2021 EMPLOYER PARTICIPATION DETAILS

Organisation Name: ABC
Sector: Public/Government: Federal
Employer Size (within Australia): Number of employ within Australia:
<= 500 employees - If you have 500 or less employees, please ensure you use the SMALL EMPLOYER AWEI
Regional Employers Is your head office Regional? No
Global Employers Do you have international offices: No
Is your head office in Australia: Yes
Contact Person for the Index: Name:EEIECHEN
This is the person we should contact if we have Position Title: R Y=
any questi Email results will also be sent to Postal address (including postcode): GPO Box 9994 Sydney NSW 2001
this person and hard copy participation
certificates will be mailed to this person. Phone number: SEYECIN
Email: 1 I

NTERNATIONAL WORKPLACE INDEX PARTICIPATION

Do you participate in any other No
workplace equality indices
globally?
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INDUSTRY BENCHMARKS

Participating employers will by default be benchmarked according
to:

Sector: Public / Private / NFP / Higher Education Media & Entertainment
Government: Federal, State, Local

Employer Size
Awarded Tier Recognition

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

DISCLOSURE RECOGNITION
Please select participation
identification level at which we
can identify you

(Name and Employer Tier only,
no scores)

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

Select the recognition tier at which you would like to be publicly identified:
We are happy to be identified regardless of employer tier reached

ADDITIONAL AWARD SUBMISSIONS

Have you considered nominating someone for an LGBTQ Inclusion Award? Award Nomination Categories:
Please list any other LGBTQ Inclusion Awards that you are submitting for this year
within the AWEL. This provides us with a cross-check reference to ensure that all
expected submissions are received.

* Consider nominating a group or individual for their extensive work in

LGBTQ inclusion within your organisation

* More than one nomination in each category may be received

CEO of the Year Award: David Anderson
s 47E(c)

Network Leader of the Year Award: Manda Hatter
s 47E(c)

HE EEN

¢ Individual Nomination submission forms can be found here:

http://www.pid-awei.com.au/submission-documents/

NEGATIVE PRESS / COMPLAINTS DISCLOSURE
e We have received negative press that has impacted our reputation as an LGBTQ inclusive employer — No

e  Formal complaints were lodged against us for LGBTQ discrimination, bullying or harassment (Fair Work Ombud n, H Rights C ission, Sex

Discrimination Act) — No
e We understand that up to 25 points may be deducted from our score if we have received a significant amount of negative press regarding an anti-LGBTQ incident

where our organisation was responsible and insufficient action was taken to rectify this.
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No negative press or formal complaints have been received

ACCURACY STATEMENT

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

Name of person signing off accuracy:
Position within organisation:
Contact Email:
Contact Phone:

2021 STANDARD EMPLOYER AWEI
SECTION 1: STANDING SUBMISSION

This section pertains to LGBTQ inclusion within organisational policies and practice.
The Standing Submission includes:
HR Policy & Diversity Practice: | Standard practices within HR Policies and explicit LGBTQ inclusion within them; including third party policies
LGBTQ Bullying / Harassment & Support: | Tracking and handling of potential incidents and support for LGBTQ employees, should this occur
Trans & Gender Diverse Inclusion: | Explicit policy inclusion for trans and gender diverse employees; including leave, forms, titles and dress codes
Strategic Focus: | Accountabilities and role responsibilities for HR and Executive staff; external / customer facing inclusion promotions

IMPORTANT NOTE:

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

® If you wish to carry over your entire Standing Submission scores from last year, please leave Section 1: Standing Submission blank.
(Recommended if you are satisfied with your previous scores and/or no further work has been done in this section.)

* If you leave any questions blank within this section, we will not change the score from last year.

OR:

® If you wish to submit (or re-submit) for any question/s within Section 1: Standing Submission, please submit evidence for the individual question/s applicable.
If you submit evidence for any question, the evidence and score will be re-evaluated based only on the evidence supplied within this Submission (last year's

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

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

Senior HR Person: | s 47E(c)

Page 3 — AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more employees) —v1.1—Doc. 1 of 1

S1ony



Contact Details (email / phone): I s 47E(c)

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

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

STANDING SUBMISSION: HR PoLicy & DiversiTY PRACTICE

STANDING SUBMISSION: HR POLICY & DIVERSITY PRACTICE FOUNDATION

1. Removal of the terms: ‘Sexual Preference’ or ‘Lifestyle Choice(s)’
We have conducted a review to ensure that any reference to ‘sexual preference’ or ‘lifestyle choice’ within our policy documentation, diversity references, on
external facing websites and company intranet pages has been replaced with the words ‘sexual orientation.’

Please provide an outline of progress to date.

Full points received in 2020 submission - therefore we are leaving this blank, so our score is carried over for this item.

STANDING SUBMISSION: HR POLICY & DIVERSITY PRACTICE FOUNDATION

2. LGBTQ Inclusivity within Policies and Benefits Max. 2 points
On our policy intranet pages (or upfront within our policy documentation), we have made it explicitly clear that all policies are inclusive of LGBTQ employees and
their families (where families are included within policies/benefits).

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

Full points received in 2020 submission - therefore we are leaving this blank, so our score is carried over for this item.

STANDING SUBMISSION: HR POLICY & DIVERSITY PRACTICE FOUNDATION

3. New Parent Leave Inclusive of LGBTQ Families Max. 3 points
On our policy pages (or upfront within our family policy documentation), we explicitly communicate that our New Parent Leave (or equivalent) includes those who
have children via surrogacy, adoption and foster arrangements regardless of employee gender.

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

Full points received in 2020 submission - therefore we are leaving this blank, so our score is carried over for this item.

S1ony
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STANDING SUBMISSION: HR POLICY & DIVERSITY PRACTICE ADVANCED

4. Travel Advice for Employees 2 points

We have travel advice and support available to our LGBTQ employees or employees with LGBTQ dependents should they be required to travel for work (e.g. cultural
context, safety, LGBTQ matters in other jurisdictions).

Please provide a copy of travel advice available.

Full points received in 2020 submission - therefore we are leaving this blank, so our score is carried over for this item.

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

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

Please select all that have been audited, evidence only required for one:
X Superannuation - Commonwealth Superannuation Fund (Plans: PSS Accumulation Plan and Pssdb fund) and Australian Super - audited

X Death & TDP Benefits / Life Insurance (Above funds) - audited — evidence provided for Australian Super

Travel Insurance - Medibank and Bupa - audited
X Healthcare (excluding EAP — Employee Assistance Programs — covered elsewhere) - Medibank and Bupa - audited

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

explicitly where LGBTQ inclusivity is stated.

]
]
|

S1ony
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ABC partnering superannuation company Deciding who will receive your super and insurance money
AustralianSuper outlines in their PDS explicitly thata  * he worst hapoens s anmportant decision for you
spouse includes de facto and same-sex relationships

! australiansuper.com

INSUSRANCE IN YOUR SUSER

Money when : | i gt
it matters most : et o your d the cot $ oxci

i sustraliansuper.com/Tforms

STANDING SUBMISSION: HR POLICY & DIVERSITY PRACTICE ADVANCED
6. LGBTQ Inclusive Domestic & Family Violence Policy Max. 5 points
We have a Domestic & Family Violence Policy (DFV) that covers the following:
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(a) specific challenges and unique types of violence faced by LGBTQ communities
(b) stated LGBTQ avenues of support
(c) astatement that the policy explicitly covers LGBTQ people, partners and their families
For full points, please provide evidence for all of the above. (Please only provide evidence specific to each of the above points, do not attach your entire policy.)

Iltems a, b and c have been highlighted in white marker on the extract below to point out how the ABC demonstrates compliance to this requirement.
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STANDING SUBMISSION: HR POLICY & DIVERSITY PRACTICE ADVANCED
7. Communications on LGBTQ Inclusive and Offensive Language max. 4 points
We have developed targeted communications or public relations guides that outline how to reference LGBTQ communities in communications, articles, media,
and/or advertising that:

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

b) are available to all employees within the organisation
For full points, please attach:

(a) a copy of your guide that includes examples of both inclusive language AND exclusive/offensive to LGBTQ people

(b) details of how this guide is made available to employees

Full points received in 2020 submission - therefore we are leaving this blank, so our score is carried over for this item.

STANDING SUBMISSION: LGBTQ BuLLYiING/HARASSMENT & SUPPORT

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

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

For full points, please confirm:
(a) that all identified LGBTQ friendly Grievance Officers or first points of contact have either; undertaken LGBTQ awareness training or are experienced allies with a
good understanding of sensitivities
(b) where these LGBTQ aware/friendly grievance contact points can be located or requested for those seeking formal support

Full points received in 2020 submission - therefore we are leaving this blank, so our score is carried over for this item.

STANDING SUBMISSION: LGBTQ BULLYING/HARASSMENT & SUPPORT INTERMEDIATE

9. Behavioural Examples of What Constitutes Bullying / Harassment Max. 4 points
Documentation within our bullying and harassment policy/guidelines provide clear behavioural examples of what constitutes bullying/harassment in terms of sexual
orientation, gender identity/expression AND examples of behaviour that constitutes bullying/harassment of intersex people.

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

S1ony
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Items A, B and C are highlighted in the below extract from the Discrimination, Bullying and Harassment Policy

(To view full policy please refer to the Appendix 1 — Discrimination Bullying and other workplace behaviours)

Home » Know the ABC » Our Policies » Discrimination, Bullying and Harassment Policy

Discrimination, Bullying and Harassment Policy

Below extracts from the policy highlight the key AWEI compliance requirements

The following types of behaviour, whether intentional or unintentional, may be workplace tullying if they are | Examples of sexual harassment include:
repeated, unreasonable and create a risk to health and safety

abusive, insulting or offensive language or comments + showing or sending obscene, suggestive or pornographic pictures, emails, text or graphics
aggressive and intimidating conduct. . > . ) | . .
+ asking intrusive questions or making unwelcome comments about a colleague’s personal life or body,

belitting or humiliating comments;

victimisation, including their sex life

Practoal jows SERwston + unwanted invitations to go out on dates or requests for sex

unjustified criticism or complaints;

+ staring or leering; and

threatening to exoose an individual's sesuality, intersex status, o trans or gender diverse identity

withholding information thatis vital for effective work performance; + behaviour that wouldalso be an offence under criminal law such as indecent assault, sexual assault,
Intentionally setting unreascnable timelines or constantly changing deadlines:

indecent exposure, stalking or obscene communications

intentionally setting tasks that are unreasonably below or beyond a persorls skill Level

denying access to information, supervision, consultation or rescurces to the detriment of the Worker
spreading misinformation or malicious rumours,

+ changing work arrangements such as rosters and leave to deliberately incenvenience a particular
Worker or Workers:

Lating with about an individual's intersex status, or trans or gender diverse

identiy.

+ deliberately excluding someone from work-related activities.

Workplace bullying can be carried out in a variety of ways, including through verbal or physical abuse.

through email, text messages, internet chat rooms, instant messaging or other social media channels.

STANDING SUBMISSION: LGBTQ BULLYING/HARASSMENT & SUPPORT INTERMEDIATE
10. EAP Provider Max. 3 points
We have either:
a) identified individuals within our EAP provider who have received specific training in, or have considerable understanding of the challenges faced by
LGBTQ individuals that we can refer our LGBTQ employees
b) received documentation that we believe demonstrates both the knowledge and expertise of our EAP provider to support LGBTQ peopl
and we have:
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¢) clearly communicated this on our EAP Provider page and/or our LGBTQ intranet page

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

Full points received in 2020 submission - therefore we are leaving this blank, so our score is carried over for this item.

STANDING SUBMISSION: LGBTQ BULLYING/HARASSMENT & SUPPORT ADVANCED
11. Tracking of Incidents Max. 4 points

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

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

Full points received in 2020 submission - therefore we are leaving this blank, so our score is carried over for this item.

STANDING SUBMISSION: INncLusioN oF TRANS AND GENDER DIVERSE PEOPLE

STANDING SUBMISSION: INCLUSION OF TRANS AND GENDER DIVERSE PEOPLE INTERMEDIATE

12. Gender Affirmation Policy and Pr Documentati Max. 5 points

We have a documented gender affirmation policy/process and documentation to support both; the employee(s) wishing to affirm their gender in the workplace AND
their manager(s), peers and colleagues.

Note: ‘Gender affirmation’ (above) is the ideal term for what has commonly been referred to as ‘transitioning.’

Please provide:
a) a copy of this specific policy/process

b) detailed support documentation for employee(s) wishing to affirm their gender in the workplace
c) detailed support/educational documentation for managers peers and colleagues

Evidenced item A, B and C are evidenced below as an extract from a ABC Gender Affirmation Process and Support Guide.

Included within this guide is specific policy and process information, along with an outline of the support available both internal and externally. Evidence below extends to
documentation specifically for Gender Affirming employees, managers and peers and colleagues.

This information is readily accessibility on the ABC Pride intranet page and an extract has been provided here for your review. Appreciate that the screen shotts might be
difficult to read dependant on your device so have also attached an appendix with this information to review.

Images below may be difficult to read depending on your device screen size therefore also available as Appendix 2 — Gender Affirmation Process and Support Guide

S1ony
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Evidence C — additional references available for managers, peers and colleagues.

Channelling through two intranet sites and are available to review below to account for all evidence.
Item 1 below

Item 2 below

Item 3: below

Item 1: — ABC Pride — Support tab where we list the type of support that is available. This leads to the ABC LGBTIQ+ Support page which includes the page
extract as point three below.

Support Resources

LGBTIQ+ Support mcludlng EAP LGBTIQ+ Helpline, Gender

Affirmation Support Guide, Domestic & Family Violence
Visit the ABC Wellness Hub —

S1ony
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2/ The formatting does not work very well as an extract, but you can see that it is part of the Wellness Hub — it highlights Counselling and Support for
LGBTIQ+ Community members with an instantly recognisable rainbow tile to select. This leads to the ABC LGBTIQ+ Support page which includes the page
extract as point three below.

3/ This is the information that is made available to employees when they click through on either of the above pages.
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Gender Affirmation

ABC and ABC PRIDE are committed to supporting individuals through transition, and paid leave is available as outlined in the new Enterprise
Agreement. We understand that every experience is different, and we will work closely with you to ensure the workplace is safe, supportive and
informed. We will develop a personalised action plan with flexbility that allows your individual needs to guide the process.

Our team is committed to a safe work environment and know that trust, privacy and confidentiality is essential for employees who are affirming their
gender or considering their decision. We will ensure that information is only disclosed to those who need to know, inform you as to why they need to
know, and maintain transparency through the entire process.

If you are looking for external resources, in addition or in lieu of internal support, we can recommend the following:
- services for the Transgender and Gender Diverse community
- Sydney

Clothing Guidance - for all employees including trans, gender diverse and non-binary

All employees are supported to dress in a manner that best reflects their gender identify. Given that, for many individuals, clothing choices form an
expression to affirm their gender and feel more comfortable within themselves, the ABC encourages all employees including trans, gender diverse and
non-binary employees to dress for your work day in a manner that is aligned to your gender identity with your health and safety requirements in mind.

If you have any questions about this guideline or requires further support please feel free to contact any of the ABC Pride or P&C contacts listed at the
STANDING SUBMISSION: INCLUSION OF TRANS AND GENDER DIVERSE PEOPLE

top this page.
ADVANCED
13. Dress Codes and Uniforms Max. 4 points
We have removed gendered language within organisational wide dress code policies and/or guidelines to empower all employees, including trans, gender diverse
and non-binary employees to dress in a manner (or select uniforms) that best reflects who they are.

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

For full points, policies or guidelines must:
a) state that all employees are supported to dress in a manner that best reflects their gender identity.
b) explicitly mentions trans, gender diverse and non-binary employees
c) provide a support contact or further information on interpreting these guidelines, if required

S1ony
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The ABC does not have a company-wide or divisional dress code policies or guidelines, the nature of our business means that employees are often wearing anything from
thongs and a singlet to corporate business attire — with every variation in between worn. Despite this we understand the unique challenges that people with a lived
experience of trans, gender diverse and non-binary and therefore we have included this guideline in our ABC Pride intranet page encouraging employees to dress in a
manner that best reflects who they are.

