OFFICIAL]

Hi -

Unfortunately none of our LGBTQIA+ champions are available on Monday anymore. Can I suggest we set something up in

the new year?
Apologies for any inconvenience B

dw
From;
Sent: Thursday, 5 December 2024 5:21 PM

To: Katherine Keenan <Katherine.Keenan@abs.gov.au>; Robert Ewing <robert.ewing@abs.gov.au>; George Holton

<g.holton@abs.gov.au>; David Waymouth <David Waymouth@abs.gov.au>; G
<3 @ abs.gov.au>
Subject: RE: ABS x PID LGBTQ+ Intersectionality session [SEC=OFFICIAL]




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

Hi ABS team

I’ve attached the presentation for our ABS x PID session on Monday that[E@ will be delivering solo.

Let me know if you have any questions before the session on Monday.

Thanks v much

Pride in Diversity, ACON’s Pride Inclusion Programs

Direct: ENSN
Email: A

ﬁ Book time to meet with me

From: Katherine Keenan <Katherine.Keenan@abs.gov.au>
Sent: Wednesday, 20 November 2024 10:04 AM

To: B  Robert Ewing <robert.ewing@abs.gov.au>; George Holton
<g.holton@abs.gov.au>; David Waymouth <David.Wavmouth@abs.gov.au>;;

N 2bs covou>

Subject: RE: ABS x PID LGBTQ+ Intersectionality session [SEC=OFFICIAL]

. You don't often get email from katherine.keenan@abs.gov.au. Learn why this is important

Sounds like something the NDN champions should be involved in ?

Thanks,
Katherine

Katherine Keenan (pronouns she/her)

Program Manager, National Accounts, Australian Bureau of Statistics
ABS Neurodiversity Champion

Ph.(02) 6252 5860

Executive Assistant:
N 025 gov.au



From: George Holton <g.holton@abs.gov.au> On Behalf Of

Sent: Wednesday, 20 November 2024 9:45 AM

To: Robert Ewing; Katherine Keenan

Subject: FW: ABS x PID LGBTQ+ Intersectionality session

When: Monday, 9 December 2024 1:30 PM-2:30 PM (UTC+10:00) Canberra, Melbourne, Sydney.
Where: Microsoft Teams Meeting

Hi both

In case youre interested and able to join this — context in the history — Pride in Diversity are launching
a program focused on people identifying as both neurodivergent and LGBTQIA+.

Thanks
George

From: ETSE PR

Sent: Wednesday, 13 November 2024 12:11 PM

To: XS George Holton; David Waymouth; [N EXEE

Subject: ABS x PID LGBTQ+ Intersectionality session

When: Monday, 9 December 2024 1:30 PM-2:30 PM (UTC+10:00) Canberra, Melbourne, Sydney.
Where: Microsoft Teams Meeting

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

Purpose: PID to share the information and data around the varying LGBTQ+ intersectionalities and our soon to be launched

publication and information‘around Pride in Neurodivergence
Hi all

Confirming the time as a placeholder in our diaries for the discussion, was not sure of the desired length of the session, so I’ve

booked an 1hr, happy to adjust if required.

Also, if youneed to replace this meeting invite with another to invite other I&D sponsors then please also go ahead.

Microsoft Teams need>

Join the meeting now
Meeting I1D: 421 848 306 865
Passcode: rstizz

For organizers: Meeting_options

Thanks v much



From: RS EES O &haifOf George Holton

Sent: Monday, 11 November 2024 11:58 AM

To E

Subject: RE: Pride in Diversity October 2024 E-News [SEC=OFFICIAL]

Hi

At this stage the below times are available for George, however his diary books up quickly so please send a meeting request as

soon as possible.

e Monday 1 December, 1:30pm-5pm AEDT
e Tuesday 2 December, 10:30am-12pm AEDT
¢ Monday 9 December, 1:30pm-3pm AEDT
e Friday 13 December, 10:30am-12pm AEDT

Kind regards,
s22 (she/her)
Project Support Officer, Enterprise Project Management Office

Australian Bureau of Statistics

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

The Australian Bureau of Statistics acknowledges the traditional custodians of country throughout Australia and recognises their continuing connection

to land, waters and community. We pay our respects to them and their cultures, and elders, both past and present.

KNew THIS EMAIL COMES T0 YOU FROM
1 @UR KAURNA
C@UNTRY

COUNTRY

rrom: EX

Sent: Thursday, 7 November 2024 5:25 PM
To: George Holton <g:holton@abs.gov.au>; David Waymouth <David.Waymouth@abs.gov.au>; SN

Subject: RE: Pride in Diversity October 2024 E-News [SEC=OFFICIAL]

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

Hi George & David

and I would absolutely welcome the opportunity to meet with the senior exec 1&D network sponsors and we can share the

information and data around the varying LGBTQ+ intersectionalities and our soon to be launched publication and information



around Pride in Neurodivergence. I’ve also attached our 2020 publication on understanding the experience of culturally diverse
LGBTQ talent.

I’ve reviewed our diaries, and we can be available:

e Monday 1 December, 12pm-5pm AEDT

e Tuesday 2 December, before 12.30pm AEDT

® Monday 9 December, between 1pm-3pm AEDT
¢ Friday 13 December, before 1pm AEDT

If these times work, let us know, or confirm withwhen you see each other at the roundtable in ADL next week!

Thanks and speak soon

Pride in Diversity, ACON’s Pride Inclusion Programs
Direct:
Email: E

a Book time to meet with me

From: George Holton <g.holton@abs.gov.au>
Sent: Wednesday, 6 November 2024 2:15 PM

To: EXENE S - ic \Vaymouth <David Waymouth@abs.gov.au>; [N
ETE R

Subject: RE: Pride in Diversity October 2024 E-News [SEC=OFFICIAL]

Hi [ -nd B

Great to catch up virtually last week BN

We were wondering if we could line up a time when it suits you to meet with our senior exec 1&D
network sponsors and hear more about the intersectionality work I understand you’re leading @’
Would some point in Dec or early in the new year suit?

Happy to meet up beforehand with David in the To list who stewards all of our 1&D networks to talk
through how that might work. Im wondering David is we could share the overlapping analysis your
team did recently for how our staff with different intersecting diversities reported in the 2024 APS
employee census?

And hope to see you in Adelaide next week for the round table.

Many thanks

George

This email and any files transmitted with it are confidential and intended solely for the use of the individual or entity to which



it is addressed. If you are not the named addressee you should not disseminate, distribute or copy this email. Please notify the
sender immediately by email if you have received this email by mistake and delete this email from your system. Please note
any views or opinions expressed in this email are solely those of the author and do not necessarily represent those of ACON.
Email transmission cannot be guaranteed to be secure or error-free as information could be intercepted, corrupted, lost,
destroyed, arrive late or incomplete, or contain viruses. The sender therefore does not accept liability for any errors or

omissions in the contents of this message which arise as a result of email transmission.

This email and any files transmitted with it are confidential and intended solely for the use of the individual or entity to which
it is addressed. If you are not the named addressee you should not disseminate, distribute or copy this email. Please notify the
sender immediately by email if you have received this email by mistake and delete this email from your system. Please note
any views or opinions expressed in this email are solely those of the author and do not necessarily represent those of ACON.
Email transmission cannot be guaranteed to be secure or error-free as information could be intercepted, corrupted, lost,
destroyed, arrive late or incomplete, or contain viruses. The sender therefore does not accept liability for any errors or

omissions in the contents of this message which arise as a result of email transmission.

This email and any files transmitted with it are confidential and intended solely for the use of the‘individual or entity to which
it is addressed. If you are not the named addressee you should not disseminate, distribute or copy this email. Please notify the
sender immediately by email if you have received this email by mistake and delete this email from your system. Please note
any views or opinions expressed in this email are solely those of the author and do not necessarily represent those of ACON.
Email transmission cannot be guaranteed to be secure or error-free as information could be intercepted, corrupted, lost,
destroyed, arrive late or incomplete, or contain viruses. The sender therefore does not accept liability for any errors or

omissions in the contents of this message which arise as a result of email transmission.

This email and any files transmitted with it are confidential and intended solely for the use of the individual or entity to which
it is addressed. If you are not the named addressee you should not disseminate, distribute or copy this email. Please notify the
sender immediately by email if you have received this email by :mistake and delete this email from your system. Please note
any views or opinions expressed in this email are solely those of the author and do not necessarily represent those of ACON.
Email transmission cannot be guaranteed to be secure or error-free as information could be intercepted, corrupted, lost,
destroyed, arrive late or incomplete, or contain viruses. The sender therefore does not accept liability for any errors or

omissions in the contents of this message which arise as a result of email transmission.
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. --=14/07/2025 02:29:17 PM---PID Regional Reach Geelong INVITE

PID Regional Reach Geelong INVITE

N /0712025 0229 P

*

Basics

14/07/2025 02:29 PM

0 bs oo+ - R 9bs oo+, K 0=bs 5oV 21"
N ©2bs.gov.au>

To




cc

Subject PID Regional Reach Geelong INVITE

Protective Mark

Caveat
Information

management markers

Categories
Visibility Public

Editors T (o ou)
Document Usage Information Management - determines recordkeeping action
Document Id DCOO-DJK7BB

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

Hi & the ABS team

In'case you missed it, we have a Regional Reach coming up in Geelong and S EGNGEG
has identified that you potentially have team members that might like to

joinithe day, further info is below:
¢ Australian Bureau of Statistics - Geelong

We're excited to share that Pride in Diversity will be bringing the conversation on LGBTQ workplace diversity and
inclusion to Regional Australia—this time, live in Geelong at Gordon Tafe.

As Australia’s national peak body for LGBTQ workplace inclusion, Pride in Diversity partners with over 500



organisations representing more than 3 million employees. Responding to member interest, this initiative is open to
all employers and employees in the Geelong region, including state and local governments, small businesses, and
community organisations.

Our goal is to support workplaces in their inclusion journey by sharing challenges, opportunities, and best practices
from across Australia and beyond.

We invite you to join us on Wednesday, 20 August for a series of engaging events focused on awareness and
enablement. Sessions will highlight key learnings from the Australian Workplace Equality Index (AWEI) and other
research, while exploring what’s next for organisations, leaders, HR professionals, and employee networks striving
to build truly inclusive workplaces.

Whether you're just starting or deepening your diversity journey, this is a valuable opportunity to connect, learn, and
lead together.

To register click on the link here Reaching Geelong with Pride.

We look forward to seeing you there.

Reaching Geelong with Pride

Join the Pride Inclusion Programs for Regional Reach: Geelong on Wednesday 20th August, 2025. This
full-day event brings together members of the community and professionals to explore LGBTQ+ inclusion
in the workplace.

Generously sponsored by the Transport Accident Commission, and hosted at Gordon Tafe, Geelong by
with special guest speakers, this event is designed to
provide practical insights into fostering diversity and inclusion in regional workplaces.

It is open to the public and members alike, offering expert-led sessions, deep-diving into LGBTQ+ Inclusion
data from the Australian Equality Workplace Index (AWEI), Trans & Gender Diverse awareness training,
Allyship workshop, and roundtable discussion to promote a more inclusive environment in the broader
Geelong area.

Whether you're looking to increase awareness, develop allyship skills, or engage in meaningful
conversations.about LGBTQ+ inclusion, this event aims to empower both individuals and organisations to
create lasting change.

EVENT SCHEDULE

Morning Session 8:30am - 12pm

e _Inclusion data
e Morning tea
e Trans awareness training

Lunch & Roundtable Networking 12pm - 1:30pm
Afternoon Session 2pm - 5pm

¢ Empowering Allies Workshop
e Afternoon tea
e Guest speaker



Register Now

Thanks v much

LGBTQ+ Trainer Program Manager, Pride in Diversity
ACON’s Pride Inclusion Programs
Direct:

Email: P
Address: 200 Hoddle Street, Abbotsford, VIC 3067

Website: www.prideinclusionprograms.com.au

a. Book time to meet with me

pridein 14 July

diversity wnternationg)

pon Bin ary,

People’s Day

We're celebrating 15 years of

leading LGBTQ+ inclusion. p"de in

15 years of LGBTQ+ people H H
» YEAR being able to bring their whole dl Vers 'ty

ANNIVERSARY sefves to work.

ACON acknowledges and pays respect to the Traditional Owners and Custodians of the lands, waters and
territories on which we work.

This email and any files transmitted with it are confidential and intended solely for the use of the individual or entity to which it is addressed. If you are
not the named addressee you should not disseminate, distribute or copy this email. Please notify the sender immediately by email if you have
received this email by mistake and delete this email from your system. Please note any views or opinions expressed in this email are solely those of

the author and do not necessarily represent those of ACON. Email transmission cannot be guaranteed to be secure or error-free as information could



be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or contain viruses. The sender therefore does not accept liability for any errors or

omissions in the contents of this message which arising as a result of email transmission.

On behalf of,

s47F

ACON'’s Pride Inclusion Programs

Mobile: XS

Address: 200 Hoddle Street Abbotsford VIC 3067
Website: www.prideinclusionprograms.com.au

Instagram: @pridediversityau | @prideinsport | @prideinhealthwellbeing
Facebook: facebook.com/prideindiversity facebook.com/prideinsport

| & __n )=

This email and any files transmitted with it are confidential and intended solely for the use of the individual or entity to which
it is addressed. If you are not the named addressee you should not disseminate, distribute or copy this email. Please notify the
sender immediately by email if you have received this email by mistake and delete this email from your system. Please note
any views or opinions expressed in this email are solely those of the author and do not necessarily represent those of ACON.
Email transmission cannot be guaranteed to be secure or error-free as information could be intercepted, corrupted, lost,
destroyed, arrive late or incomplete, or contain viruses. The sender therefore does not accept liability for any errors or

omissions in the contents of this message which arise as a result of email transmission.
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& Outlook

FW: PID Offerings and services in 2025 [SEC=OFFICIAL]

Fronm [y Dabs.gov.au>

Date Wed 2025-01-22 14:47

T

Cc ) .aov. Mabs.aov.au>

Dabs.aov.au >;
@abs.gov.au>; @abs.gov.au>

abs.gov.au>; Bindi Kindermann <Bindi.Kindermann@abs.gov.au>; Nicky Bell
<nicky.bell@abs.gov.au>

) 2 attachments (444 KB)
PID Virtual Training Calendar 2025.pdf; PID Facilitated Member Training 2025.pdf;

Many thanks for update and happy new year. The network will be.meeting in early February, and we
discuss and confirm what activities are to be planned. At this stage | think a catchup (in person) will be
in May — I'll lock in an invite for this in a couple of weeks.

Also looking forward to working with you this year.
Regards

s22
AJ/gJ ASSISTant irector

Inclusion and Diversity
People Services Branch | Enterprise Services Group | Canberra Office

Australian Bureau of Statistics

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

Non work day Fridays
| work flexibly and I'm sending'this email now because it's a good time for me, but | do not expect you to read,
respond or action it outside of your regular hours

K(f W THIS EMAIL COMES T0 YOU FROM
Y@U R
C@UNTRY COUNTRY

rrom

Sent: Tuesdav. Januarv 21. 2025 4:10 PM

To Dabs.gov.au>
Cc: >
Subject: HNY 2025!




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

Hiand the ABS team (please forward on as appropriate)
HNY! g

As we step into 2025, | wanted to express my gratitude for your continued support and trust in our
services. | am excited about the opportunities and challenges that lie ahead, and | am committed to
ensuring that we continue to meet your needs and expectations.

Membership details

Membership Status

Current

Membership Renewal Date

17/08/2025

Membership Hours Used

0.00

Member Hours Remaining

6.00

If there are any changes to your organisation’s contacts, please let us know.

Canberra 2025 travel dates (for in-person activity)
Q1: Monday 10 February to Friday 14 February 2025
Q2: Monday 19 May to Friday 23 May 2025

Q3: Monday 18 August to Friday 22 August 2025

Q4: Monday 17 November to Friday 21 November 2025

| will be in Canberra for the above dates in 2025 and invite you to organise an in-person meeting. I'm
open to having a general catch-up, AWEI submission document discussions or any AWEI reviews, or
any facilitated member training sessions or consulting.

If you'd like to discuss your membership and plan out these activities for 2025 and beyond then please
also book in a virtual pre-meeting so we can discuss and organise.

@ Book time to meet with me

PID Consulting Support for 2025
As we look ahead, I'd love to understand any key projects or initiatives where we can provide any
custom or extra support to ensure you are getting the most out of your membership and myself as a
consultant. This could include areas such as but not limited to :
* AWEI Survey or AWEI Benchmark tailored support
» HR Policy and/or Governance support
Industry Group building or connection
Workplace inclusion programs/strategy launch/support
Training and' capacity-building for leadership wider teams
Intersectional organisational diversity development
Feel free to share your upcoming plans so we can collaborate and support where possible.

PIDVirtual Training Calendar (does not incur member hours)

Please find attached our latest training calendar with links to register for 2025 sessions. We encourage
you to review the sessions and share them with your teams—these events are designed to equip your
team with the tools to foster inclusive and supportive workplaces.

*Reminder to receive the monthly PID Newsletter - where all of our state and national events and
activities are listed please ensure you and your team are registered: Newsletter Signup | Pride
Inclusion Programs™

PID Facilitated Member Training (incurs member hours)
Our PID training overviews and sessions are attached if you are looking to schedule and run any
education / training sessions to utilise your member hours, either in-person, virtual or hybrid.

Events and Member support



Hosts: We are always looking for members to host events from roundtables to networking — let me
know if you have an interest in hosting as spots fill up fast.

Sponsors/Support : With So many AMAZING events in 2024 as we roll on to 2025 the events and
engagement continue, from PID Pride in Practice Conference, Midsumma, Days of significance to
Community events - if sponsoring / supporting these events are of interest please let me know.

A massive thank you for the past year and | can’t wait to continue in 2025.

With pride

s47F

EXE 1 e i Diversity
ACON’s Pride Inclusion Proarams

Direct:

Email: Ealls

Address: 200 Hoddle Street, Abbotsford, VIC 3067
Website: www.prideinclusionprograms.com.au

a Book time to meet with me

ACON acknowledges and pays respect to the Traditional Owners and Custodians of the lands, waters and
territories on which we work.

This email and any files transmitted with it are confidential and intended solely for the use of the individual or entity to which it is addressed. If
you are not the named addressee you should not disseminate, distribute or copy this email. Please notify the sender immediately by email if you
have received this email by mistake and delete this email from your system. Please note any views or opinions expressed in this email are solely
those of the author and do not necessarily represent those of ACON. Email transmission cannot be guaranteed to be secure or error-free as
information could be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or contain viruses. The sender therefore does not accept

liability for any errors or omissions in the contents of this message which arising as a result of email transmission.

This email and any files transmitted with it are confidential and intended solely for the use of the individual or
entity to which it is addressed. If you are not the named addressee you should not disseminate, distribute or copy
this email. Please notify the sender immediately by email if you have received this email by mistake and delete
this email from'your system. Please note any views or opinions expressed in this email are solely those of the
author and do not necessarily represent those of ACON. Email transmission cannot be guaranteed to be secure or
error-free as information could be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or contain
viruses. The sender therefore does not accept liability for any errors or omissions in the contents of this message
which arise as a result of email transmission.
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LGBTQ AWARENESS (90 mins)

LGBTQ Awareness is an introductory session for anyone who is interested in learning more about the
LGBTQ community and workplace inclusion. This is an interactive session where questions are encouraged,
and discussions are held in a respectful and safe environment.
By the end of the session participants will:
e Understand the business case for LGBTQ inclusion and explain why it is important in a workplace
context
e Understand some of the lived experiences and unique challenges for LGBTQ people and the impact
to the workplace
e Understand the diversity of, and differences between sex characteristics,.gender identity, gender
expression and sexual orientation
e Learn some introductory actions individuals can take to create a more inclusive workplace culture

TRANSGENDER & GENDER DIVERSE AWARENESS,(90 mins)

The aim of this session is to provide participants with an overall understanding of binary and non-binary
gender experiences and identities as part of the LGBTQ spectrum. The session will explore the complex
nature of gender identity and gender affirmation processes (transitioning), provide a level of comfort
around terminology, outline some of the unique challenges often faced by transgender and gender diverse
employees and how to support an employee affirming their gender in the workplace. The session will also
provide awareness on the impact that culture has on the lived experiences of its employees regardless of
their gender identity.

This session is recommended to support.an employee’s Gender Affirmation.

By the end of the session participants will:

e Understand the diversity of, and differences between sex assigned at birth, gender identity, gender
expression and sexual orientation

e Understand some.of the lived experiences and unique challenges faced by transgender and gender
diverse employees andthe impact to the workplace

e Respond to some of the common views, stereotypes or misconceptions attached to gender diversity

e Understand therole that individuals play in creating a more inclusive culture in supporting an
employee through gender affirmation (transitioning) at work

EMPOWERING ALLIES (90 mins)

The purpose of this session is to build on the knowledge about LGBTQ inclusion covered in ‘LGBTQ
Awareness’. This session will focus on what an ally is and how we can be allies in the workplace and
beyond. This interactive workshop allows participants to build their skills in intervention as well as their

14 ELIZABETH ST SURRY HILLS NSW 2010 pride pride pride health

+612 9206 2139 | pride@acon.org.au
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understanding of what makes a good ally. Participants must attend LGBTQ Awareness prior to attending
this workshop.
By the end of the session participants will:

e Understand what makes an effective ally

e Respond to some of the common views that question the need for inclusion initiatives

e Be able to intervene in non-inclusive situations

AUTHENTIC LGBTQ ROLE MODELLING & ALLYSHIP (90 mins)

Targeted at a LGBTQ audience, the purpose of this session is to build on the knowledge about LGBTQ
inclusion covered in ‘LGBTQ Awareness’ and focus on what a role model andally is. It has a particular focus
on allyship as an LGBTQ person, giving participants the knowledge of how we can‘be allies in the workplace
and beyond, be a role model for other LGBTQ people, and be authentic as LGBTQ leaders. Participants must
attend LGBTQ Awareness prior to attending this workshop.
By the end of the session participants will:

e Understand the importance of visibility / being a role model

e Understand the role of LGBTQ leaders / LGBTQ allies

e Understand what makes an effective ally

e Be able to intervene in non-inclusive situations

LGBTQ INCLUSION CONSIDERATIGONS\FOR HR & RECRUITMENT (120 mins)

The purpose of this session is to provide participants with an overview of why LGBTQ inclusion is important
within an organisation and the role they can play in creating an inclusive culture. This session will cover
terminology and language, whilst unpacking the LGBTQ acronym to provide a better understanding to
participants of the challenges-and barriers that LGBTQ employees face within the workplace. This session
will look at inclusion through the'lens of HR and recruitment. It will ask teams to look at their processes and
how they can make them more inclusive and transparent for LGBTQ existing and potential employees.
Participants must attend4GBTQ Awareness prior to attending this workshop.
By the end of the session participants will:
e Be refreshed.on the'LGBTQ Awareness key concepts, that inform these considerations (30 mins)
LGBTQ CONSIDERATIONS FOR HR (30 mins)
e < Understandthe role that HR can play in building LGBTQ inclusion and the roles they play in being
allies
¢ Understand the requirement for ‘explicit’ inclusion, and some specific policy areas that need special
attention
e Understand considerations for marginalized populations within grievance processes
e Understand considerations for data collection for LGBTQ populations
LGBTQ CONSIDERATIONS FOR FORMAL INCLUSION EDUCATION (15 mins)
e Understand the role that visible active allies can play in creating an inclusive culture
e Understand the barriers for ‘passive supporters’

4 ELIZABETH ST SURRY HILLS NSW 2010 pride pride pride health
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e Understand the role of educational training and resources in ‘converting’ passive supporters to
visible allies

LGBTQ CONSIDERATIONS FOR RECRUITMENT (45 mins)

e Understand the role that explicit inclusion can play in attracting diverse candidates

e Use arecruitment life cycle model to identify potential policy and practice areas that need special
attention

e Understand the issues that transgender and gender diverse people face in recruitment and selection
for roles

LGBTQ INCLUSION: A LEADERSHIP CONVERSATION (30;45'mins)

This session is designed for a Senior Leadership Team / Board level discussion about LGBTQ inclusion,
within the wider context of an organisation’s culture and talent journey. Focusing on the business case for
inclusion and key focus areas to get started, it is ideal for organisations'‘who want to start the process of
embedding their inclusion objectives and initiatives throughout all their functional areas.
Topics include:

e The business case for inclusion

e The components of a holistic inclusion strategy

e Inclusive leadership behaviours

LGBTQ AWARENESS FOR GRIEVANCENOFFICERS (120 mins)

LGBTQ Awareness for Grievance Officers is a session specifically for people responsible for managing, or
supporting employees through, a grievance complaint process. This is an interactive session where
guestions are encouraged, and discussions are held in a respectful and safe environment.
By the end of the session participants will:
e Understand the business.case for LGBTQ inclusion and explain why it is important in a workplace
context
e Understand some of the lived experiences and unique challenges for LGBTQ people and the impact
to the workplace
e Understand the prevalence of bullying and harassment, and the impact of stigma on reporting rates
e Understand thediversity of, and differences between sex characteristics, gender identity, gender
expression and sexual orientation
e Learn some actions individuals can take to create a more inclusive workplace culture
® OPTIONAL Discuss some workplace specific scenarios and how to appropriately manage them

14 ELIZABETH ST SURRY HILLS NSW 2010 pride pride pride health
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LGBTQ AWARENESS FOR PEOPLE MANAGERS (90 mins)

LGBTQ Awareness for People Managers is a session specifically for people responsible for managing teams.
This is an interactive session where questions are encouraged, and discussions are held in a respectful and
safe environment.
By the end of the session participants will:
e Understand the business case for LGBTQ inclusion and explain why it is important in a workplace
context
e Understand some of the lived experiences and unique challenges for LGBTQ people and the impact
to the workplace
e Understand the diversity of, and differences between sex characteristics,.gender identity, gender
expression and sexual orientation
e Understand the importance of visible and active allies, particularly within leadership positions
e Understand some inclusive leadership behaviours

PERSONAL PRONOUNS (30 mins)

Personal Pronouns is a short session that could be used to support a Day of Significance, the launch of a
Pronouns initiative, or just to upskill employees in this specific area. This is an interactive session where
questions are encouraged, and discussions are held/in a respectful and safe environment.
By the end of the session participants will:

e Understand what personal pronouns are, and the different types of pronouns

e Understand why organisations may focus on pronouns and other inclusive language to support trans

and gender diverse people
e How to use different pronounsto support an inclusive culture
e How to correct yourself and others if a mistake is made

4 ELIZABETH ST SURRY HILLS NSW 2010 pride pride pride health
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Webex Online Training

In order to make our training more accessible for our members, we conduct online sessions at least once a
month. Employees of member organisations can watch live, and even participate by asking questions, via the
internet.

You must register (using your company email address) to attend any of these sessions - click the heading of
your preferred session to register via Eventbrite. All these sessions will be conducted online via WebEx Events,
unless otherwise stated. Please make sure to note it in your calendar with the correct time (AEDT/ AEST)
when registering so that you don’t double-book, you will receive the link to join any session you register for on
the morning of that session.

Awareness Sessions:

LGBTQ+ Awareness: 1.5 Hours

Pride in Diversity will provide participants with an overall understanding of why LGBTQ+ workplace inclusion is
important to an organisation, explore challenges often faced by LGBTQ+ employees and provide awareness on
the impact that a culture has on the lived experience of its employees.

Trans & Gender Diverse Awareness: 2 hours

Pride in Diversity will provide participants with an overall understanding of binary and non-binary gender
experiences and identities as part of the LGBTQ+ spectrum. The session will explore the complex nature of
gender identity and gender affirmation processes, provide a level of comfort around terminology, outline some
of the unique challenges often faced by transgender and gender diverse employees and how to support an
employee affirming their gender in the workplace. The session will also provide awareness on the impact that
culture has on the lived experiences of its employees regardless of their'gender identity.

Dates:

February 2025

LGBTQ+ Awareness — Thursday 13th, 12:30pm —-2:00pm (AEDT)

March 2025

LGBTQ+ Awareness — Tuesday 11th, 3:00pm - 4:30pm (AEDT)

Trans & Gender Diverse Awareness — Tuesday 18th, 3:00pm - 5:00pm (AEDT)
April 2025

LGBTQ+ Awareness — Thursday 10th, 12:30pm - 2:00pm (AEST)

May 2025

LGBTQ+ Awareness — Tuesday 13th, 3:00pm - 4:30pm (AEST)

Trans & Gender Diverse Awareness — Tuesday 20th, 3:00pm - 5:00pm (AEST)
June 2025

LGBTQ+ Awareness ~ Thursday 12th, 12:30pm - 2:00pm (AEST)

July 2025

LGBTQ+ Awareness =Tuesday 8th, 3:00pm - 4:30pm (AEST)

Trans & Gender Diverse Awareness — Thursday 10th, 3:00pm - 5:00pm (AEST)
August 2025

EGBTQ+Awareness — Thursday 14th, 12:30pm - 2:00pm (AEST)

September 2025

LGBTQ+ Awareness — Tuesday 9th, 3:00pm —4:30pm (AEST)

Trans & Gender Diverse Awareness — Tuesday 16th, 12:30pm - 2:30pm (AEST)
October 2025

LGBTQ+ Awareness — Thursday 9th, 12:30pm - 2:00pm (AEDT)

November 2025

LGBTQ+ Awareness — Tuesday 11th, 3:00pm - 4:30pm (AEDT)

Trans & Gender Diverse Awareness - Tuesday 18th, 3:00pm - 5:00pm (AEDT)
December 2025

LGBTQ+ Awareness — Thursday 11th, 12:30pm - 2:00pm (AEDT)




HR & Recruitment Sessions:

LGBTQ+ HR & Recruitment: 1.5 Hours

Pride in Diversity will provide an interactive session on LGBTQ+ inclusion tailored to HR professionals,
recruitment teams and hiring managers to understand the specific issues faced by LGBTQ+ employees and
prospective employees. NB: attendees for this session MUST have completed an LGBTQ+ Awareness
session within the past 12 months.

Dates:

February 2025

LGBTQ+ HR & Recruitment - Wednesday 19th, 12:30pm - 2:00pm (AEDT)
May 2025

LGBTQ+ HR & Recruitment - Thursday 15th, 3:00pm - 4:30pm (AEST)
August 2025

LGBTQ+ HR & Recruitment - Thursday 21st, 12:30pm - 2:00pm (AEST)
November 2025

LGBTQ+ HR & Recruitment — Thursday 13th, 3:00pm — 4:30pm (AEDT)

If you have any questions, please contact info@prideindiversity.com.au.
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FW: PiD Comms: Slides and Resources for TAW training [SEC=OFFICIAL]

S22

From:

Sent: Monday, 1 December 2025 12:40 PM

To: EXEEEGEEEE @ 2 b5 gov.au>
Subject: RE: Slides and Resources for TAW training [SEC=0OFFICIAL]

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

What fabulous news thanksn here you go:

o PID TGD Take Action Guide 2025 — attached
o Pride Inclusion Programs’ Trans Awareness Week online panel — You Can’t Ask That #2 2025
recording is now via our Vimeo channel, click here to watch now.

If anyone would like any other support please don’t hesitate to reach out.

Thanks and speak soon

s47F

Pride in Diversity, ACON’s Pride Inclusion Programs

Direct:
Email: E



turnag
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Document 23


a Book time to meet with me

From: S © 2 >s. 0.2 U>
Sent: Monday, 1 December 2025 12:22 PM
To:
Subject: Slides and Resources for TAW training [SEC=0OFFICIAL]
Hi
Thanks so much for the training last week- people found it really helpful.
s47G
Plus it is so nice to see how many people are keen to learn about

supporting trans folk.

Someone also mentioned other
resources, like a TGD Ally Guide. | suspect that is on the PiD website somewhere, but if you
could send me a link to save me some time that would be amazing.

Cheers,
s22

Commit ad the ABS Pride Network

s22

DevOps Engineer

BA, Testing and DevOps | IT Strategy and Architecture Branch
Technology and Security Division | Australian Bureau of Statistics

(E) BN 0 :bs.gov.au | (W) www.absigov.au

This email and any files transmitted with it are confidential and intended solely for the use of the individual or
entity to which it is addressed. If youare not the named addressee you should not disseminate, distribute or
copy this email. Please notify the sender immediately by email if you have received this email by mistake and
delete this email from your system. Please note any views or opinions expressed in this email are solely those
of the author and do not necessarily represent those of ACON. Email transmission cannot be guaranteed to be
secure or error-free as information 'could be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or
contain viruses. The sender therefore does not accept liability for any errors or omissions in the contents of this
message which arise as a result of email transmission.



make mistakes, and that’s O

en we misgender someone, we'can }ky apologise and correct ourselves and move on.
‘When we hear someone else misgender a trans or gender diverse colleague, we can speak up.
We can gently remind the perso our colleague uses these pronouns, not those ones.

¥ Thisisa helpful remind we should encourage our colleagues to do the same for us

- when we make mista :

‘Here'is a helpful % on pronouns and the importance of Using the correct gendered/
¥ ¢

© non gender% : Pride in Diversity’s Pronouns Guide

ou hear something, say something!

ar someone use a term that is inappropriate or harmful, what can you do?

.\s
Intthis case you can help to educate the person on the correct language to use when
peaking about a trans or gender diverse person. Let them know that the language they

used is inappropriate, offensive or outdated.

There are no such words as ‘transgendered’ or ‘transgenderism’ The term to use is
transgender or trans. If you are unsure of the correct terms, you can use this language guide
from TransHub: Language — TransHub

TRANS AND GENDER DIVERSE PEOPLE BELONG IN AUSTRALIAN WORKPLACES


https://www.transhub.org.au/language
https://www.prideinclusionprograms.com.au/content/uploads/2024/10/PID-Factsheet-Pronoun-Guide-2023v1.0.pdf

Visibility - It’s all in the name
P Trans Day of Visibility

It's a day when all trans and gender diverse people should feel empowered to be visibleand
to feel pride in'who they are. (This is true for every day, but especially on Trans Day of Visibility)

With so much ne?twe media and commentary, this might be harder at the mome
‘but by being visible allies we can help make the visibility of our trans and gender 7
colleagues’ safer.

ar a trans badge, use a trans virtual background (avallable for downloa

: Up does not need to be aggressive or dlf'ﬁc You can simply speak to the person

le the joke and let them know you unde y were trying to be funny, but
] i der diverse. They are not inclusive

3 oplefe luded. They just add to the
otional load that trans and gender dive % le already carry.

metimes it is important to say so hx soon as you hear the joke. At other times you
ay want to speak to the person alenelater on, but don't leave it too long.

‘Therearer ways to be a great ally for
o OUr tran ender diverse colleagues

" Explore th owing'resources for ideas:
+ Checkiout y organisétion;s ally guide

. heg @ e resources on TransHub

load our Ally Fact Sheets

tch the recording of last year’s Trans Awareness Week panel ‘You Can’t Ask That’ here
@ For info about Trans Day of Visibility visit www.tdov.org.au

« Bookin a planning or training session with your RM. If you're not a member, you can
find out how to join here

WE SUPPORT WORKPLACES TO BE INCLUSIVE PRIDE
OF TRANS AND GENDER DIVERSE PEOPLE INCLUSION

www.prideinclusionprograms.com.au PROGRAMS



https://www.prideinclusionprograms.com.au/resources/publications/publications/
https://www.transhub.org.au/downloads
https://www.prideinclusionprograms.com.au/resources/publications/publications/
https://vimeo.com/1029168656/da66432b63?share=copy
https://www.tdov.org.au/
https://www.prideinclusionprograms.com.au/membership-rates-benefits/
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Document 24

& Outlook

Re: ABS TAW training tomorrow [SEC=OFFICIAL]

From

Date Thu 2025-11-20 09:40
To ‘EX 2 - bs.gov.au >
Cc ‘3 22bs.90v.au>

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

I've arrived downstairs when you are ready, thanks

From: IS - ECS -5 o .2u>

Sent: Wednesday, November 19, 2025 12:35:39 PM

To
Cc: EXM N 2 -bs.2ov.2u>

Subject: ABS TAW training tomorrow [SEC=OFFICIAL]

i

Looking forward to hosting you here at ABS House in Canberra for our Trans Awareness Week
training tomorrow, 10am-11am.

I'll be in the foyer ahead of time (by 9:45am) to check you in. If you're running early/late feel free to

contact me via email, or via my mobile: EXS NG
Cheers,

522

Assistant Director, NDDA Data Governance

National Disability Data Asset and Data Systems Branch | Statistical Infrastructure Division | Australian
Bureau of Statistics

P EEEEEE c EE o:bs.oov.au (W) www.abs.gov.au

Ngunnawal & Ngambri Country (Canberra, ACT)

S22

Lomimitiec aa mne AbS rriae Network

The Australian Bureau of Statistics acknowledges the traditional custodians of country throughout Australia and recognises their continuing
connection to land, waters and community. We pay our respects to them and their cultures, and elders, both past and present
The ABS Privacy Policy outlines how the ABS handles any personal information that you provide to us.

This email and any files transmitted with it are confidential and intended solely for the use of the individual or
entity to which it is addressed. If you are not the named addressee you should not disseminate, distribute or copy
this email. Please notify the sender immediately by email if you have received this email by mistake and delete this
email from your system. Please note any views or opinions expressed in this email are solely those of the author
and do not necessarily represent those of ACON. Email transmission cannot be guaranteed to be secure or error-
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free as information could be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or contain viruses.
The sender therefore does not accept liability for any errors or omissions in the contents of this message which
arise as a result of email transmission.

about:blank?windowld=SecondaryReadingPane7 2/2
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& Outlook

Fw: Adelaide Office - Transgender and Gender Diverse Awareness training [In-person] [SEC=OFFICIAL]

S22

From: XN 2s.£ov.au>

Sent: Friday, 31 October 2025 3:23 PM
To: E
Ce: EEN - 25 £0V.2U>

Subject: Re: Adelaide Office - Transgender and Gender Diverse Awareness training [In-person] [SEC=OFFICIAL]

Hi again B

Just checking in about tech for Monday.
Will you be bringing along a laptop to share a presentation? Or would you like to email me your presentation and you can present it using my laptop?

If you want to bring your own laptop, we will have time to test the setup beforehand. Please note that there are some difficulties with connecting Apple devices in
our office, so if you have an Apple laptop it might be preferable to use my laptop.

Cheers,

s22

Assistant Director
Health and Disability Surveys | Health, Disability and Vital Statistics | Australian Bureau of Statistics

P)ENIEEEE E)EEEN ) -bs.cov.au (W) www.abs.gov.au
Commit the ABS Pride Network

From: EXIIEGEEEEE - )s.cov.au>

Sent: Tuesday, October 28, 2025 2:12 PM
To e ]
cc: ENEE < - bs cov.au>

Subject Re: Adelaide Office - Transgender and Gender Diverse Awareness training [In-person] [SEC=OFFICIAL]

Hilll
We are looking forward to having you present the Transgender and Gender Diverse Awareness training in the ABS Adelaide office next Monday.
| will be your ABS contact person on the day.

Are you happy for me to meet you in the lobby of 11 Waymouth Street, Adelaide at around 9:40am? | can then help you get signed in to our office and set up the
room,

My phone number is feel free to contact me on this number on the day if you're running late or can't find me.

Thanks,

Assistant Director
Health and Disability Surveys | Health, Disability and Vital Statistics | Australian Bureau of Statistics

(P) NN (E) ENENNNN 9-bs.oovau (W) www.abs.gov.au
Commit the ABS Pride Network

From:
Sent: Tuesday, 23 September 2025 1:45 PM

To: I © -5 <ov.<.>; EX - <o+ <> K
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<22 @abs.gov.au>; @abs.gov.au>; N - b5 cov.au>
Subject: Adelaide Office - Transgender and Gender Diverse Awareness training [In-person] [SEC=OFFICIAL]

When: Monday, 3 November 2025 10:00 AM-11:00 AM.

Where: Adelaide 9N 110 Fleurieu Training Room

g
Australian
Bureau of
Statistics

PRIDE NETWORK

As part of this years Transgender Awareness Week celebrations the ABS Pride Network invite you to join us in person
for face-to-face Transgender and Gender Diverse Awareness training delivered by[Bii@from Pride in Diversity.

When: Monday 3 November, 10am
Where: Adelaide Office | Level 9, 110 Fleurieu Training Room | 11 Waymouth Street, Adelaide

Session overview:

The aim of this session is to provide participants with an overall understanding of binary and non-binary gender
experiences and identities as part of the LGBTQIA+ spectrum.

The session will explore the complex nature of gender identity and gender affirmation processes (transitioning),
provide a level of comfort around terminology, outline some of the unique challenges often faced by transgender and
gender diverse employees and how to support an employee affirming their genderiin the workplace. The session will
also provide awareness on the impact that culture has on the lived experiencesof its employees regardless of their
gender identity.

Questions?

ABS Contact: at B @abs.gov.au
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RE: ABS x PID - Trans Awareness Week - 2025: Check in for Melb and Online Sessions
[SEC=OFFICIAL]
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S22

From: B3
Sent: Tuesday, 30 September 2025 2:58 PM

To: IS . .ou>

Subject: RE: ABS x PID - Trans Awareness Week - 2025: Check in for Melb and Online Sessions [SEC=OFFICIAL]

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

Hiya 23

While [§d is on leave, | can confirm they are good for 10am on the 27/11 so please send through a
calendar invite to 2l

Thanks

s47F

Pride in Diversity, ACON’s Pride Inclusion Programs

Direct:
Email: EEIAR

a Book time to meet with me

From: (S = > 0.2

Sent: Tuesday, 30 September 2025.2:42 PM

To: T  E

Subject: RE: ABS x PID - Trans Awareness Week - 2025: Check in for Melb and Online Sessions [SEC=OFFICIAL]

Hi
Thanks for that- can we lock in 10AM on Thurs 27/117?
I'll get someone from our Inclusion and Diversity team to send you a placeholder invite if you're

good to go with that date and time &

Cheers!
s22

Committe ad the ABS Pride Network

S22

DevOps Engineer

BA, Testing and DevOps | IT Strategy and Architecture Branch
Technology and Security Division | Australian Bureau of Statistics

(E)EEEE C-bs.oov.au | (W) www.abs.gov.au

From: E

Sent: Wednesday, 24 September 2025 4:36 PM

To: E .o E



Ce: EX s ¢ ov.au>

Subject: RE: ABS x PID - Trans Awareness Week - 2025: Check in for Melb and Online Sessions [SEC=OFFICIAL]

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

Hi

27/11 works, at either time. Let me know which suits best. I've blocked out both for you just in
case &

Kind Regards,

SATF

Pride in Diversity ¢ ACON’s Pride Inclusion Program

a Book time to meet with me

Mobile: NN | i | i P

Address: 200 Hoddle Street, Collingwood VIC 3067
Website: www.prideinclusionprograms.com.au

L0 _n [egl==

ACON acknowledges and pays respect to the Traditional Owners and Custodians of all the lands on which we work.
Click here to view ACON’s 229 Innovate RAP

+ X N — 1B ¢ bURoLE

A
pridein
diversity

From: XS < - bs.ov.au>

Sent: Wednesday, 24 September 2025 3:17 PM

To: PN E

Cc: EZS - 2 s 0 V.2u>

Subject: RE: ABS x PID - Trans Awareness Week - 2025: Check in for Melb and Online Sessions [SEC=OFFICIAL]
Hi [,

Nice to meet you too & Would either Thurs 20/11 or 27/11 at 10AM or 2PM work?
If not, let me know and I'll check if Monday would work with the Melbs office.

s22

Commit ad the ABS Pride Network
s22

DevOps Engineer
BA, Testing and DevOps | IT Strategy and Architecture Branch



Technology and Security Division | Australian Bureau of Statistics

(E) ENEEE ©:2bs.gov.au | (W) www.abs.gov.au

From:

Sent: Tuesday, 23 September 2025 3:57 PM

To: EN ; EE < . £ Ov.au>
cc: I @ 012>

Subject: RE: ABS x PID - Trans Awareness Week - 2025: Check in for Melb and Online Sessions [SEC=OFFICIAL]

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

i

Lovely to e-meet you & please let me know when you’d like to schedule the Melbourne
session.

Monday 17 Nov is free for me up until 2pm if that works, if not, please feel free to propose
alternate times.

Kind Regards,

s47F
Pride in Diversity ® ACON’s Pride Inclusion Program

@, Book time to meet with me

obile: SR | o P | in'ccir: S

Address: 200 Hoddle Street, Collingwood VIC 3067

Website: www.prideinclusionprograms.com.au

ACON acknowledges and pays respect to the Traditional Owners and Custodians of all the lands on which we work.
Click here to view ACON’s 2nd Innovate'RAP

4" PURPLE
) 20.08.25

From: i

Sent: Tuesday, 23 September 2025 11:29 AM

To: [ @abs.gov.au>; SN
cc: N - 5.0 2>

Subject: RE: ABS x PID - Trans Awareness Week - 2025: Check in for Melb and Online Sessions [SEC=0FFICIAL]

Hiya EEN



Looping in _@ who will facilitate the Melbourne session.

Please schedule myself in for the online sessions here:
ﬁ Book time to meet with me

Thanks v much

s47F

Pride in Diversity, ACON’s Pride Inclusion Programs

Direct: EXN
Email: P

a Book time to meet with me

From: [ 2 bs. cov.au>

Sent: Monday, 22 September 2025 12:08 PM
To: P
cc: EXEEEGEEEE - s cov.au>

Subject: RE: ABS x PID - Trans Awareness Week - 2025: Check in for Melb and Online Sessions [SEC=OFFICIAL]

Hi

I’'m taking over fror‘rm to schedule the last few of these- specifically | wanted to follow up
on contacts for the Melbourne and online sessions.

I've updated the table from your email to reflect all the sessions & times we currently have
scheduled.

Are you scheduling the Melbourne and online sessions, or could you let me know who to
contact to schedule them?

Thanks, and happy Monday!

s22

Commit ad the'’ABS Pride Network

s22

DevOps Engineer
BA, Testing and DevOps | IT Strategy and Architecture Branch
Technology and Security Division | Australian Bureau of Statistics

(E) ESNEEE ©2bs.gov.au | (W) www.abs.gov.au

From:

Sent: Monday, September 08, 2025 14:08

o ES——— .2 R - :0..2.>

EE - <.c.....> E N CTE

@abs.gov.au> wabs T
Subject: RE: ABS x PID - Trans Awareness Week - 2025 [SEC=OFFICIAL]



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

safe.

Hiya and the ABS team

Thanks for the info below, I've now have the further information support the planning for the ABS Trans
Awareness Week nationwide rollout of session. I've also looped in the relevant PID RM’s (thank-you all)
for their specific sites to advise on a preferred date and time that works for their diary for the 60min
Transgender and Gender Diverse Awareness session.

NI - ¢ CEEEEN o <as¢ let us know if you need any other information for now.

ABS Trans Awareness week sessions

Date: 13" November — 20" November (including TDOR)

Session locations (1hr ea - 8-10 member hrs total):

LOCATION RM DATE TIME ADDRESS NOTES
. Thursday 20 295 Ann Street,
Brisbane _@ November R Brisbane QLD EZM QLo RM
45 Benjamin Way,
Canberra x1 Thursfy 20 10am Belconnen, ACT,
s47F November 2617
45 Benjamin Way,
Canberra x2 Qgroay 11 2pm Belconnen, ACT, As above
(TBA) November o017
8/44 Market St
Thursday 20 ’
Sydney SATE November 2pm g(y)/ggey NSW PID SYD RM
Thursday 13 St Georges
Perth SATE Nov 2pm Terrace v \VA RM
Friday 28 12 Gheringhap
Geelong s47F November 10am Street RM
B to align with Q4
. Monday 3 Level 9, ANZ ADL activities- stil
Adelaide November 10am House, 11 need to confirm
Waymouth Street .
with
PID VIC Team
g"g'l')”“me TBA TBA TBA W advise RM
RM - TBA




Online x1 TBA TBA TBA Teams Vlnuql / Hobart /
Darwin
Online x2 Virtual / Hobart /
(TBA) TBA TBA TBA Teams Darwin
RM BIOs:

Meet the Team - Pride in Diversity

TRANSGENDER & GENDER DIVERSE AWARENESS (60 mins PID session + 30mins ABS
organised)

Session overview

The aim of this session is to provide participants with an overall understanding of binary and non-binary
gender experiences and identities as part of the LGBTQ+ spectrum.

The session will explore the complex nature of gender identity and gender affirmation processes
(transitioning), provide a level of comfort around terminology, outline some of the unique challenges
often faced by transgender and gender diverse employees and how:to support an employee affirming
their gender in the workplace. The session will also provide awareness on the impact that culture has
on the lived experiences of its employees regardless of their gender identity.

Session outcomes:

e Understand the diversity of, and differences between sex assigned at birth, gender identity,
gender expression and sexual orientation

e Understand some of the lived experiences and unique challenges faced by transgender and
gender diverse employees and the impact to the workplace

¢ Respond to some of the common views, stereotypes or misconceptions attached to gender
diversity

¢ Understand the role that individuals play in creating a more inclusive culture in supporting and
employee through gender affirmation (transitioning) at work

Thanks and speak soon

s4/F

Pride in Diversity, ACON’s Pride Inclusion Programs

Direct: By

Email: E

[T; Book time to meet with me




From: S - - s .c0v.ou>

Sent: Thursday, 28 August 2025 9:22 AM

o N ; E S - - .- v.o.:>; EXS
<N )50 cov.au>

c: N - - s oo u>; XN 2 bs sov.au>;
< 25 2ov.2.>; IS © 2. 0.,

Subject: ABS x PID - Trans Awareness Week - 2025 [SEC=OFFICIAL]

Hi

Was great to have you visit sunny Canberra last week. Connecting you with @ EEJ
ES rom our Pride Committee - they'll be leading the organisation of our Trans
Awareness Week activities from our staff Network perspective.

oENEEEE - will be your main contacts for Trans Awareness Week.
I've included some highlights in yellow to clarify our intent for what we're planning.

We understand that getting some dates booked in is our first priority. Could you please clarify
the additional considerations - | think it was Adelaide you mentioned may need to be the week
before/after?

> Elle will work to get those dates booked in with you over the next few days.

Thanks again, looking forward to seeing the sessions come to life &

Cheers,

Trans Awareness Week:

TRANSGENDER & GENDER DIVERSE AWARENESS (60 mins PID session + 30mins ABS
organised)

Session overview

The aim of this session is to provide participants with an overall understanding of binary and non-binary
gender experiences and identities as part of the LGBTQ+ spectrum.

The session will explore the complex nature of gender identity and gender affirmation processes
(transitioning), provide a level of comfort around terminology, outline some of the unique challenges
often faced by transgender and gender diverse employees and how to support an employee affirming
their gender in the workplace. The session will also provide awareness on the impact that culture has
on the lived experiences of its employees regardless of their gender identity.

This session is recommended to support an employee’s Gender Affirmation.



Session outcomes:

¢ Understand the diversity of, and differences between sex assigned at birth, gender identity,
gender expression and sexual orientation

¢ Understand some of the lived experiences and unique challenges faced by transgender and
gender diverse employees and the impact to the workplace

¢ Respond to some of the common views, stereotypes or misconceptions attached to gender
diversity

¢ Understand the role that individuals play in creating a more inclusive culture in supporting and
employee through gender affirmation (transitioning) at work

Session locations (1hr ea - 8-10 member hrs total):

1. Brisbane

2. Canberra - *potentially x2 (TBC, depending on interest and capacity)
3. Sydney

4. Perth

5. Geelong

6. Adelaide (RM TBC)

7. Melbourne CBD

8. Online - x2* (watch party/ies to be organised for Hobart/Darwin)

s22
Assistant Director, NDDA Data Governance

National Disability Data Asset and Data Systems Branch | Statistical Infrastructure Division | Australian Bureau
of Statistics

P ENIEEEEEE ) BN :bs.g0ov.au (W) www.abs.gov.au

Ngunnawal & Ngambri Country (Canberra, ACT)
S22

Commit ad the ABS Pride Network

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

The ABS Privacy Policy outlines how the ABS handles any personal information that you provide to us.

From:

Sent: Thursday, August 21, 2025 16:09

To: BN 22 s cov.au>; 2 Dabs.gov.au>; ENIEIEGzG
‘BN 2205 covau>; BN - bs cov.au>; Nicky Bell <nicky.bell@abs.gov.au>

Cc: Bindi Kindermann <Bindi.Kindermann@abs.gov.au>
Subject: RE: Confirming Thursday 21 August ABS & PID catchup at ABS house 10.30 am [SEC=OFFICIAL]

Hi all



Thank-you for the catch-up today, it was great to connect, here’s an outline of the information we
discussed — let me know if I've missed everything!