It addresses,
A/ States that all employees are supported to dress in a manner that best reflects their gender identity.
B/ Explicitly mentions trans, gender diverse and non-binary employees

C/ Provides a support contact or further information — note | have also copied over the list of contacts to demonstrate the extent of support available. This list is at the
top of the page so it is easily located for employees to reference.

The list of names referenced in the guidance note;
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s47E(c

STANDING SUBMISSION: INCLUSION OF TRANS AND GENDER DIVERSE PEOPLE ADVANCED

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

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

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

Note: This leave is in addition to the need to use annual leave, sick or generic personal leave. It also goes beyond policy and forms part of the employee contract so
cannot be removed without consultation with Union and employees.

A/ The extract provided below reference g, is an extract from the ABC Leave Guidelines and is an entitlement over and above annual leave, sick or

generic personal leave for individuals affirming their gender. Employees can use this leave as and when they need to it is an entitlement for them to
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utilise. As mentioned in point ¢ — this forms part of ABC Enterprise Agreement (EA) so is secured as part of their employment terms. This has drawn a
great deal of attention at Government Senate Estimates (section 6/ Item 34 evidence) where ABC Managing Director, David Anderson was questioned
over this. The ABC chose to make this as part of the employment agreement negotiating directly with the Union to secure into the EA this important
leave option for employees.

Note the ABC EA is a public document and can be view here; https://www.abc.net.au/cm/Ib/12760902/data/abc-enterprise-agreement-2019-2020-a-
data.pdf#ABC%20Enterprise%20Agreement%202019-2022

Appendix 3 — Extract from Enterprise Agreement

Clause 41 pages 75, 76

Reference 41.1.7

41.1.8

And

41.1.9 - please note that miscellaneous leave also counts as service towards which is a positive impact on AL, LSL etc.

EA ratified as part of employee's contracts add in
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service or lawyer.
4117 Gender Transition Leave

a. An employee (other than a casual employee) that identifies as transgender
and who is undertaking a Gender Transition, will have access to:

i.  upto 10 days’ paid Gender Transition Leave, which counts as
service for all purposes; and

ii.  up to 12 months’ unpaid Gender Transition Leave. Unpaid Gender
Transition Leave does not count as service.

b. The paid leave provided in clause 41.6.1a.) is in addition to existing
entitements and may be taken as consecutive or single days, or as a

portion of a day.

ABC Enterpnse Agreement 2013 - 2022 IE]

c. 'Gender Transition' means that you identify as transgender (in that your
gender identity does not match your birth sex) and you wish to adopt a
gender identity that is different to your birth sex.

4118  An employee may be requested to provide suitable supporting documentation
for any miscellaneous paid leave granted under this clause.

4119  Miscellaneous paid leave will count as service for all purposes.

I\.,




B/ There is no documentation required and ABC process guideline states that individuals are not required to disclose medical information to the
organisation.

C/ This leave is not at the discretion of the Manager as it forms part of the ABC Enterprise Agreement and is therefore available as standard HR policy. In
fact, it forms part of the ABC employee contract, similar to that of annual leave or personal leave and forms part of the formally recognised ABC’s Leave
entitlements which means that it cannot be removed or changed without Employee and Union consultation and agreement. This is in effect secures this
as part of employees contract and ensures the availability of this leave for employees.

Extract from ABC Leave Guideline and Policy
Clause g
(9) Gender Affirmation Leave

The ABC Enterprise Agreement refers to this form of leave as “Gender
Transition Leave™. In these Guidelines, Gender Transition Leave will be referred
to as “Gender Affirmation Leave”.

An employee covered by the ABC Enterprise Agreement (other than a casual
employee) who is transgender and who is undertaking Gender Affirmation, will
have access to:

» up to 10 days’ paid Gender Affirmation Leave, which counts as service
for all purposes; and
> up to 12 months’ unpaid Gender Affirmation Leave. Unpaid Gender

Transition (Affirmation) Leave does not count as service.

This paid leave is in addition to existing entitlements and may be taken as
consecutive or single days, or as a portion of a day.

As set out in the ABC Enterprise Agreement, 'Gender Transition' means that
your gender identity does not match your sex assigned at birth and you wish
to adopt a gender identity that is different to the sex assigned at birth.

STANDING SUBMISSION: INCLUSION OF TRANS AND GENDER DIVERSE PEOPLE ADVANCED
15. Gender Neutral Bathrooms and Facilities Max. 4 points

We have (or are working towards) having ‘Gender Neutral’ or ‘All Gender’ bathrooms and/or facilities with clear and visible signage available to employees.

Note: “Unisex” signage will not be given points for this question. We are seeking more inclusive language for inclusive signage.

If you already have gender neutral or all gender signage, please provide:
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(a) evidence of a communication regarding where ‘Gender Neutral’ or ‘All Gender’ bathroom/facilities can be located
(b) evidence of clear and visible signage as it appears at the bathroom/facility location

If you are still making progress towards this, please:
(c) outline progress made and when you expect to have signage in place.

If this is not possible for any reason, please provide:
(d) evidence of any research or work that you have done in this area
(e) any means by which you have been able to accommodate trans, gender diverse and non-binary employees

ABC has installed Gender Neutral bathroom signage in the Ultimo office and has plans to extend this to all offices Australia-wide where possible.
Evidence A/ This image here is the of the communication that was sent out to all employees - Australia wide

Evidence B/ Within this is the image with the blue backing is the sign used for each bathroom stating all gendered bathroom. Also provided are some images of the
bathrooms with the signs.

Evidence c/ The requirement to have additional bathrooms so as not to impact people with disability is on the agenda however at this stage building works is not
possible. However the ABC 5 Year Strategic plan released in Sept 2020 will see a major property and facilities review over the coming period during which time
exploration of more inclusive and accessibility building practices including bathrooms will be incorporated. Plans are underway and will be referenced as evidence in
future AWEI submissions. For now the signage has been actioned in all suitable bathrooms in Ultimo offices and rolling out to offices Australia wide.

Here is a link to the ABC 5 Year Plan and ABC Diversity & Inclusion Plan

Appendix 4 - ABC 5 Year Plan and

Appendix 5 ABC Diversity & Inclusion Plan

Evidence A image
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As part of the ABC’s commitment to our diverse workforce and fostering an
inclusive workplace culture for employees and guesis, we are proud fo
announce an "All Gendar” sign will be added to the accessible toilets in the

ABC premises around Australia.

This will ensure ouwr workplsce fadlifies are sccessible for sl employees and

guests.

The ABC recognises that for some individuals the use of public toilets brings a
high lewel of ancasty due to regulary being misgendered and directed to the

5%

‘comect” toilet.

All Gender
Toilet

The new signs will make it chear the toilets can be used by anyone who doesnt
P;wani to use the men's or women's tollets. oc. 1of 1.
The inftistive is in Bne with the ABC's 2018-2022 Diversity & Inclusion plan and

is also part of our commitment as a participant in the Pride in

Diversity project. It's a simple measure that sends a strong signal of imclusion

both to ABC employees and our guests.




Evidence B/ Images of actual toilet doors with the signs

57 X

All Gender

All Gender foter 12!
Toilet LH
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STANDING SUBMISSION: INCLUSION OF TRANS AND GENDER DIVERSE PEOPLE

ADVANCED
16. (Forms) Non-Binary Gender Options for Employees

Max. 2 points
We have audited and amended (or are in the process of auditing/amending) all internal documents and forms that collect gender information to include non-binary
options and options for those who identify as trans or gender diverse (moving away from binary male/female, Mr. Ms., Mrs etc.).

For full points, please provide:
(a) a brief outline of progress of work to date
(b) options provided within changed documents if changes have been made
OR (c) evidence that you do not collect or have removed gender options or gendered information on your forms
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A/ The ABC has completed an audit of our employee forms and updated and changed forms across the ABC removing the gender and titles because it
isn’t relevant and therefore making the experience for employees completing these forms more inclusive. The ABC has a broad workforce consisting of
office-based employees and on-air talent such as presenters and actors. The two examples provided here help showcase the differing perspectives that
we have addressed Ref 1/ The ABC Diversity and Inclusion EEO form that is an optional form for employee to complete that enables the ABC to
understand our workforce representation and introduce specific programs and initiatives to help support increased representation where necessary. The
Ref 2, Artist Engagement Form is issued to Actors to capture key information on the engagement arrangements with any irrelevant information removed
and terminology updated to be inclusive of all people. This means that we don’t ask for gender or titles as it is not required for the purpose of the form.

B/ The form Ref 1 is our EEO employee form, and we periodically invite people to update this information as we recognised that some identities such as
disability may not have been relevant to the individual. We also recognise that some employees did not feel safe to complete the information but may
change, given the work we continue to do to create a more inclusive and safe workplace.

Form ref 2/ does not capture this information, so we do not need to re-issue or invite people to request changes.

Since completing these forms, we understand that the leading practice has evolved to non-binary, we had this in the Gender definition however have
flagged for changes in the next document review cycle.

Ref 1 Ref 2
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STANDING SUBMISSION: INCLUSION OF TRANS AND GENDER DIVERSE PEOPLE ADVANCED
17. (IT Systems) Non-Binary Gender Options for Employees Max. 2 points
We have audited and amended (or are in the process of amending) all relevant IT systems that collect gender information to include non-binary options and options

for those who identify as trans or gender diverse (moving away from binary male/female, Mr. Ms., Mrs etc.).

For full points, please provide:
(a) a brief outline of progress of work to date
(b) options provided within systems if changes have been made
OR (c) evidence that you do not collect or have removed gender options or gendered information within your systems

Full points received in 2020 submission - therefore we are leaving this blank, so our score is carried over for this item.
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STANDING SUBMISSION: INCLUSION OF TRANS AND GENDER DIVERSE PEOPLE ADVANCED
18. Trans and Gender Diverse Applicants Max. 6 points
For trans and gender diverse applicants, we have:

a) Implemented pr to help red roadblocks/difficulties faced by trans and gender diverse people who are applying for jobs

b) clearly communicated a point of contact available for trans and gender diverse applicants throughout the recruitment process on relevant web pages or

within application documentation
c) provided documentation addressing concerns specific to trans and gender diverse applicants and made these available throughout the recruitment process

For full points, evidence must be provided for all items above. Partial points will be given if all items are not evidenced.

The ABC conducted an audit in line with the D&I Plan 2019-22 of our Recruitment practises to assess the potential challenges created for diverse applicants in the form of
accessibility, roadblocks and difficulties that a trans and gender diverse person might find when applying for vacancies. Whilst the ABC does not routinely do police checks
or background credit or professional checks, despite this we do conduct reference and have therefore put additional measures in place to support trans and gender
diverse applicants with the following measures that are evidenced here;

Evidence point A/

Reduction or removal of roadblocks or difficulties.

1/ The removal of unnecessary titles like Mr or Ms (emotional barrier for gender diverse as it may be a prompt for binary references or exclusion)

2/ The introduction of gender neutral and all inclusive references throughout application process (therefore removal of any binary or non inclusive references).
3/ Additional references on every job advertisement — a recent extracted example is provided here but is on all our job advertisements.

Extract from Job Advertisements encouraging diverse participation in our recruitment processes.

The ABC strives for equity and diversity in the workplace, and to promote a culture of opportunity.
Through its services the ABC seeks to represent, connect and engage with all of the Australian
community. In line with our focus on diversity, applications are strongly encouraged from Indigenous
Australians, people from a range of cultural and linguistic backgrounds, people with disabilities and
LGBTIQ+ individuals. The ABC also aims to achieve a gender-balanced workforce.

For more information on inclusive employee networks within the ABC please refer to ABC LinkedIn
and Life Page

Evidenced point B/

The development and introduction of the ABC Careers LGBTIQ+ Inclusion tile as seen in point B below with a clear point of contact available with email and direct contact
number. Direct contact for applicants on ABC Career pages so they can contact for guidance and support through the process. See evidence below;
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C/ On receipt of any emails or direct requests information that is supportive to the persons individual concerns are tabled with them. As mentioned the ABC Careers
website page Careers (abc.net.au) provide a direct contact for gender diverse people.

STANDING SUBMISSION: StraTeGIC Focus

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

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

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

Full points received in 2020 submission - therefore we are leaving this blank, so our score is carried over for this item.

STANDING SUBMISSION: STRATEGIC FOCUS INTERMEDIATE
20. HR / Diversity Professional Accountabilities 2 points

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

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

Please provide evidence of such specific targets.

Full points received in 2020 submission - therefore we are leaving this blank, so our score is carried over for this item.

STANDING SUBMISSION: STRATEGIC FOCUS ADVANCED

21. Executive Sponsor or LGBTQ Champion
We have an Executive Sponsor located within our Australian offices with documented role expectations/accountabilities related to LGBTQ inclusion work and
advocacy within the organisation.

For full points, please provide evidence of both:

(a) the documented role expectation/accountabilities
(b) the mechanism through which the Executive Sponsor reports or is made accountable for these

a/ Position description (Appendix 6) and ABC Pride Sustainability Plan (Appendix 7)

S1ony
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ABC has adopted an annual performance appraisal process where individuals add specific goals and objectives to their personal job plan. Here is the internal
communication regarding this. It also demonstrates the inclusion of ABC Diversity and Inclusion plan as outlined in this document focuses on increases the inclusion of
LGBITQ+ Community.
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In addition to the annual performance appraisal there were also formal check ins as details below and more informal emails that covered off more
mundane or urgent requirements, an example also provided below;
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STANDING SUBMISSION: STRATEGIC FOCUS ADVANCED
22. Senior Management Diversity Accountability Max. 4 points
We include specific diversity and inclusion accountabilities, job goals or expected outcomes within senior management appraisals beyond generic company values
addressing diversity/inclusion (this may or may not include LGBTQ specific accountabilities).
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Note: This is outside of network leadership and executive sponsor accountabilities - applies to all executive/senior leaders.

For full points, please:
(a) confirm that there are diversity accountabilities (over and above general behavioural values) within senior management appraisals.
(b) provide evidence (template example acceptable) or if highly confidential, please indicate the name of a senior HR person who can verify this:

Full points received in 2020 submission - therefore we are leaving this blank, so our score is carried over for this item.

STANDING SUBMISSION: STRATEGIC FOCUS ADVANCED
23. Customer-facing LGBTQ Inclusion Max. 3 points

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

For full points, please:
a) clearly outline the extent of this work and progress made to date

Firstly defining ABC Customers is essentially anyone who accesses our content or services on any of our platforms which includes; Free to air, lview, Website, Instagram,
LinkedIn, Facebook, Twitter, TikTok.

As part of the ABC commitment to diversity and inclusion as evidenced by the D&I Plan 2019-22 which has a core focus on driving more diverse content for our audiences
with a focus on LGBTIQ+ community members and again highlighted our commitment in the ABC 5 Year Plan launched Sept 2020.

s 47G(1)(a)

This can be seen in a number of programs that went to air this year including; First Day, a new
drama limited series about a transgender girl’s first year of high school.

It walks through the process of navigating her first year of high school and essentially aims to normalise the experience by bringing this into
peoples homes and therefore making it that bit easier for another transgender student going through the same stage of life.

Here is some examples of the types of evaluation that is carried out — this was for the ABC Instagram channel - ABC Queer, and was on the back of a pilot project which

has continued due to the success.

S1ony
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Some of the things our CALD-LGBTQI+ audience have told us

s47G(1)(a)

STANDING SUBMISSION: STRATEGIC FOCUS ADVANCED
24. Customers Information: Changing Gender Markers 3 points

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

For full points, please provide either:

Page 43 — AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more employees) —v1.1—Doc. 1 of 1



a) a copy of the customer/service user documentation that outlines this or a screenshot of that information.
b) evidence that you do not collect or have removed gender options or gendered information in your systems

Evidence for option a

The ABC business is primarily a free-to-air broadcaster and our engagement with non-employees does not require any data collection for our service offering. On
occasions the ABC will invite non-employees (audiences) to voluntarily participate in research surveys, voting for favourite songs through ABC Classics, Hottest 100 songs

or for children the ABC Reading Eggs.

We therefore provide our audiences with easily accessible information on how they can change their details including name and gender within our systems.

See extract from the ABC Privacy Policy - seeking access to, and updating, information held about audience members. Located on the ABC website under the
ABC Privacy Policies and Statements section.
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Evidence b/ evidence that ABC does not collect or has removed gender options or gendered information in your systems
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Share what matters most to you

ABC Canberra wants to know about the big issues affecting you or the area where you live or work.
Tell us what matters most to you. Or maybe you have a question you would like the ABC to investigate?

We want to incorporate your voice into our ACT election coverage across all of the ABC's platforms and we may
contact you for more information.

We are using the Screendoor tool to collect your user generated content. The ABC's Crowdsourcing
Collection Statement applies to any information you provide.

L

Name 'I

Email *

Suburb *

Phone number

Age *
@ & ' (. @ B
Under 18 18 -24 25-34 35-44 45 - 54 55-65 65+
Gender *

- C 4 - r
Female Male Non-binary Other Prefer not to say

A1} JI\’




** END OF SECTION 1: STANDING SUBMISSION **
ANNUAL SUBMISSION

This part of the Submission (Sections 2 — 10) is only applicable to work carried out in the 2020 calendar year. Points will not be allocated for work carried out in 2021.
All questions within the Annual Submission must be answered in order to obtain point allocation. No points are carried over within these sections.

A reminder to read each question carefully and the specific evidence required, respectively.
e  Each question asks for specific LGBTQ-explicit evidence. If inadequate or incomplete evidence is provided for any question, full points may not be obtained.
e If attaching evidence, please indicate the question number / title on the file name

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

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

SECTION 2: STRATEGY & ACCOUNTABILITY

ANNUAL SUBMISSION: STRATEGY & ACCOUNTABILITY FOUNDATION

1. External LGBTQ Expertise Max. 2 points
We have access to external LGBTQ support/expertise that we have called upon throughout the assessed year (this may include but is not limited to PID).
Please provide evidence of one such engagement throughout the assessed year, identifying who that was with.

ABC is a member of Pride in Diversity, we engaged with Chris Nelson several times throughout the year for consultation and training expertise.

ANNUAL SUBMISSION: STRATEGY & ACCOUNTABILITY FOUNDATION

2. Documented LGBTQ Strategy Max. 3 points
We have a documented LGBTQ inclusion strategy (or pillar within an overarching diversity strategy) in place for the assessed year that includes clearly defined LGBTQ
targets and/or action plans.

Please provide a copy of the LGBTQ component of your strategy and clearly defined targets. If your strategy does not contain clearly defined LGBTQ targets, please
provide any accompanying/supporting action plans that will show specific goals in this area - Please see evidence below

Page 49 — AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more employees) —v1.1—Doc. 1 of 1 LIy



Part A response — LGBTIQ+ Strategy defined in our ABC D&l Plan and forms one of the 5 big ticket diversity groups that the ABC is focused on.

Targets in the form of goals and objectives are clearly outlined within the Diversity and Inclusion plan and is again highlighted in the Action Plan with
extracts below demonstrating this. In addition to these targets the ABC has incorporated within our EEO forms the option for employees to advise of
their LGBTIQ+ and Gender Diversity identity. We are currently working on building up the critical mass for the number of employees that have completed
this. Once we have this we will be setting workforce representation targets for LGBTIQ+ employees. This is expected to be achieved towards the end of
2021 and will be an addition to all other targets that have been set.

Extracts from ABC Diversity and Inclusion Plan 2019-22 provided below with page numbers referenced. (Appendix 5 - D&I Plan)
The ABC D&I Plan

2019-22

Extract page 3
Managing Director statement of commitment to D&l — this is available to review in the Appendix 5 page 3.
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Extract page 13

The ABC has selected only 5 diversity areas which our strategic plan focuses on, one of which is LGBTIQ+

Each group forms a focus for the ABC and will be subject to delivering as part of our 'big ticket' initiatives for 2019-22.

Given we are into the second year of the plan already we have begun delivering against these items.

All with a focus on LGBTIQ+ Community which includes; the mentoring program, Recruiting for diversity, building the sponsored employee networks, making the workplace
more accessible, training investment, on-air tracking of LGBTIQ+ community representation. It has been so encouraging to see the change in peoples attitudes and
experiences with more LGBTIQ+ on-air talent feeling safe to be their whole selves and share this with audiences.
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Creating pathways into the ABC for those
under-represented in the media industry

Recruiting for diversity
Providing internal mobility opportunities
An inclusive mentoring program

Monitoring and reporting the diversity of our
workforce

Ensuring our leaders are engaged and accountable
for diversity and inclusion

ABC-sponsored employee network groups

Diversity and inclusion training program

Gender pay equity review

Workplace accessibility review

Tracking and measuring diversity in our content
New commissioning diversity guidelines

Diverse on-air talent identification and management

A central database of on-air contributors able to
represent all corners of the Australian community

A key strategic call out over and above the 14 'big ticket’ initiatives outlined above is also the AWEI which highlights the ABC commitment to ensure that
we are adopting LGBITQ+ leading inclusion practices. It is very much an index that the business really invests in to create a more inclusive workplace for
LGBTIQ+ employees and audiences.
D&I Plan - Extract 29
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Focus area 2: An inclusive workplace culture cont.

Inftiative Koy actions Responsibility
Facilitating sharing of | Croate internal mechantsms to share and amplify learnings and successes In INCreasing DISC - Divistonal Déversity Leads | Q1 2020 -
| best practices and cross- diversity cepresentation in toams and content onguing
‘ :'o:.l" y :Mndtdon- ry Maintain a best practice support network through partnerships with external iIndustry PR&C -~ 108! Q1 2020 -
| Bochies and specialist organisations on innovative projects and research to advance the Divisional Diversity Loads 1 oNgoing

diversity andinclusion | 8¢’ Dil objectives

§ Participate in oxternal benchmarking (6.9 AWEL AND's Access and Inclusion index, etc) | PRC - 108! 1 Q4 2021
| Lo MOAOr our progress and holp us IMProve our working practices

What success will look like?

«  Diversity and Inclusion 15 actively championed Dy the ABC leadership a3 a stratogis prionty and this i reflected in our pelicies, work practices and decision making

o Increased level of awareness and support for our diversity and inclusion obgectives and targets among our employees [employee feadback/engagement surveys

o ENGs are establishod and comtribute 10 diversity and Inclusion pestritios and change

Retention and turnover rates are equivalent for all employees regardless of thew diversity status

e Participation in Diversity & inclusson tratning with specific targets to be determined by the DISC throughout the Plan Participants feel able to apply learnings in ther dayto
Gay work environment

e Gender pay review Indorms $peCifC actions to address any pay gags

»  Participation in workplace diversity awards (e g AWEL AND's Access and Inclusion Index, etc) with progressive improvement in performance score overtime

Extract page 18 — outlining an ABC case study of the support provided to the ABC Pride network - note the red dotted line surrounding the orange text
box.
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Extract from the ABC Pride Annual Goals and AWEI Action Plan

Note the whole document is available for review on appendix 8
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ABC PRIDE - ANNUAL GOALS AND AWEIACTION PLAN 2020
s 47E(c)  [IwAEWe®s 47EC) |

What |Who |When 2020 I k.‘omments/Notes
¢ Create anew awards platform to celebrate November
LGBTIQ+ efforts
¢ Audience experience - Editorial Advice, October

supporting opportunities to increase
representation of LGBTIQ+ Community

¢ D&l Training programs for all employees and November

content makers

o Employee data collection to ensure our internal

s 47G(1)(a)

diversity targets are reflective of all Australians

Several See Events Calendar
through out
the year

¢ By celebrating days of awareness like IDAHOBIT &
WIP

¢ Extending ABC Mentoring program to LGBTIQ+ March

employees

o Offering resources specific to LGBTIQ+ staff
through our internal sites

May Ongoing attention to
updates and ensuring
leading practice
terminology continues

e Engaging Regional Champions across the ABC to |[Manda October

reach and support Metro and Regional areas

¢ Policy reviews and updates — Gender Affirmation November

focused

¢ Introduction of staff feedback survey to better
understand how ABC Pride can support staff

April

through the Pride groups activities.

r [ PR

et MMt




Extract of optional EEO form that employees are encouraged to complete with information regarding the sexuality and gender. Once this form reaches
critical mass which we expect to be later this year we will then introduce an additional target of LGBTIQ+ workforce representation at the ABC. This is
already in place for other diversity groups that form part of the government EEO Act such as women and Indigenous. The LGBTIQ+ Community does not
form part of the act, despite this we see the LGBTIQ+ Community a core diversity group and therefore have included this in our data collection.
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ANNUAL SUBMISSION: STRATEGY & ACCOUNTABILITY INTERMEDIATE

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

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

b) engaged with the organisation in efforts to implement change or plete allocated project:

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

For full points, please provide:
(a) evidence of how this group’s expertise or counsel is promoted across the organisation
(b) evidence of any meetings or work undertaken by this group throughout the assessed year

The ABC has addressed this requirement in three components;

Firstly we have the ABC Pride network group — which is promoted through the intranet site and diversity action groups (which have been set up in each
division and include a combination of Leaders and employees), other Employee network groups established for Disability, Culturally diverse and
Indigenous. The ABC has also set up a Diversity & Inclusion Standing Committee (DISC) (made up of Divisional Diversity Leads representing across the
ABC, ENG Leads) these leaders represent the C Suite and are selected for their capability to influence changes.

Secondly we have the ABC Pride intranet page where the tab ‘About Us’ provide employees with information about the network. This page also provides
a list of Committee members, People & Culture contacts and the broader network members who are happy to contacted for guidance or support (see
evidence reference one below). We have found that often it is Journalists / Content Makers that will reach out in order to gain guidance on a piece of
content they are working on and ensure they address any questions associated with language and their approach to matters associated with LGBTIQ+.

Thirdly to support these Journalists/ Content Makers an additional tab was introduced to response to their needs more effectively (see evidence
reference two below).

Finally provided as evidence is an example of JEYEIENE)) from the ABC Pride meetings and the DISC meetings which demonstrates the advisory
nature of the Pride Committee to the organisation to ensure that LGBTIQ+ Inclusion is achieved within our workforce but also in our content. Many of
these examples are demonstrated in this submission including ABCQueer, My First Day etc.

Evidence reference One:
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Evidence reference 3;

The ABC team meet monthly for a formal network meeting to address strategic project plans and advance initiatives.

Here is an example of their EXECIENE))
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Secondly the ABC also has established a further group called - Diversity & Inclusion Standing Committee (DISC - purpose provided below) which includes
participation of ABC Pride Chair Manda Hatter who ensures the LGBITQ+ strategic priorities continue to be delivered by advocating for the support from
the Divisional Diversity Leads across the organisation. Manda involvement also ensure that the network provides active consultation and support to
other DISC members for guidance and advice on matters associated with LGBTIQ+ Community.

Each DISC is connected with a Division who has a Diversity Action Plan and this in-turn drives their D&I deliverables. These Diversity Leads are part of the
DISC who are accountable for driving towards a more inclusive ABC.

Below is the DISC Purpose and objectives outlined;
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Example of a DISC which demonstrates consultation with the ABC Pride network group and Manda Hatters attendance.
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ANNUAL SUBMISSION: STRATEGY & ACCOUNTABILITY INTERMEDIATE

4. LGBTQ Inclusion Reporting 2 points
Within the assessed calendar year, we have published a report on our LGBTQ inclusion work. This may be within annual reports, CSR documentation or equivalent

public facing documentation.

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

Please provide evidence.

The ABC is required to complete a public facing Diversity and Inclusion report annually, the report caters for the period of 12 months from Sept 1 through to August 31.
The report is now available online https://www.abc.net.au/corp/diversity-and-inclusion/ (Appendix 15 ABC D&I Annual Report) however here are some key extracts that
demonstrate the extensive reporting of our LGBITQ+ inclusion efforts.

Please see some of the key extracts from this public report.
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LGBTQI+

The ABC contmues to focus on LGBTQI+ inclusion While a target for LGBTQI+ reprezentation in the workforce has not been
zet, the ABC’s recruitment data now includes tracking job applications from LGBTQI+ applicants and the conversion to
successful hires.

ABC Pride

The ABC Pride employee network 1z now in its third year and 2020 has been itz most eventful and successful year yet

The natwork iz Chaired by Head of Operations Manda Hatter and meets monthly with staff from across many teams within the
ABC. The focus 15 on continuing to improve inclusiveness at the ABC. Throughout 2019- 2020, the ABC Pride network
successfully extended to mclude state and territory capital cities, as well as regional areas, mcludmg Alice Springs, Port Pirie and
Kalgoorlie. The Committes mcludes streams— People, Events, Communications, Mardi Gras and Champions for State and
Regional locations.
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Memberships

The ABC continues to be a member of several key national diversity organisations, including the Diversity Council of Australia,
Australian Network on Disability, Pride in Diversity, Screen Diversity Inclusion Network, the NSW Equal Employment
Opportunity Practitioners’ Association (NEEOPA) and the Asian Leadership Project. These memberships give access to advice
and expertise on external equuty, diversity and inclusion best practices and assist the Corporation in keeping up to date. The Asian
Leadership Project 1s an mitiative dedicated to advancing Asian and culturally diverse talent into leadership positions. As part of
its membership, diverse staff from across Australia have attended masterclasses, special events, career coaching and mentonng
$essions.
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ABCQueer

4BCOuocr 15 an Instagram account for young LGBTQI+ Australians A5CQueer explores how the ABC creates channels for
specific communsties to reach new audiences with mdependent and engaging storytelling
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Celebrating events and significant days

Mardi Gras

B3, S
Qe S o

. ..'i
- N -
2 oA :
\ - As : s of TREA
Y . R " ¢ < . —_— £
D . '
3 l..

[P . -t -ﬂ,..g 5 -

~
Anmabel Crabb 2nd Crasg Phillips at the 2020 Sydney Gay and Lesbian Mardi Gras

The ABC was proud to participate in the Sydney Gay and Lesbian Mardi Gras parade for the first time in the history of the event.
The annual Mardi Gras theme “What Matters’ aimed to celebrate those at the forefront of the fight for equality.

Among the 60 staff members participating were well-known figures, mcluding Fran Kelly, Patnicia Karvelas and Jeremy
Femandez. They were accompanied on the float by ABC Managing Director, David Anderson. ABC Chair Ita Buttrose attended
the parade to offer her support.
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ANNUAL SUBMISSION: STRATEGY & ACCOUNTABILITY INTERMEDIATE

5. Media Coverage 2 points
Our work in LGBTQ inclusion has been covered by an independent source (not internally written or published) within the assessed calendar year.

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

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

https://www.miragenews.com/abc-recognised-in-Igbtig-inclusion-awards/

Our XY and ABC Pride Chair Manda Hatter were invited to provide attend an

interview for a media outlet called Mirage News. They were interested in promoting the efforts being contributed to creating inclusive workplaces for
LGBTIQ+ Community members.

The article is published by an independent source, Mirage News. They are a non-aligned, independent online media platform operating out of Wollongong
NSW, Mirage News provides real-time coverage of newsworthy developments firsthand from primary and authoritative sources, with the main focus on
the public interest, science, technology, health & government releases to deliver the news as it is with no comment or interpretation. They believe in the
news told and heard first hand. They believe if we want to fight out fake news, we must break true news.