Membership Status
Current

Membership Renewal Date
16/8/2026

Membership Hours Used
0.00

Member Hours Remaining

6.00 +6.00 rolled over

PID UPDATE
PID Q3 Roundtable

e Darwin/Garramilla Roundtable, Tues 26 Aug, 2:00pm — 3:30pm (ACST) — Register Here

* AWEI Survey (6-Oct to 23-Feb)

AWEI (2025-26 AWEI Employee Survey — Registration |/Australian Workplace Equality Index)
* AWEI| Practice Points 2025

e Key Insights (published)

e Being Out at Work (published)
Trans and Gender Diverse Inclusion
Allies in the Workplace (published)
NEW: Workplace Inclusion Impacts (published)
Impacts of Leadership Support
Bullying & Harassment Experiences
Impacts of Visible role models
Applying an Intersectional Lens

* PID:Academic Paper published:

Same:or Different? Understanding Employees' Perceptions of Their Own Workplace Diversities -
Perales -.2025 - Diversity & Inclusion Research - Wiley Online Library

It highlights underrepresented diversity dimensions—such as caring responsibilities and socioeconomic
status—and reveals ideological resistance to diversity practices, offering important insights for
improving survey design and data collection.

* LGBTQASB+ Mob at Work report published

The report, developed by Pride in Diversity and the UTS Centre for Social Justice and Inclusion,
explores the workplace experiences of LGBTQASB+ First Nations people - including Sistergirls,
Brotherboys, and other gender-diverse identities. It highlights the intersectional challenges they face
and the cultural strengths they bring to workplaces.



* TransHub National Launch - 29" August

Trans Health Equity is excited to invite you to a special webinar marking the national relaunch of
TransHub, now supporting trans and gender diverse communities across every state and territory in
Australia.

Register now: https://forms.acon.org.au/form-6873308/national-launch-webinar-rego-form-transhub

* PIP Conference, Melbourne, 25-26th November

e Sponsorship opportunities

e Early Bird tickets available

¢ |nfo available in E-News:
* VIC MIDSUMMA EOI'S

Carnival & Marching, Sponsorship or Volunteering

Midsumma Carnival | Sunday 19 January

Pride in Diversity (stall name ACON’s Pride Inclusion Programs) will be at Midsumma Carnival.
We are inviting PID members to:
1. Volunteer at our stall during the day —enquire to [SESEEE here

2. Come and say Hi to the team and make an origami ‘Proud Heart or try your luck at the
Inclusion parlour games!

Midsumma Pride March | Sunday 2 February



Pride in Diversity (ACON's Pride Inclusion Programs) will be marching at Midsumma Pride
March.

We are inviting PID members to:

1. Sponsor us (your organisations logo to be added to our marching ‘Proud Hearts’ t-

shirts) — enquire to [SEEGEGEGEE e

_

diversity

2. March with us - enquire to [SE < e (sponsorship not required to march
with us)

¢ 5x places and 5x ‘ProudHearts’ t-shirts per each PID member (extras to be added to
waitlist)

* WIPD Proud Hearts toolkit

This year for WIPD we have put together a toolkit to guide our members through hosting your own
'Purple Hearts crafternoon.

Take a look at the attached toolkit for all the steps and recommendations, or if watching something is
more your style the video below gives a little information on Wear It Purple Day, the considerations for
hosting your own crafternoon, and then walks you through step by step in how to make an origami
heart.

'Purple Hearts crafternoon’ toolkit video
ABS REQUEST FOR DATA AND INSIGHTS ON LGBTQ+ INCLUSION

Why LGBTQ+ Inclusion still matters signed letter from

KWM presentation: Australian Legislative Requirements to Support DEI



Recap: Lunch & Learn: How Do Australia's Legislative Requirements Support Diversity Equity &
Inclusion? Wednesday, 13 August | Meeting_|_Microsoft Teams
Open for Business report: Business Case for LGBTQ+ Workplace Inclusion.

PID AWEI Practice Point: Workplace Inclusion Impacts

e Up to 4x higher employee recommendation rates

e 61% lower intent to leave with inclusion training

e 73% lower turnover intent where allyship is supported

¢ Up to 60% higher perceived job security with visible role models

¢ Up to 121% higher job satisfaction where bullying is addressed
Detailed report:

RE Trans Awareness Week:
TRANSGENDER & GENDER DIVERSE AWARENESS (60-90 mins)
Session overview

The aim of this session is to provide participants with an overall understanding of binary and non-binary
gender experiences and identities as part of the LGBTQ+ spectrum.

The session will explore the complex nature of gender identity and gender affirmation processes
(transitioning), provide a level of comfort around terminology, outline some of the unique challenges
often faced by transgender and gender diverse employees and how.to support an employee affirming
their gender in the workplace. The session will also provide awareness on the impact that culture has
on the lived experiences of its employees regardless of their gender identity.

This session is recommended to support an employee’s Gender Affirmation.
Session outcomes:

e Understand the diversity of,and differences between sex assigned at birth, gender identity,
gender expression and sexual orientation

e Understand some of the lived experiences and unique challenges faced by transgender and
gender diverse employees and the impact to the workplace

¢ Respond to some of the common views, stereotypes or misconceptions attached to gender
diversity

e Understand the role that individuals play in creating a more inclusive culture in supporting and
employee through gender affirmation (transitioning) at work

Session locations:

. Brisbane

. Canberra

. Sydney

. Perth

. Geelong

.’Adelaide (ABS & RM TBC)
. Melbourne CBD (ABS TBC)

NOoO OB WN -

Thanks and speak soon



Pride in Diversity
ACON’s Pride Inclusion Programs
Direct: B

Email: B
Address: 200 Hoddle Street, Abbotsford, VIC 3067
Website: www.prideinclusionprograms.com.au

f';. Book time to meet with me

PERIDE=48

We're celebrating 15 years of
leading LGBTQ+ inclusion. “dein

15 years of LGETQ+ people
being able to bring their whole d' verslty

selves o work,

ACON acknowledges and pays respect to the Traditional Owners and Custodians of the lands, waters and
territories on which we work.

This email and any files transmitted with it are confidential and intended solely for the use of the individual or entity to which it is
addressed. If you are not the named addressee you should not disseminate, distribute or copy this email. Please notify the
sender immediately by email if you have received this email by mistake and delete this email from your system. Please note any
views or opinions expressed. in this email are solely those of the author and do not necessarily represent those of ACON. Email
transmission cannot be guaranteed to be secure or error-free as information could be intercepted, corrupted, lost, destroyed,
arrive late or incomplete, or contain viruses. The sender therefore does not accept liability for any errors or omissions in the
contents of this message which arising as a result of email transmission.

From: % @abs.gov.au>

Sent: Tuesday, 19 August 2025 1:27 PM

e ——

@abs.gov.au>

Subject: Confirming Thursday 21 August ABS & PID catchup at ABS house 10.30 am [SEC=0OFFICIAL]

Hi



Just checking in to confirm that all is ok for our meeting on Thursday.
The meeting will cover

Update from yourself
ABS update
Membership hours
Anything else?

We still haven’t received our invoice for membership.

Just call me on and I'll collect you from the foyer.
Looking forward to catching up.

Regards

s22

Senior Inclusion and Diversity Officer

Inclusion and Diversity
People Services Branch | Enterprise Services Group | Canberra Office

Australian Bureau of Statistics

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

s22

| work flexibly and' I'msending this email now because it's a good time for me, but | do not expect you to read,
respond.or action it outside of your regular hours

K[I_Q W THS EMAIL COMES T0 YOU FROY
T@UR NGUNNAWAL
CE@UNTRY COUNTRY

This email and any files transmitted with it are confidential and intended solely for the use of the individual or entity to which



it is addressed. If you are not the named addressee you should not disseminate, distribute or copy this email. Please notify the
sender immediately by email if you have received this email by mistake and delete this email from your system. Please note
any views or opinions expressed in this email are solely those of the author and do not necessarily represent those of ACON.
Email transmission cannot be guaranteed to be secure or error-free as information could be intercepted, corrupted, lost,
destroyed, arrive late or incomplete, or contain viruses. The sender therefore does not accept liability for any errors or
omissions in the contents of this message which arise as a result of email transmission.

This email and any files transmitted with it are confidential and intended solely for the use of the individual or
entity to which it is addressed. If you are not the named addressee you should not disseminate, distribute or copy
this email. Please notify the sender immediately by email if you have received this email by mistake and delete
this email from your system. Please note any views or opinions expressed in this email are solely those of the
author and do not necessarily represent those of ACON. Email transmission cannot be guaranteed to be secure or
error-free as information could be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or contain
viruses. The sender therefore does not accept liability for any errors or omissions in the contents of this message
which arise as a result of email transmission.

This email and any files transmitted with it are confidential and intended solely for the use of the individual or
entity to which it is addressed. If you are not the named addressee you should not disseminate, distribute or copy
this email. Please notify the sender immediately by email if you have received this email by mistake and delete
this email from your system. Please note any views or opinions expressed in this email are solely those of the
author and do not necessarily represent those of ACON. Email transmission cannot be guaranteed to be secure or
error-free as information could be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or contain
viruses. The sender therefore does not accept liability for any errors or omissions in the contents of this message
which arise as a result of email transmission.

This email and any files transmitted with it are confidential and intended solely for the use of the individual or
entity to which it is addressed. If you are not the named addressee you should not disseminate, distribute or copy
this email. Please notify the sender immediately by email if you have received this email by mistake and delete
this email from your system. Please note any views or/opinions expressed in this email are solely those of the
author and do not necessarily represent those of ACON. Email transmission cannot be guaranteed to be secure or
error-free as information could be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or contain
viruses. The sender therefore does not accept liability for any errors or omissions in the contents of this message
which arise as a result of email transmission.

This email and any files transmitted with it are confidential and intended solely for the use of the individual or
entity to which it is addressed. If you are not the named addressee you should not disseminate, distribute or copy
this email. Please notify the sender immediately by email if you have received this email by mistake and delete
this email from your system:. Please note any views or opinions expressed in this email are solely those of the
author and do not necessarily represent those of ACON. Email transmission cannot be guaranteed to be secure or
error-free as information could be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or contain
viruses. The sender therefore does not accept liability for any errors or omissions in the contents of this message
which arise as.a result of email transmission.

This email and any files transmitted with it are confidential and intended solely for the use of the individual or
entity to which it'is addressed. If you are not the named addressee you should not disseminate, distribute or copy
this email. Please notify the sender immediately by email if you have received this email by mistake and delete
this email from your system. Please note any views or opinions expressed in this email are solely those of the
author and do not necessarily represent those of ACON. Email transmission cannot be guaranteed to be secure or
error-free as information could be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or contain
viruses. The sender therefore does not accept liability for any errors or omissions in the contents of this message
which arise as a result of email transmission.
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RE: Notification: Response Update: AWEI Employee survey (8/1/2024) [SEC=OFFICIAL] (Response to: )

B " 09/01/2024 09:12 AM
Basics
09/01/2024 09:12 AM
s22 (@abs.gov.au
Send To ETTR -5 g0 2u>
GG
bcc
Subject RE: Notification: Response Update: AWEI Employee survey (8/1/2024) [SEC=OFFICIAL]

Protective Mark

OFFICIAL

Information
management
markers

Caveat
[] Personal privacy [ ] Legal privilege [ ] Legislative secrecy

Categories

Workplace Diversity\Memberships\Pride in Diversity\AWEI
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"AWEI" ---08/01/2024 11:13:56 AM---Response Update: AWEI Employee survey (8/1/2024)

Response Update: AWEI Employee survey (8/1/2024)




Basics

"AWEI"

Send To

cc

Subject R

Protective Mark

Information management markers

Categories

Visibility

Editors

Document Usage Information M

Document Id

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

Hi

Thank you for requesting the link for Australian Bureau of Statistics to participate in the 2024 AWEI Employee
Survey.

Responses received 0
FTE provided 3500
% of FTE responded 0%

If you have not distributed your link as yet please disregard, If you have chosen not to participate this year please
let us know.

If you feel the numbers above are incorrect, please get it contact and we can review.

Please ensure you remind your employees to complete the survey, if you would like to advise us of the period
you will be distributing we are happy to help you keep track during that time.



The Surveys will remain open and responses will be collected until C.O.B. 29" Februa ry 2024.

Should you have ani iuestions, please do not hesitate to contact: by replying to this

email or via

On behalf of the Pride in Diversity team, we would like to thank you for participating in this Survey. We look
forward to sharing your results with you.

Kind Regards
Pride in Diversity
ACON’s Pride Inclusion Programs

Direct:

Address: 414 Elizabeth St Surry Hills NSW 2010

Website: www.prideinclusionprograms.com.au | www.pid-awei.com.au
Twitter: Pridediversity |Prideinsportau |PrideinHealth+Wellbeing
Facebook: PridelnDiversity|Prideinsport |Prideinhealth+wellbeing

This email and any files transmitted with it are confidential and intended solely for the use of the individual or
entity to which it is addressed. If you are not the named addressee you should not disseminate, distribute or copy
this email. Please notify the sender immediately by email if you have received this email by mistake and delete
this email from your system. Please note any views or opinions expressed in this email are solely those of the
author and do not necessarily represent those of ACON: Email transmission cannot be guaranteed to be secure or
error-free as information could be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or contain
viruses. The sender therefore does not accept liability for any errors or omissions in the contents of this message

which arise as a result of email transmission.
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29/08/2024 03:49 PM
Sent by G
Send To
GG
bcc
Subject Re: Organisation Information confirmaiton Pride in Diversity (AWEI) [SEC=OFEICIAL] _]
Protective Mark OFFICIAL
Information
management [] Personal privacy [ ] Legal privilege [ ] Legislative secrecy Caveat [ ] NATIONAL-CABINET
markers
Categories Workplace Diversity\Memberships\Pride in Diversity\AWEI

.

As requested please make'the following changes for the ABS Organisational information as per table below using ANZSIC.

ITEM YOUR ORGANISATIONS DETAILS CHANGES YOU WOULD LIKE TO MAKE
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oRGANISATION nAME
Relationship Manager

SECTOR:
APPRO. EMPLOYEES
(headcount not FTE):

PRIMARY INDUSTRY
Division:
Subdivision:

Group:
Class:

SECONDARY INDUSTRY
Division:
Subdivision:
Group:
Class:

ustralian Bureau of Statistics

Pride in Diversity - Member

Federal Government
3500

0)-Public Administration and Safety
75 - Public Administration

751 - Central Government Administration
751 - Central Government Administration»

s22

Assistant Director, Inclusion

Inclusion and Diversity | Workforce, Communications.-and Client Branch

Corporate Services Division

and Diversity

| Enterprise Services Group

Australian Bureau of Statistics
(P) (M) B

(E) abs.gov.au’ (W) www.abs.gov.au

M -Professional Scientific and Technical Services

69- Professional Scientific and Technical Services ( Except computer system desi
and related services)

695- Market Research and Statistical Services

6950- Market Research and Statistical Services

I work flexibly, therefore you may receive emails.from me outside of standard hours, but I do not expect you to read, respond or action outside of your regular hours.

The Australian Bureau of Statistics acknowledges Aboriginal and Torres Strait Islander peoples as the Traditional Owners and Custodians of Country throughout Australia.
We recognise their continuing connection to'land, waters and community, and pay our respects to their cultures, histories and Elders past and present.



Organisation Information confirmaiton Pride in Diversity (AWEI) 23/08/2024 12:50:15 PM

Organisation Information confirmaiton Pride in Diversity (AWEI)

23/08/2024412:50 PM
Basics
23/08/2024 12:50 PM
s4/7F
Send To EXS ¢ -bs gov.au” BN @ -bs.gov.au>
G
Subject Organisation Information confirmaiton Pride in Diversity (AWEI)

Protective Mark

Information
management [_] Personal privacy. [ ] Legal privilege [] Legislative secrecy Caveat [ ] NATIONAL-CABINET
markers
| Categories Allocated Items)Allocated to —l
Visibility Limited Readers

| Editors Workforce Strategies Team, Workplace Diversity Team, Samantha Palmer/Staff/ABS, Linda Fardell/Staff/ABS |



Readers Workforce Strategies Team, Workplace Diversity Team, Samantha Palmer/Staff/ABS, Linda Fardell/Staff/ABS

Document Usage Information Management - determines recordkeeping action

Document Id DCOO-D8E5YP

AUTION: External
mail. Do not click links
r open attachments
nless you recognise the
ender and know the
ontent is safe.

Dear,
You are receiving this email as the primary contact listed for Australian Bureau of Statistics.
Please respond to this email to:

1. Confirm the details are correct OR

2. Correct/change/add any details we may have missed or might be incorrect.

Should we receive no response we will follow up with the next contact from your Organisation. Further details about this process are below the
table.

ITEM YOUR ORGANISATIONS DETAILS CHANGES YOU WOULD LIKE TO MAKE

oRGANISATION nAME ustralian Bureau of Statistics
Relationship Manager

Pride in Diversity - Member

SECTOR;: Federal Government
APPRO. EMPLOYEES 3500




(headcount not FTE):

PRIMARY INDUSTRY

Division: JO)-Public Administration and Safety M -Professional Scientific and Technical Services
Subdivision:]75 - Public Administration 69- Professional Scientific and Technical Services ( Except computer system desi
and related services)
Group: |751 - Central Government Administration 695- Market Research and Statistical Services

Class: |751 - Central Government Administration» 6950- Market Research and Statistical Services

SECONDARY INDUSTRY
Division:
Subdivision:
Group:
Class:

As part of our approach to providing AWEI index submission and survey participants with more relevant and timely data to use for comparison
purposes we have been undertaking a project to assign all organisation the following data points
e Sector
e Public Sector (Federal Government, State Government, Local Government, )
e Private Company,
e NGO/Charity/NFP
e Higher Education

e ANZSIC Industry codes based on the primary function of the organisation or department and where necessary a secondary
classification using all 4 levels of the ANZIC code system

e |ndustry division,

e Industry Subdivision,
e Industry Group and
e Industry Class

This information has been collated.in various ways including from the expression of interest form in 2024 for the Annual AWEI Employee
survey, and through the use of research and allocation using the ANZSIC online tool. (which can be found here Australian and New Zealand
Standard Industrial Classificatiom(ANZSIC), 2006 (Revision 2.0) | Australian Bureau of Statistics (abs.gov.au)

We are now asking that you review this information and provide us feedback on this data if you feel your organisation has been inaccurately



assigned. Not all organisations have been allocated a secondary industry listing if we are not aware of your organisation functioning in separate
industry types. You are welcome to nominate this if we have not done so.

Kind Regards

ACON’s Pride Inclusion Programs

Pride in Diversity | Pride in Sport | Pride in Health + Wellbeing

Please note: While | may send emails outside of your working hours, there is never any expectation for you to either read these or respond
during this time. Thank you.

Direct: _

Address: 414 Elizabeth St Surry Hills NSW 2010 | Email(_
Website: www.prideinclusionprograms.com.au | www.pid-awel.com.au
Twitter: Pridediversity |Prideinsportau |PrideinHealth+Wellbeing

Facebook: PridelnDiversity|Prideinsport |Prideinhealth+wellbeing

AUSTRALIA'S LEADING BENCHMARKS FOR LGBTQ INCLUSION

A \ 7 —7
N 4 PRIDE

C INCLUSION

e : : e PROGRAMS

L@ | n )=

ACON acknowledges and pays respect to the Traditional Owners and.Custodians of all the lands on which we work.

This email and any files transmitted with it are confidential and intended solely for the use of the individual or entity to which it is addressed. If you are not the named addressee you should not
disseminate, distribute or copy this email. Please notify the sender immediately by email if you have received this email by mistake and delete this email from your system. Please note any views or
opinions expressed in this email are solely those of the author.and do not necessarily represent those of ACON. Email transmission cannot be guaranteed to be secure or error-free as information
could be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or contain viruses. The sender therefore does not accept liability for any errors or omissions in the contents of this message
which arising as a result of email transmission.

This email and any files transmitted with it are confidential and intended solely for the use of the individual or entity to which it is addressed. If you are not the named
addressee you should not disseminate; distribute or copy this email. Please notify the sender immediately by email if you have received this email by mistake and delete this
email from your system. Please note any views or opinions expressed in this email are solely those of the author and do not necessarily represent those of ACON. Email



transmission cannot be guaranteed to be secure or error-free as information could be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or contain viruses. The
sender therefore does not accept liability for any errors or omissions in the contents of this message which arise as a result of email transmission.
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Basics
09/10/2023 11:38 AM
Sent by
Send To rawer BN
cc
bcc
Subject Re: Please confirm: Intention to participate in 2024 AWEI Employee Survey [SEC=OFFICIAL] Py
Protective Mark OFFICIAL
Information Caveat
management [] Personal privacy [ ] Legal privilege [ ] Legislative secrecy
markers
Categories Workplace Diversity\Memberships\Pride in Diversity\AWEI
Hi
This email is to confirm that the ABS will be participating in the 2024 AWEI Employee
Survey.
Thank you

s22

522
Assistant Director, Inclusion and Diversity

Inclusion and Diversity | Workforce, Communications and Client Branch
Corporate Services Division | Enterprise Services Group

Australian Bureau of Statistics

(P) M

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

I work flexibly, therefore you may receive emails from me outside of standard hours, but I do not expect you
to read, respond or action outside of your regular hours.

The Australian Bureau of Statistics acknowledges Aboriginal and Torres Strait Islander peoples as the
Traditional Owners and Custodians of Country throughout Australia. We recognise their continuing
connection to land, waters and community, and pay our respects to their cultures, histories and Elders past
and present.
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"AWEI" Please confirm: Intention to participate in 20... 09/10/2023 10:46:01 AM

Please confirm: Intention to participate in 2024 AWEI Employee Survey

"AWEI" 09/10/2023 10:46 AM
Basics
"AWEI" 09/10/2023 10:46 AM
s47G
Send To undisclosed-recipients:;
GG
Subject Please confirm: Intention to participate in 2024 /AWEI Employee Survey

Protective Mark

Information

Caveat
management [ ] Personal privacy [ Legal privilege [] Legislative secrecy ]
markers

I Categories I
Visibility Public
Editors S (o
Document Usage Information Management - determines recordkeeping action
Document Id DCOO-CWF2DP

| AUTION: External email. Do not click links or open attachments unless you recognise the sende
Eafe.

ITS ALMOST TIME

Thank you for submitting your expression of interest for the 2024 AWEI Employee Survey.

Unique Survey links will be distributed Thursday 26 October and the survey itself will
become accessible starting from November 2nd.



Could you kindly confirm your intention to participate in this year's Survey and your need for
a unique link? If you have opted not to participate this year, that is perfectly fine; please just
inform us of your decision.

Confirmation is required for us to issue your unique link.

Kind Regards

s47F ACON'’s Pride Inclusion Programs

Pride in Diversity | Pride in Sport |

Direct:

Address: 414 Elizabeth St Surry Hills NSW 2010 | Email:Ex GGG
Website: www.prideinclusionprograms.com.au | www.pid-awei.com.au
Twitter: Pridediversity |Prideinsportau | PrideinHealth+Wellbeing
Facebook: PridelnDiversity | Prideinsport | Prideinhealth+wellbeing

OV 2023

VAC

29 M

i

ALLIANT STADIUM
SYDNEY, NSW

THE AUSTRALIAN LGBTQ
INCLUSION CONFERENCE

ACON acknowledges and paysrespect to the Traditional Owners of all the lands on which we work.

This email and any files transmitted with it are confidential and intended solely for the use of the individual or entity to which it is
addressed. If you are not the named addressee you should not disseminate, distribute or copy this email. Please notify the sender
immediately by email if you have received this email by mistake and delete this email from your system. Please note any views or opinions
expressed in this email are solely those of the author and do not necessarily represent those of ACON. Email transmission cannot be
guaranteed to be secure or error=free as information could be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or contain
viruses. The sender therefore does not accept liability for any errors or omissions in the contents of this message which arising as a result
of email transmission.

This email and any files transmitted with it are confidential and intended solely for the use of the individual or
entity to which it is addressed. If you are not the named addressee you should not disseminate, distribute or copy
this email. Please notify the sender immediately by email if you have received this email by mistake and delete
this email from your system. Please note any views or opinions expressed in this email are solely those of the
author and do not necessarily represent those of ACON. Email transmission cannot be guaranteed to be secure or
error-free as information could be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or contain
viruses. The sender therefore does not accept liability for any errors or omissions in the contents of this message

which arise as a result of email transmission.
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Basics
- 31/01/2024 11:34 AM
Send To undisclosed-recipients:;
cc
Subject HNY 20241

Protective Mark

Information Caveat
management [_] Personal privacy [] Legal privilege [] Legislative secrecy

markers

Categories Workplace Diversity\Memberships\Pride in Diversity

r:AUTION: External email. Do not click links or open attachments unless you
.

ecognise the sender a_nd kﬁ)w_the content is safe.

Hi valued member!

As February fast approaches, | thought I'd take the opportunity to say hi and to highlight some
upcoming activity including dates I'll be in Canberra for any member activity required.