Please see article below;
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ABC recognised in LGBTIQ+ Inclusion Awards

The ABC has been awarded a Bronze badge in

the 2020 Australian Workplace Equality Indes

El) LGETIQ+ Inclusion Anwards.

he hadge recognites that the ABC has
substantially increased the visibilty of people
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9 Manda Hatter, Chair of ABC Pride siid the ABC had substantially increased the visibdity of people of
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We have developed a strategic plan 10 guide the work of ABC Pride, and a number of other peeces of
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Rebeiah Donaidson, Chief Peopile Officar (ABL Pride Executive Sponsor) said the award showed

sugniizant progress for the ABC. “Our actrevement i dermonstrative of the great things that can be done
when a stafl-led group and People & Culture comibine ther will, resources and energy to make change
Now for Gold..*
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ANNUAL SUBMISSION: STRATEGY & ACCOUNTABILITY ADVANCED
6. Strategic Work in Recruitment, Supplier Policy or Service Provision Max. 3 points
We have completed, updated or are making progress towards work within one of the following areas over the assessed calendar year:
e LGBTQ targeted recruitment (targeting LGBTQ job seekers)
e LGBTQ supplier policy / promotion / resourcing / procurement policy (either seeking LGBTQ suppliers; or having a policy requiring suppliers to reflect your
values around LGBTQ inclusion or attend training)
® LGBTQ marketing campaigns or service provision brochures/collateral specifically targeting LGBTQ populations or answering questions specific to this
population
Please provide evidence for work within one of the requested areas within the assessed year.
If you have completed work within more than one of the above areas within the assessed year or have already existing (and current work) within areas listed above,
please add that to the ADDITIONAL WORK section at the end of this submission.

ABC has successfully targeted LGBTQ+ job seekers throughout 2020, using the following approaches;

s 47G(1)(a)

- Evidence Reference 2: Updating our advertisements to explicitly welcome members of the LGBTIQ+ Community
- Evidence Reference 3: Updated our ABC Career page with a section titled, LGBITQ+.

s 47G(1)(a)

S 47G(1

)(@)
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Evidence 2: ABC Job advert extract — explicitly welcome and encouraging applications from LGBTIQ+ Candidates, posted at the bottom of each advert
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The ABC strives for equity and diversity in the workplace, and to promote a culture of opportunity.
Through its services the ABC seeks to represent, connect and engage with all of the Australian
community. In line with our focus on diversity, applications are strongly encouraged from Indigenous
Australians, people from a range of cultural and linguistic backgrounds, people with disabilities and
LGBTIQ+ individuals. The ABC also aims to achieve a gender-balanced workforce.

For more information on inclusive employee networks within the ABC please refer to ABC Linkedin
and Life Page

Evidence 3: Extract from the ABC Careers site - https://www.abc.net.au/careers/

LGBTQI+ Inclusion

The ABC is committed to LGBTQI+ diversity and
inclusion and supporting employees of diverse
sexualities, gender identities and those with intersex
variations.

5bsecs

Thu 9 Jul 2020, 9:08am

Evidence 4: below is where this lead when you click through to gain further information.
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ANNUAL SUBMISSION: STRATEGY & ACCOUNTABILITY
7. Executive Leadership Representation

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

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

ADVANCED
2 points
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Evidenced

1/ Openly LGBTIQ+ female - Manda Hatter — Head of Operations and ABC Pride (ENG) Chair and part of the Diversity & Inclusion Standing Committee — openly identifies
within the LGBITQ+ Community

2/ Openly LGBTIQ+ male -FEX{EG) — ABC Pride member — openly identifies within the LGBITQ+ Community
3/ Openly LGBTIQ+ female -EEH=(®) — openly identifies within the LGBITQ+ Community

ANNUAL SUBMISSION: STRATEGY & ACCOUNTABILITY ADVANCED
8. LGBTQInclusion Promotion Max. 4 points
We can show evidence of promoting our commitment to LGBTQ inclusion in up to two of the following areas:

pitching for business or contracts

engaging with potential clients/customers - ABC Queer

applying for funding

engaging with strategic partners or key external stakeholders - Bongo Rainbow Merchandise

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

If you have completed work within more than two of the above areas within the assessed year or have already existing (and current work) within areas listed above,
please add that to the ADDITIONAL WORK section at the end of this submission.

Evidence 1:
Engaging with potential clients/ customers — ABC Queer
s 47G(1)(a)

This was a new channel that the ABC created 100% focused on targeting the LGBTIQ+ audiences to the ABC. Not only is material from other ABC platforms re-purposed
and placed into this channel but other ABC content with a focus on LGBITQ+ stories is also brought to this platform to make sure that the LGBTIQ+ Community has access
and is aware of it.

ABCQueer (@abcqueer) ® Instagram photos and videos
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Evidence 2:

s 47G(1)(a) to provide all our rainbow merchandise.

s 47G(1)(a)

They support LGBTQI+ organisations to give back to the LGBITQ+ community.

By providing this service, they are helping to drive visibility of community and pride themselves on the authenticity of our merchandise to support
community organisations such as ACON and Pride in Diversity. They deliver high quality, professional products and service — which they believe sets them
apart from other organisations.
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Examples of merchandise
Rainbow ally merchandise for Fair Day and selling within ABC for fund raising efforts towards Mardi Gras parade.

This is an image of some of the merchandise they have provided the ABC

s 47G(1)(a)
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SECTION 3: LGBTQ EMPLOYEE NETWORKS / RESOURCE GROUPS

Please note: Different terms are used for internal networks (including Ally/Champion Networks, Resource Groups, Employee Network Groups, Employee Action Groups,
etc.). For the purpose of consistency within this submission, when refering to such networks or equivalent, the terminology used within this section will be Employee
Network.

If you have an outstanding Network Leader who has performed above and beyond the expectations of their role and significantly impacted LGBTQ inclusion within your
workplace, please consider nominating them for the Network Leader of the Year Award. (This nomination is open to anyone who has a formal role within the employee
network leadership group.)

ANNUAL SUBMISSION: LGBTQ EMPLOYEE NETWORKS / RESOURCE GROUPS FOUNDATION

9. LGBTQ Employee Network Max. 2 points
Within the assessed calendar year, we have gither:
a) made progress towards the launch or establishment of an LGBTQ employee network
b) an established LGBTQ employee network with a clearly documented charter/purpose or remit

If you are in the process of creating a network, please evidence progress made within the assessed year.

If you have an existing network, please provide a copy of the network’s charter/purpose.

Evidence provided for point b/

ABC Pride is an established network createdBRIERE with an established ABC Pride strategy

Reference 1: see extract from ABC Pride strategic document: below of key objectives and ambitions
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Evidence 2

See extract from ABC Diversity and Inclusion Plan 2019-22 page 22 (Appendix 5)

Demonstrating the commitment to progressing in the AWEI as it outlines all key aspects of what the ABC needs to do to progress LGBITQ+ Inclusion in
the workplace with leading practices.

Focus area 2: An inclusive workplace culture cont.

Initiative Key actions Responsibility Timeframe
Facilitating sharing of Create internal mechanisms to share and amplify learnings and successes in increasing DISC - Divisional Diversity Leads Q12020 -
best practices and cross- | diversity representation in teams and content. ongoing

division and industry
collaborations on
diversity and inclusion

Maintain a best practice support network through partnerships with external industry P&C - ID&I Q12020 -
bodies and specialist organisations on innovative projects and research to advance the Divisional Diversity Leads ongoing
ABC’s D&l objectives.

Participate in external benchmarking (e.g. AWEI, AND’s Access and Inclusion Index, etc)) P&C - ID&I Q4 2021
to monitor our progress and help us improve our working practices.

What success will look like?

» Diversity and Inclusion is actively championed by the ABC leadership as a strategic priority and this is reflected in our policies, work practices and decision making.
« Increased level of awareness and support for our diversity and inclusion objectives and targets among our employees ([employee feedback/engagement surveys)

» ENGs are established and contribute to diversity and inclusion priorities and change

= Retention and turnover rates are equivalent for all employees regardless of their diversity status.

= Participation in Diversity & Inclusion training, with specific targets to be determined by the DISC throughout the Plan. Participants feel able to apply learnings in their day-to-
day work environment.

= Gender pay review informs specific actions to address any pay gaps.
« Participation in workplace diversity awards (e.g AWEI, AND’s Access and Inclusion Index, etc.) with progressive improvement in performance score overtime.

And the D&I plans outlining the launch of the ABC Pride strategy in June 2019.
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ANNUAL SUBMISSION: LGBTQ EMPLOYEE NETWORKS / RESOURCE GROUPS FOUNDATION

Max. 3 points

Our employee network has a clearly articulated leadership structure with:
a) clearroles and/or responsibilities for those involved
b) an HR or Diversity representative as part of the leadership structure

For full points, please provide:
(a) a copy of your network leadership structure clearly articulating role accountabilities
(b) evidence that you have HR or diversity representation within the leadership

Reference item A/ The network has adopted clear roles are responsibilities defined in the ABC Sustainability Plan and the position Description which extends to the

committee roles fo R N{CIENE)] . These are provided in this submission.

Appendix 7 — ABC Pride Sustainability Plan 2020
Appendix 9, 10, 11, 12 and 6 -2 X CIENE)]
Reference Item B/ HR (People & Culture at the ABC) maintains strong involvement in the Pride network with theEEY{EIE)E))] in the role as the EEYEIIE)]

and have a People Stream within the Committee with positions held by the EXHEIGE) within thZEOIE)

and theEXEIDE) . This ensures there is a strong representation of HR (P&C) within the network and support to enable ABC Pride to
achieve their goals and objectives.

ThisE¥Y= employees representing their support as allies and community at 2020 Mardi Gras — this includes the Y () .

Extracts below — Provide an outline of the clearly defined roles and accountabilities which supports a position description provided below.

Depending on your device this maybe too small to review so please refer to the Appendix 7 — ABC Pride Sustainability Plan 2020

S1ony
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ANNUAL SUBMISSION: LGBTQ EMPLOYEE NETWORKS / RESOURCE GROUPS FOUNDATION

11. Strategy / Work Plan Max. 3 points
Our network has in place its own strategy (or a work plan contributing to the organisation’s LGBTQ inclusion strategy) and has reported progress against clearly
defined action plans, timelines and/or deliverables within the assessed year.

For full points, please provide all of the following:
(a) a copy of your network strategy or component of the strategy that the network has been working on within the assessed year
(b) a copy of action plans and timelines utilised
(c) a copy of the latest progress report

A/ Appendix 13 — ABC Pride Strategy Booklet
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ABC Pride is an employee-led
group providing Education,
Awareness and Support for
our staff.

ABC Pride aims to create an
inclusive work environment
where our people can be their
authentic selves and reach their
full potential.

ABC Pride signifies inclusion and
invites all ABC employees to be
part of and support this ambition.




 INVESTING IN AUDIENCES

1. Creating extraordinary
relevant and valued content

Through a new awards nomination platform open to
all ABC staff;

a)  Best ‘Community Member’ (working title) - Who
made the biggest difference to the community at
the ABC

b)  Best Ally - Non-LGBTQI staff member who most
supported the community

c) Best Content - For content that changed the
conversation around LGBTQI issues

2. An outstanding audience

experience

« By promoting diversity and inclusion on and
off screen

« Through Diversity and Inclusion training programs
available to all staff, including content makers

3. Reaching and Engaging more
people more frequently in the
most relevant way

+ By collecting data from our staff to ensure our
internal diversity targets are reflective of all
Australians

« By celebrating diversity days like IDAHOBIT and
Wear it Purple

4. Building a great place to work

» By extending the ABC's mentoring program to
include LGBTQI mentors

« By offering resources specific to LGBTQI staff
through our Intranet page

« By engaging Champions across the ABC to reach and
support all our staff in Metro and Regional areas

« By reviewing our policies and updating terminology
to be more inclusive, including offering gender
transition leave as a proposed clause in the EA

By introducing a staff feedback form to better
understand how to support our staff through the
Pride group’s activities
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WHY?

Because it is good for our
people and good for business

We believe in equal opportunity
We value inclusion
We value respect

We believe a person’s identity and sexual orientation is
an intrinsic part of who they are and we are committed
to creating a working environment that supports and
embraces our differences

Supporting our LGBTQI community will:

» Help make the ABC a better place to work
(ABC Investing in Audiences Strategy -

Great Place to Work)
+ Help us recruit and retain the best —
make us an employer of choice
» Help us make better content by leveraging that

diversity (ABC Investing in Audiences Strategy -
making extraordinary content)

Recently published research noted LGBTI and supporter employees at
inclusive companies (compared to those that have a negative attitude
to LGBTI employees) are:

significantly more likely to say they are proud to work for their

employer (84% v 68%);

more likely to "go the extra mile” for company success (84% v 73%)

~ Source: Harvard Business Review. February 2016

WHAT IS SUCCESS?

1. Visible and vocal support for our LGBTQI

community from our leaders.

Support could be in many forms including
communications and presentations, social media
sharing, attendance at LGBTI events, prioritising LGBTI
on the agenda of important forums.

2. Qualitative feedback
From our LGBTQI community that says we are moving
towards our ambition.

3. Implementation of this strategy
Including key initiatives like the LQBTQI mentoring

program, the metro champion program, policy updates,
IDAHOBIT & Wear it Purple Day, and an annual Gayla
event.

4. Significant improvement in AWEI score
Continual improvement in the Australian Workplace
Equality Index

The AWEI now stands as the definitive national benchmark

on LGBTI workplace inclusion and comprises the largest and

only national employee survey designed to gauge the overall
impact of inclusion initiatives on organisational culture as well

as identifying and non-identifying employees. The Index drives
best practice in Australia and sets a comparative benchmark for ”
Australian employers across all sectors.




B/ ABC Pride Annual and AWEI plan planning (Appendix 8)
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[ ABC PRIDE - ANNUAL GOALS AND AWEIACTION PLAN 2020

diversity targets are reflective of all Australians

¢ By celebrating days of awareness like IDAHOBIT &
wip

¢ Extending ABC Mentoring program to LGBTIQ+
employees
+ Offering resources specific to LGBTIQ+ staff

through our internal sites

¢ Engaging Regional Champions across the ABC to Manda
reach and support Metro and Regional areas

¢ Policy reviews and updates - Gender Affirmation

focused

¢ Introduction of staff feedback survey to better
understand how ABC Pride can support staff
through the Pride groups activities

en 2020 Icomments/Notes

¢ Create a new awards platform to celebrate ovember

LGBTIQ+ efforts
¢ Audience experience - Editorial Advice. Manda October

supporting opportunities to increase

representation of LGBTIQ+ Community
o D&l Training programs for all employees and ovember

content makers
¢ Employee data collection to ensure our internal /]

everal
hrough out
he year

See Events Calendar

March

May

Ongoing attention to
updates and ensuring
leading practice
terminology continues

fOctober

ovember

pril

S1Jy




C/ Evidence of ABC Pride advancements at the ABC are published in the ABC D&I Annual Plan - a public document that show-cases all the key deliverables in alignment
with our strategic 3 Diversity & Inclusion Plan and the ABC Pride Strategy. ABC Diversity & Inclusion Annual Report 2019-2020 (Appendix 15)

Memberships

The ABC continues to be a member of several key national diversity organisations, including the Diversity Council of Australia,
Australian Network on Disability, Pride in Diversity, Screen Diversity Inclusion Network, the NSW Equal Employment
Opportunity Practitioners’ Association (NEEOPA) and the Asian Leadership Project. These memberships give access to advice
and expertise on external equity, diversity and inclusion best practices and assist the Corporation in keeping up to date. The Asian
Leadership Project 1s an initiative dedicated to advancing Astan and culturally diverse talent into leadership positions. As part of

its membership, diverse staff from across Australia have attended masterclasses, special events, career coaching and mentoring
sessions
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LGBTQI+

The ABC contmues to focus on LGBTQI+ inclusion. While a target for LGBTQI+ in the workforce has not been
set, the ABC's data now includ king job applications from LGBTQI+ applicants and the conversion to
successful hires.

ABC Pride

The ABC Pride employee network 13 now in its third year and 2020 has been its most eventful and successful year yet.

The network is Chaired by Head of Operations Manda Hatter and meets monthly with staff from across many teams within the
ABC. The focus is on continuing to improve inclusiveness at the ABC. Throughout 2019- 2020, the ABC Pride network
successfully extended to mclude state and ternitory capital cities, as well as regional areas, meluding Alice Springs, Port Pine and
Kalgoorlie. The Comnuttee includes streams— People, Events, Communications, Mardi Gras and Champions for State and
Regional locations.
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ABC Pnide are responsible for delivening the Pride strategy by tramung, lett and celeb T
days of significance for the LGBTQI+ commumity. Initiatives and events include:

* An online trivia event for [DAHOBIT Day (International Day Agamst Homophobia, Transphobia and Bipkobia).

+ Panel discussion — The LGBTQI+ Expenience (living) in regional Australia

* Wear It Purple Day focussing on LGBTQI+ awareness for young people.

+ ABC Pride collaboration with SBS Pride & Allies on LGBTQI+ workplace inclusion. Issues & d included workpl:
policies, content making and the p. 1 expers of staff rep diverse genders and sexualities.

+ Gayla and Pride Strategy launch — Melbourne launch i November 2019 and Sydney launch in June 2015.

» ABC Pride has contributed to a language guide to support improved reporting on content that relates to sexuality and
gender diversity
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Celebrating events and significant days

Mardi Gras

Assisbel Crabb 2nd Craig Phllips = the 2020 Syduey Gay and Lesbian Mardi Gras

The ABC was proud to participate in the Sydney Gay and Lesbian Mardl Gras parade for the first time in the history of the event.
The annual Mard! Gras theme “What Matters” aimed to celebrate those at the forefront of the fight for equality.

Among the 60 staff members participating were well-known figures, including Fran Kelly, Patricia Karvelas and Jeremy
Fernandez. They were accompanied on the float by ABC Managing Director, David Anderson. ABC Chair Ita Buttrose attended
the parade to offer her support.

The ABC float was self-funded by ABC Pride (the ABC's LGBTQI+ employee network group) and showcased hundreds of ABC
employees represented through pre-recorded video played on the side of the ABC vehicle. The ABC’s participation in the Mardl
Gras highlights that the ABC embraces and supports diversity for all m its workforce.




O

AWEI award

A host of efforts and activities were recogated in 2020 with the awarding of a Bronze Medal at the Amtralisn Workplace
Eguality Index (AWEI). This award measures the tupact of incharicn initiatives and drives best practice and ixproved workpiace
Afvendty accom Australia. Now & 23 tenth vear, Sundreds of orpasisations partcipane i= the AWET across all sectory. This yexr
maried e fovt oo thae the ABC woe 3 madal

The awvard signiSes than G ABC Bad sobstassially increased the visstality of people of diverse sexualities ad penders — Creang
2 more inchusive place 1o work and more Svense content for ity sudiences. Bronze status represents naticnal and industry-wide
recognition of the ABC"s progrens.

N\ o
LGBTQINCLUSON
\ AWASS 2020
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ABCQueer

ABCQuocr 15 an Instagram account for young LGBTQI+ Australians. A5CQueer explores how the ABC creates channels for
specific communities to reach new audiences with independent and engaging storytelling

ABC Quaes Instagrass

ANNUAL SUBMISSION: LGBTQ EMPLOYEE NETWORKS / RESOURCE GROUPS INTERMEDIATE

12. Orientation / On-boarding Max. 2 points
Our network is actively involved in orientation, on-boarding or the welcoming of new hires within the organisation. If orientation is strictly online, our network has
sought means to introduce new hires to the network and welcome them to the organisation.

For full points, please provide:
(a) evidence of when this last occurred
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Evidence item 3/ New starters are invited to sign up the ABC newsletter which is sent out monthly — sometime more than monthly if there is a lot
happening and is used as a way to update all network members Australia wide. Here is an extract of the welcoming letter and opening statement.
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EE NE RE e : INTERMEDIATE
2 points

Our network leads have objectives that are assessed annually within performance discussions, relating specifically to performance within that role (as opposed to
generic cultural, diversity or value statements).

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

s47G(1)(a
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ANNUAL SUBMISSION: LGBTQ EMPLOYEE NETWORKS / RESOURCE GROUPS INTERMEDIATE

14. Sustainability Plan Max. 2 points
Our network hasad ted sustainability plan (over and above a leadership structure and/or a succession plan) that will help ensure the longevity and
continuity of the network.

Please provide:
(a) an outline of what considerations were considered in the development of the plan
(b) a copy of the plan - Appendix 7 — ABC Pride Sustainability Plan 2020

This is an extract of the key elements covered in this plan

Contents
s 47G(1)(a)

ABC Pride

Sustainability Plan AW Sustainability
Revised 2020 Plan S )( )
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s47G(1)(a)
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ADVANCED
Max. 3 points
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The network has undertaken one of the following within the assessed year:
a) actively distributed, promoted or developed information on how to be an ally to trans and gender diverse employees
b) worked with trans and gender diverse employees or community members to develop targeted inclusion initiatives profiling trans and gender diverse
speakers or role models

Note: This is over and above speaking events or LGBTQ calendar Days of Significance.
Points will be given for one of the above.
(a) If you have selected (a), please provide a copy of the information provided

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

If you have undertaken work for both, please include the second piece of work under ADDITIONAL WORK at the end of this submission. Please do not duplicate any
evidence already submitted for events around LGBTQ Days of Significance. Points will not be allocated twice for the same event.

s 47G(1)(a)

It consisted of opportunities to attend a Ally training with a focus on transgender and gender diverse people. JE{eIE}E)]

Evidence A/

Item number 1/

s 47G(1)(a)
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s47G(1)(a)



Evidenced Item number 2/
Email Newsletter communication to ABC Pride members - Friday 20% November

The communication encouraged all staff to support Transgender Awareness Week and providing links to a compilation of stories and resources available
for ABC employees.
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s 4/7/G(1)(a)



Extract of link destination — each of the stories employees could click through to for a detailed and comprehensive story.

As an example | have provided G below;
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ss 47E(c) and 47G(1)(a)

Evidence item 3/ The Ally training with a focus on Transgender was conducted and recorded during November 2020 and forms part of our ABC internal
training promotion material to educate more employees as to how to be a better ally with a focus on Transgender.
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Resources for Allies

November 2020 Ally Training
During November 2020, Chris Nelson from Pride in Diversity delivered an

excellent LGBTQI+ Awareness training session for our allies, with a focus
on Transgender issues to mark Transgender Day of Remembrance.

s4/7/G(1)(a)

This training was conducted in November 2020 however here is an email that was received after this in January 2021 — it demonstrates the positive

impact this session had within the ABC business.

<i1Jny
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s4/7/G(1)(a)

ADVANCED
Max. 3 points

Throughout the assessed year, our network has either:
a) developed and made progress against an active strategy with targets in place to increase the visibility of LGBTQ women; or
b) undertaken and documented significant activity throughout the year to increase visibility of LGBTQ women and out role models
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Points will be given for one of the above.
(a) If you have selected (a), please enclose a copy of any plan developed along with a report of progress made
(b) If you have selected (b), please provide an outline of all activity taken to specifically increase the visibility and participation of LGBTQ women

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

The ABC has a high proportion of LGBTQ+ Women representing within the network with 80% of the lead roles held by women. The network membership is also well
represented, despite this we recognise that there is improvements that can be made and invested significant effort to increase the representation of out, LGBTQ+ women

within the ABC.

Pieces of work that we have focused on and improve the representation include;

s 47G(1)(a)
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s 47/E(c)

s 47G(1)(a)

Pride Stories
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s 47G(1)(a)
|
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Regional Pride: The LGBTQIl+ experience in Regional Australia

The towns and dities of Wollongong. Newcastle, Port Pirie. Armidale and Kalaoorlie are all in Reaional Australia. However. life for LGBTOI+ peoble livi

and workina ig these communities is not all the same|S 4 7E(C)
| 47E(c) i

s47G(1)(a)




ANNUAL SUBMISSION: LGBTQ EMPLOYEE NETWORKS / RESOURCE GROUPS ADVANCED

17. Intersectionality 3 points
Throughout the assessed calendar year, the network has provided opportunities for LGBTQ people of diverse groups to raise their visibility and/or to share their
stories across the organisation:

Please provide evidence for one of the following:
e LGBTQ and Aboriginal, Torres Strait Islander or Indig:
® LGBTQand a person of faith
® LGBTQ and of another diverse group (i.e. CALD, of mature age, living with disability, etc.)

Please provide evidence for one of the selected groups above.

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

Y=Y as promotion of intersectionality within the LGBTIQ+ Community.

This video was produced by ABCQueer, an official ABC Instagram account for everyone under the LGBTQIA+ rainbow. You can follow the account here:

https://instagram.com/abcqueer and posted on our Internal ABC Pride side — the exploration of being gay and his CALD background.
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s47E(c

¢ 47E|
After 15 years of shame and disappointment, & 7E( alks about h:)wdr' finally be proud
s 47E|
of wh o.s.

s 47E(c) one of about i l.—;kmg partin the ABC Pride Mardi Gras float this weekend. It’s the first time that the

ABC will have a float in Mardi Gras since the parade began in 1978.

ABC Pride is a staff-led group that exists to support employees of diverse sexualities, genders and intersex

variations

And
s 47E(c)
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ANNUAL SUBMISSION: LGBTQ EMPLOYEE NETWORKS / RESOURCE GROUPS ADVANCED

18. Intersex Allies
As Intersex Allies:

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

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

about variations of sex characteristics, not gender identity or sexual orientation
held organisation-wide ed ional events where Intersex people have spoken
distributed current and accurate information on Intersex inclusion or awareness raising across the organisation
shared articles, books, movies, documentaries, presentations about Intersex from intersex perspectives
sought and gained permission from intersex organisations such as IHRA to share relevant content on social media or LGBTQ network / diversity page
developed a network initiative or working group with Intersex representation to help determine how the organisation or network can be more
inclusive of Intersex people (over and above including Intersex awareness within LGBTQ inclusivity training).

b) Our organisation has signed up to The Darlington Statement
Please provide:

a) evidence for one of the selected actions above
b) evidence of your organisation signing up to The Darlington Statement

Max. 4 points

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

Evidence a/ ABC actively promoted Intersex Awareness Day and provided education information for all employees and linked to =] who
extends the message around their personal story.
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B/ stories being promoted in the ABC, this was then promoted on internal newsletters and MS Teams chat page and Facebook.

Instagram e [ Logn |

(e tfw(-?:lesl © « Follow

very first intersex youth publication,

Qv W

295 likes

ANNUAL SUBMISSION ADVANCED

19. Broader Inclusion Max. 3 points
Within the assessed calendar year, the network has planned, targeted and tracked both activity and progress within one of the following areas:

a) work to extend and increase network engagement and inclusion within regional offices
b) increasing LGBTQ presence or leadership within other internal diversity networks or working groups (i.e. women, parents, cross-cultural)

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

(a) If you have selected (a), please provide a list of activities/work conducted/completed to increase inclusion within regional offices and progress to date
(b) If you have selected (b), please provide evidence of activity or LGBTQ representation across other diversity networks

A/ the activities were held virtually to become more accessible to regional locations

B/ The topics including the experience from regional individuals were tabled as a way to engage the regional employees.
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See examples as evidence below;

s 47G(1)(a)
|

A huge success connecting with our Regional communities which formed part of the ABC Pride strategic goal to increase connection and participation representation.
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Regional Pride: The LGBTQI+ experience in Regional Australia

The towns and cities of Wollongong, Newcastle, Port Pirie, Armidale and Kalgoorlie are all in Regional Australia. However, life for LGBTQI+ people living
and wnr‘lnnn in these communities is not all the samelS 47E( )

ls 47E(c)

s47G(1)(a)
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ANNUAL SUBMISSION: LGBTQ EMPLOYEE NETWORKS / RESOURCE GROUPS ADVANCED
20. Network Reporting Max. 4 points
Within the assessed calendar year, we produced:
a) anetwork specific report on progress against network targets, in addition to
b) one of the following areas of performance:
e additional advice provided to the organisation throughout the year
®  areas of significant contribution
®  areas of future focus
® annual progress tracking against the AWEI

Please provide evidence for both (a) and (b). If you have undertaken above-and-beyond work for more than one of the areas mentioned above, please include evidence of
work in the ADDITIONAL WORK section at the end of this submission.

Reference the item above highlighted in yellow and is the last bullet point in b, with the following evidence;

1/ Evidenced by report here ABC pride AWEI and Action Planning 2020 (Appendix 8)
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I ABC PRIDE - ANNUAL GOALS AND AWEIACTION PLAN 2020

en 2020 | Icomments/Notes
Create a new awards platform to celebrate November
LGBTIQ+ efforts
¢ Audience experience - Editorial Advice Manda October
supporting opportunities to increase
representation of LGBTIQ+ Community
o D&l Training programs for all employees and ovember
content makers
¢ Employee data collection to ensure our internal /]
diversity targets are reflective of all Australians
¢ By celebrating days of awareness like IDAHOBIT & Several See Events Calendar
wIP hrough out
he year
¢ Extending ABC Mentoring program to LGBTIQ+ March
employees
¢ Offering resources specific to LGBTIQ+ staff May Ongoing attention to
through our internal sites updates and ensuring
leading practice
terminology continues
¢ Engaging Regional Champions across the ABC to Manda October
reach and support Metro and Regional areas
¢ Policy reviews and updates - Gender Affirmation ovember
focused
¢ Introduction of staff feedback survey to better pril

understand how ABC Pride can support staff
through the Pride groups activities

P
B “oa

S1Jny




2/ ABC Pride assessed their performance against the AWEI in detail.

This document is attached an appendix 14 for a closer review of the document titled; "AWEI Review
ABC Final.”

Bronze! What we achieved in 2019

chieved in 2019

Australian Workplace
Equality Index | Review
ABC 20120 Score

What we need to focus on in 2020 What we need to focus on in 2020 AWEI 2020 AWEI 2020 AWEI 2020

=
B=

* 9 * 10 *

AWEI 2020 AWEI 2020

“eeth ! Prvmg hmeresa b

AWEI 2020 AWEI 2020

AWEI 2020

ANNUAL SUBMISSION: 2020 VISIBILITY OF INCLUSION

FO ATION

Days of Sign Max. 2 points
Within the assessed calendar year, we have celebrated and promoted LGBTQ Days of Significance across the organisation while providing and/or educating
employees with an understanding of why these dates are important.

For full points, please provide:
a) alist of LGBTQ Days of Significance celebrated throughout the assessed year
b) a brief description of each event, detailing how you promoted an understanding of why the day is significant
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Several days of significance have been marked throughout the year at the ABC these have included;

IDAHOBIT
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s 47G(1)(a)

s47G(1)(a)
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Qur special guest for the

s 47E(c)

WHAT IS THE DAY AND WHY IS IT IMPORTANT?

"The simple act of weanng purpie on this day and pozsting a selfie to your Instagram

and your sociale. Linkedin etc in your workplace, you are showing visible support of

your inclusion."

S4/7E(C

HOW YOU CAN SUPPORT "WEAR IT PURPLE"

¥ you would like to donate direct to Wear It Purple to help with these initiatives. All
donstions help! Please head over to: https://www. wearitpurple org/donate-link

Check out the Gender and Sexuslity Alliance website - GSA Connect =>

S1ony




Transgender day of Awareness
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s 47G(1)(a)
ABC recognises Transgender Day of Visibility O

S 4/7E(cC

awareness held

CP e recognised Transgender Day of Visibility, an international celebration of transgender pride and
J 3 viare
been at the forefront of the fight for transgender rights for decades, shares story with ABC Pride

s 47G(1)(@)s 47E(c)s 47G(1)(a)




Transgender week of remembrance

Page 159 — AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more employees) —v1.1—Doc. 1 of 1






ANNUAL SUBMISSION: 2020 VISIBILITY OF INCLUSION FOUNDATION
22. Visibility [ L0
We actively encourage and provide a means by which employees can indicate their commitment to LGBTQ workplace inclusion through the use of: ALLY email
signatures, lanyards, personal pronouns, virtual backgrounds, etc.