CALENDAR

If you’d like to book in some time for either a check-in, member meeting, strategy session,

consulting or training, please use the new booking system link below.
CanberraQl IN PERSON DATES 26 FEB — 1 MAR

Book'time to meet with

me

PID Q1 ROUNDTABLE & NETWORKING EVENTS
° Brisbane Roundtable, 15 February, 3:30pm - 5pm (AEST) - Register Here

Brisbane Networking, 15 February, 5pm - 7pm (AEST) - Register Here
Perth Roundtable, 15 February, 3:30pm - 5pm (AWST) - Register Here
Perth Networking, 15 February, 5pm - 7pm (AWST) - Register Here
Melbourne Roundtable, 21 February, 3:30pm - 5pm (AEDT) - Reqister Here
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Melbourne Networking, 21 February, 5pm - 7pm (AEDT) - Register Here
Adelaide Roundtable, 27 February, 3:30pm - 5pm (ACST) - Register Here
Adelaide Networking, 27 February, 5pm - 7pm (ACST) - Reqister Here
Canberra Roundtable, 28 February, 3:30pm - 5pm (AEDT) - Register Here
Canberra Networking, 28 February, 5pm - 7pm (AEDT) - Register Here
Sydney Roundtable, 6th March, 3:30pm - 5pm (AEDT) - Register Here
Sydney Networking, 6th March, 5pm - 7pm (AEDT) - Reaqister Here
CBR HOSTING OPPORTUNITIES
We are looking for CBR hosts for Q1-Q4 this year, so please reach out if you are interested in
hosting or sponsoring:

® (Quarterly Roundtable & Networking Events

® Executive Leadership Network Events

® Any other activations or sponsorship opportunities

Quarterly Roundtable & Networking events hosting requirements example:
Roundtable:

® 3:30pm-5pm

® Meeting room for approx. 20x participants

® Include a virtual option
Networking event:

® 5.00pm-7.30pm

® Venue up to max. 50x attendees

® Light refreshments (food and beverages)

® Hosts will generally provide 3-4 canape style options including veg/vegan/GF, one
red wine, one white wine, one beer and non-alcoholic

FEBRUARY ONLINE LEARNING

AWEI
AWEI Submissions due 29 February and AWEI survey links will also close.
AWEI Submissions marking period: 29 February — 12 April 2024.

AWEI 2024 LGBTQ+ Awards

Friday.31st May 2024, 11am - 3:30pm

ICC Grand Ballroom, Sydney

Stay tuned for ticket sales updates please see our sponsorship brochure here .

Update your PID membership contact details
If you’d like to update any of your records, please reply with Name, Pronouns, Title, Email to the
following:

® Primary membership contact

® Secondary membership contact



HR/D&I contact

Co-HR/D&I contact

Employee Network

Co-Employee Network

Executive Sponsor

Executive Sponsor’s EA

CEO/Director General/Vice Chancellor etc
CEO/Director General/Vice Chancellor’s EA
Other relevant contacts

Please let me know if there is anything else for now or anything | can support with.

Thanks and speak soon

S47F
N F - in Diversity

ACON'’s Pride Inclusion Programs

Direct:

Email: B

Address: 200 Hoddle Street, Collingwood VIC 3067
Website: www.prideinclusionprograms.com.au

. Book time to meet with me

A

SURVEY
) CLOSES
r-kl % 29FEB

HAVE YOUR SAY ON LGBTQ+ INCLUSION IN YOUR ORGANISATION

The AWE! Employee Survey provides insight into your LGBTO+ Inchusion programs, revealing what's warking,
wiat necds 1o be tweaked and what is absolutely fabulous! For mare infoand submission documents elick here

AWEI Submissions Close: 29 February 2024
AWEI Submissions Marking Period: 29 February — 12 April 2024

ACON acknowledges and pays respect to the Traditional Custodians of all the lands on which we work.

This email and any files transmitted with it are confidential and intended solely for the use of the individual or entity to which it is addressed. If
you are not the named addressee you should not disseminate, distribute or copy this email. Please notify the sender immediately by email if you
have received this email by mistake and delete this email from your system. Please note any views or opinions expressed in this email are solely
those of the author and do not necessarily represent those of ACON. Email transmission cannot be guaranteed to be secure or error-free as
information could be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or contain viruses. The sender therefore does not accept
liability for any errors or omissions in the contents of this message which arising as a result of email transmission.

This email and any files transmitted with it are confidential and intended solely for the use of the individual or
entity to which it is addressed. If you are not the named addressee you should not disseminate, distribute or copy



this email. Please notify the sender immediately by email if you have received this email by mistake and delete
this email from your system. Please note any views or opinions expressed in this email are solely those of the
author and do not necessarily represent those of ACON. Email transmission cannot be guaranteed to be secure or
error-free as information could be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or contain
viruses. The sender therefore does not accept liability for any errors or omissions in the contents of this message
which arise as a result of email transmission.

Message from Pride in Diversity <info@prideindiversity.com.au> on Tue, 5 Dec 2023 01:12:53

s4/G
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& Outlook

Notification: FW: HNY 2025! [SEC=OFFICIAL]

e —
Date Tue 2025-12-09 15:04
To < EX 5 2 bs.gov.au>

U 2 attachments (444 KB)
PID Virtual Training Calendar 2025.pdf; PID Facilitated Member Training 2025.pdf;

' ---22/01/2025 07:23:28 AM--- EN N

*
Basics
s22 22/01/2025 07:23 AM
22 @abs.gov.au
PR o>~ ER - B
cond . :

- T

Subject FW: HNY 2025! [SEC=OFFICIAL]

Protective Mark

Caveat
Information

management markers

Categories Workplace Diversity\Memberships\Pride in Diversity
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Visibility Limited Readers

Editors Workplace Diversity Team, workforce strt
Readers Workplace Diversity Team, Workforce Strategies Team
Last modified 23/01/2025 08:22:12 AM By'Staf'f/ABS
Document Id DCOO-DD5RY6

HI and

How timely for this update we can discuss at the Pride chair catchup later today. I'll respond to SRl after the Pride catchup

letting him know George has retired.
Regards

522

A/g Assistant Director

Inclusion and Diversity
People Services Branch | Enterprise Services Group | Canberra Office
Australian Bureau of Statistics

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

S22
I work flexibly and I'm sending this email now because it's a good time for me, but | do not expect you to read,
respond or action it.outside of your regular hours

K%@ W ThiS EMAIL COES T0 YOU FROM
C@UNTRY COUNTRY

From: P
Sent: Tuesday, January 21, 2025 4:10 PM

o XS PR - =bs o>
cc: T P S - <=1

Subject: HNY 2025!




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

Hi [EJill and the ABS team (please forward on as appropriate)

HNY!?

As we step into 2025, I wanted to express my gratitude for your continued support and trust in our services. I am excited about
the opportunities and challenges that lie ahead, and I am committed to ensuring that we continue to meet your needs and

expectations.

Membership details
Membership Status
Current

Membership Renewal Date
17/08/2025

Membership Hours Used
0.00

Member Hours Remaining
6.00

If there are any changes to your organisation’s contacts, please let us know.

Canberra 2025 travel dates (for in-person activity)
Q1: Monday 10 February to Friday 14 February 2025
Q2: Monday 19 May to Friday 23 May 2025

Q3: Monday 18 August to Friday 22 August 2025

Q4: Monday 17 November to Friday 21 November 2025

I will be in Canberra for the above dates in 2025 and invite you to organise an in-person meeting. [’'m open to having a general
catch-up, AWEI submission document discussions or any AWEI reviews, or any facilitated member training sessions or
consulting.

If you’d like to discuss your membership and plan out these activities for 2025 and beyond then please also book in a virtual pre-

meeting so we can discuss and organise.

a Book time to meét with me

PID Consulting Support for 2025
As we look ahead, I’d love to understand any key projects or initiatives where we can provide any custom or extra support to
ensure you are getting the most out of your membership and myself as a consultant. This could include areas such as but not

limited to :

o AWEI Survey or AWEI Benchmark tailored support

® HR Policy and/or Governance support

® [ndustry Group building or connection

e  Workplace inclusion programs/strategy launch/support

e Training and capacity-building for leadership wider teams

e Intersectional organisational diversity development

Feel free to share your upcoming plans so we can collaborate and support where possible.

PID Virtual Training Calendar (does not incur member hours)



Please find attached our latest training calendar with links to register for 2025 sessions. We encourage you to review the sessions
and share them with your teams—these events are designed to equip your team with the tools to foster inclusive and supportive

workplaces.

*Reminder to receive the monthly PID Newsletter - where all of our state and national events and activities are listed please

ensure you and your team are registered: Newsletter Signup | Pride Inclusion Programs*

PID Facilitated Member Training (incurs member hours)
Our PID training overviews and sessions are attached if you are looking to schedule and run any education / training sessions to

utilise your member hours, either in-person, virtual or hybrid.

Events and Member support

Hosts: We are always looking for members to host events from roundtables to networking — let me know if you have an interest
in hosting as spots fill up fast.

Sponsors/Support : With So many AMAZING events in 2024 as we roll on to 2025 the events and engagement continue, from
PID Pride in Practice Conference, Midsumma, Days of significance to Community events - if sponsoring / supporting these

events are of interest please let me know.

A massive thank you for the past year and I can’t wait to continue in 2025.

With pride

Y ¢ i in Diversity

ACON?’s Pride Inclusion Programs

Email: P

Address: 200 Hoddle Street, Abbotsford, VIC 3067

Website: www.prideinclusionprograms.com.au

E& Book time to meet withime

HEALTH & WE

ACON acknowledges and pays respect to the Traditional Owners and Custodians of the lands, waters and territories on
which we work.

This email and any files transmitted with it are confidential and intended solely for the use of the individual or entity to which it is addressed. If you are not the named



addressee you should not disseminate, distribute or copy this email. Please notify the sender immediately by email if you have received this email by mistake and delete
this email from your system. Please note any views or opinions expressed in this email are solely those of the author and do not necessarily represent those of ACON.
Email transmission cannot be guaranteed to be secure or error-free as information could be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or contain

viruses. The sender therefore does not accept liability for any errors or omissions in the contents of this message which arising as a result of email transmission.

This email and any files transmitted with it are confidential and intended solely for the use of the individual or entity to which it
is addressed. If you are not the named addressee you should not disseminate, distribute or copy this email. Please notify the
sender immediately by email if you have received this email by mistake and delete this email from your system. Please note any
views or opinions expressed in this email are solely those of the author and do not necessarily represent those of ACON. Email
transmission cannot be guaranteed to be secure or error-free as information could be intercepted, corrupted, lost, destroyed,
arrive late or incomplete, or contain viruses. The sender therefore does not accept liability for any errors or.omissions in the
contents of this message which arise as a result of email transmission. (See attached file: PID Virtual Training
Calendar 2025.pdf)(See attached file: PID Facilitated Member Training 2025.pdf)
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LGBTQ AWARENESS (90 mins)

LGBTQ Awareness is an introductory session for anyone who is interested in learning more about the
LGBTQ community and workplace inclusion. This is an interactive session where questions are encouraged,
and discussions are held in a respectful and safe environment.
By the end of the session participants will:
e Understand the business case for LGBTQ inclusion and explain why it is important in a workplace
context
e Understand some of the lived experiences and unique challenges for LGBTQ people and the impact
to the workplace
e Understand the diversity of, and differences between sex characteristics,.gender identity, gender
expression and sexual orientation
e Learn some introductory actions individuals can take to create a more inclusive workplace culture

TRANSGENDER & GENDER DIVERSE AWARENESS,(90 mins)

The aim of this session is to provide participants with an overall understanding of binary and non-binary
gender experiences and identities as part of the LGBTQ spectrum. The session will explore the complex
nature of gender identity and gender affirmation processes (transitioning), provide a level of comfort
around terminology, outline some of the unique challenges often faced by transgender and gender diverse
employees and how to support an employee affirming their gender in the workplace. The session will also
provide awareness on the impact that culture has on the lived experiences of its employees regardless of
their gender identity.

This session is recommended to support.an employee’s Gender Affirmation.

By the end of the session participants will:

e Understand the diversity of, and differences between sex assigned at birth, gender identity, gender
expression and sexual orientation

e Understand some.of the lived experiences and unique challenges faced by transgender and gender
diverse employees andthe impact to the workplace

e Respond to some of the common views, stereotypes or misconceptions attached to gender diversity

e Understand the role that individuals play in creating a more inclusive culture in supporting an
employee through gender affirmation (transitioning) at work

EMPOWERING ALLIES (90 mins)

The purpose of this session is to build on the knowledge about LGBTQ inclusion covered in ‘LGBTQ
Awareness’. This session will focus on what an ally is and how we can be allies in the workplace and
beyond. This interactive workshop allows participants to build their skills in intervention as well as their

4L ELIZABETH ST SURRY HILLS NSW 2010 pride pride pride health

+612 9206 2139 | pride@acon.org.au

www.prideinclusionprograms.com.au d iV@rSity sport
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understanding of what makes a good ally. Participants must attend LGBTQ Awareness prior to attending
this workshop.
By the end of the session participants will:

e Understand what makes an effective ally

e Respond to some of the common views that question the need for inclusion initiatives

e Be able to intervene in non-inclusive situations

AUTHENTIC LGBTQ ROLE MODELLING & ALLYSHIP (90 mins)

Targeted at a LGBTQ audience, the purpose of this session is to build on the knowledge about LGBTQ
inclusion covered in ‘LGBTQ Awareness’ and focus on what a role model andally is. It has.aparticular focus
on allyship as an LGBTQ person, giving participants the knowledge of how we can‘be allies in the workplace
and beyond, be a role model for other LGBTQ people, and be authentic as LGBTQ leaders. Participants must
attend LGBTQ Awareness prior to attending this workshop.
By the end of the session participants will:

e Understand the importance of visibility / being a role model

e Understand the role of LGBTQ leaders / LGBTQ allies

e Understand what makes an effective ally

e Be able to intervene in non-inclusive situations

LGBTQ INCLUSION CONSIDERATIGNS\FOR HR & RECRUITMENT (120 mins)

The purpose of this session is to provide participants with an overview of why LGBTQ inclusion is important
within an organisation and the role they can play in creating an inclusive culture. This session will cover
terminology and language, whilst unpacking the LGBTQ acronym to provide a better understanding to
participants of the challenges-and barriers that LGBTQ employees face within the workplace. This session
will look at inclusion through the lens of HR and recruitment. It will ask teams to look at their processes and
how they can make them more inclusive and transparent for LGBTQ existing and potential employees.
Participants must attendGBTQ Awareness prior to attending this workshop.
By the end of the session participants will:
e Berefreshed.on the'LGBTQ Awareness key concepts, that inform these considerations (30 mins)
LGBTQ CONSIDERATIONS FOR HR (30 mins)
e <Understandthe role that HR can play in building LGBTQ inclusion and the roles they play in being
allies
¢ Understand the requirement for ‘explicit’ inclusion, and some specific policy areas that need special
attention
e Understand considerations for marginalized populations within grievance processes
e Understand considerations for data collection for LGBTQ populations
LGBTQ CONSIDERATIONS FOR FORMAL INCLUSION EDUCATION (15 mins)
e Understand the role that visible active allies can play in creating an inclusive culture
e Understand the barriers for ‘passive supporters’
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e Understand the role of educational training and resources in ‘converting’ passive supporters to
visible allies

LGBTQ CONSIDERATIONS FOR RECRUITMENT (45 mins)

e Understand the role that explicit inclusion can play in attracting diverse candidates

e Use a recruitment life cycle model to identify potential policy and practice areas that need special
attention

e Understand the issues that transgender and gender diverse people face in recruitment and selection
for roles

LGBTQ INCLUSION: A LEADERSHIP CONVERSATION (3g,45mins)

This session is designed for a Senior Leadership Team / Board level discussion about LGBTQ inclusion,
within the wider context of an organisation’s culture and talent journey. Focusing on the business case for
inclusion and key focus areas to get started, it is ideal for organisations'who want to start the process of
embedding their inclusion objectives and initiatives throughout all their functional areas.
Topics include:

e The business case for inclusion

e The components of a holistic inclusion strategy

e Inclusive leadership behaviours

LGBTQ AWARENESS FOR GRIEVANCEXOFFICERS (120 mins)

LGBTQ Awareness for Grievance Officers is a session specifically for people responsible for managing, or
supporting employees through, a grievance complaint process. This is an interactive session where
guestions are encouraged, and discussions are held in a respectful and safe environment.
By the end of the session participants will:
e Understand the business.case for LGBTQ inclusion and explain why it is important in a workplace
context
e Understand some of the lived experiences and unique challenges for LGBTQ people and the impact
to the workplace
e Understand the prevalence of bullying and harassment, and the impact of stigma on reporting rates
e Understand thediversity of, and differences between sex characteristics, gender identity, gender
expression and sexual orientation
e Learn some actions individuals can take to create a more inclusive workplace culture
® OPTIONAL Discuss some workplace specific scenarios and how to appropriately manage them
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LGBTQ AWARENESS FOR PEOPLE MANAGERS (90 mins)

LGBTQ Awareness for People Managers is a session specifically for people responsible for managing teams.
This is an interactive session where questions are encouraged, and discussions are held in a respectful and
safe environment.
By the end of the session participants will:
e Understand the business case for LGBTQ inclusion and explain why it is important in a workplace
context
e Understand some of the lived experiences and unique challenges for LGBTQ people and the impact
to the workplace
e Understand the diversity of, and differences between sex characteristics,.gender identity, gender
expression and sexual orientation
e Understand the importance of visible and active allies, particularly within leadership positions
e Understand some inclusive leadership behaviours

PERSONAL PRONOUNS (30 mins)

Personal Pronouns is a short session that could be used to support a Day of Significance, the launch of a
Pronouns initiative, or just to upskill employees in this specific area. This is an interactive session where
guestions are encouraged, and discussions are held/in a respectful and safe environment.
By the end of the session participants will:

e Understand what personal pronouns are, and the different types of pronouns

e Understand why organisations may focus on pronouns and other inclusive language to support trans

and gender diverse people
e How to use different pronouns to support an inclusive culture
e How to correct yourself and others if a mistake is made
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Webex Online Training

In order to make our training more accessible for our members, we conduct online sessions at least once a
month. Employees of member organisations can watch live, and even participate by asking questions, via the
internet.

You must register (using your company email address) to attend any of these sessions — click the heading of
your preferred session to register via Eventbrite. All these sessions will be conducted online via WebEx Events,
unless otherwise stated. Please make sure to note it in your calendar with the correct time (AEDT/ AEST)
when registering so that you don’t double-book, you will receive the link to join any session you register for on
the morning of that session.

Awareness Sessions:

LGBTQ+ Awareness: 1.5 Hours

Pride in Diversity will provide participants with an overall understanding of why LGBTQ+ workplace inclusion is
important to an organisation, explore challenges often faced by LGBTQ+ employees and provide awareness on
the impact that a culture has on the lived experience of its employees.

Trans & Gender Diverse Awareness: 2 hours

Pride in Diversity will provide participants with an overall understanding of binary and non-binary gender
experiences and identities as part of the LGBTQ+ spectrum. The session will explore the complex nature of
gender identity and gender affirmation processes, provide a level of comfort around terminology, outline some
of the unique challenges often faced by transgender and gender diverse employees and how to support an
employee affirming their gender in the workplace. The session will also provide awareness on the impact that
culture has on the lived experiences of its employees regardless of their/gender identity.

Dates:

February 2025

LGBTQ+ Awareness — Thursday 13th, 12:30pm —-2:00pm (AEDT)

March 2025

LGBTQ+ Awareness — Tuesday 11th, 3:00pm - 4:30pm (AEDT)

Trans & Gender Diverse Awareness — Tuesday 18th, 3:00pm - 5:00pm (AEDT)
April 2025

LGBTQ+ Awareness — Thursday 10th, 12:30pm - 2:00pm (AEST)

May 2025

LGBTQ+ Awareness - Tuesday 13th, 3:00pm - 4:30pm (AEST)

Trans & Gender Diverse Awareness — Tuesday 20th, 3:00pm - 5:00pm (AEST)
June 2025

LGBTQ+ Awareness ~ Thursday 12th, 12:30pm - 2:00pm (AEST)

July 2025

LGBTQ+ Awarenéss =Tuesday 8th, 3:00pm —4:30pm (AEST)

Trans & Gender Diverse Awareness — Thursday 10th, 3:00pm - 5:00pm (AEST)
August 2025

EGBTQ+Awareness — Thursday 14th, 12:30pm - 2:00pm (AEST)

September 2025

LGBTQ+ Awareness - Tuesday 9th, 3:00pm — 4:30pm (AEST)

Trans & Gender Diverse Awareness —Tuesday 16th, 12:30pm - 2:30pm (AEST)
October 2025

LGBTQ+ Awareness - Thursday 9th, 12:30pm - 2:00pm (AEDT)

November 2025

LGBTQ+ Awareness - Tuesday 11th, 3:00pm - 4:30pm (AEDT)

Trans & Gender Diverse Awareness — Tuesday 18th, 3:00pm - 5:00pm (AEDT)
December 2025

LGBTQ+ Awareness — Thursday 11th, 12:30pm - 2:00pm (AEDT)




HR & Recruitment Sessions:

LGBTQ+ HR & Recruitment: 1.5 Hours

Pride in Diversity will provide an interactive session on LGBTQ+ inclusion tailored to HR professionals,
recruitment teams and hiring managers to understand the specific issues faced by LGBTQ+ employees and
prospective employees. NB: attendees for this session MUST have completed an LGBTQ+ Awareness
session within the past 12 months.

Dates:

February 2025

LGBTQ+ HR & Recruitment - Wednesday 19th, 12:30pm - 2:00pm (AEDT)
May 2025

LGBTQ+ HR & Recruitment - Thursday 15th, 3:00pm - 4:30pm (AEST)
August 2025

LGBTQ+ HR & Recruitment - Thursday 21st, 12:30pm - 2:00pm (AEST)
November 2025

LGBTQ+ HR & Recruitment — Thursday 13th, 3:00pm - 4:30pm (AEDT)

If you have any questions, please contact info@prideindiversity.com.au.



Document 32

Meeting in the New Year with PID [SEC=OFFICIAL]

— EX 07/11/2024 11:55 AM

Basics

s22 ' 07/11/2024 11:55 AM

ER -t oov-2u

co N < @ 2bs Jov.au>
bcc
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From: George Holton <g.holton@abs.gov.au>
Sent: Wednesday, November 6, 2024 2:15 PM

To: X - D\id \Waymouth
<David.Waymouth@abs.gov.au> N -; E

<EX @:bs.gov.au>

Subject: RE: Pride in Diversity October 2024 E-News

Hi

Great to catch up virtually last week .

We were wondering if we could line up a time when it suits you
to meet with our senior exec I&D network sponsors and hear
more about the intersectionality work I understand you’re
leading HH? Would some point in Dec or early in the new year
suit?

Happy to meet up beforehand with David in the To list who
stewards all of our I&D networks to talk through how that
might work. Im wondering David is we could share the
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overlapping analysis your team did recently for how our staff
with different intersecting diversities reported in the 2024
APS employee census?

And hope to see you in Adelaide next week for the round table.

Many thanks

George

From: EE -

Sent: Friday, 1 November 2024 2:01 PM

To:EXEEEE BN @ 2bs.cov.au>; EXEEG <EN @ -bs.cov.au>;

EX EEE @ - bs.cov.au>; George Holton <g.holton@abs.gov.au>; Nicky Bell <

nicky.bell@abs.gov.au>; Bindi Kindermann <Bindi.Kindermann@abs.gov.au>
Subject: RE: Pride in Diversity October 2024 E-News

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

Hi all

It was great to catch-up and discuss . the year ahead, here are the
roundtable and upcoming Trans Awareness Panel details I mentioned,
I’11 follow-up on Monday with thesother outputs.

Quarterly Roundtable & Networking Events

Qur quarterly Member Roundtables are held in-person in most capital cities, providing the opportunity
to discuss LGBTQ+ inclusion from a local perspective. Includes Q&A with Pride in Diversity. Numbers
are limited for these events, and we restrict registration to one person from each member
organization to enable the maximum representation of diverse member organisations. We encourage
our members to rotate attendance opportunities throughout the year for members of their HR /
Diversity & Inclu3|on / LGBTQ+ Network teams

Brlsbane Roundtable 6 Nov 3 30pm 5pm (AEST) Register Here
Melbourne Roundtable, 6 Nov, 3:30pm - 5pm (AEDT) - Register Here
Perth Roundtable, 7 Nov, 3:30pm - 5pm (AWST) - Register Here
Sydney Roundtable, 13 Nov, 3:30pm - 5pm (AEDT) - Register Here



e Adelaide Roundtable, 20 Nov, 3:30pm - 5pm (ACDT) - Regqister Here

Our Networking Events have been designed to facilitate professional networking amongst employees
working for organisations that are members of Pride in Diversity and active in LGBTQ+.inclusion,
creating a safe and inclusive environment and enabling you to extend your professional networks,
learn more about what others are doing in this space and of course, meet new people:. Our
Networking Events follow on immediately after the Roundtables, and are opén to all employees of our
member organisations who may have an interest in LGBTQ+ workplace inclusion.

Registrations are essential to enable us to manage catering, name tags and to track attendance
numbers.

Brisbane Networking, 6 Nov, 5pm - 7pm (AEST) - Register Here
Melbourne Networking, 6 Nov, 5pm - 7pm (AEDT).- Register Here
Perth Networking, 7 Nov, 5pm - 7pm (AWST) - Reqister Here
Sydney Networking, 13 Nov, 5pm - 7pm (AEDT) - Register Here
Adelaide Networking, [TBA], 5pm - 7pm (ACDT) - Register Here

APIP Trans Awareness Week Panel

You Can't Ask That - A Trans Awareness Week Panel
In honour of Transgender Awareness Week, ACON's Pride
Inclusion Programs (Pride in Diversity, Pride in Health +



Wellbeing, Pride in Sport and Pride Training) are coming
together to deliver this online panel to increase awareness
and expose some of the myths about being transgender.

Hosted by K4

Pride in Diversity, our panel of people with diverse genders
will answer those questions you're not supposed to ask but
are dying to know the answers to, and share their lived
experience to help participants gain a better understanding
of life through a transgender lens.

Wed, 13 Nov, lpm - 2pm AEDT, Online via Zoom

Thanks and speak soon

Pride in Diversity, ACON’s Pride Inclusion Programs

Direct:
Emai:

. Book time to meet with me

From: Pride in Diversity <info@prideindiversity.com.au>
Sent: Wednesday, 2 October 2024 11:04 AM

To: Pig >
Subject: Pride in Diversity October 2024 E-News

s4/G
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bcc
Subject RE: Your Q4 PID member check-in and upcoming activities [SEC=OFFICIAL]

Protective Mark

OFFICIAL

Information
management
markers

Caveat
[] Personal privacy [ ] Legal privilege [ ] Legislative secrecy

I Categories

Workplace Diversity\Memberships\Pride in Diversity

hi

Hope all is well with you. Looking forward to seeing you in
Novembers. I’ve booked a time 12.30- 1.30pm on Friday 1 November -
are you aple tosadd - , , Nicky Bell and George Holton to
the invite, I couldn’t make that happen when I requested the

bookings.

Thanks

%g !SSISlant !lreclor

Inclusion and Diversity

Workforce, Communication and Clients Branch | Canberra Office
Australian Bureau of Statistics

(P) (E) E G 2bs.gov.au (W) www.abs.gov.au

s22

| work flexibly and I'm sending this email now because it's a good time for me, but | do not expect you

to read, respond or action it outside of your regular hours
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K W THIS EMAIL COMES TO YOU FROM ©
Y@UR I\GUNNAWAI
C@UNTRY COUNTRY

(@

From: SN E N -

Sent: Friday, October 4, 2024 10:46 AM

To: <E @ 2bs.cov.u>; R @ s £ov.au
Cc A R @ -s <o >; EN EN © 2bs.gov:au>

Subject: Your Q4 PID member check-in and upcoming activities

EEAUTION: External email. Do not click links or open attachments ur%ss_you recognise the sende

afe.

HiEZJll and the ABS team

Hope you have been well. | wanted to take the opportunity to share your membership details and
upcoming Pride in Diversity activities for your membership:

Membership Status
Current

Membership Renewal Date
16/08/2025

Membership Hours Used
0.00

Member Hours Remaining
6.00

Q4 Canberra (CBR) in-person activities

| will be in Canberrafrom Tuesday 29 October to Friday 1 November and invite you to organise an
in-person meeting. I’'m open to having a general catch-up, AWEI submission document discussions
or any AWEI reviews, or-any facilitated member training sessions. If you’d like to discuss your
membership and planout these activities for Q4 and beyond then please also book in a virtual
pre-meeting so we can discuss and organise.

. Booktime to meet with me

Q4 CBR Roundtable & Networking

Date: Wednesday 30 October

Host: TBA

Location: Canberra City 2601 Australia

Roundtable: 3.30pm-5pm AEST

Pride in Diversity's Roundtable Events are an opportunity to discuss LGBTQ+ inclusion from a local
perspective, either in person or virtually.

Register here for the Roundtable




Networking Event: 5pm-7.30pm

Pride in Diversity's Networking Events have been designed to facilitate professional networking
amongst employees working for organisations that are members and active in LGBTQ+ inclusion,
creating a safe and inclusive environment and enabling you to extend your professional networks,
learn more about what others are doing in this space and of course, meet new people.

Register here for the Networking event

I've attached our E-News for other states Q4 roundtable and networking events and other
upcoming activities.

PID Training 2024 overviews

Our PID training overviews and sessions are attached if you are looking to schedule and run any
education / training sessions.

Attached.

APIP International Pronouns Day Event

When: Wednesday 16 October, 2.30pm-3.15pm AEDT

Register link: Talking Pronouns... You, Me, They! | Humanitix

Event description: Come and join a conversation about the importance and power of pronouns in
celebration of International Pronouns Day. This day encourages everyone to ask, use, and affirm
people’s pronouns, helping to create a more inclusive and respectful society.

Hosts:

o B, ride in Diversity

Guest speakers:

o T - in Sport
. Pride in Health + Wellbeing

Day of significance: International Pronouns Day is observed on the third Wednesday of October
each year, which falls on 16 October in 2024. This day aims to make respecting, sharing, and
educating about personal pronouns commonplace. It’s especially significant for transgender,
non-binary, and gender nonconforming individuals, as being referred to by the correct pronouns is
fundamental to human dignity.

AWEI 2025 submission documents

If you are planning on submitting for the 2025 submissions, please request the updated submissions
documents below.

Request here: AWEI Submissions Registration | Australian Workplace Equality Index

2024 AWEI Practice Points | Australian Workplace Equality Index Survey

Exciting Changes for the 2024 AWEI Practice Point Sessions

We're thrilled to announce that the 2024 AWEI Practice Point sessions are just around the corner!
This.year, we're shaking things up! Register now for our seminars and gain early access to the
relevant data reports. Each session will delve into key insights from the report, featuring discussions
between our Pride Inclusion Programs data analyst and a member of our Consulting team. This
format creates a unique opportunity to explore what these numbers mean in the real world.

Practice Point 2 - Out at work with| GG 7hursday, 3 October,

14:30-15:00 AEST

Practice Point 3 - Trans & Gender Diverse Inclusion with GGG C -ty

Training & Research, Thursday, 10 October, 11:30-12:00 AEDT

Practice Point 4 - Impact of Allies in the Workplace with G

Pride In Diversity, Tuesday, 15 October, 11:30-12:00 AEDT



Practice Point 5 - Leadership impacts and LGBTQ inclusion in the workplace with -

EEEEE. ucsday, 22 October, 12:30-13:00 AEDT

Practice Point 6 - Harassment & Bullying experiences of LGBTQ employees with -

PID, Tuesday, 29 October, 11:30-12:00 AEDT
Practice Point 7 - Impact of Visible Role Models with

Wednesday, 6 November, 14:30-15:00 AEDT

Practice Point 8 - Applying an intersectional lens with GGG C-'ity,

Training & Research, Thursday, 14 November, 13:30-14:00 AEDT
Link to register 2024 AWEI Practice Points | Australian Workplace Equality Index (pid-awei.comsau)

E-Newsletter Signup | Pride Inclusion Programs

Pride in Practice Conference 2024

Our annual Pride in Practice Conference is taking place from Tuesday 26 — Wednesday 27
November at Marvel Stadium, Melbourne.

The Pride in Practice conference is the only national conference dedicatedto advancing LGBTQ+
inclusion in Australian workplaces. This event continues to inspire and spotlight LGBTQ+ inclusion,
with key themes focusing on Intersectionality, LGBTQ+ women, Trans and Gender Diverse People,
First Nations LGBTQ+ people, Resilience, International Reach, and much more.

Tailor your experience: Delegates can tailor their tickets to attend one or both days of the
conference, with those attending both days gaining automatic access to the On-Demand platform to
watch all the recorded sessions (including break-out sessions). This year’s program will also include
interactive workshops, and networking opportunities enabling you to directly connect
with speakers and other delegates.

Watch on-demand: We will be recording all sessions and have them available to watch On-Demand
on a digital platform after the Conference with the purchase of a Full Conference Pass or
On-Demand Pass.

Sponsorship opportunities: If your organisation is interested in sponsoring the 2024 Pride in
Practice Conference, please c1ick here.We have a range of opportunities currently available.
Tickets and Registration | Pride in Practice

Spring Out Festival Canberra | 1-30 November 2024

SpringOUT is Canberra’s pride festival. Held in November each year, it is a month-long pride festival
that celebrates Australia’s most LGBTQIA+ friendly city and its LGBTQIA+ community in all its
fabulous diversity.

Website: www.springeut.com.au

Facebook: https://www.facebook.com/springoutcbr/

INSTA: https://www.instagram.com/springoutcbr/

I look forward to connecting with you and your team members, and as always please reach out if |
can assistiin.the meantime.

Thanks v much

Pride in Diversity

ACON’s Pride Inclusion Programs
Direct:
Email:
Address:

200 Hoddle Street, Abbotsford, VIC 3067



Website: www.prideinclusionprograms.com.au

. Book time to meet
with me

: i A day to celebrate the diversity,
80t - ' culture, and achievements of
" / tesbians arcund theworld, and
rnati .
nte Onaj . . recognise the resflisnce and
strength of lesbizn oommunity.

TICKETS
NOW ON
SALE

ACON acknowledges and pays respect to the Traditional Owners and Custodians of the
lands, waters and territories on which we work.

This email and any files transmitted with it are confidential and intended solely for the use of the
individual or entity to which it is addressed. If you are not the named addressee you should not
disseminate, distribute or copy this email. Please notify the sender immediately by email if you have
received this email by mistake and delete this email from your system. Please note any views or opinions
expressed in this email are solely those ©f the author and do not necessarily represent those of ACON.
Email transmission cannot be guaranteed to be secure or error-free as information could be intercepted,
corrupted, lost, destroyed, arrive late or incomplete, or contain viruses. The sender therefore does not
accept liability for any errors or omissions in the contents of this message which arising as a result of
email transmission.

This email and any files transmitted with it are confidential and intended
solely for the use of the individual or entity to which it is addressed. If
you are not the named addressee you should not disseminate, distribute or
copy this email. Please notify the sender immediately by email if you have
received this email by mistake and delete this email from your system.
Please note any views or opinions expressed in this email are solely those
of the author and do not necessarily represent those of ACON. Email
transmission cannot be guaranteed to be secure or error-free as information
could be intercepted, corrupted, lost, destroyed, arrive late or
incomplete, or contain viruses. The sender therefore does not accept
liability for any errors or omissions in the contents of this message which

arise as a result of email transmission.
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Editors Workplace Diversity Team, workforce strt

Readers Workplace Diversity Team, Workforce Strategies Team
Last modified 22/08/2025 12:38:51 PM By NI st=r/ABS
Document Id JCOY-DKQ26Y

Edit Logging

Edit Log 20/08/2025 10:07:55 AM; EEJl] Document created.

Hi

I'm just trying follow your instructions to reset the membership login details for the ABS
membership but I'm a little confused as to where/which ‘email address the reset password goes
to?

Can you please assist with this.
Regards

s22

Senior Inclusion and Diversity Officer

Inclusion and Diversity
People Services Branch | Enterprise Services Group | Canberra Office

Australian Bureau of Statistics

(P) EXINEEN E) B 2:bs.gov.au (W) www.abs.gov.au

S22
1 work Tiexiply ana 1'm sending this email now because it's a good time for me, but | do not

expectyou to read, respond or action it outside of your regular hours

---13/08/2025 04:40:19 PM---New Website New Login!

New Website New Login!

13/08/2025 04:40 PM



Basics
13/08/2025 04:40 PM
Send To @abs.gov.au" EXEE b5 oovau>
cc
Subject New Website New Login!
Protective Mark
Caveat
Information
management markers
Categories
Visibility Public
E (o
DocumentiUsage Information Management - determines recordkeeping action

Document Id DCOO-DKH9VT

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

Hi ABS,
Our new website is live, and here are your new login details:



S47G

If you have any trouble logging in, setting your new password, or accessing resources please
reach out to me directly. | will do my best to get back to you as quickly as possible.
Warm regards,

s47F ACON'’s Pride Inclusion Programs

Pride in Diversity | Pride in Sport | Pride in Health + Wellbeing

SATF

Thanks to ACON’s flexible work policy | am able to work at times that best suit me; which may
be outside of common work hours. | do not expect anyone to read or respond to my emails
outside of their own work hours.

Mobile: EX NG

Address: 414 Elizabeth St, Gadgial Land, Surry Hills NSW 2010'| Email: ExEGEG
Website: www.prideinclusionprograms.com.au | www.pid-awei.com.au

We're celebrating 15 years of
leading LGBTQ4 inclusion.  yrjcf@iny
15 y=ars of LGBTQ+ people diverSitv

being able to bring their whole
sefves to work.

ACON acknowledges and pays respect to the Traditional Owners and Custodians of the
lands, waters and territories on which we work.

This email and any files transmitted with it are confidential and intended solely for the use of the individual or entity to which it
is addressed. If you arenot the named addressee you should not disseminate, distribute or copy this email. Please notify the
sender immediately by email if you have received this email by mistake and delete this email from your system. Please note any
views or opinions expressed in this email are solely those of the author and do not necessarily represent those of ACON. Email
transmission cannot be guaranteed to be secure or error-free as information could be intercepted, corrupted, lost, destroyed,
arrive late or incomplete, or contain viruses. The sender therefore does not accept liability for any errors or omissions in the

contents of this message which arise as a result of email transmission.
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& Outlook

FW: PiD Comms: Feedback from our first Trans Awareness Week Training [SEC=OFFICIAL]

From @abs.gov.au>

Date Fri 2025-12-12 10:01

s22
Commit ad the ABS Pride Network

S22

DevOps Engineer

BA, Testing and DevOps | IT Strategy and Architecture Branch
Technoloav and Security Division | Australian Bureau of Statistics
(EzH @abs.gov.au | (W) www.abs.gov.au

From KliygS
Sent: Mondav. 24 November 2025 10:51 AM

To S R - -5 cov.2u>

Subject: RE: Feedback from our first Trans Awareness Week Training [SEC=OFFICIAL]

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

Thanks speak ther
From ?abs.gov.au>

Sent: Mondav, 24 November 2025 10:49 AM
To
Subject: RE: Feedback from our first Trans Awareness Week Training [SEC=OFFICIAL]

H

Thanks, I've just sent an invite for 3-3:15pm (AEDT) today & Should be quick!

Committ ad the ABS Pride Network

DevOps Engineer
BA, Testing and DevOps | IT Strategy and Architecture Branch

Te av urity Division | Australian Bureau of Statistics
(E ®abs.gov.au | (W) www.abs.gov.au

FromYigs
Sent: Friday, 21 November 2025 2:05 PM



o - - -

Subject: RE: Feedback from our first Trans Awareness Week Training [SEC=OFFICIAL]

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

Sounds great thanks

a. Happy for the session to be recorded

b. We have our conference Tuesday/Wednesday next week so limited availability — | could.do
3pm Monday? Send through a calendar invite if that works, otherwise we could do a test
Thursday morning before the session?

Thanks v much

s47F

Pride in Diversity, ACON’s Pride Inclusion Programs

Direct
Email

@ Book time to meet with me

Sent: Fridav. 21 November 2025 1:35 PM
b, s47F
Subject: RE: Feedback from our first Trans Awareness Week Training [SEC=OFFICIAL]

Thanks for tha feedback from the most recent sessions has been great & Sorry
for my delay in reply i

| had a couple of things | wanted to ask ahead of the virtual session next week-

1. Are you happy for'us to record the session? We've had a few people request it &

2. Could we have a quick tech check next week? We can both test out the teams link,
make sure you can share your screen etc. | can book a time in your calendar for this
next week, but | do want to make sure to use our internal Teams link so we can iron out
any problems.

Cheers.

s22

Committ ad the ABS Pride Network

s22

DevOps Engineer
BA, Testing and DevOps | IT Strategy and Architecture Branch

Te
(E

chpolaav apd Security Division | Australian Bureau of Statistics
@abs.gov.au | (W) www.abs.gov.au

Sent: Thursday, 13 November 2025 8:46 AM



Subject: RE: Feedback from our first Trans Awareness Week Training [SEC=OFFICIAL]

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

HEZE

Thank you for the feedback about the ADL session.

Thanks

Pride in Diversity, ACON’s Pride Inclusion Programs

Direct:EX&
Email [ ¥g=

ﬁ Book time to meet with me

From:‘ s22 Dabs.gov.au>

Sent: Wednesdav. 12 November 2025 4:17 PM

WY s47F
Subject: reedback trrom our first Irans Awareness Week Training [SEC=OFFICIAL]

ml sa7F

S47G




Cheers.

Commit ad the ABS Pride Network

DevOps Engineer
BA Testing and DevOps | IT Strategy and Architecture Branch

av urity Division | Australian Bureau of Statistics
@abs.gov.au | (W) www.abs.gov.au

This email and any files transmitted with it are confidential and intended solely for the use of the individual or
entity to which it is addressed. If you are not the named addressee you should not disseminate, distribute or
copy this email. Please notify the sender immediately by email if you have received this email by mistake and
delete this email from your system. Please note any views or opinions expressed in this email are solely those
of the author and do not necessarily represent those of ACON. Email transmission cannot be guaranteed to be
secure or error-free as information could be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or
contain viruses. The sender therefore does not accept liability for any errors or omissions in the contents of this
message which arise as a result of email transmission.

This email and any files transmitted with it are confidential and intended solely for the use of the individual or
entity to which it is addressed. If you are not the named addressee you should not disseminate, distribute or
copy this email. Please notify the sender immediately by email if you have received this email by mistake and
delete this email from your system. Please note any views or opinions expressed in this email are solely those
of the author and do not necessarily represent those of ACON. Email transmission cannot be guaranteed to be
secure or error-free as information could be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or
contain viruses. The sender therefore does not accept liability for any errors or omissions in the contents of this
message which arise as a result of email transmission.

This email and any files transmitted with it are confidential and intended solely for the use of the individual or
entity to which it is.addressed: If you are not the named addressee you should not disseminate, distribute or
copy this email. Please notify the sender immediately by email if you have received this email by mistake and
delete this email from your system. Please note any views or opinions expressed in this email are solely those
of thetauthor and do not necessarily represent those of ACON. Email transmission cannot be guaranteed to be
secure or error-free as information could be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or
containviruses. The sender therefore does not accept liability for any errors or omissions in the contents of this
message which arise as a result of email transmission.



Document 36

&8 Outlook

FW: Pride in Diversity October 2024 E-News [SEC=OFFICIAL]

From @abs.gov.au >

Date Wed 2024-11-13 10:40

[ﬂJ 1 attachment (3 MB)
PID 2020 - DCA Intersections At Work.pdf;

FYI

s22
A/g Assistant Director

Inclusion and Diversity
Workforce, Communication and Clients Branch | Canberra Office

Australian Bureau of Statistics
(P) (E)@abs.gov.au (W) www.abs.gov.au

s22
I work flexibly and I'm sending this email now becausé it's\a good time for me, but | do not expect you to read,
respond or action it outside of your reqular hours

- NS .

K W THIS EMAIL'COMES T0 YOU FROM S
YOUR

C@UNTRY O COUNTRY @ - @

rror S T —
Sent: Thursday, November 7, 2024 5:55 PM
To: George Holton <g.holton@abs.gov.au>; David Waymouth <David.Waymouth@abs.gov.au>

EE— E N -bs cov.au>

Subject: RE: Pride in Diversity October 2024 E-News [SEC=OFFICIAL]

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

Hi George & David

and | would absolutely welcome the opportunity to meet with the senior exec 1&D network
sponsors and we can share the information and data around the varying LGBTQ+ intersectionalities
and our soon to be launched publication and information around Pride in Neurodivergence. I've also
attached our 2020 publication on understanding the experience of culturally diverse LGBTQ talent.



I've reviewed our diaries, and we can be available:
Monday 1 December, 12pm-5pm AEDT
Tuesday 2 December, before 12.30pm AEDT
Monday 9 December, between 1pm-3pm AEDT
Friday 13 December, before 1pm AEDT

If these times work, let us know, or confirm witrwhen you see each other at the roundtable in
ADL next week.

Thanks and speak soon

s47F

Pride in Diversity, ACON'’s Pride Inclusion Programs

Direct: B IENEGG
emai ST

ﬁ Book time to meet with me

From: George Holton <g.holton@abs.gov.au>
Sent: Wednesday, 6 November 2024 2:15 PM

To: B ; D-id \Waymouth <David.Waymouth@abs.gov.au>; Bl
ETS R FN - o

Subject: RE: Pride in Diversity October 2024 E-News [SEC=OFFICIAL]

+i o

Great to catch up virtually last weel~

We were wondering if we could line up a time when it suits you to meet with our senior exec
I&D network sponsors and hear more about the intersectionality work | understand you’re
leading [BEl? Would some pointin Dec or early in the new year suit?

Happy to meet up beforehand with David in the To list who stewards all of our I1&D networks
to talk through how that might work. Im wondering David is we could share the overlapping
analysis your team did recently for how our staff with different intersecting diversities
reported in'the 2024 APS employee census?

And hope to see you in Adelaide next week for the round table.

Many thanks
George

From [iys
Sent: Friday, 1 November 2024 2:01 PM

To: EX - -bs.cov.ov>; EEEEEE CR - -; co...- BN
MgM>; George Holton <g.holton@abs.gov.au>; Nicky Bell <nicky.bell@abs.gov.au>; Bindi
Kindermann <Bindi.Kindermann@abs.gov.au>

Subject: RE: Pride in Diversity October 2024 E-News




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

Hi all

It was great to catch-up and discuss the year ahead, here are the roundtable and upcoming Trans
Awareness Panel details | mentioned, I'll follow-up on Monday with the other outputs.

Quarterly Roundtable & Networking Events

- ROU
diversity NDTA
BLE

Our quarterly Member Roundtables are held in-person.in ‘most capital cities, providing the opportunity to

discuss LGBTQ+ inclusion from a local perspective:Includes Q&A with Pride in Diversity. Numbers are limited
for these events, and we restrict registration to one person from each member organization to enable the
maximum representation of diverse member organisations. We encourage our members to rotate attendance

opportunities throughout the year for members of their HR / Diversity & Inclusion / LGBTQ+ Network teams.

® Brisbane Roundtable, 6 Nov,3:30pm - 5pm (AEST) - Register Here
e Melbourne Roundtable, 6 Nov, 3:30pm - 5pm (AEDT) - Register Here
e Perth Roundtable, 7 Nov, 3:30pm - 5pm (AWST) - Register Here

e Sydney Roundtable, 13 Nov, 3:30pm - 5pm (AEDT) - Register Here

e Adelaide Roundtable, 20 Nov, 3:30pm - 5pm (ACDT) - Register Here



. NET
diversity WOR
KING

Our Networking Events have been designed to facilitate professional networking amongst employees working

for organisations that are members of Pride in Diversity and active in LGBTQ+ inclusion, creating a safe and
inclusive environment and enabling you to extend your professional networks, learn more about what others
are doing in this space and of course, meet new people. Our Networking Events follow on immediately after
the Roundtables, and are open to all employees of our member organisations who may have an interest in

LGBTQ+ workplace inclusion.

Registrations are essential to enable us to manage catering, name tags and to track attendance numbers.

® Canberra Networking,-30 Qct, 5pm - Zpm (AEDT) - Register Here
® Brisbane Networking, 6 Nov, 5pm - 7pm (AEST) - Register Here
® Melbourne Networking, 6 Noy, 5pm - 7pm. (AEDT) - Register Here
e Perth Networking, 7 Nov, 5pm.- 7pm (AWST) - Register Here

e Sydney Networking, 13 Nov, 5pm - 7pm (AEDT) - Register Here
e Adelaide Networking; [TBA], 5pm - 7pm (ACDT) - Register Here

APIP Trans Awareness Week Panel
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You Can't Ask That - A Trans Awareness Week Panel

In honour of Transgender Awareness Week, ACON's Pride Inclusion Programs (Pride in
Diversity, Pride in Health + Wellbeing, Pride in Sport and Pride Training) are coming
together to deliver this online panel to increase awareness and expose some of the myths
about beina transaender.

Hosted b)Pride in Diversity, our panel
of people with diverse genders will answer those questions you're not supposed to ask but
are dying to know the answers to, and share their lived experience to help participants
gain a better understanding of life through a transgender lens.

Wed, 13 Nov, 1pm - 2pm AEDT, Online via Zoom

Thanks and speak soon

Pride in Diversity, ACON’s Pride Inclusion Programs

Direct 5l
Email: [ iy=

ﬁ Book time to meet with me

From: Pride in Diversity <info@prideindiversity.com.au>
Sent: Wednesday, 2 October 2024 11:04 AM

To

Subject: Pride in Diversity October 2024 E-News
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intersections at work

UNDERSTANDING THE EXPERIENCES
OF CULTURALLY DIVERSE LGBTQ TALENT



DIVERSITY
COUNCIL
AUSTRALIA

Diversity Council Australia (DCA) is proud to be working on this important
area of LGBTQ inclusion with Pride in Diversity.

In 2018, DCA conducted research exploring the experiences of LGBTIQ+ workers in
Australia. Our research showed how important LGBTIQ+ inclusive organisations are.

When we spoke with culturally diverse LGBTQ people in focus groups, we heard a
different message about their experiences of workplace inclusion to what was coming
through in our survey data.

What we were hearing in those conversations was that people who were culturally diverse
and LGBTQ are navigating multiple identities, and often experience multiple forms of
discrimination at work. And that for some people, current workplace D&l initiatives aren't
addressing these nuances of their.intersectional identities.

This was a similar message to what we heard previously from culturally diverse
women aspiring to leadership in Australia: that their experiences were complex, and
that workplaces initiatives were addressing aspects of their identities in isolation from
one another.

When we spoke with-Pride in Diversity, they also were hearing something similar from
their members.

This research collaboration attempts to start addressing this gap by sharing the insights of
culturally diverse LGBTQ workers about the actions Australian organisations can take to
create more inclusive workplaces.

We are so grateful for the thoughtful and valuable contributions from the almost 200
participants in this research. It is the insights of people with lived experience that have
helped us develop this guidance for workplaces.

LISA ANNESE, Chief Executive Officer, Diversity Council Australia



pride
diversity

Every employee has a unique identity; and we all engage in diverse
communities, whether it be at work, within family settings or socially.

Pride in Diversity has spent over a decade supporting employers in building LGBTQ
inclusive workplaces, ensuring that those who identify as LGBTQ can work in a safe and
inclusive environment, irrespective if they are out to-their work-colleagues, their families
and/or other communities in which they live and participate.

In supporting organisations that employ over three million Australians, it has become
very clear that those who passionately identify:and engage with communities that reflect
a culturally and linguistically diverse heritage can face unique challenges when it comes
to their LGBTQ identity, being open about who they are and also in their ability to fully
experience and/or benefit from the positive impact of inclusion initiatives. These unique
challenges have not until now been.given a great deal of attention when assessing the
overall effectiveness of workplace inclusion.

For the last two years, [Pride in-Diversity has included questions within the Australian
Workplace Equality-index (AWEI) survey that specifically seek to engage with culturally
and linguistically diverse (CALD) employees who also identify as someone of diverse
sexuality and-gender. The 2019 and 2020 data set provides significant insight into these
experiences and much of this has been incorporated within this report.

Pridein Diversity is delighted to partner with Diversity Council Australia to research the
intersectional experiences of cultural identify, sexual orientation and gender diversity. Our
aim is to'listen to the voices of our culturally and linguistically diverse people, determine
how we can better meet their needs and in doing so, extend the reach and effectiveness
of an organisation’s workforce inclusion initiatives.

We at Pride in Diversity commend this work to your teams.