Max. 3 points

Please provide:
a) alist of options available to employees through which they can visually indicate that they are an ally or supporter of LGBTQ inclusion
b) a couple of photos showing active support and visibility of these options within/around/throughout the workplace (please limit photos to a couple of photos —
not required for each available option)

a/ As part of the ABC Pride ally education and awareness we express to employees the importance of being visible.

A list of these options are provided below and outlined for employees. Using the ABC Pride intranet site to educate people in the importance of visibility through the “Ally’
tab and then the opportunity to review available merchandise.

Available options include;
Pens

Pins

Lanyards

Hats

Mugs

Tote bags

s 47G(1)(a)

S1ony
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ABC Pride Merchandise

We still have some merchandise left but will not be buying any more for a few months. Next steps for us will be to launch an online portal to enable
ABC staff from all over Australia (and internationally) to purchase ABC Pride merchandise. Watch this space (and future newsletters) for more details
once we are ready to go live!

ORDER MERCHANDISE FOR YOUR STATE / LOCATION HERE
s 47G(1)(a)
For all those of you who've seen ABC staff wearing rainbow-hued Pride lanyards, and wondered, “Where can | get one of those stunning necklaces?!”

They're so incredibly popular that no sooner do we get some in, they’re gone! In fact, we're usually struggling to keep everything in stock, so if you'd

like a cute, collectible pin, a Pride ABC-staff-only lanyard, a juicy-hued pen, or graphic tote bag (totes amazeballs!), you'll have to be quick.

If you're keen, hot-foot it to the ABC Ultimo Centre Café, Auntie Knows Best, that’s where you can pick up:

Pride Pins for $12, two for $20

Lanyards for $10 each

Tote bags for $15, two for $25

Pens for $3 each, two for $5

All proceeds go to raising funds for the inaugural ABC Pride float in the 2020 Sydney Mardi Gras. Please Note: All sales are cash only, no cards.

Outside Sydney? oy
Contact your Pride . Many of them have ordered merchandise recently, and if they don't have what you want, they can get it for you.




b/ a couple of photos showing active support and visibility of these options within/around/throughout the workplace (please limit photos to a couple of photos

s47/G(1)(a)

An extract from the Ally section of the intranet is below

Page 163 — AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more employees) —v1.1 —Doc. 1 of 1



Resources for Allies

November 2020 Ally Training S 4 ; G 1 a
During November 2020, Chnis Nelson from Pride in Diversity delivered an

excellent LGBTQI+ Awareness training session for our allies, with a focus
on Transgender issues to mark Transgender Day of Remembrance.

s47G(1)(a

As an LGBTQI+ Ally you will actively show support for the community in the following ways:
Be Visible
Be Heard
Be Involved
Be Informed
Be Mindful
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As a demonstration of the visibility the lanyards created, G , was photographed with

former Prime Minister John Howard, wearing their ABC Pride rainbow lanyard.

Page 165 — AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more employees) —v1.1 —Doc. 1 of 1



NEW MERCHANDISE PRICES:
Diaries $15
Bucket hats $18 (2 for $30

Bandana (small) $12
Bandana (large) $15
Towels $18

Mugs $15 (3 for $40)

Tote bags $15 (2 for $25)
P '9 ; rees)—vl.1-Doc. 1of 1 <1y




ANNUAL SUBMISSION: 2020 VISIBILITY OF INTERMEDIATE
23. Ally / Champion Reference Guides Max. 3 points

We provide Ally/LGBTQ Champion Reference Guides or materials on how to be an effective ally and/or an active champion for LGBTQ inclusion within the
workplace.

Please provide
(a) copy of this guide or an outline of the content covered within the guide
(b) information regarding how it is distributed or where this guide can be found

a/ Intranet page on the ABC Pride site - with several links to additional resources to support allies.

Resources for Allies
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Intranet site extract copied below;

As an LGBTQI+ Ally you will actively show support for the community in the
following ways:

[ Be Visible
Be Heard

] BeInvolved

(] Be Informed

Be Mindful
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A Guide to Language
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s47G(1)(a)

A Language guide: Trans and Gender Diverse Inclusion

Be Visible
0 Show your support by displaying signs such as the rainbow flags, stickers, badges or the ABC PRIDE logo in your
workspace

0 Have visible and inclusive policies that recognise LGBTQI+ people
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Show public support by participating in Mardi Gras or taking a public stance on issues like marriage equality
Visible support items can be purchased from PiD website or you can get creative and make your own

Be Heard

Join ABC PRIDE and register as an Ally

Advocate for diversity, and if you feel comfortable, challenge any assumptions or misconceptions that you may hear
about people who identify as LGBTQI+
Don't leave calling out inappropriate behaviour to LGBTQI+ people alone.

Be Involved

Attend LGBTQI+ employee network events - everyone is welcome!

Celebrate events that mark days of LGBTQI+ significance with your colleagues and post your support on our facebook
page or Intranet site
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Australian PRIDE Network | Wear It Purple | Mardi Gras | IDAHOBT | Bi Visibility Day | Intersex awareness day

Be Informed

[] Use this page and the external resources provided OR speak to a member of the PRIDE team to educate yourself in the
terminology and unique issues faced by the LGBTQl+ community

Participate in available LGBTQI+ training at work

[] Take time to learn about the history of the LGBTQI+ community

Be Mindful

(] Don't assume everyone is straight/heterosexual
[ Ask if people have a 'partner' rather than a husband/boyfriend or wife/girlfriend, this gives the LGTBQI+ people the
option to tell you and doesn't put them in a difficult situation.
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Don't exclude LGBTQI+ parents by assuming LGBTQl+ people don't have children
Never 'out' someone without their permission

s 47G(1)(a

b/ information regarding how it is distributed or where this guide can be found.

The guide is available for employees to reference via the ABC Pride online intranet site.

Awareness of the guide is promoted via through email communication on the back of Days of Awareness, panel events and training.

The guide is found on the ABC Intranet clicking the communities page to ABC Pride, as screen shot above the ally guide forms part of the top tabs so it is super easy to

find. As demonstrated in this extract below;

s 47G(1)(a)

Additional comment:

An email from an employee demonstrating th effectiveness of the training;
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Ally training email from Triple J employee

s47G(1)(a)

: 7 INTERMEDIATE
n -1 Recognition 2 points

Leadership has formally recognised and communicated the work of employee/s across the organisation, regarding their internal contribution in LGBTQ inclusion

within the workplace.
Note: This excludes PiD communications around AWEI Awards — but can include your leadership’s formal internal recognition of the contribution made by

employees.
Please provide evidence.

ABC Pride Awards 2020 despite the pandemic the Awards ceremony was facilitated in a vibrant and fun way celebrating the amazing efforts and
achievements of our employees via a live virtual event. JEHE@)
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XNEE) followed up with company communications to celebrates the award winners and recognise the efforts of the network throughout the

year.
s 47E(c)
XEE) took time to articulate and reflect on the year that was — an extremely challenging global made even harder by restructures within

the ABC. Despite the ABC Pride network have thrived increasing their regional reach and introducing a new stream to the network for =)
I This will drive a better level of engagement and connection within the regional communicatees to make sure their voices are heard and

events or initiatives are aligned to what they would find of interest. It was an emotional event as this was the last event before HEE)] departs
for another role early in 2021.

Judges
XYEE)

Manda Hatter ABC Pride Chair,

s 47E(c)

s 47G(1)(a)
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s 47E(c) and 47G(1)(a)

Page 177 — AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more employees) —v1.1 —Doc. 1 of 1






ANNUAL SUBMISSION: 2020 VISIBILITY OF INCLUSION INTERMEDIATE

25. Confidential Contacts 2 points
We have an LGBTQ intranet page that clearly identifies LGBTQ people or allies who can be contacted for a confidential and informal discussion regarding being an

LGBTQ employee within the organisation. This is over and above any HR or grievance contacts and confidentiality must be assured.

Please provide a screenshot of where this information is provided. If the contact is not clearly communicated as CONFIDENTIAL, full points will not be awarded.

Evidenced a list of names are provided and highlight that they are available for confidential conversation.

The list is a combination of ABC Pride and P&C trained allies that also participate in ABC Pride.
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INTERMEDIATE
Max. 2 points




As the initial source of information for LGBTQ employees, our LGBTQ intranet page clearly articulates:
a) the process for formally reporting workplace LGBTQ bullying/harassment
b) available LGBTQ friendly support (should this occur)

For full points, please:
(a) provide a screenshot of where this information is communicated on the network or LGBTQ diversity page.
(b) clearly show LGBTQ friendly support avenues

a/ This is the formal process for reporting a workplace LGBTIQ+ bullying/ harassment matter. See the workflow below.

s47G(1)(a)

s 47E(c)

1)(a)
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s 47G(1)(a)
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s 47G(1)(a)
|
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ADVANCED
2 points

ANNUAL SUBMISSION: 2020 VISIBILITY OF INCLUSION
27. BTQ Social Media St
We have internal LGBTQ social media streams or any other means by which we can engage staff in conversations and post items of interest in regard to our inclusion

work (may include but is not limited to Yammer, Twitter, Facebook, SharePoint).

Please provide screenshot evidence of such posts and/or conversations on your social media streams.

s 47G(1)(a) and s 47E(c)

Evidence 2/ Demonstrating some recent posts — this one of Y@ letting everyone
know he has completed the AWEI survey and ¥EE) .

S1Jy
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SECTION 5: TRAINING, AWARENESS & PROFESSIONAL DEVELOPMENT

Please do not include compliance training covering anti-discrimination policies or training within events. Both of these are covered elsewhere.

ANNUAL SUBMISSION: 2020 TRAINING, AWARENESS & PROFESSIONAL DEVELOPMENT FOUNDATION

28. Face-to-Face Training 2 points
We have made face-to-face LGBTQ Awareness / Inclusion / Ally Training available to all employees within the assessed calendar year. This would include any
interactive training conducted via internet technologies (i.e. WebEx, Zoom, Teams, etc).

Name of Trainer or Provider: ride in Diversity [ Our trainer is accredited by or from Pride in Diversity

Length of training: | 1 hour per

Date/s: | EUEIDIE)

Number of attendees approx
that will have gone through
this training:

Evidence of training | Screenshot of the invitation sent or where training has been communicated outlined below;
undertaken (one piece

Evidence of article that was posted in the ABC Pride newsletter promoting the training through distributed to all
required):

employees.

s 47G(1)(a)
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TRANSGENDER ALLY TRAINING

ABC Pride has partnered with Pride in Diversity to deliver ‘How to be a great Ally
with a focus on Transgender individuals'. This training will provide practical tools and
tips that everyone can begin adopting to better support the transgender community
Please click on this link to register for an online session convenient for you. If you do

have any questions please feel free to contact SR EA=(®)

Copy of presentation or
outline of training covered:

How to be a great Ally with a focus on Transgender individuals’.

This training provided practical tools and tips that everyone could begin adopting to better support the transgender
community. Employees were invited to click on a link to register for the online session with Chris Nelson. Employees

were also invited to contact JEIEG With any questions.
The 8 actions included in the ally training included;

a

I I I

]

Understanding terminology, myths and challenges
Awareness of language and assumptions

Role model person-centred language

Privacy and confidentiality

Advocate for inclusion for all

Willingness to play a part

Visibility

Intervene when inappropriate language & behaviours occur

This is a Pride in Diversity training session.
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ANNUAL SUBMISSION: 2020 TRAINING, AWARENESS & PROFESSIONAL DEVELOPMENT
29. Online Training

FOUNDATION

2 points
We have LGBTQ online training modules or pre-recorded content that can be accessed by employees throughout the assessed calendar year.

Name of Online Training or Video: Ally Training with a focus on Transgender and LGBTIQ+ Awareness Training

Length of the LGBTQ component within the video/training: | SRS

Where employees can access this training : | Please provide screenshot of where this training is accessed.
See extract from the ABC Pride - Ally landing tile direct at the top of the page so it is easy to located and access.

Resources for Allies
November 2020 Ally Training

+ Awarer r

to mark Tran: Jay of Remembrance.

s47G(1)(a

As an LGBTQI + Ally you will actively show support for the community in the following ways:

- Be Visible

+ Be Heard

+ Be Involved
+ Be Informed
* Be Mindful

Tracking:

Copy of the module or a brief outline of it's LGBTQ content.

How to be a great Ally with a focus on Transgender individuals’.
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This training provided practical tools and tips that everyone could begin adopting to better
support the transgender community. Employees were invited to click on a link to register for the
online session with Chris Nelson. Employees were also invited to contact SEV[SGJ with any
questions.

The 8 actions included in the ally training included;

Understanding terminology, myths and challenges

Awareness of language and assumptions

Role model person-centred language

Privacy and confidentiality

Advocate for inclusion for all

Willingness to play a part

Visibility

Intervene when inappropriate language & behaviours occur

This is a Pride in Diversity training session.

ANNUAL SUBMISSION: 2020 TRAINING, AWARENESS & PROFESSIONAL DEVELOPMENT ADVANCED
30. Professional Development for LGBTQ Employees Max. 2 points
Outside of the Pride in Practice Conference within the assessed calendar year, we have either:

(a) provided LGBTQ people with LGBTQ specific leadership training, internally or externally (excludes conferences unless specifically dedicated to LGBTQ
1 dA )hip d 1,

(b) put processes in place to ensure that there is LGBTQ representation within talent development programs.

PR
Y

Please provide evidence for the one selected item above. If you can provide both, please add the second item to the ADDITIONAL WORK section at the end of this
submission.

Option b/

ABC Mentoring program under-went a redesign to better align to the needs of diverse communities including LGBTIQ+ members. This resulted in various suitable

matches an example of this was our BESICIE)E)] providing mentoring to a junior news journalist who is also LGBTQ and from a culturally diverse background
who had requested a queer role model at work.

Below is evidence of this explicit call out for LGBTIQ+ employees to apply for the roles. Also provided is some extracts from the Mentoring Guide-book.
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ANNUAL SUBMISSION: 2020 TRAINING, AWARENESS & PROFESSIONAL DEVELOPMENT

31. LGBTQ Inclusion Training Plan

ADVANCED

Please provide:
(a) a copy of the strategy

(b) outlined progress made throughout the assessed year

Max. 4 points

We have a strategy or training plan in place to specifically address LGBTQ inclusion and/or awareness training for all employees.

Appreciate these screen shots are small please see the Appendix 15 attached for details.

Evidence a/ a copy of the learning strategy - please draw your attention to the items highlighted in yellow which demonstrate the inclusion of LGBTIQ+ training focus.

Our D&l learning strategy

Context
MD's Dwenrty Forum (Aug - Sept 2020)
Calls 1 training 1o help 0NDOING AIVErsty B5URS and croate a

mrelmluswewmtuaoe cutture.

Our past approach

Adhoc / one-off DRI tramning Interventions held In response to eritical incldents.
‘within spactfic teams*.

“off the shelves™ UB training cancelled after & months due to poar receptionA+.

mortaring and plans n place for D& training.

various D&l elearming modulos already available on Feople HUb.

Various other tools difrerent toams but not always

g conststant and often difficult to locate.

Research and best practice

NOT IR D21 UrINING 0 oqually offcctve. Analyses In recent yoars show that
UB/DS trainings can backitre and result i1 more resistance to Inclustve practices.

smmawmsw D&l learming ncludes:

basod on taking

amlslunng persomlswﬂe;
earming Interventions that involve asking Indhiduals to set
pmsnn:l 9ual1 that alm to improve D& within thelr argantsation

A ona-time diversity uamng Ik 15 loss offocttve than 2 sertas of ones that
take place over a longer pe:

DRIwon't sit at the tcpnfm,iu;ws priarity st for learning cptionsas. Pecple
need to be to thair

L
v T s Rovew.

What s means i proctice:

=« Fmplowee Netwoek Or
lnnc-.ngmw\mnm 1. Atadwistonal lovelr

We don't Just 3am for graater awareness. We o M S1all" s parti crivives,

atm to shape the attitudes and bahaviours. [ thew area of comfort

that foster diversity and incluston In our e

warkplaca, our contant and our sorvices. o C BN (g sl vl e

value diverse ideas and opinices.
by buslding a diversity and nclusion
Loarning COWIronmMent with 3 combinaticn of + barset 2. Atam
formal tramning. on-the-Job collaborations %m,m Lo st the unilque and vartotss chall
- i 19 of the urikqus and v a

to make the Learning sustainanie  Deerassiraay tarseama Délz intogr 4Pis).

o $ o bl
Sl I
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Evidence B/

2020 was a challenging year to get more training completed by the business however in November 2020 — Ally Training was completed with a focus on

Transgender. It was expertly facilitated by Chris Nelson from PiD. SEXCIE)E)]

2019 Note- hard 10 find online as not listed under Diversity

Other training available online included the LGBTIQ+ Awareness training that was a record session that Pride in Diversity facilitated for the ABC and is
available for employees to complete at a time convenient for them.

Secondly we launched Employee Essential training that provides all employees with awareness of the differing policies that are available to ABC
employees including Affirmation Leave. This summary just provides a high-level description but demonstrates the focus on ensure that all employees
understand their employee benefits available including the Affirmation Leave and explicitly covers this in this course.
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ROFESSIONAL DEVELOPMENT ADVANCED

2 points

Within the assessed calendar year, we have provided opportunities for employees to attended external dedicated LGBTQ conferences, seminars or events.

Note: This may include but is not limited to the Pride in Practice Conference, Regional Reach or Sapphire Events, or external LGBTQ panel events. This does not include
roundtables or social networking events.

Please provide evidence.

Provided 4 examples of different events however there was much more than this around the organisation given the high volume of online opportunities
that were available for people to attend.

Event one: EYEE) attending the EY{CIENE)) s 47G(1)(a)
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Event two/

Evidence of Manda Hatter attending a Diversity Council of Australia event regarding: Out at Work: Inclusion at work for LGBTIQ+ talent

FW: Thank you for participating in DCA’s Webinar: Out at Work: Inclusion at work for LGBTIQ+ talent

s 47E(c)
Manda Hatter
s 47E(c)

Event three/
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If you have a CEO or equivalent, or Senior Leader/Executive highly active in promoting and supporting LGBTQ inclusion (as an LGBTQ individual or an ally), please consider
nominating them for the following Awards (where applicable):

e Executive Leadership Award

e  CEO of the Year Award

INTERMEDIATE
: Max. 2 points
We have a visible and active Executive Sponsor or Senior Champion for LGBTQ inclusion who has|both:

— | C
3) contributed to the LGBTQ strategy —

b) is engaged in tracking performance progress against the strategy throughout the year

For full points, please provide evidence for all parts to this question:

a) specific contribution to the strategy
b) level of engagement, tracking progress against the strategy (signed statement by the Executive as to their role in development / tracking will suffice)

s47E(c

Page 204 — AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more employees) —v1.1—Doc. 1 of 1



Evidence b/ )] rlayed an exceptionally active role in progressing the efforts of ABC Pride. Below is an extract of the ABC Diversity & Inclusion
Standing Committee which NEE) and was instrumental in setting up. This provided a platform for the ABC Pride Chair Manda Hatter to table
key strategic objectives at this forum and have direct communication with Senior Divisional Leaders from across the organisation.

The extract here is the HERIA) from the EIOIEYI D'SC Meeting where ABCQueer was provided with a platform to share their achievements. At
this phase they were seeking an alternative location within the ABC and it was through this networking that a suitable location was identified. This has a
hugely positive outcomes on the LGBITQ+ Community for the ABC workforce but also out audiences. As the national broadcaster to be able to bring
stories and content to the community that are of high quality is a unique position.
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ANNUAL SUBMISSION: 2020 EXECUTIVE LEADERSHIP & ENGAGEMENT ADVANCED

34. Executive Advocacy 2 points
Within the d calendar year, Senior Executive(s) within our organisation have:

a) advocated for LGBTQ inclusion at an executive level externally amongst peers - Senate Estimates

b) advocated for LGBTQ inclusion at an executive level internally amongst peers; or

c) attended at least two of the Pride in Diversity Executive Allies Forums within the assessed year

Please provide evidence for one of the above.
If you can provide evidence for two or more of the above, please add the additional item/s to the ADDITIONAL WORK section at the end of this submission.

A/ Our Managing Director, David Anderson has externally advocated for LGBTIQ#+, in particular the transgender community in the Senate Estimates that
were held in November last year.

The Senate Estimates provides an opportunity for government official who form Senate Committees to table questions about use of government dollars
being spent in the form of business operations. This therefore requires David to attend a Q&A Session with who put to him a broad range of questions
regarding the ABC's operations, including the approach to LGBTIQ+ Inclusion. On this particular occasion David was asked about the ABC Enterprise
Agreement in particular the Transgender Leave for Gender Affirmation. David expertly responded to the Senator always holding the line that the leave is
valid and necessary to support employees affirming their gender. The questioning extended over sometime, as outlined below in the script. There was a
sense of pride and appreciation for the manner in which David managed this line of question.

The recording is scripted below for your reference.
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Example B/
ABC participation in the Mardi Gras — David advocating for a inclusive ABC

Another senate estimates where David Anderson was asked about the ABC Pride float at Senate Estimates and confirmed to the Senate, "It was an ABC
truck that we allowed them to use, but there was no public funds spent on that float. The money was raised by the ABC Pride staff-led group that did
this out of hours, they raised the funds to be able to have the float”

David was also asked about the public criticism a number of high profile staff have received on social media. “Senator, I'll just state that we always
support our staff. When you are the public broadcaster, and you are there on social media you are vulnerable to people saying horrible things. That
happened, yes that did happen after the weekend. Of course, we put support around our staff. And it’s unfortunate that this happens. For the ABC, this
was our first float in Mardi Gras in forty-two years. So while we covered it, and then SBS covered it (and | don’t know how it happened that it switched
from the ABC to SBS) but it’s been quite difficult for the ABC to have a float in there. Out of 200 floats, there are many government agencies that are
represented in Mardi Gras, and this was the first one. Very proud of the ABC Pride group having a float in Mardi Gras, and Ita and | were both there and
cheered them on, and it was terrific.’

ANNUAL SUBMISSION: 2020 EXECUTIVE LEADERSHIP & ENGAGEMENT ADVANCED

35. CEO or Equivalent Communications 2 points
Within the assessed calendar year, our CEO or equivalent has sent formal communications to all employees comprehensively discussing progress made in LGBTQ
inclusion work and its importance to the organisation. This may be CEO communications prioritised on intranet pages or within a CEO newsletter (beyond social
media, award announcements only).

Please provide the most comprehensive communication sent out by your CEO (or equivalent) to all employees in regard to your work in LGBTQ inclusion.
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s 47E(c

ABC Chair Ita Buttrose and Managing Director David Anderson both played an exceptionally strong leadership role for 2020 which is demonstrated here as they both are
seen about to head to the 2020 Mardi Gras parade float.

XEE) led the communication as the host of the year end awards and sending out company

wide communication on the successes of the network to close out the year. This was in additional to the end of year ABC D&! Annual report put out as an organisation
with Ita Buttrose as the authorising signature.

And David Anderson
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ANNUAL SUBMISSION: 2020 EXECUTIVE LEADERSHIP & ENGAGEMENT ADVANCED

36. CEO or Equivalent Speaking at Events 2 points
Our CEO or equivalent has spoken at LGBTQ events held by our organisation, either internally or externally.

For full points, all of the following must be provided:
(a) evidence of the individual speaking at the event and approximate duration of speech
(b) brief outline of event purpose and typical audience
(c) approximate attendee numbers

A/ 2020 Sydney Mardi Gras ABC’s, Managing Director, David Anderson led the 80 employees down Oxford Street dancing on the float.

and the ABC Chair, Ita Buttrose attended the Mardi Gras Parade, Ita an iconic role model walked up Oxford street just shortly before the Dykes on Bikes waving to folks
and taking photos with the public along Oxford (as seen in the picture below). Ita then watched the full duration of the parade from a prominent position over-looking
Taylor Square.

B/ The purpose of the ABC participation in the Sydney Mardi Gras with a float is to demonstrate our commitment to inclusion of the LGBTIQ+ Community. The ABC is the
Australian National Broadcaster, and our commitment is to tell the stories of all Australians including the LGBTIQ+ Community. Our involvement is to promote this
message to the broader Australian population but also our workforce. The audience is the Australian public and the ABC employees.

C/ Thousands of spectators and viewers from home television — 80 of ABC employees were present and the event was promoted on internal communications. A video has
also been created as s show-reel of the ABC preparation and the efforts that hundreds of people contributed to make the float a reality.
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s47E(c

SECTION 7: DATA COLLECTION & REPORTING

Within our annual engagement, pulse or diversity surveys, either for the assessed calendar year or year prior, we have:
a) included questions in regard to one’s sexual orientation, gender identity or whether or not someone is intersex, AND
b) analysed and reported on LGBTQ engagement data alongside other diversity demographics or overall population statistics

For full points, please provide:

INTERMEDIATE

Max. 3 points
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a) details of when that data was last collected
b) a copy of the questions used to identify LGBTQ population
c) an overview of comparative findings or analysis as compared to other internal populations

A/ The ABC annual employee engagement survey was conducted in November 2019 and November 2020 with the data available in the first quarter of the year.

B/ The survey tool is connected with employee payroll data and provides an aggregated reporting function. ABC employees are provided with the opportunity to
complete a form to input this information. Here is an extract of the form.

Page 216 — AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more employees) —v1.1—-Doc. 1 of 1



Pa




We are doing more campaigning of work in this area to improve the response rate and hope to see an uplift in this area.

¥ Filters Division: All v Department: All v State: All v NESB: All v Indigenous: All v Gender: Gender Diverse v
Qi
Dimension Breakdown
Al
Name
Female
Vv Empoyee Engagement v Gender Diverse
Male

| em proud towork for the ABC

| rarely think about looking for @ new job with another company

| wiould recommend the ABC to people | know as a graat place to work

My wiork gives me 3 feeling of personal accomplishment

The ABC motivates me to contribute more than is normally required to complete my work

C/ Efforts to capture the experiences of non-binary and gender diverse employees results in too few representations to provide data.

Disability: All v Hide Filters Re

ToO few responses

Too few responses

ToO few responses

Too few responses

Too few responses

Too few responses

ANNUAL SUBMISSION: 2020 DATA COLLECTION & REPORTING

38. LGBTQ Analysis

ADVANCED
3 points

Within the assessed calendar year (or year prior), we have specifically asked, investigated or assessed one of the following:
e if LGBTQ employees are directly or indirectly disadvantaged at any stage during the recruitment process

if LGBTQ employees are directly or indirectly disadvantaged in talent gement p or career progression
if there are discrepancies in attrition rates between LGBTQ and non-LGBTQ employees

if within gender aggregated data, we include non-binary employees and if not a proposed plan of action

if internal engagement or AWEI Survey data show any “most in need” areas to focus on, resulting in a plan of action

Please provide evidence for one of the above, including a plan of action where stipulated. Points will be given for one of the above.
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If you have done work in more than one of the above areas within the assessed year, or year prior, please add such work to the ADDITIONAL WORK section at the end of
this submission.

A deep dive analysis was conducted into the AWEI survey data which identified the following key areas to address.

The below graphs are extracts from the AWEI Survey data analysis that was explored.
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SECTION 8: COMMUNITY ENGAGEMENT

Please note: For this Submission, we will be accepting evidence only regarding one such event/instance for each question within this section, respectively (as opposed
to two). If you have more than one example to evidence for the questions within this section, please please add the additional item/s to the ADDITIONAL WORK section

at the end of this submission.

INTERMEDIATE

ANNUAL SUBMISSION: 2020 COMMUNITY ENGAGEMENT
2 points

Within the assessed calendar year, we held stalls at LGBTQ community events or participated in pride parades under our employer/company branding. (This may

include online community events with prominent employer branding.)

Note: This must be a targeted branding exercise, over and above employees wearing corporate t-shirts but not contributing formally to the event.

Please provide evidence of branding displayed at one such community event, including online community events.

ABC participated in a number of major events this year some of which will be recognised in the additional points.

S1ony
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s 47G(1)(a)
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INTERMEDIATE
2 points
Throughout the assessed calendar year, we have provided pro-bono or financial support to LGBTQ charities/community groups. (This includes sponsorships of
events, publications or pro-bono accommodation/venue support. Fundraising is covered in Q41.)

Please provide evidence of one such instance.

Evidence of RN the FYEM)

See below promotional image, a screen shot of the actual panel and a thank you email tofEHE® directly from ()
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CEO PANEL

s 47E(c @ @ a ’a

- ADIAJ\Do(( KATRINA TROUGHTON mnluuu PETIR ALLON

qIP.'i’!S.'P,.E

BRAD BANDUCCI, MARNEY BAKER,
KATRINA TROUGHTON & PETER ALLEN
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Throughout the assessed calendar year, we have engaged in fundraising for LGBTQ charities / communities / groups. (This may include the support of any LGBTQ
charity groups within workplace giving programs.)

Please provide evidence of one such instance. (This can be a letter of appreciation, certificate, receipts or confirmation of funds raised issued by the charity/group.)

Due to the circumstances created by the Pandemic at the time of Wear It Purple 2020 awareness day ABC was unable to have a face to face event.
Despite this we took the event online and encouraged attendees to donate to Wear It Purple, however it had to be direct to the charity so we are unable
to quantify the amount of money donated during these efforts.

Despite this we have the below evidenced a personal receipt and outlined the broader event information to demonstrate support.
Evidence 1/
Encourage donations in our comms and have a video of the event with it time marked where Manda encourages staff to donate. Evidenced:

Extract from attached newsletter sent as part of the ABC Pride communications
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Evidence 2/
Encouraged donations during the online virtual staff event - ABC Pride - Wear It Purple Awareness Day featuring @) .

Evidenced:

In this clip at 30.55mins Manda encourages staff to head over to the website and donate.

s 47G(1)(a)

(if you are unable to view this video please let me know)
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Evidence 3/

Donation receipt from staff member — donated during the event on the back of the call to action.

Evidenced:

s 47G(1)(a)

Evidence 4/
Appreciation letter from Wear It Purple recognising our efforts to raise awareness and educate employees on the importance of this day.

Evidence:
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Letter of Appreciation

Wear it Purple Incorporated
ABN: 39634641162
Address: PO Box 168, POTTS POINT NSW 1335

To whom this concerns,

| personally and the other members of the Wear It Purple Board of Directors & Youth
Action Council want to thank the ABC for their extremely fun event held for Wear It
Purple Day 2020.

As the attending member, it was greatly appreciated the continued support, enthusiasm
and visibility ABC / ABC Pride to youth LGBTQ+ issues by heroing Wear It Purple day
with their employees.

We look forward to seeing how the ABC celebrates the day in 2021.

Thanks,

Evidence 5/

Our MD creatively bringing to life Wear It Purple by choosing to send his employee all staff email in purple. This demonstrates his commitment and appreciation to get
people behind the cause.

Managing David Anderson sent an email to all staff reminding them of the day — he wrote the email in purple.