DAWN HOUGH, Director, ACON’s Pride Inclusion Programs




CONTENTS

WHRY THiS PIOJECH?.........co oo essssssssssssssssss s ssssesssssssessse s 5
OUP APPIOTCK.......ooooeeeeeeesemsemsessemseseessessessessesseseesessessessesesssessesseessesensessessesessseseessenenions 6
OUT RESEAICH QUESTIONS....civeuiiteteeiieesesteseisassesessesesessesessesesssbeesesesssasesebessssesesssbanssssbenssbasesenbensstasensses 6
(@ T VT LY g ToT= Y= T T RO 6
OUTr Definition Of ‘LGBTQ ..uciirieeeiieeciteresesaeesteseesae e sassesessssesessesessssessssssesssesessssenssseesssesesstanesestensssanes 7
Our Definition of ‘Culturally DIVEISE' ........cocciiiiiiiieiiieeie et et sse et sene e sereeesseasans e snensneenneean 7
Ty B N (oY A Tol =Yoo L= YOO Vi
Are Culturally Diverse LGBTQ Workers ‘OU?.............oo e 8
What DCA's Out at Work research tellS US.......c.corciieeecie et ccte e eee s e eeee e e ese e e e e e e nneenenns 8
What Pride in Diversity’s Australian Workplace Equality Index (AWEI) tells us...........ccoccoereieennncen. 9
How Does Cultural Background Impact on LGBTQ People’s Experience of Work? ... 10
RE=ToT 70 aI=10 T /Lo T gl [ o'aTo] o] g 0] o 1= S 12
Not Being Understood at Work by People from the Anglo/White Majority......cccccceviiceeniicerieiuennn. 13
The Complexity of Multiple and Intersecting ldentities......cccccceveiiirisiiniiiien e 1K}
Working in Regional OF RUFAI ATEaS......c.cceciieeviieeeieseeeeseeestssssssesssssssssssssssssssssssasssssssssssessssssssssssssens 15
Working Internationally Where it is lllegal t0 D8 GaY......cccveeeeereeereeeeesesesreesessessssessssesessssssssssssens 15
Feeling Accepted at WOrk DUt NOt @t HOME ....c.ciieeeieieceiieeseesre s isesesbssessssssssessssssssssessssssessssssssnns 16
What is Locking Culturally Diverse LGBTIQ Talent Out From Inclusion@Work? ......... 18
IgNOFING INEEISECHIONAIILY ........coveveceeeereeeiereseteseeseeeesesese e seeeeesessse e e ssesesssesessaessessassessasasssnssseseasasnsasssns 19
Intersectional APProaches TO DIVEISItY .....cccieccreeeeeieeeteseessesseseseessesessesessssessssessssssessssessssssesssssenens 20
R TSI oY1 Y2 22
S1o Yo Ty AN VAEY1 <Y LA 2T 23
LONEINESS ANT 1SOIATION c..vvetitieeeeeseeseeiseeescsesssssesssesesssssesssssessessnssessssasssnssssasssasasassssssssesssssesssnsesssnes 25
CrEaE CONMECTIONS cuueuueeesesesescsessessesssssssssssssasssssassssssssssssssesssessssssssensasasssasasasnsssssassssssssssssssesesssnsesssnes 25
APPENDIX A: Summary of Academic RESEAICH........cccicciiiiiiiiciie et sne s e snne e 27
APPENDIX B: A NOtE ON LANQUAGE .. .uuuuiiiiiiiiiiiiiiieieeiieeisseeteessessssssseeeeassssssnsseeessssssmneeeessanssnssnnaees 28
APPENDIX C: VIEtNOTOIOGY -vevvrrrrrrreereeeeseeeeseseessssssssssssssssssssessessemssnsssssssssesessesessssemsssssssssssssesssssssseees 29
APPENDIX D: SamPIe Profile......cceieiiiiiii ettt st se st sne s s e sneesseeenae s 3]
g T 00 (Y 33



WHY THIS PROJECT?

Diversity Council Australia (DCA) and Pride in Diversity joined forces on
this project as our respective research on LGBTQ workplace inclusion had
revealed that culturally diverse LGBTQ workers had unique workplace
experiences that warranted investigation.

When we looked at our respective research, we were struck by two distinct messages we heard from
culturally diverse LGBTQ people about what being ‘out” meant to them.

On the one hand, DCA's Out At Work" and Pride in Diversity’s Australian Workplace Equality Index
(AWEI)? 2019 survey findings revealed little if any statistically significant differences between culturally
diverse and non-culturally diverse LGBTQ workers in relation to their experiences of being out at work.
(Though Pride in Diversity has since added new questions to its 2020 AWEI survey to provide deeper and
richer insights in this area — so stay tuned for these results!)

On the other hand, comments made by culturally diverse LGBTQ peoplein DCA and PID's open-ended
survey guestions and in focus groups, revealed that their cultural-background had a distinct effect on
their experiences of being out at work and workplace inclusion —in-a'way that wasn't reflected in our
survey findings. This sentiment is reflected in the below quote provided by a culturally diverse LGBTIQ+
worker who participated in DCA's Out at Work survey.

“It's not necessarily work that stops me from being out
but my own background/culture.”

We then turned to the existing literature to see if this could shed some further light. We found little
academic research that looked specifically at the experiences of LGBTQ culturally diverse people at
work (see Appendix A). The dominant.voice captured in this literature appeared to be cisgendered
white gay men. Issues around conflict, family and visibility for culturally diverse LGBT workers had been
raised but not explored in‘an Australian workplace context (the exception being PID’s video library CALD
conversations).®

Our aspiration, therefore, Was to address this gap in research by talking with culturally diverse LGBTQ
Australian workers'in order to better understand their experiences.*

BEING ‘OUT’ MEANS DIFFERENT THINGS TO DIFFERENT PEOPLE

It's important to note that when it comes to being “out at work”, people of diverse
genders may have very different motivations to those of diverse sexualities.

For example, someone with a trans history or experience does not need to be out to be
personally authentic; affirming their gender was in fact their road to authenticity.
Being out about their trans history or experience for some may be revisiting a time
that may be difficult and should not be seen as a marker of inclusion.




OUR APPROACH

Our Research Questions

With this project we wanted to investigate two research questions:

o How do the cultural What evidence-based actions
backgrounds of LGBTQ can organisations take to create
people impact on their workplaces which are more inclusive
experience at work? of LGBTQ workers from culturally

diverse backgrounds?

Our Evidence Base

To investigate these research questions, we drew on two main sources of evidence:

1. Review of latest research: we conducted an extensive review of international and national
academic and industry research (including insights from Pride in Diversity’s AWEI datasets)
to establish what this could tell us about the experiences of culturally diverse LGBTQ
people in workplaces, and

2. Online survey: we conducted an online survey to provide culturally diverse LGBTQ
workers with the opportunity to offer their insights.

We thank our research participants for generously sharing their stories, experiences
and insights.



Our Definition of ‘LGBTQ’

For this report we use the acronym LGBTQ (lesbian, gay, bisexual, transgender/ gender diverse, and
queer). Where we use different acronyms in this report, including LGBT, LGBTI, LGBTIQ, or LGBTIQ+ we
are quoting from participants, or other studies and using the acronyms the authors used.

While the survey was open to respondents with an intersex variation, there were insufficient responses
to reflect their experiences. Therefore, this report does not include findings related to the experiences of
people with an intersex variation.

Our Definition of ‘Culturally Diverse’

A defining feature of this research was that the survey recognised that an employee’s cultural identity
may be informed by multiple rather than only one prevailing ethnicity, and so we collected data on up

to two different cultural/ethnic groups that an employee may identify with. This approach to measuring
cultural background respects the fact that as many as 30% of Australian workers identify with more
than one cultural background and they can find it difficult to specify just one cultural identity, ethnicity, or
cultural background in surveys.®

Moreover, allowing people to describe their cultural background in more than one way (e.g. Australian-
Greek rather than just Australian) enables their response to capture not just how they identify but also
how others may identify them.

For the purposes of this research, we defined ‘culturally diverse’ as anyone with non-Anglo cultural
origins, that is, anyone from a non-Main English Speaking Country cultural background (that is, countries
other than Canada, Ireland, New Zealand, South Africa, United Kingdom, and the United States of
America, and Australia). This definition recognises Australia’s history of British colonisation, so culturally
diverse includes people with European, Asian, African, Middle Eastern, Latin American, and Pacific
Islander cultural backgrounds:

First Nations People

In accordance with.DCA's'Counting Culture principles, we do not define Aboriginal and/or Torres Strait
Islander peopleas ‘culturally diverse’, to respect Aboriginal and Torres Strait Islander peoples unique
position as First Nations People.

Both-Pridein Diversity and DCA recognise the importance of self-determination when it comes to
Australia’s First Nations Peoples. In recognition of this, when we conduct research that focusses
specifically on the workplace inclusion experiences of Aboriginal and/or Torres Strait Islander workers we
work with Aboriginal and/or Torres Strait Islander led organisations.

In 2020, both DCA and Pride in Diversity are working with the Jumbunna Institute on two further
research projects examining the specific barriers facing Aboriginal and/or Torres Strait Islander
people at work.



ARE CULTURALLY DIVERSE
LGBTQ WORKERS ‘OUT’?

Very little available data captures the experiences of culturally diverse
LGBTQ workers.

Overseas, there is little or no available information on the percentage of culturally diverse LGBTQ
workers who are out at work. Studies have tended to focus on reporting on LGBTQ workers overall or
a subset of these such as LGB or people with a trans history/experience. While these studies mention
the importance of considering the experiences of culturally diverse LGBTQ workers, they have not yet
gone so far as to investigate and report on these.®

In Australia, this situation is exacerbated by the data that is available not being easily comparable
due to there being no nationally agreed upon way of measuring and reporting on people’s cultural
background/s.

What DCA’s Out at Work research tells us

In Out at Work, (2018) DCA used 'country of birth’ to measure respondents’ cultural background, with
LGTBIQ+ workers who were born in a non-Main English-Speaking Country’ being defined as culturally
diverse. This definition revealed very little difference between the percentage of culturally diverse and
non-culturally diverse LGBTQ workers who were out at work.®

For example, 29% of culturally diverse LGBTIQ+ workers were out to everyone at work compared to
32% of non-culturally diverse LGBTIQ+ workers. WWhen we looked at outness by sexual orientation
(LGB status) we found that 30% of culturally diverse LGB employees were out to everyone compared
10 32% of non-culturally diverse members, while 50% of culturally diverse LGB employees were out
to their managers, compared to 40% of non-culturally diverse LGB employees.

What Pride in Diversity’s Austfralian Workplace Equality Index
(AWEI) tells us

Pride in Diversity’s?/AWEI'(2019) used ‘non-English Speaking Background’ to measure respondents’
cultural and linguistic:diversity (CALD status),® and found somewhat larger difference in ‘outness’
between non-English speaking background and English-speaking background on the basis of their
sexual orientation (LGB status).

For example, 54% of LGBQ respondents from a non-English speaking background were out to
everyone at work, compared to 63% of those from an English-speaking background.

The difference between the DCA and PID findings is likely a consequence of different survey sampling
approaches. Pride in Diversity's AWEI survey was completed by organisations that are active in
LGBTQ workplace inclusion. It would stand to reason that the greater the visibility of LGBTQ inclusion
initiatives, the greater the likelihood that people will be out at work. DCA's Out At Work survey was
administered by convenience snowball sampling and so included people working in organisations that
were and were not active in this space.



AWEI INSIGHT:
THE IMPORTANCE OF BEING OUT

The 2019 AWEI found that 78% of all sexually diverse
culturally and linguistically diverse (CALD) respondents felt
that it was important to be out at work and 50% reported
being extremely comfortable with peers and colleagues as
a result.

These respondents also reported positive impacts on their

engagement, productivity, innovation and inclination to stay
as a result.

The key reason for CALD employees wanting to be out at
work aligned with the reasons reported by the majority of
those with diverse sexual orientation, these were:

a) the desire to be authentic at work; and

b) the freedom to talk about their life/partner/community.

DCA Out at Work 2018

Pride in Diversity AWEI 2019

Out to everyone
(sexual orientation)

Out to Manager

(sexual orientation)

Out to everyone
(LGBTIQ+ status)

Out to everyone
(sexual orientation)

Culturally
diverse employees

Non-culturally
diverse employees

Culturally
diverse employees

Non-culturally
diverse employees

29.7%

32.0%

54.0%

64.2%

79.7%

82.4%

31.9%

29.2%

DCA Out at Work 2018

M Culturally diverse

Pride in Diversity AWEI 2019

B Non-culturally diverse employees




HOW DOES CULTURAL
BACKGROUND IMPACT

ON LGBTQ PEOPLE’S S\
EXPERIENCE OF WORK"




For this project, DCA and PID surveyed 193 culturally diverse LGBTQ
workers based in Australia and found that cultural background makes a
difference for 75% of those culturally diverse LGBTQ workers we surveyed.
In all, 55% reported that their cultural background negatively affected

their workplace experience, for 20% it had a positive impact, while for the
remaining 25% it had no impact at all.

About one in five culturally diverse LGBTQ workers reported a positive imp@ct.

The good news is that about one in five of the culturally diverse LGBTQ workers we'spoke with indicated
that being both culturally diverse and LGBTQ had a positive impact on their experience at work. For these
respondents, their workplace was already doing good work to ensure that culturally diverse LGBTQ
people were included.

Being culturally diverse and ALBTIQ+ has a In my workplace, my identity is seen as a
positive experience at work. | feel valued and benefit, as hean better relate to clients who
I feel I have something ‘more’ to offer. some other colleagues cannot. | have very
- QUEER, NON-BINARY/GENDER FLUID, ITALIAN- supportiveimanagement in this regard.
AUSTRALIAN CULTURAL IDENTITY - GAY MALE, FILIPINO CULTURAL IDENTITY
. »
For one in four Just over one in two
being culturally diverse respondents reported that being

and LGBTQ had
no impact on their
experience at work.

a culturally diverse LGBTQ
worker negatively affected
their workplace experience.

For these respondents there/were six common themes in how their experiences played out:

Racism and/or Homophobia; Not Being Understood at Work by People from the Anglo/\White Majority;
The Complexity of Multiple and Intersecting ldentities; Working in Regional or Rural Areas; Working
Internationally in Countries VWWhere Homosexuality is Criminalised; and Feeling Accepted at Work but
Not at Home.

AWE! INSIGHT: CULTURALLY DIVERSE WORKERS’ RESPONSE TO LGBTQ INCLUSION

Of the 4,455 CALD respondents who took part in the 2019 Freeform comments within the AWEI however
AWEI (regardless of sexual orientation or gender identity): did generate a number of comments from

* 90.5% personally supported LGBTQ inclusion, CALD respondents regarding the negative
* 42.3% identified as an active ally of LGBTQ employees

stereotyping of CALD people; assuming that
because of their linguistically or diverse
background, the support for LGBTQ inclusion
would not be there.

and colleagues, and

52.4% of all CALD respondents said that an
organisation’s positive track record in LGBTQ inclusion
would positively influence their decision to join the For many, it was a personal view to stand for
organisation, regardless of how they personally or against, not one necessarily informed by
identified. cultural heritage or faith.
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Racism and/or Homophobia
. ’ : When Homophobia is More of an Issue

For some culturally diverse LGBTQ respondents homophobia was more of an issue
for them than racism — homophobia more than their cultural identity had an impact on
their workplace experiences.

Concerningly, a number of respondents indicated that they experienced homophobia or heterosexism, or
weren’'t comfortable being open about their sexuality, in organisations that worked in the cultural diversity
space:

Culturally specific agency | worked in refused My office is very culturally.diverse,

to grow their LGBTIQ knowledge, post anything but not with Anglo people: I'don’t feel
on their website, subjected me to homophobic comfortable by sharing my condition as
professional bullying both direct and indirect. a gay male.

- FEMALE LESBIAN, GREEK-AUSTRALIAN CULTURAL IDENTITY - GAY MALE COLOMBIAN CULTURAL IDENTITY

One respondent indicated that it was the expectations of other culturally diverse people at work that
meant it was difficult for her to be open at work:

As a culturally diverse LGBTIQ employee I still find it very hard to be ‘open’ at work as | have had
very conservative culturally diverse senior managers andwork.colleagues who are not openly
supportive of LGBTIQ staff.

- LESBIAN FEMALE, TRANSWOMAN, INDIAN/ANGLO-INDIANSGULTURALJDENTITY

When Racism is More of an Issue

Several culturally diverse LGBTQ waorkers indicated that racism was a far more prominent issue for them
than their gender identity or sexual orientation at work:

Being from a non-Anglo-Saxon background and having English as a second language has had a
huge negative impact on my careeraldon’t believe being gay has ever been an issue.

- GAY MALE, BRAZILIAN-ITALIAN,CULTURAL IDENTITY

Even if racism wasn't overt, some workplaces had not embraced cultural diversity in the same way they
had other D&l areas:

My firm has net had/an issue with sexual orientation of its employees but celebrating cultural
divéksitychas’been slow. - LESBIAN FEMALE, CHINESE ASIAN NEC, CULTURAL IDENTITY

Racism in LGBTQ spaces or organisations that did not meet the cultural needs of respondents could be
a source of stress and anxiety for those who felt they had to leave part of that identity aside:

kwork in an organization which is an LGBTI health organization. However, they do not understand
my cultural needs. These are often completely ignored. I identify as a Muslim woman, so there are
often comments that are very anti-religious. This means I often feel | have to leave my religious
part of myself out of work and it cause me great anxiety. What | love about my work is that | am

a visibly Muslim woman working in a queer space, as part of my work I also go to queer social
venues- there people who aren’t visibly Muslim can see me and they often come up and hug me
and talk to me about their experiences and that they are happy to see me in queer spaces.

- QUEER, NON-BINARY/GENDER FLUID, ARAB CULTURAL IDENTITY
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Not Being Understood at Work by People from the
Anglo/White Maijority

There was also a sense that the complexity of the intersectionality of both culture/
religion and sexuality/gender was not well understood.

Other culturally diverse LGBTQ workers reported that work could be a place where colleagues,
particularly those from the white majority, misunderstood the complexity of their dual identity, and lacked
understanding of what coming out can mean in different cultural contexts:

I feel that some colleagues I've told previously may have Recognise that not.everyone
failed to understand the reasons why | haven’t come out to wants to be or.is “out” and

my family. | have had people tell me that | should just come culturallythis can potentially
out and my family will just deal with it, without trying to be in conflict with Western
understand what the repercussions of coming out might be notions of being out and proud.
for me. ~(QUEER FEMALE, 1TALIAN CULTURAL
- BISEXUAL FEMALE, FILIPINO-CHINESE CULTURAL IDENTITY IDENTITY

The Complexity of Multiple,and Intersecting Identities

A number of culturally diverse LGBTQ workers:described how navigating multiple
identities could be stressful and complicated, and how the different parts of their
identity seemed to multiply negatively against them:

There is just a bigger package of reasons for some people to hate us. I think it makes us an easier
target. - PANSEXUAL FEMALE, MAORI-NEW ZEALANDER |CULTURAL IDENTITY

These respondents felt like they needed to choose part of themselves, and selectively edit or ignore
other parts to fit in in different contexts:

Not sure if people understandithe.complexity of layers and challenges faced for someone with CALD
background and beingout at\work, at home or publicly and the how you are always self-editing.
- LESBIAN FEMALE, AUSTRAIAN=SERBIAN CULTURAL IDENTITY

AWEI INSIGHT:

“My current role has me working in a government and knows what sits under the surface of the publicly
department where LGBTQI initiatives are facing professional position, I still find it difficult to
prominent in the workplace. However my team is ‘come out’ in the work environment.

made up of a very high number of people who've “ | therefore, take time in getting to know my peers

recently a.r rived i’_" Australia and have a different before I divulge my personal details and where | feel
cultural view on life. S D

“They are very friendly and non-threatening but - CALD LGBTQ Employee, AWEI 2019
as a person who also came from another country ’

13



THERE IS A WAY TO MEASURE /m
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J Working in Regional or Rural Areas
\

For others, working in a rural area or a country/countries in which it was illegal to be
gay meant they needed to hide themselves in order to be safe and accepted:

While I do not hide my cultural background at work, | have not yet come out to all of my colleagues.
The company does have a diversity and inclusion committee, in which | am a member, but wetare
based in a semi-rural city of Australia so there is still a lot of people who are anti-LGBT+ people.

- LESBIAN FEMALE, LEBANESE-AUSTRALIAN CULTURAL IDENTITY

AWEI INSIGHT: WORKING IN REGIONAL/ REGIONAL
RURAL AREAS INCLUSION

Pride in Diversity’s Regional Inclusion - A How to Guide focused AHOWTO
on regional/rural respondents within the 2019 AWEI; while GUIDE
visible signs of LGBTQ inclusion and the nhumbers of visible allies pra——
were lower, 63% of regional/rural respondents felt that these @ i —. 11
initiatives were very important.

REGIOMAL AUSTRALIAN WORKPLACES

While the survey found that there was little difference between
regional and metropolitan Australia in being completely out

at work, when it comes to the support of gender diverse
employees, only 35% felt supported as opposed to 50% in
metropolitan areas.

It is important to keep in mind that this survey focuses on v \
organisations active in LGBTQ inclusion. It is expected that these
numbers would be quite different for those who do not. REACH

REGIONAL

dEma
wuny Working Internationally in Countries Where Homosexuality
N\ 4 is Criminalised

Some.culturally diverse LGBTQ workers mentioned the difficulties they faced
working in places where it’s illegal to be gay:

My jolbyroleiis Director - International, which means that my “workplace” is not only my organisation
butialso the international environment in which we operate, in particular the Asia Pacific. ... | only
came out in my organisational workplace in the last decade or so (and began speaking in public
forums about this only this year) and | am definitely not out in my international “workplace”. The
impact has been non-negligible domestically, but being “in the closet” internationally does cause a
greater degree of internal stress, anxiety and feelings of being compromised.

- LESBIAN FEMALE, AUSTRALIAN-INDIAN CULTURAL IDENTITY
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AWEI INSIGHT:

The 2019 AWEI found that 54.0% of CALD LGBTQ employees were out to everyone at work,
79.7% were out to the manager; only 65.7% were out to the majority of their family.

Feeling Accepted at Work but Not at Home

Other culturally diverse LGBTQ workers indicated that cultural or family
expectations put pressure on them to hide part of themselves, but they found
work was a safe space.

I come from a traditional non-English speaking background which my family is notiaccepting. | have
no problems at work and no impact at work, work is very accepting.
- NON-BINARY/GENDER FLUID, LESBIAN, GAY OR HOMOSEXUAL, GREEK CULTURAL IDENTITY

I feel that people should be informed about the sensitivities aroundicoming out for an LGBTQ
person from a culturally diverse background. There are many cultural’backgrounds that have strict
religious beliefs and negative views on homosexuality. LGBTQ/people from a culturally diverse
background may be subject to being disowned, excluded or.evenhurt by their families or people
within their cultural community.

Those who have come out may have had a very traumaticiexperience whilst those who remain
closeted are terrified of the potential consequences. I think that informing others of this would help
my colleagues to understand why it isn’t easy;and'why people may be hesitant when it comes to
this subject.

- BISEXUAL FEMALE, FILIPINO-CHINESE‘CULTURAL IDENTITY

AWEI INSIGHT: CHALLENGING STEREOTYPES

The AWEI 2019 results also challenge “I did not like the use of your term conservative
assumptions about people from CALD values/beliefs. This implies that my beliefs and
backgrounds, for whom religion plays an values are flawed. So often these days if one has a
important part, not supporting LGBTQ workplace differing view or belief that does not fall inline with

inclusion. While some CALD respondents another persons they are a labelled which is not
may not have been personally active in these different to what your organization is trying to fight.
initiatives, the AWEI findings show that that As previously stated if one treats all people with
does not mean that these employees are not respect they should not be labelled for the religious,
supportive of LGBTQ inclusion or workplace cultural values and beliefs.” - CALD Employee,
inclusion in general. AWEI 2019
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“THE THING WITH BOTH, LGBTQ DIVERSITY AND CULTURAL DIVERSITY, IS THAT THE
IMPACTS HAPPEN AT TWO LEVELS: SOME THINGS WE ARE AWARE OF (THINGS THAT
HAPPEN CONSCIOUSLY], AND SOME THINGS HAPPEN, BUT WE ARE UNAWARE OF
(UNCONSCIOUSLY). THEY BOTH PRODUCE STRESS, SOMETIMES WE JUST MIGHT NOT
REALISE IT AT THE TIME. | AM VERY INTERESTED IN THE SECOND KIND, THE SUBTLE, AND
UNCONSCIOUS. | BELIEVE THEY HAPPEN ALL OF THE TIME.” - SURVEY RESPONDENT.




WHAT IS LOCKING
CULTURALLY DIVERSE
LGBTQ TALENT OUT FROM
INCLUSION@WORK?

(e

n IGNORING INTERSECTIONALITY

Organisational Lock

Lived Experience

Workplaces don’t
recognise that
having multiple
identities can be
complicated.

Workplaces need to know that diversity is not just one type i.e. ethnic,
gay, women, Indigenous. There are many who are double or triple minority
in these regards (in my case double minority). While I've been fortunate

in some respects there are'still pockets where | feel self-conscious and
sometimes it is hard to judge whether my feelings or perceptions of
Situations are due to people’s.views of me or because of my sexuality or
because of my cultural extraction.

Gay Male, Australian-Filipino cultural identity

Dealing with
multiple minority
statuses can be
stressful.

The occurrence of double minority status (or more) is rarely recognised
as anissuefor many people who are ‘diverse’ and this can be a source of
interpersonal challenge and stress.

Gay Male, Australian-Filipino cultural identity.

Navigating multiple
identities 6an also
meanjexperiencing
multipleiforms’of
discrimination.

HOMOPHOBIA:

Homophobic mindsets working in culturally specific community orgs, lack
of willingness to grow LGBTIQ whole of staff capacity, blaming, shaming
making for non-inclusive, safe or supportive workplaces.

Female Lesbian, Greek-Australian cultural identity.

RACISM:

In contemporary Australia, the ‘limit’ in career opportunities and senior
leadership roles is because of my race rather than my sexual orientation.
| feel that race issues are more frowned upon than my sexual identity.

Gay Male, Australian-Filipino cultural identity.
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INTERSECTIONALITY refers to the way that multiple aspects of
diversity (e.g., our age, care-giving responsibilities, disability
status, sexual orientation and gender identity) come together
or ‘intersect’ to form part of our identity - and therefore our
experience of inclusion at work.

e

n IGNORING INTERSECTIONALITY

Organisational Lock

Lived Experience

Gender bias is
amplified for people
who are culturally
diverse and LGBTQ.

| come from a European background and have not experienced issue
at work as a result of being culturally diverse. Being a woman and
someone that identifies as an LGBTIQ woman has had more of an
impact at work than being culturally diverse.

Lesbian Female, Australian-Maltese cultural identity.

Being an LGBT, Asian, female, the intersection of being Asian and
female has a much larger impact on my experience. | am not easily
identified as LGBT for those who are not explicitly told, so | feel that
has a large part to do with it.

Bisexual Female, Chines cultural identity.

Workplaces treating
diversity dimensions
separately in. D&l
initiatives.

My experience as being both culturally diverse and part of the

LGBTQ community at work don't really interconnect and are
completely separate. We have diversity and inclusion programs/teams
which focus on cultural diversity, and those that focus on LGBTQ,

but none that focus (or even work together) on various inclusion
considerations at the one time in a joint/collaborative way.

Gay Male, Chinese-Australian cultural identity.
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Q..—.. INTERSECTIONAL APPROACHES TO DIVERSITY

Organisational Lock

Lived Experience

Learn more about
the experiences of
people from different
backgrounds.

There seems to be a sense that all LGBTQ people have it easy these
days. That is not true for people from diverse backgrounds. This
understanding seems to be missing.

Gay Male, Indian cultural identity.

Implement LGBTQ
awareness training.

Mandatory LGBTI (and gender diversity) training sessions.

Gay Male, French Tunisian cultural identity.

Leaders should have appropriate trainings on this topic. | feel unsafe
in my work place when | found out any of my superiors are anti LBGT.

Gay Male, Chinese-Asian culturaliidentity.

Implement cultural
diversity awareness
training.

Some awareness training about different cultures and what it is like
for migrants coming to Australia. Some people think if you come from
another country and you aren’t white then you must be a terrorist.

Pansexual Female, Maori-New Zealander cultural identity.

Promote the
intersectionality of
diversity within all
diversity training.

LGBITQ inclusion and CALD inclusion are always treated separately as
though you can only be one or the other. Training on intersectionality
sensitivity would help. | also work for a global organisation with
branches around the world. I'm not sure the LGBTQ inclusion
initiatives extend beyond the Australian branch.

If they are, | would like to see them promoted as many CALD
LGBTIQ people are still connected to their heritage in one way
or another.

Female Lesbian, Australian-Chinese cultural identity.

MakeD&l initiatives
specifically work across
diversity dimensions.

By the multiple diversity strands working on more joint events, so
that it is not so time consuming for people who identify with multiple
strands, to be involved.

Bisexual Female, Australian-Filipino cultural identity.
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Q: INTERSECTIONAL APPROACHES TO DIVERSITY

Organisational Lock

Lived Experience

Develop responses that
are appropriate and
sensitive to the needs
and experiences of
people from culturally
diverse backgrounds.

| feel that people should be informed about the sensitivities

around coming out for an LGBTQ person from a culturally diverse
background. There are many cultural backgrounds that have strict
religious beliefs and negative views on homosexuality. LGBTQ
people from a culturally diverse background may be subject to being
disowned, excluded or even hurt by their families or people within
their cultural community. Those who have come out may

have had a very traumatic experience whilst those who remain
closeted are terrified of the potential consequences. | think that
informing others of this would help my colleagues to'understand
why it isn’t easy and why people may be hesitant when it comes to
this subject.

Bisexual Female, Filipino-Chinese cultural identity.

| think my workplace is quite awesome. However, there seems to be
a sense that all LGBTQ people have'it easy these days.

That is not true for people from diverse backgrounds.
This understanding seems.to'be missing.
Gay Male, Indian cultural identity.

Encourage more diverse
people to get involved
with leading D&
initiatives.

LGBTQ initiatives run in the workplace often come from a very
white/Anglo-Saxon space, and often | find myself having pieces of
my identity represented in segments.

Queer Non-binary/gender fluid, Australian-Chinese cultural identity.
Often LGBTIQ issues and barriers are discussed and understood in a

western context.

Queer Female, Sinhalese-Australian cultural identity.
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e
K} [INVISIBILITY

Organisational Lock

Lived Experience

Invisibility of culturally
diverse LGBTQ role
models and leaders.

Where is the cultural diversity? Where are the role models? It creates
the impression that unless you're white, Anglo and non-LGBTIQ, you.
have little to no chance of rising up the ranks

Trans Female, Polish cultural identity.

Often pride/advocacy work is led by white and cisgender.L GBTIQ
people when culturally diverse voices can or should be involved.

Gay Male, Australian-Chinese cultural identity

Invisibility of culturally
diverse LGBTQ
colleagues.

| don’t know what we could do differently... but.| wish | knew who
else was queer here.

Bisexual Female, Australian<Armenian cultural identity.

Invisible barriers to
progression.

While I've spotted other CALD LGBTIQ people at work, | don’t see
any in senior management=suggesting there is a bamboo/glass/
rainbow? ceiling.

Lesbian Female, Australian-Chinese cultural identity.

| think it is also'important for organisations to reflect on the way that
staff may be hesitant to apply for workplaces or apply for leadership
positions where they can not see a diverse workforce (both as staff
and in-eadership).

Bisexual Female, Australian Malawian cultural identity.

Contrast betweenghe
visibility of their ¢ulturally
diverse identity and the
invisibility of their LGBTQ
identity.

It's tricky how one is visible (i.e., being culturally diverse) where the
other is not visible (being Bisexual), and the trickiness of being seen
for both.

Bisexual Female, Australian-Filipino cultural identity.
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@== BOOST VISIBILITY

Organisational Key

Lived Experience

Increase the visibility
and active participation
of culturally diverse
LGBTQ people.

Increase active participation and visibility across all levels of
organisation including marketing images, commitment statements.on
diversity specially diverse LGBTQ, recruitment and selection, etc.

Gay Male, Australian-Filipino cultural identity.

Increase the visibility of
culturally diverse LGBTQ
leaders and role models.

It would be great to see more role models. More culturally and
LGBTIQ-diverse people among the SES and Executive. It\would set a
better tone for the whole department.

Female, Trans, Polish cultural identity.

Demonstrate a
commitment through
visible celebrations of
LGBTQ awareness days
and cultural events and
celebrations.

Participate in awareness daysdike Wear.it Purple.
Gay Male, Filipino-Australian.¢ultural identity.

Celebrate or recognise Eid and my holy days. Not just Easter
and XMAS.

Queer Female, Pakistani Australian cultural identity.

Let people speak for
themselves and share
their stories.

Let us speak!
Gay/Lesbian, Non-binary, Turkish cultural identity.

| think story telling is an important part of work culture that isn’t
utilised enough. It could infringe on privacy a bit, but if people opt in
| think there’s a lot of value that could come from staff learning and
understanding a different perspective.

Gay Male, Mexican-American cultural identity.

Ensure that Pride groups
have representation of
culturally diverse voices.

Mandates for pride networks/ to have culturally diverse executives.
Often pride/advocacy work is led by white and cisgender LGBTIQ
people when culturally diverse voices can or should be involved.

Gay Male, Australian-Chinese cultural identity.
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CASE STUDY:PRIDE.IN DIVERSITY’S CALD LGBTQ STORYTELLING

Pride in Diversity has efeated a series of videos where LGBTQ people from culturally diverse
backgrounds and faiths tell their story. These videos, on call to members, allow Pride in Diversity to not
only increase the visibility of culturally diverse LGBTQ people but also allow CALD people to have their
say, talk about their experiences and encourage those within their communities who also identify.

- n

CASE STUDY: STONEWALL'S BAME/POC LGBTQ ROLE MODELS PROGRAMMES™

Recognising that LGBTQ people of colour (POC) — who may or may not also identify as BAME
(Black, Asian and minority ethnic) - face significant discriminatory challenges with their intersectional
identities from multiple groups in society, Stonewall (UK) has developed these role model programmes
to create safe and positive spaces within which to share these stories.

The aim is to create networks of empowered and visible BAME/POC LGBTQ role models
who address the above issues in their own meaningful ways within their communities.

These programmes are being delivered to ensure to ensure BAME/POC LGBTQ people feel able to be
role models wherever they live, work, shop, socialise and pray. The Stonewall Role Models
programmes equips delegates with the tools and confidence to connect with, influence
and enable others to be themselves and achieve their full potential.



M
K} LONELINESS & ISOLATION

Organisational Lock

Lived Experience

Being the only culturally
diverse LGBTQ person
at events, on diversity
committees or in their
work team.

| feel lonely - in my team, which is national there is only one other
culturally diverse LGBTQ employee (who is only out to select people).

Lesbian Female, Russian cultural identity.

Feeling pressure to

be involved in all the
diversity events at their
workplace or be the
representative on all
committees.

Sometimes | feel like, as the only person of colour on some
committees or groups, that | essentially getdabelled as the voice of
reason for all international students or Chinese people-étc.

Gay Male, Chinese cultural identity.

Compromised wellbeing
and satisfaction.

| work in a male dominated waorkforce so it has been a struggle
sometimes being the only Gay, Indigenous male in the company.

Gay Male, Australian‘Aboriginal-Spanish cultural identity.

@ CREATE CONNECTIONS

Organisational Key

Lived Experience

LISTEN/ ASK: Connect
and seek to understand
the experiences of CALD
LGBTQ employees by
asking them about
themselvesand listening
to their experiences.

At the very core it all comes down to be acknowledged and accepted
and that could only be achieved by making the individual feel
welcomed, ask them questions about their lives and so on and making
a connection on a human level. So they could them feel comfortable
enough to open up and be more themselves.

Gay Male, Indian-Australian cultural identity.

Create safe-spaces for
people with culturally
diverse backgrounds
who are also LGBTQ to
share their opinions and
experiences.

Providing certain safe spaces for multicultural LGBTQIA+ individuals to
exercise their opinions and be validated about their differences, not trying
to incorporate them into some broader normative discourse or thought.

A big fear also for many culturally diverse LGBTQIA+ individuals is not
Australians but people of the same culture as them. For many culturally
diverse people, community and a sense of belonging is very important,
and sometimes being Queer can mean having to leave those groups in
order to fight for yourselves.

Gay Male, preferred not to indicate cultural identity.
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CASE STUDY: ALLYSHIP IN PID MEMBER ORGANISATIONS

Researchdand feedbéck from the LGBTQ CALD community highlights the isolation and lack of
empathy that‘pervades many workplaces. The value of informed and engaged allies to address
this has often been cited as being of tremendous value.

Recent work by two Pride in Diversity member organisations are examples of proactive and
empathetic initiatives to help build ally communities for the LGBTQ demographic. One, a major
national retailer, realised their very extensive LGBTQ awareness fraining was not reaching their

overnight shift workers, who were nearly exclusively from multi-cultural communities, and as such,

began taking the conversation about workplace inclusion beyond normal business hours.

Second, a major entertainment industry conglomerate was keen to ensure all the customer
facing and other work environments were safe and inclusive.

They recognised their security team was populated extensively with employees from
communities with strong religious beliefs. They specifically reached out to this team with
a respectful conversation on LGBTQ awareness and the need for behaviours (not beliefs) to
align with the organisational culture and modus operandi. Both initiatives were well received
by the LGBTQ employees and by the wider employee population.




APPENDIX A:

Summary of Academic Research

While academic explorations of the experiences of LGBTQ people at work are relatively new and
growing, the dominant voices in such research tend to be cisgendered, well-educated and
economically secure, white, gay men, and therefore “positions White and middle-class individuals as
the social norm”."

Research around disclosure decisions has been primarily in a White context andrhasn't considered
the experiences of culturally diverse people. For example, people who have grown up experiencing
racism might be wary of disclosing due to their negative experiences with racism.!?

While many workplaces have been developing diversity initiatives for LGBT people, many of these
have been developed in organisations where ‘whiteness’ is the prevailing norm, and thus many LGBT
diversity initiatives don’t call out the needs or experiences of culturally diverse LGBT people.’

LGB workers who are racioethnic minorities may still experience exclusion in organisations that
undertake diversity initiatives which have been developed based on the experiences of gay White men
and women. For example, organisations who encourage ‘workersto be ‘out’ and authentic about their
sexuality, but do not address racism in an organisation or.the broader coommunity and do not understand
cultural barriers related to disclosing an LGB identity are not likely to be inclusive of the experiences of
LGB workers who are also culturally diverse.™

A lack of visibility of people who are both culturally diverse and LGBTQ means that many people
don't see themselves represented in the workplace, and organisations have little experience in dealing
with the racism and sexual-identity based oppression these people experience. LGBTQ supportive
organisations should encourage conversations on the unique and diverse ways people can
experience their LGBTQ identity-at work and the complexities underlying the decisions of LGB
workers who are culturally diverse to be ‘out’.™

Lesbian, gay and bisexual (LGB)workers who are racial and ethnic minorities must continually
negotiate a different set-of norms,.and may experience conflict between their identities, including
misalignments between the values, beliefs, and expectations regarding LGB identity of their racial and
ethnic communitiesand the values, beliefs, and expectations regarding LGB identity in the majority and
dominant White culture.'®

Previous research has found that LGB individuals who are racioethnic minorities are more likely to

avoid disclosing when the values and beliefs of their community include disapproval of homosexuality."
Because family and community can be such a source of support and safety from racism rejection
from family'and community can be particularly challenging for LGB people from culturally diverse
backgrounds. Therefore, some LGB culturally diverse people may opt to "pass” as heterosexual with
family and community in order to maintain supportive relationships with family and friends, while they
may opt to be open about their sexual identity at work.®

While it would seem obvious that LGBT (lesbian, gay, bisexual and trans) people of colour (POC) are at
higher risk of stress and negative mental health, the research suggests that LGBT POC actually have
greater resilience, particularly, when they are connected to community or due to “Positive marginality”
—i.e. how acceptance and empowerment around one part of identity can lead to increased acceptance of
other parts of identity, greater wellbeing, and resilience.'
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APPENDIX B:

A Note on Language

DCA and Pride in Diversity are committed to language that is respectful,
accurate and relevant as a powerful tool for inclusion.

A Powerful Tool. Language is a powerful tool for building inclusion (or exclusion) at work. The way we
speak to each other creates a culture in which everyone can feel valued, respected, and.one of the team
(included), rather than under-valued, disrespected, and out of place (excluded).

Constantly Evolving. It's important to acknowledge that language is constantly evolving. We recognise
that one label or description may not be able to capture the breadth of the LGBTQ community. Our
intention has always been to be as succinct as we can, but inclusive of everyone. and apologise for any
unintended offence.

Lived Experience. The terminology we have used in this report is based on advice from peak groups
representing people with lived experience of being LGBTQ, as well as the generous advice of people
from the LGBTQ community.

Willing to Change. \We acknowledge that we may not always get it right, but commit ourselves to being
open to change and willing to continue learning from-the people we are hoping to represent.

LGBTQ People. For this report we use the acronym LGBTQ (lesbian, gay, bisexual, transgender/ gender
diverse, and queer).. Where we use different acronyms in this report, including LGBT, LGBTI, and
LGBTIQ+, we are quoting from participants, or other studies and using the acronyms the authors used.

People with Intersex Variations. \While the survey was open to respondents with an intersex variation,
there were insufficient responses to reflect their experiences. Therefore this report does not include
findings related to the experiences of people with an intersex variation.

Furthermore, in line with ACON's commitment to the Darlington Statement, which advocates for working
with intersex-led organisations forwork pertaining to the intersex community, rather than taking a lead in
resource development forintersex people, the focus of our work is to work alongside experts in the lived
experience of intersex people, such as Intersex Human Rights Australia (IHRA) Intersex Peer Support
Australia (IPSA),and other'intersex-led organisations.

Culturally Diverse: We define ‘culturally diverse’ as anyone with non-Anglo cultural origins, that is,
anyone from a non-Main English Speaking Country cultural background (according to the Australian
Bureau of Statistics these are countries other than Canada, Ireland, New Zealand, South Africa, United
Kingdom, and the United States of America). This definition recognises Australia’s history of British
colonisation, so culturally diverse includes people with European, Asian, African, Middle Eastern, Latin
American, and Pacific Islander cultural backgrounds.

BAME / POC / CALD: We recognise that there is no single term that is used by culturally diverse people,
and there are certain terms that different groups or individuals prefer. Where quoting respondents, or
other existing research, we have used the language used by those individuals or reports. \We recognise
and respect individuals to identify with terms that they feel most comfortable with.
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APPENDIX C:

Methodology

This project focused on investigating the following two research questions:
1. How do the cultural backgrounds of LGBTQ people impact on their experience at work?

2. What evidence-based actions can organisations take to create more workplaces which.are more
inclusive of LGBTQ workers from culturally diverse backgrounds?

Two sources of evidence were drawn on: industry and academic research, and an online survey.

We conducted an extensive review of international and national academic and industry research to
establish what it tells us about the experiences of culturally diverse LGBTQ people in workplaces.

Online Survey. We conducted an online survey in November 2019 to.provide LGBTQ workers from a
diversity of backgrounds with the opportunity to offer their insights.

The survey focussed on two main questions (i) What is your experience of being a culturally diverse
LGBTIQ+ employee? To what extent has it impacted on your experience at work — whether positive,
negative or not at all?; and (ii) What could be done differgntly to provide a more inclusive work
environment for culturally diverse LGBTIQ+ employees such as yourself?; as well as demographic
information about participants. We used ACON's Recommended Sexuality and Gender® Indicators to
capture information about the gender identity and sexual arientation of participants.

A defining feature of this research was that the survey recognised that an employees’ cultural identity
may be informed by multiple rather.than only one prevailing ethnicity, and so it collected data on up to
two different cultural/ethnic groups that an employee may identify with. This approach to measuring
cultural background respects the fact that.as many as 30% of Australian workers identify with more

than one cultural background and they can find it difficult to specify just one cultural identity, ethnicity, or
cultural background in surveys. Moreover, allowing people to describe their cultural background in more
than one way (e.g. Australian-Greek rather than just Australian) also enables their response to capture not
just how they identify but also how others may perceive them to identify.

Sample. The survey-was administered using a non-probability/convenience sampling method. Online
sampling is an established method in reaching out to and recruiting respondents from hard to reach and
stigmatised groups such as LGBT people.?’ The survey was distributed through Pride in Diversity and
DCA's member email distribution list, trusted social media groups for LGBTQ people, sponsor employee
resource groups, cultural community groups and other LGBTIQ+ community organisations. Findings are
based on the responses from 193 LGBTQ workers based in Australia who completed the survey (see
Appendix C for Survey Sample Characteristics).

Analysis. Thematic analysis was conducted on the survey questions. Pride in Diversity provided insights
from their AWEI survey data in relation to themes that emerged. For information about the AWEI survey
and methodology see www.PID-awei.com.au.
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Limitations. Previous studies have shown that online research produces results which are at least as
accurate (and sometimes more accurate) than telephone research. However, a benefit of this approach
is the removal of any interviewer bias that may come into play when discussing sensitive issues. Online
surveys also have the advantage of allowing people to respond at their own pace, giving them enough
time to properly consider important and complex issues. However, it is possible that this methodology
over-samples the computer literate population that on average may be more highly educated than the
general population of workers.

Defining Cultural Diversity. For the purposes of this research, we defined ‘culturally diverse’ as anyone
with non-Anglo cultural origins, that is, anyone from a non-Main English Speaking Country.cultural
background (that is, countries other than Canada, Ireland, New Zealand, South Africa, United Kingdom,
and the United States of America). This definition recognises Australia’s history of British colonisation,
so culturally diverse includes people with European, Asian, African, Middle Eastern, Latin American, and
Pacific Islander cultural backgrounds.

We reviewed the cultural backgrounds off all survey respondents and divided them into:

e First Nations = people with an Australian Aboriginal and/or Torres Strait Islander background or cultural
identity. In accordance with DCA's Counting Culture principles, we'do not define Aboriginal and/or
Torres Strait Islander as culturally diverse, to respect Aboriginal and Torres Strait Islander Australians’
unique position as First Nations people.

e MESC = main English-speaking country?? (that is anyone who'identifies with a cultural identity from
any of the following countries: Canada, New Zealand/{non-Maori people), Republic of Ireland, South
Africa, United Kingdom, England, Scotland, Wales, Northern Ireland, United States of America or
Australia. People who identified with only Australian cultural backgrounds were excluded from this
analysis; and

e Non-MESC = anyone with a cultural identity or background from a country other than those identified
above as MESC. It is important to note that being from a non main English-speaking country does not
imply a lack of proficiency in English.

The survey recognised that an employees’ cultural identity may be informed by multiple rather than

only one prevailing ethnicity, and'so it collected data on up to two different cultural/ethnic groups that

an employee may identify with..This approach to measuring cultural background respects the fact that

as many as 30% of Australian workers identify with more than one cultural background and they can

find it difficult to specify.just one cultural identity, ethnicity, or cultural background in surveys. Moreover,
allowing people to'describe their cultural background in more than one way (e.g. Australian-Greek rather
than just Australian)‘also-enables their response to capture not just how they identify but also how others
may perceivethem to.identify.
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APPENDIX D:

Sample Profile

Demographic Sample
SEXUAL ORIENTATION

Lesbian, gay or homosexual 73.6%
Bisexual/Pansexual* 13.0%
Queer 11.4%
Straight or heterosexual 1.0%
Other identity 1.0%
GENDER IDENTITY

Male 51.3%
Female 42.5%
Non-binary/gender fluid 6.2%
TRANS AND GENDER

DIVERSE STATUS

Trans 2.6%.
Non-binary/gender fluid 6.2%
No 91.2%
INTERSEX STATUS

Yes 6 . 05%
Don’t know 9 4.7%
No _ N 2 94.8%
CULTURAL IDENTITY.

First Nations = 6.7%
MESC (Main English-Speaking Country) ~ 5.2%
Non-MESC

(Non-Main English-Speaking Country) 88.1%
Monocultural Identity (one) 30.1%
Multicultural Identity (two or more) 69.9%
Only Main English-Speaking

Cultural Identity 5.2%
Most Common Cultural Identity?s:

Australian 26.1%

Second Most Common Cultural
Identity: Chinese (incl. Chines Asian, nec) 14.3%

Third Most Common Cultural Identity:

Aboriginal and / or Torres Strait Islander 4.0%

31

Demographic Sample
CULTURAL IDENTITY

Equal Third Most Common Cultural

|dentity: Italian A 4.0%
Fourth Most Common Cultural

Identity: Filipino [ | Y 3.6%
COUNTRY OF BIRTH

Born Overseas = - 57.5%
Australian Born 42.5%

Born in a Main English Speaking Country

(MESC) Born* (excludes Australia) 8.3%
Born in a Non-Main English Speaking

Country. . 49.2%
Asian Born 29.5%
Oceania and Antarctica

(including Australia) 45.6%
North East Asian Born 8.8%
Southern and Central Asian Born 7.3%
South East Asian Born 13.5%
North-West European Born 9.8%
Southern and Eastern Europe Born 41%
North Africa and the Middle East Born 1.0%
Sub-Saharan Africa Born 2.1%
Americas Born 7.8%
Other not listed and Prefer not to say 0.0%
RELIGIOUS AFFILIATION

Buddhism 5.7%
Christianity 24.9%
Hinduism 1.6%
Islam 4.7%
Judaism 1.0%
Spiritual beliefs 3.1%
No religion 53.4%
Other religion 2.6%
Prefer not to say 3.1%



Demographic
AGE

18-24 years
25-34 years
35-44 years
45-b4 years
55-65 years
65+ years

PARENT
Yes
No

ABORIGINAL AND/OR
TORRES STRAIT ISLANDER STATUS

Aboriginal and/or Torres Strait Islander

DISABILITY
Yes

Prefer not to say
No

ORGANISATIONAL SIZE
Large (3000+ employees)

Medium/Large (1200-2999 employees)
Medium (600-1199 employees)

Small/Medium (300-599 employees)

Small (1-299 employees)

Cultural Identity of Sample

Overall Sample
Female
Male. .
Non-binary/gender-fluid
TGD/Non-binary

Lesbian, gay, homosexual

Bisexual/Pansexual
Queer

Different identity
Straight or heterosexual

Intersex Status

Sample

5.2%
38.3%
31.1%
20.2%

4.7%

0.5%

83.4%
16.6%

6.7%

9.8%
3.1%

87.0%

58.0%

11.4%
. 83%
52%
17.1%

6.7%
3.6%
3%
0.5%
0.5%
5.7%
1.0%
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Demographic

INDUSTRY

Agriculture, forestry and fishing
Mining

Manufacturing

Sample

1.0%
0.0%
05%

Electricity, gas, water and waste services . 0.5%

Construction
Wholesale trade
Retail trade

Accommodation and food services
Transport, postal and warehousing

Information media and
telecommunications

Financial and insurance services
Rental, hiring and real estate services

Professional, scientific and
technical services

Administrative and support services
Publiciadministration and safety
Education and training

Health care and social assistance
Arts and recreation services

Other (please specify), Inadequately
described, and not stated

5.2% 88.1%
1.6% 37.3%
5.7%
8.3%
3.6% 64.2%
1.0% 10.9%
0.5% 10.9%
1.0%
1.0%
0.5%

1.0%
0.5%
0.5%
0.0%
3.6%

4.7%
9.8%
0.5%

24.9%
7.3%
14.5%
14.5%
14.5%
1.6%

0.0%

First Nations MESC Non-MESC Totals

100.0%
42.5%
2.6%
6.2%
8.8%
73.6%
13.0%
11.4%
1.0%
1.0%
0.5%
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We met with [ESJJJ and today to confirm content and format for our June 5 training with [Biid could the workshop
include:

e  Workshop — Guide on talking about storytelling — how to do.it.
e Telling your own story and using data to support your story:

e There are several ways to do that could possibly use the public narrative style — self, us, now but happy for use what
style you would like.

e Meeting will be via MS teams

If you need any other clarification, please contact | EGTNTNzNGE - cov.ou rr and she is

happy to speak to you about the event. will be on leave till Tuesday 28 May.

Regards

s22
Senior Inclusion and Diversity Officer

Inclusion and_ Diversity
Workforce, Communication and Clients Branch | Canberra Office
Australian Bureau of Statistics

(P) (E) EXI 22bs.gov.au (W) www.abs.gov.au

I'work flexibly and I'm sending this email now because it's a good time for me, but | do not expect you to read,
respond or action it outside of your regular hours
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Hope all is well with vou. | have booked a meeting with vou for 21 August - are vou able to-add the following
names to the invite Dabs.gov.au>yH Dabs.gov.au>,
$22 @abs.gov.au>, "Nicky Bell" <nicky.bell@abs.gov.au>and "Bindi Kindermann"
<Bindi.Kindermann@abs.gov.au>

To confirm the meeting will be a check-in, discuss membership hours, and plans for face to face training for
second half of year.

Also has the invoice for our membership been sent out yet - its due for August isn't it?
Looking forward to seeing you on the 21st August.