Here is an extract as an FYI
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SECTION 9: SURVEY

OPTIONAL
2 points

[0 We are participating in the 2021 AWEI Survey. Please note:
®  Partial points will not be given. Full points will only be obtained for the following:
o Medium Employers (501 — 2000 employees): if 50 or more survey responses are collected
o Large Employers (2001 — 8000 employees): if 100 or more survey responses are collected
o Significant Employers (8001 or more employees): if 200 or more survey responses are collected

Please note: the more respondents you have, the more substantial data you will receive. The purpose of the AWEI Survey is to provide you with significant information on
the impact of your inclusion initiatives and allow you to benchmark against the national dataset.

s 47G(1)(a)
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SECTION 10: ADDITIONAL WORK

This section allows you to describe and provide evidence for any additional work completed throughout the assessed calendar year:
(a) that has not already been included within this index submission
(b) that you believe is significantly over and above what a particular question or index topic is looking for
e IMPORTANT: PLEASE COMBINE ALL RELATED INDEX WORK INTO ONE ROW. For example, if you wish to claim for signficiant training, list all LGBTQ training within
one row under the Item Name of “Training.” Only 1 point is available for all work pertaining to a particular topic/area — PLEASE do not split similar areas of index
activity over multiple rows.

® Please add additional rows regarding different areas of work, as necessary. Note: A maximum of 15 points (15 items) may be obtained in this section. Should you
submit more than this, you will still only be eligible for the same Maxmum points.

ANNUAL SUBMISSION: ADDITIONAL WORK ADDITIONAL

43. ADDITIONAL WORK
Item Name: [Question
No. or Item Name Here]

Max. 15 points

44. Pro-Bono or Financial Support: LGBTQ Charities/Organisations
Throughout the assessed calendar year, we have provided pro-bono or financial support to LGBTQ charities/community groups. (This

ftem 44 ludes sp ships of events, publicati or pro-bono accommodation/venue support. Fundraising is covered in Q41.)

Pro-bono

Please provide evidence of one such instance.

s 47E(c) presented on 50 Year of LGBTQI+ Stories at the ABC
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s 47E(c) and 47G(1)(a

Item 44
Pro-bono work

Throughout the assessed calendar year, we have provided pro-bono or financial support to LGBTQ charities/community groups. (This
includes sponsorships of events, publications or pro-bono accommodation/venue support. Fundraising is covered in Q41.)
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Section 7 addition
Data Collection and Analysis

Please provide evidence of one such instance.

Pro-bono work ACON Bigs Stays In - ABC Pride Chair Manda Hatter spoke at this conference.
See email below with thanks from the organisers.
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s47E(c
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see table reference A
below.

The ABC is embedding an employee data capture to receive updated aggregated data throughout the year which includes LGBTIQ+
community. This partnered with our internal survey system that feeds into our payroll system where this data is protected means
that we are set to gain more meaningful date analysis. The form has been rolled out to new starters and are currently in the
process of phase two to roll these forms out to all existing ABC employees. See form extracted below;

The aggregated data collected will be used to determine an employee representation target for the LGBITQ+ community. Here is
an extract of the form that we are using to collate this information.
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Item 17
LGBTIQ+ Intersectionality

Rainbow families

representation in the
workforce
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Item 44
Pro-bono

Additional points - selected the option to gain additional points from item 38 as highlighted below;

LGBTQ Analysis
Within the assessed calendar year (or year prior), we have specifically asked, investigated or assessed one of the following:
e A/ if LGBTQ employees are directly or indirectly disadvantaged at any stage during the recruitment process - see table reference A
below.

If you have done work in more than one of the above areas within the assessed year, or year prior, please add such work to the ADDITIONAL
WORK section at the end of this submission.

The ABC conducts reporting on the representation of LGBTIQ+ employees who are directly or indirectly disadvantaged at any
stage during the recruitment process.

Extract from ABC Quarterly Diversity and Inclusion Reporting for December 2020.
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Recruitment analysis by diversity group*

ob applicants from1july- 31 December 2020 Successful hires from 1 July- 31 December 2020

axernal applicants. Job Information and rasule

From 1July =31 December 2020, the ABC attracted a significant proportion of its job applications from

diverse groups. Compared to the previous repcrting peried 1 April - 30 September 2020, there has been an
increasc in successful hires for
A targeted approach to attract more a
recommended toincrease the representation

Item 44
Pro-bono community work

ABC Workforce Diversity Quarterly update - December 2020

Additional points 5
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We are family — Rainbow families and LGBTQI+ Parents

An audience ofjff employees attended this session with an overwhelmingly positive outreach following the event with many
people saying that they wish they had seen Rainbow families when they were younger to know it could have been a possibility.
Many people thanked the panel for their candidate and honest sharing.

Events with themes like this aim to normalise diverse families of the LGBTIQ+ Community and help many individuals see that being
within the LGBTIQ+ can lead to a family life if this was your chosen path.

Item 17
LGBTIQ+ Intersectionality

Normalising transgender
youth experiences in
community and school
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Pro-Bono or Financial Support: LGBTQ Charities/Organisations

includes sp ships of events, publicati

or pro-bono accommodation/venue support. Fundraising is covered in Q41.)

Throughout the assessed calendar year, we have provided pro-bono or financial support to LGBTQ charities/community groups. (This

Please provide evidence of one such instance.

s47E(c) [gelds 47E(c) member participated in o FHEQE) panel event.
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s47G(1)(a)

Item 44
Pro-bono
And

Item 38

Data analysis
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s 47G(1)(a)
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Items 17
LGBTIQ+ Intersectionality

ABC Pride Stories
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Item 34
Exec advocacy amongst
peers
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Additional points 9

The Everyone Project

ABC has partnered with Screen Diversity and Inclusion to create the Everyone Project where on-air talent are invited to self-identify
their diverse characteristics to enable improved representation of people from diverse groups including LGBTIQ+ community.

Up until recently the tracking of this information was not available and it has been through partnership endeavours such as this
that it is possible.

Note: On-air talent privacy will be subject to the necessary Australian Privacy protections and there will be options to self-select out
of the reporting.

This initiative will lead the way in driving a media industry to start tracking and increasing their diverse representation including
that of the LGBTIQ+ Community.

Item - 34
Exec Advocacy

Leading Practice in
Language
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Item 34 — Exec Advocacy
with peers

The Commission Guidelines
is a publicly launched
document that will set a
precedents for how all
content will be created.

Ensuring the voices of the

LGBTIQ+ Community has
been expressed.
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The
Everyone
Project

This week the Australian Screen Industry launched the first stage of its diversity tracker called The Everyone Project
(TEP).

TEP has been developed by the Screen Diversity and Inclusion Network (SDIN) ,which the ABC is a member of, along
with other major Australian media and screen agencies and industry organisations including all the free-to-air

broadcasters, pay television, AFTRS, Screen Australia and Free TV Australia.

The aim of the initiative is to track and foster diversity in all Australian screen productions - including here at the
ABC. Our participation in TEP is in addition to our existing content diversity tracking within the ABC and enhances

our approach to this important issue.
From now on, commissioned screen content — with the exception of news and sport - will be registered in TEP. Those
working on each program (both talent and crew) will be invited to self-identify on a set of characteristics. The

information collected will be used to create benchmarks to track diversity right across the industry.

All in-house ABC productions will be asked to participate but most of the input will come from our co-production

partners.

For more information please contact E&S Head of Content Investment & Policy, Sacha Gregson.




Additional Points for intersectionality story 10

ANNUAL SUBMISSION: LGBTQ EMPLOYEE NETWORKS / RESOURCE GROUPS

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

Please provide evidence for one of the following:
e LGBTQ and Aboriginal, Torres Strait Islander or Indigenous
e LGBTQ and a person of faith
e LGBTQ and of another diverse group (i.e. CALD, of mature age, living with disability, etc.)

Please provide evidence for one of the selected groups above.

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

Promoting awareness of the older LGBTIQ+ community in particular and raising awareness of the value of developing friendships
with this older generation. An example here of Luke, one of our ABC employees who has been volunteering in the program.
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Additional point 11 — creating Pride Stories and regularly show case new stories every month
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ITEM 38

Data Analysis — targeted
employee survey during the
pandemic

ANNUAL SUBMISSION: LGBTQ EMPLOYEE NETWORKS / RESOURCE GROUPS

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

Please provide evidence for one of the following:
e LGBTQ and Aboriginal, Torres Strait Islander or Indigenous
e LGBTQand a person of faith
e LGBTQ and of another diverse group (i.e. CALD, of mature age, living with disability, etc.)

Please provide evidence for one of the selected groups above.

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

The development and ongoing driving of the ABC Pride Stories has meant a collection of stories is available for the ABC workforce.
Its covers a generous balance of all genders and different members of the LGBTIQ+ but more work needs to be done to elevate
some of the voices which will inspire up to do more work in 2021.
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s47E(c

Items 44
Pro bono

Additional Points 12
Speaking on the panel Y] provides insight to the journey to advocate and navigate the pathway to participating in
the ABC first Mardi Gras Parade.
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s4/G(1)(a)

Item 44 Pro-bono
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Item 8

Inclusion creation through
our

Audience / customer
involvement

Additional 14

Ensuring that the use of language across ABC content makers is consistent with the recommendations from leading advocacy
bodies. This is achieved by developing an editorial advance on LGBTIQ+ issues. With regular reviews and updated conducted on the
content of this document.

The ABC Pride in consultation with our Editorial Policy team has developed Editorial Policies and Resources for Jounalists and
Content Makers for when they are reporting and portraying sexual orientation, gender identity and intersex status in ABC Content.

This information has a details guidance note which has been informed by a number of resources outlined below and in consultation
with our ABC Pride network which include FEE) who also brings their expertise and insight developed from their work

on ABC Queer Instagram channel and their involvement with Twenty-Ten.

s 47G(1)(a)

The resources also extends to identifying on-air talent which means that there is an increased visible
representation of LGBTIQ+ Community in the media.

s 47G(1)(a)

Page 258 — AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more employees) —v1.1 —Doc. 1 of 1




s4/7G(1)(a)

Item 39
Community Event
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Item 39
Community Event

Additional 15/

The pandemic turned our workforce to lockdown overnight on 22 March 2020, a very unsettling time where we saw a lot of
momentum in different programs and initiatives stall. This was not the case with ABC Pride, they got on the front foot and sending
this survey out on the 30/04 (4 weeks after the lock-down started). This information informed how they ran events for the rest of
2020 which has been more inclusive than anyone could have imagined. This was attributed to the online appeal to employees all
over Australia and the exception efforts the network went to ensuring the online events were engaging, educational, fun,
professional and met the needs of the network.
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Item 39
Day of Awareness

Given the lack of movement the ABC Pride did an online event teaching all ABC members the Mardi Gras Parade march. With an
overwhelming number of employees tuning into learn the dance.

And several other events already mentioned elsewhere in this submission.

Whilst | am not entirely sure where this sits for additional points but it is an indication of the dedication and ability collaborate and
bring together community to support one another.

Additional 16/
Pro—bono work
ABC Chair, Manda Hatter volunteering to join the ¥E@) to help advisor on future nominees.
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Additional 17/
Pro-bono
Northern Territory employees support promotion of event
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Further to Manda’s email connecting us, we have had to move the date of the virtual Northern
Territory day of LGBTQ inclusion. The new date is Thursday 5" November 2020.

| have attached the flyer with registration details for the different sessions, all of which ABC
employees can attend, as you are Pride in Diversity members.

| wonder if we could catch up prior to the day to talk about a short interview on who we are
and what we do and how we assist in organisations becoming more LGBTQ inclusive?

Looking forward to speaking with you.
Regards Chris

Christopher Nelson
Senior Relationship Manager

Pride in Diversity

s47F
Address: 414 Elizabeth St Surry Hills NSW 2010

Website: www.prideinclusionprograms.com.au | www.pid-awei.com.au
Facebook: facebook.com/prideindiversity facebook.com/prideinsport
iAPersonal pronouns: he/him




Additional 18/
ABC Kids program recognising awareness day of Wear It Purple.

Page 269 — AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more employees) —v1.1—-Doc. 1 of 1



Page 270 — AWEI2021 STANDARD EMPLOYER SUBMISSION (501 or more employees) —v1.1—Doc. 1 of 1



ABC Pride at Fair Day! A fabulous day full of inclusion, acceptance and fun!

Everyone who helped on our stall were volunteers who went over and above to ensure that the presence of ABC was felt and made
it a genuinely awesome day!

ABC Employees made it a really successful day promoting awareness of ABC as an LGBTIQ+ inclusive employer with a special call
out to HEE)] for being our wonderful JEE) and organising the day with the fabulous @) and EEN for

helping organise and being there all day for bumping in to bumping out at the end.

Our wonderful ABC employees who volunteered - we simply could not have done it without them!

And ABC Senior Leadership team, our wonderful (@) who gave up her time as a volunteer and
s 47E(c) , who was there to support and pitch in and promote the ABC too.

All profits went towards funding the ABC Pride 2020 Mardi Gras float.
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Mardi Gras Parade 2020

s 47E (c)

W) on Sunday, March (
After months of planning and fundraising, and after weeks of rehearsals, the ABC marching group of employees made history: for
the first time ever, there's been an official ABC presence in the Sydney Gay and Lesbian Mardi Gras Parade.

The float was led by some well known ABC faces - HE@) -as
well as the ABC's Managing Director, David Anderson. ABC Chair, Ita Buttrose also came along to support us.

Behind the float, we had an awesome group of 60 ABC staff, wearing rainbow colours, in synchronised dance routine to the tune of
some well known ABC themes from television and radio.

As well as those from EHEE)
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support of our leadership team i Ita Buttrose, David Anderson, SE{S()

This float would not be possible without a dedicated and incredibly hard-working team —E¥{=(8)

s 47E(c)

s 47E(c)

And finally, to SBS for understanding what true inclusivity looks like and allowing us to take part, by waiving their exclusivity rights.
s 47G(1)(a)
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2020 In Review

% Mands Hattey

s 47E(c)

ABC Pride recongised IDoPwD and focused on sharing intersectional stories of people with disability that are also within the
LGBTIQ+ Community. Fabulous engaging stories which featured some wonderful humans telling their story, like the example
provided below.

S1ony
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International Day of

People with Disability

Thursday, December 3, 2020 is the International Day for People with Disability. ABC

Pride sends a big shout out to all people living with disability, and hope you'll check

out the ABC Pride website for details about some of the great content offered by the
ABC

S47E(C

<i1Jny
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Item 21
Day of awareness
IDAHOBIT DAY

ABC Pride’s IDAHOBIT Drag trivia
Newsletter write out outlining the event

s47G(1)(a)
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Item 41

Fund raising for
drought affected local
business, who shared
this picture.
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Item 21 Trans day of visibility 31 March
Days of Awareness
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Item 21
Day of Awareness
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AWEI 2021 SUBMISSION DATES

We can accept AWEI submissions between Monday 4th January — 5pm Friday 12th March 2021 (or midnight Saturday 13th March 2021 for large file transfer URL).

e No later than 5pm, Friday 12th March 2021 for hand-delivered, couriered or mailed submissions (hard copies, USB, etc).
e Deadline for large file transfer program URL (including but not limited to Dropbox, Google Docs, Parcel Post, SharePoint or any other internally approved large file
transfer system) midnight Saturday 13th March 2021

e Important: File attachments within emails will not be accepted. Pride in Diversity will take no responsibility for attachments sent via email.
e Allfile transfers and access to various systems must be sent to AWEI@prideindiversity.com.au; with a copy to dhough@acon.org.au

IMPORTANT INFORMATION FOR SUBMITTERS

Please ensure that you have signed up to the following newsletter — this will ensure that you receive all relevant information and updates in terms of the up and coming
AWEI period. Click here to sign up or go to: http://eepurl.com/tT7vf

OPTIONAL AWEI EMPLOYEE SURVEY

Participating in the AWEI optional Survey? You will be able to request your unique survey URL as of 1st December 2020. You will receive this link when the survey goes live
on Monday 4th January 201 and will remain open until the close of submissions on Friday 12th March 2021.

Participation in the survey allows you to balance the results of your AWEI with the views and lived experiences of your employees. While survey data is linked to your
organisation enabling us to provide you with a comprehensive high-level analysis of responses, individual respondent data is not collected

INDIVIDUAL AWARD NOMINATIONS

Please consider nominating your colleagues, networks, etc. for an LGBTQ Inclusion Award. Award categories can be found within the Participation Details of this
Submission or on the AWEI website: http://www.pid-awei.com.au/submission-documents/
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