Thanks

S22
Senior Inclusion and Diversity Officer

Inclusion and Diversity
People Services Branch | Enterprise Services Group | Canberra Office

Australian Bureau of Statistics

(P)% (E]@abs.qov.au (W) www.abs.gov.au

s22
| work flexibly and I'mésending this email now because it's a good time for me, but | do not expect you to read,

respond or action. it outside of your regular hours
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To _Eabs.gov.au <@abs.gov.au> _Eabs.gov.au>

Subject: Checking-in as we enter H2 2025!

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

Hi and the ABS team

As we have entered the second half of 2025 (& ), | wanted to take the opportunity to share your
membership details, check in and share upcoming activity:

MEMBERSHIP DETAILS
Membership Status
Current

Membership Renewal Date
16/8/2025

Membership Hours Used
3.00

Member Hours Remaining
5.00

CALENDAR
If you'd like to book in some time for either a check-in, have a chat, member meeting, strategy
session, consulting or training, please use the booking system link-below.

a Book time to meet with me

CANBERRA Q3 IN PERSON DATES Wed 20 August - Fri 22 August 2025 (inclusive)
It would be great to connect in person while I'm in Canberra, please book in some time directly into
the calendar above for a coffee, chat, strategy session or training.

PID Q3 ROUNDTABLE & NETWORKING EVENTS
e Perth/Boorloo Roundtable, Wed 6 Aug, 3:30pm - 5pm (AWST) — Register Here

Perth/Boorloo Networking, Wed 6 Aug, 5pm — 7pm (AWST) — Register Here
Melbourne/Naarm Roundtable, Wed 13 Aug, 3:30pm — 5pm (AEST) — Register Here
Melbourne/Naarm Networking, Wed 13 Aug, 5pm — 7pm (AEST) — Register Here
Brisbane/Meanijin Roundtable, Tues 19 Aug, 3:30pm — 5pm (AEST) — Register Here
Brisbane/Meanijin Networking, Tues 19 Aug, 5pm — 7pm (AEST) — Register Here
Adelaide/Tartanya Roundtable; Tues 19 Aug, 3:30pm — 5pm (ACST) — Register Here
Adelaide/Tartanya Networking, Tues 19 Aug, 5pm — 7pm (ACST) — Register Here
Sydney/Warrang-Roundtable, Wed 20 Aug, 3:30pm — 5pm (AEST) — Register Here
Sydney/Warrang Networking, Wed 20 Aug, 5pm — 7pm (AEST) — Register Here
Canberra/Ngambri Roundtable, Wed 20 Aug, 3:30pm — 5pm (AEST) — Register Here

» Canberra/lNgambri-Networking, Wed 20 Aug, 5pm — 7pm (AEST) — Register Here
HOSTING OPPORTUNITIES
We are always looking for members to hosts events across the country, so please reach out if you
are interested in-hosting or sponsoring:

« Quarterly'Roundtable & Networking Events

. Executive Leadership Network Events

- Any other activations or sponsorship opportunities

PRIDE INCLUSION PROGRAMS REBRANDING FEEDBACK SESSIONS
On behalf o N

After 15 years Pride Inclusion Programs is undertaking a major rebranding, and we would like to
invite feedback from our member organisations. | will be holding four online consultation sessions via
Teams to take you through the proposed branding and seek feedback on the new-look Pride
Inclusion Programs.

* 12pm Wednesday 9 July
10am Thursday 10 July
10am Tuesday 15 July
3pm Thursday 17 July
Register now to be part of this important process.
| look forward to seeing you online and hearing your thoughts on the proposed new-look Pride
Inclusion Programs. If you have any questions, please get in touch with our Member Support




NATIONAL LGBTQ+ EXECUTIVE ALLIES & LEADERS FORUMS & EVENTS

These forums and events are designed to bring together Executive Sponsors, Allies & Leaders
across Australia, those who have taken on the leadership responsibility of being a visible and
proactive ally to the LGBTQ+ community in their workplace, and to communicate, to educate and to
motivate.

CBR ELN Event Overview

Date: Thursdav 24 Julv. 5.30-7.30nm
PID ho
PID Team
Member host: Deloitte

Location: L5/6 Brindabella Cct, North Canberra Airport, Canberra Airport

Guest speaker: Nicole Spencer, Acting Deputy Commissioner, Strategy and Capability, Australian
Border Force

Registrations to follow.

Pride Inclusion Programs & PID VIC Team

MEL ELN Event Overview

Date: Thursdav 4 Sentember, 5.30-7.30pm

PID host Deputy Director Pride Inclusion Programs & PID VIC Team
PID Team: Associate Director People & PID VIC Team

Member host: Australia Post

Member Exec: Gary Starr, Executive General Manager

Location: AusPost, 480 Swan Street, Richmond

Guest speaker: David Locke, CEO AFCA (CEO of the year 2024 AWEI Awards)
Registrations to follow.

If you know of an Executive, SES Champion or Executive Ally who has not yet joined, please
contact (Sl ror an invite.

UPCOMING ONLINE LEARNING

July 2025

LGBTQ+ Awareness - Tuesday 8th, 3:00pm - 4:30pmyAEST)

Trans & Gender Diverse Awareness - Thursday 10th, 3:00pm - 5:00pm (AEST)

August 2025

LGBTQ+ Awareness - Thursday 14th, 12:30pm - 2:00pm (AEST)

LGBTQ+ HR & Recruitment - Tharsday. 21st, 12:30pm - 2:00pm (AEST)
Full year’s schedule is available in the members section of our website.

BECOME A PRIDE IN DIVERSITY ENDORSED LGBTQ+ TRAINER IN 2025!
The Pride in Diversity (PID) Endorsed LGBTQ+ Trainer Program equips individuals and organisations
to deliver face-to-face facilitated LGBTQ+ education experiences. This program arms participants to
deliver Pride in _Diversity’s LGBTQ+ Awareness training module through in depth, facilitator led
workshops.
This program has been designed with a theoretical base, historical context and an understanding of
emerging trends in.LGBTQ+ inclusion. The program delivers modular content through case studies,
theories and'madels, video artefacts and PID publications, exposing participants to relevant, up-to-
date modes of process and practice.
2025 Quarter 3 Dates (last enrolment for 2025)

- Monday 8 September

» Wednesday 10 September
Friday 12 September
Monday 15 September
Wednesday 17 September
Friday 19 September
Click here to register for the Q3 2025 Endorsed Trainer program. Registrations close Friday 29
August 2025, and payment must be received before registrations are finalised and places confirmed.
PARTICIPANT FEEDBACK & TESTIMONIALS

» Expertise of Trainers: Perfect scores across the board — consistently rated 5/5

» Delivery & Presentation: Clear, confident, and engaging — consistently rated 5/5

« Clarity of Content: Highly understandable — typically rated 4-5 out of 5

» Group Engagement: Strong interaction and participation — regularly rated 4-5 out of 5
Key strengths

+ Engaging content: Participants found the training surprisingly engaging for an online course.



» Useful facilitator notes: Detailed notes were highly appreciated.

 Comprehensive coverage: The training covered more than expected, providing valuable
information.

» Personal stories: Participants appreciated the personal stories shared by trainers, which
added a relatable and human touch.

« Confidence building: The training significantly boosted participants’ confidence in delivering
the content themselves.

What part of this training was particularly useful for you?

o All parts were useful for me, | want to know more!

o Firsthand, lived experience knowledge and the space to ask questions in a learning, non-
Jjudgemental environment.

» The resources provided, especially the reading materials and videos, were very useful. | found
the listening to the various lived experiences of those in the videos to be engaging.

» The foundations of identity - 101 stuff I'd never thought to learn.

» The statistics in the AWEI reports will be very helpful when presenting this course to anyone
who may be resistant. It was also very helpful to have such a safe and welcoming space to
learn about terminology and discuss with people with lived experience - as an ally, | have much
to learn, and | felt | was very supported during this learning journey.

Pride in Practice LGBTQ+ Conference 2025 — abstracts now open!

Our annual Pride in Practice Conference is taking place from Tuesday 25 — Wednesday 26
November at Marvel Stadium, Melbourne.

The Pride in Practice conference is the only national conference dedicated to.advancing LGBTQ+
inclusion in Australian workplaces. This event continues to inspire and spotlight LGBTQ+ inclusion,
with key themes focusing on Intersectionality, LGBTQ+ women, Trans and Gender Diverse People, First
Nations LGBTQ+ people, Resilience, International Reach, and much more.

ABSTRACTS NOW OPEN (info flyer attached):
Our intent is to shine the spotlight on best practices and thought leadership that highlight the long-
term benefits and value of LGBTQ+ Diversity & Inclusion in the workplace.
If your organisation has done something exceptional in the LGBTQ+ workplace inclusion space and
would like to share it at our conference, we would love to hear from you!
Submitting an abstract:
Prior to submitting an abstract, please see our following guides:
» For more information on Key Themes please click here
Sponsorship opportunities: If your organisation.is interested in sponsoring the 2024 Pride in

Practice Conference, please click here. We have‘a range of opportunities currently available.
Tickets: Early Bird Tickets will go.on sale on Tuesday 29th July. Please monitor our website for more
details.

Please let me know if there is anything else for now or anything | can support with.

Thanks and speak soon

Pride in Diversity
ACUN'S Ao [ncps|n narams

Direct

Email

Address: 200 Hoddle Street, Abbotsford, VIC 3067
Website: www.prideinclusionprograms.com.au

a Book time to meet with me

We're celebrating 15 years of

leading LGBTQ+ inclusion. pridein

15 years of LGETQ+ people di\!’EI'S ity

being able to bring their whole
sefves to work.




ACON acknowledges and pays respect to the Traditional Owners and Custodians of the lands, waters and
territories on which we work.

This email and any files transmitted with it are confidential and intended solely for the use of the individual or entity to which it is
addressed. If you are not the named addressee you should not disseminate, distribute or copy this email. Please notify the
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contents of this message which arising as a result of email transmission.

This email and any files transmitted with it are confidential and intended solely for the use of the individual or-entity
to which it is addressed. If you are not the named addressee you should not disseminate, distribute or copy this
email. Please notify the sender immediately by email if you have received this email by mistake.and delete this email
from your system. Please note any views or opinions expressed in this email are solely those of the author and do not
necessarily represent those of ACON. Email transmission cannot be guaranteed to be secure or error-free as
information could be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or contain-viruses. The sender
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ABS TAW training tomorrow

From (S < 5 .21 >

Date Wed 2025-11-26 19:25

T

Cc P2 @abs.gov.au>

i

Looking forward to hosting you here at ABS House in Canberra for our Trans Awareness Week
training tomorrow, 2-3pm.

I'll be in the foyer ahead of time (by 1:45pm) to check you in. If you're running early/late feel free to
contact me via email, or via my mobile g2

Cheers,

S22

Assistant Director, NDDA Data Governance

National Disability Data Asset and Data Systems Branch | Statistical.Infrastructure Division | Australian
Bureau of Statistics

N I 2:bs.oov.au (W) www.abs.gov.au

Ngunnawal & Ngambri Country (Canberra, ACT)

S22

vommit aa e ABD Friae Network
The Australian Bureau of Statistics acknowledges the traditional custodians of country throughout Australia and recognises their continuing

connection to land, waters and community. We pay our respects to them and their cultures, and elders, both past and present

The ABS Privacy Policy outlines how the ABS handles any personal information that you provide to us.
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FW: 18 September 2024 APS+ Pride Community of Practice. [SEC=OFFICIAL]

From ETEEN -ETE

Date Fri 2024-09-20 10:41

cc I T

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

safe.

Hi APS+ Pride Community of Practice

Thank you for the informative meeting on Wednesday,and myself from Pride in
Diversity wanted to share a few more resources and information'that might be of interest to the group:

Australian Workplace Equality Index Survey 2024 — APS insights
The AWEI presentation is attached, we have added some more demographics and highlighted
significant differences with a red circle, please reach out if you'd like further info.
PID Guides — member benefit (available in PID Member Portal)
e PID 2010 - Sexual orientation and gender identity in the workplace
e PID 2011 - Establishing and Maintaining Successful LGBT Networks In Australian
Workplaces
PID 2012 - Engaging Allies for Change
PID 2013 - Managers Guide to LGBTI Workplace Inclusion
PID 2014 - Employers Guide to Intersex Inclusion
PID 2015 - Let's Talk‘Gender
PID 2016 - Anti-Discrimination Law & Practice
PID 2018 - LGBTI Domestic & Family Violence — best practice for workplace policy
PID 2018 - PWC-Where are all the women
PID 2019~ Regional Inclusion Guide
PID 2020 - PID x DCA Intersections at Work report
PID 2021 - Sapphire (LGBTQ+ people who identify or may be perceived as women in the
workplace) toolkit
PID 2021 - PID x Grace Papers An Inclusive Approach to Parenting LGBT+ parents in the
workplace
PID 2022 - Being Seen A Spotlight on Bi+ Inclusion
PID 2023 — TGD Inclusive Recruitment Factsheets
PID 2023 - Cracking the Rainbow Glass Ceiling
e PID 2024 — Pride in Neurodivergence (upcoming publication)
Portal link: Members Home | Pride Inclusion Programs
If you need assistance in accessing the portal, then please let me know.
Our PID published Academic papers:
e February 2022 - Exposure to Inclusive Language and Well-Being_at Work Among
Transgender Employees in Australia paper
e March 2022 - Pronouns Are a Public Health Issue paper
e June 2022 - Improving_the wellbeing of LGBTQ+ employees: Do workplace diversity
training_and ally networks make a difference? - ScienceDirect paper

about:blank?windowld=SecondaryReadingPane4

1/8


turnag
Typewritten text
Document 40


Invitation | Victorian Pride Centre tour — Tuesday 24 September
For those based in Victoria, you are invited to join us for a private tour of the Victorian Pride

Centre (VPC) with our EESEEEEEGTNTNENEENENEEE -

=l oining us in person.

Date: Tuesday 24 September

Tour time: 3.30pm-4.30pm

Address: 79-81 Fitzroy Street, St Kilda, VIC, 3182 Google Maps
VPC Tour Guide: B IIIIEIEGEEEEEEEEEEEEEEEEEEEEEEEEE -  C Justine Dalla Riva,
CEO, Victorian Pride Centre

Info: The Victorian Pride Centre is a landmark for the LGBTIQ+ community, offering a unique
opportunity to explore its facilities and learn about its significant contributions. This tour will

provide an exclusive insight into the Centre’s mission, services, and the vibrant community it

suiports.
vicpridecentre @ vicpridecentre

PID VIC contact:
PID VIC RM’s: &

Please RSVP by Monday 23 September to confirm your attendance (maximum tour size is 25).

SAFE

Ensuring Domestie & Family Violence support
is inclusive of LGBTQ+ Communities

PRIDE
QcoN) INCLUSION
PROGRAMS

|
Safe and Seen: Ensuring Domestic & Family Violence Support is Inclusive of LGBTQ+
Communities
e Date: Thursday 3rd October
e Timing: 7.30am for 8.00am start, finish by 9.00am
¢ Venue: Amazon Web Services, 2 Park Street, Sydney NSW 2000

about:blank?windowld=SecondaryReadingPane4 2/8



¢ Livestream: Available for dial-in and will be made available as a recording for people in
non-AEST zones

¢ Tickets: Safe and Seen: Ensuring Domestic & Family Violence Support is Inclusive of
LGBTQ+ Communities | Humanitix

Event description

Domestic and Family Violence (DFV) is unfortunately all too prevalent in our society, and
governments, agencies, and organisations are all striving to take steps to reduce its occurrence
and to put in place programs to support victims. DFV also happens within the LGBTQ+
community, and victims often do not feel that the support mechanisms in place are relevant or
pertinent to them.

Join us for an empowering and impactful breakfast session, kindly hosted by Amazon Web
Services, where Pride in Diversity will explore how organisations can ensure that DFV policies
are inclusive of members of the LGBTQ+ community. Using awareness and education we can
make the invisible visible.

Event Highlights:

¢ Education: Gain a deeper understanding through DFV data and research in relation to
LGBTQ+ communities.

o Lived Experience: Hear the impact of LGBTQ invisibility in DFV support, highlighting
some of the unique challenges faced by LGBTQ+ people.

¢ Panel Discussion: Hear representatives from DFV support organizations.on the crucial
role workplaces play in supporting employees experiencing DFV.

e Call to Action: Understand how your Pride in Diversity membership can help your
organization ensure strong, inclusive policies and support systems. Partnering to ensure
your approach includes education, explicit policy inclusion; and clear avenues of support
for LGBTQ+ staff.

Light refreshments will be served thanks to our generous hosts; Amazon Web Services. Our
will introduce the session with the assembled panel of experts.
We would love to see you attend this important event'spotlighting an issue that can have such
devastating impacts. You can register for either in-person attendance or the live stream at this
link.

———— ——, theirs

oy 3
N T ‘
‘s A FREE INTERNATIONAL PRONOUNS
© g DAY EVENT FOR MEMBERS ‘ { \
- e

APIP International Pronouns Day Event
When: Wednesday 16 October, 2.30pm-3.15pm AEDT
Register link: Talking Pronouns,,, You, Me, They! | Humanitix
Event description: Come and join a conversation about the importance and power of pronouns
in celebration of International Pronouns Day. This day encourages everyone to ask, use, and
affirm people’s pronouns, helping to create a more inclusive and respectful society.
Hosts:
o BG Pride in Diversity

: Pride n Diversity

Guest speakers:
o Pride in Sport
. Pride in Health + Wellbeing

about:blank?windowld=SecondaryReadingPane4 3/8
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Day of significance information:
International Pronouns Day is observed on the third Wednesday of October each year, which
falls on 16 October in 2024. This day aims to make respecting, sharing, and educating about
personal pronouns commonplace. It's especially significant for transgender, non-binary, and
gender nonconforming individuals, as being referred to by the correct pronouns is fundamental
to human dignity.

sS4 /F

Did you miss our online event for Wear it Purple Day?

Proud Hearts: A Crafternoon featured an engaging conversation with Pride in Diversity
SATF and B
EZl Jiscussing the importance of visible LGBTQ+ role.models in workplaces.

If you missed out you can still catch up on the fun - CLICK HERE to download the PDF
with the origami instructions and tips for being a great role model, and CLICK HERE to
view the event recording.

Have a great Friday and weekend.

Thanks all
s47F
S4TF Pride in Diversity

ACON’s Pride Inclusion Programs
Direct: 7%

Email: B
Address: 200 Hoddle Street, Collingwood VIC 3067
Website: www.prideinclusionprograms.com.au

a Book time to meet with me

diversity " “\SIBILITQ 54

\
6 HONOURING THE HISTORY, CULTURE, g

AND LEGITIMACY OF BISEXUALITY
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ACON acknowledges and pays respect to the Traditional Owners and Custodians of the lands,
waters and territories on which we work.

This email and any files transmitted with it are confidential and intended solely for the use of the
individual or entity to which it is addressed. If you are not the named addressee you should not
disseminate, distribute or copy this email. Please notify the sender immediately by email if you have
received this email by mistake and delete this email from your system. Please note any views or opinions
expressed in this email are solely those of the author and do not necessarily represent those of ACON.
Email transmission cannot be guaranteed to be secure or error-free as information could be intercepted,
corrupted, lost, destroyed, arrive late or incomplete, or contain viruses. The sender therefore does not
accept liability for any errors or omissions in the contents of this message which arising as a result of
email transmission.

From: Pride and Allies Network [E¥e
Sent: Friday, August 23, 2024 11:32 AM
To: Pride and Allies Network;

about:blank?windowld=SecondaryReadingPane4
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Subject: 18 September 2024 APS+ Pride Community of Practice. [SEC=0OFFICIAL]
When: Wednesday, 18 September 2024 4:00 PM-5:00 PM (UTC+10:00) Canberra, Melbourne, Sydney.
Where: In Person - 111 Alinga Street, Canberra ACT (Department of Infrastructure, Transport, Regional
Development, Communications and the Arts) and Virtual (Link Below)

OFFICIAL

Pride and Allies
N N Network

Hello Everyone!

Looking forward to seeing youall next week at the Pride COP hosted by the Department of
Infrastructure, Transport, Regional Development, Communications and the Arts.

The event will be in personat our office at 111 Alinga Street, Canberra ACT, with networking to occur
after the event at Dear Prudence. We will be holding the COP in the Flynn Room that you can access
via the Foyer.

For those who can not attend in person, you can also attend the meeting virtually on the below link

If you-have any issues accessing the building on the day you can reach me on

Looking forward to seeing you all there.

S4/F

about:blank?windowld=SecondaryReadingPane4 6/8




Kind regards

s4/F

—

s

Department of Infrastructure, Transport, Regional Development, Communications and the Arts

Ngunnawal Country

CONNECTING AUSTRALIANS ¢ ENRICHING COMMUNITIES « EMPOWERING REGIONS

I would like to acknowledge the fraditional custodians of this land on which we meet, work and live.

| recognise and respect their eontinuing connection to the land, waters and communities.
I pay my respects to Elders pastand present and to all Aboriginal and Torres Strait Islanders.

If you

or anyone you know may be needing support, please reach out for assistance from:

Suicidercall back service: 1300 659 467 (24-hours)
Lifeline (crisis support and suicide prevention): 13 11 14 or www.lifeline.org.au (24/7)

QLife (LGBTI peer support and referral service): 1800 184 527 or www.qlife.org.au (3pm to
midnight)

Beyond Blue: 1300 22 4636 (24-hours) Suicide call back service: 1300 659 467 (24-hours)

OFFICIAL

Disclaimer

This message has been issued by the Department of Infrastructure, Transport, Regional Development,

about:blank?windowld=SecondaryReadingPane4
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Communications and the Arts. The information transmitted is for the use of the intended recipient only
and may contain confidential and/or legally privileged material.

Any review, re-transmission, disclosure, dissemination or other use of, or taking of any action in reliance
upon, this information by persons or entities other than the intended recipient is prohibited and may
result in severe penalties.

If you have received this e-mail in error, please notify the Department on +61 (2) 6274 7111 and delete
all copies of this transmission together with any attachments.

This email and any files transmitted with it are confidential and intended solely for the use of the individual or entity
to which it is addressed. If you are not the named addressee you should not disseminate, distribute or copy this
email. Please notify the sender immediately by email if you have received this email by mistake and delete this email
from your system. Please note any views or opinions expressed in this email are solely those of the author and.do not
necessarily represent those of ACON. Email transmission cannot be guaranteed to be secure or error-free as
information could be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or contain viruses. The sender
therefore does not accept liability for any errors or omissions in the contents of this message which arise as a result
of email transmission.
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LGBTQ+ "State of the nation in Australia's workplaces" AWEI data launch recording

From EXE P

Date Thu 2024-04-18 15:43

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

Hello

Thank you for your ongoing support

Cheers

s47F ACON’s Pride Inclusion Programs

Pride in Diversity | Pride in Sport | Pride in Health + Wellbeing

Switch: PN | Miob: EXER
Address: 414 Elizabeth St Surry Hills NSW 2010 | Email: GG

Website: www.prideinclusionprograms.com.au | www.pid-awei.com.au

STRALIAN LGBTQ+ INCLUSION

.Hy NAWARDS

# T y (0 O SALE #

‘ )
I8 M w ’.‘
FERNANDEZ | WEDNESDAY 13 MARCH 2024 - 2PM AEDT

(@ n p

ACON acknowledges and pays respect to the Traditional Owners and Custodians of the lands, waters and territories on which
we work.

This email and any files transmitted with it are confidential and intended solely for the use of the individual or entity to which it is addressed. If you are not the
named addressee you should not disseminate, distribute or copy this email. Please notify the sender immediately by email if you have received this email by
mistake and delete this email from your system. Please note any views or opinions expressed in this email are solely those of the author and do not necessarily
represent those of ACON. Email transmission cannot be guaranteed to be secure or error-free as information could be intercepted, corrupted, lost, destroyed,
arrive late or incomplete, or contain viruses. The sender therefore does not accept liability for any errors or omissions in the contents of this message which

arising as a result of email transmission.
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This email and any files transmitted with it are confidential and intended solely for the use of the individual or entity
to which it is addressed. If you are not the named addressee you should not disseminate, distribute or copy this
email. Please notify the sender immediately by email if you have received this email by mistake and delete this email
from your system. Please note any views or opinions expressed in this email are solely those of the author and do not
necessarily represent those of ACON. Email transmission cannot be guaranteed to be secure or error-free as
information could be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or contain viruses. The sender
therefore does not accept liability for any errors or omissions in the contents of this message which arise as a result
of email transmission.
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RE: ABS TAW training tomorrow [SEC=OFFICIAL]

rrom
Date Wed 2025-11-19 12:37

To <@abs.gov.au>
cc ENEE BN o-bs o0vau>

T 4 9

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

Fab thanks looking forward to the session!

See you then. ©

s47F

Pride in Diversity, ACON’s Pride Inclusion Programs

Direct
Email: PR

f; Book time to meet with me

From: EXSN - XN 025 o.ou>
Sent: Wednesday, 19 November 2025 12:36 PM
To: s

Cc: NN EN  2bs.20V.au>
Subject: ABS TAW training tomorrow [SEC=0OFFICIAL]

i

Looking forward to'hosting you here at ABS House in Canberra for our Trans Awareness
Week training tomorrow, 10am-11am.

I'll'be in the foyer ahead of time (by 9:45am) to check you in. If you're running early/late feel
free to contact me via email, or via my mobile: EX Gz

Cheers,

s22
Assistant Director, NDDA Data Governance

National Disability Data Asset and Data Systems Branch | Statistical Infrastructure Division | Australian
Bureau of Statistics

PEEEEEEE BN -bs oov.au (W) www.abs.gov.au

Ngunnawal & Ngambri Country (Canberra, ACT)

S22
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Commit ad the ABS Pride Network

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

The ABS Privacy Policy outlines how the ABS handles any personal information that you provide to us.

This email and any files transmitted with it are confidential and intended solely for the use of the individual or
entity to which it is addressed. If you are not the named addressee you should not disseminate, distribute or copy
this email. Please notify the sender immediately by email if you have received this email by mistake and delete this
email from your system. Please note any views or opinions expressed in this email are solely those of the author
and do not necessarily represent those of ACON. Email transmission cannot be guaranteed to be secure orerror-
free as information could be intercepted, corrupted, lost, destroyed, arrive late or incomplete, or contain viruses.
The sender therefore does not accept liability for any errors or omissions in the contents of this. message which
arise as a result of email transmission.
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