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GLOSSARY OF TERMS   

  TERM   DEFINITION   

AHSSBL   Arts, Humanities, Social Sciences, Business and Law    

ASBAP   Athena SWAN Bronze Action Plan   

AWEI Australian Workplace Equality Index 

BAU   Business as usual   

BFW  Breastfeeding Friendly Workplace  

CALD  Culturally and Linguistically Diverse  

CHUSS  COVID-19 Home Working University Staff Survey  

COPQTI Community of Practice of Queer, Trans, and Intersex research 

DCA Diversity Council Australia 

DEE Division of External Engagement 

EBA  Enterprise Bargaining Agreement   

EDI  Division of Equity Diversity & Inclusion  

HoS   Head of School   

HR   Human Resources   

KAA   Key Action Areas   

KPI   Key Performance Indicator   

LGBTQIA+ Lesbian, Gay, Bisexual, Transgender, Queer (Ques�oning), Intersex, and Asexual 

MATE Mo�va�ng Ac�on Through Empowerment 

SAT   [Athena SWAN] Self-Assessment Team   

SDGs Sustainable Development Goals  

STEMM   Science, Technology, Engineering, Maths and Medicine   

UNSW   University of New South Wales Sydney   
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1. KEY BARRIER 

The University of New South Wales Sydney (UNSW) regards LGBTQIA+ (Lesbian, Gay, Bisexual, Transgender, 
Queer/Ques�oning, Intersex, and Asexual)1 inclusion as an important driver for atrac�ng, retaining and 
progressing careers of a diverse cohort of employees across the University. A range of contribu�ng factors 
create barriers to LGBTQIA+ inclusion at UNSW, including ins�tu�onal structures as well as cultural 
concerns. 

In 2018, UNSW’s Athena SWAN Bronze Action Plan (ASBAP) identified the support of transgender and 
gender diverse people as a Key Action Area, first identifying objectives from which to develop key 
initiatives (Table 1.1).   

Table 1.1 Extract from UNSW’s ASBAP - Key Action Area 2 and Objectives  

KEY ACTION AREA  RATIONALE/OBJECTIVE  

6. Supporting 
transgender people 

Increase understanding of issues facing transgender staff and promote 
awareness of support resources in place. 

Limited data available on UNSW’s existing LGBTQIA+ population. 

 

UNSW acknowledges the challenge in repor�ng on personal informa�on from staff who are not required or 
expected to disclose sexual orienta�on or gender iden�ty informa�on. As established in UNSW’s 
Institutional Context, data collec�on prac�ces to record gender have changed since the UNSW Bronze 
Award. Non-binary and/or gender diverse staff data were not reported at the �me of the Bronze Award. 
Subsequently, there is no baseline quan�ta�ve data from the 2018 UNSW Bronze Award. In 2024, UNSW 
staff do not submit sexual orienta�on data as part of their HR data profile and are only ever asked to 
voluntarily disclose this in organisa�on-wide surveys at their own discre�on.   

UNSW recognises the importance of using correct and inclusive gender terminology. However, several of 
UNSW’s informa�on systems, including some HR systems, contain op�ons to collect data for “Female”, 
“Male” or “Unknown (indeterminate/intersex/unspecified)” only, aligning with Australian government 
repor�ng standards in the higher educa�on sector.  

This Cygnet Award addresses LGBTQIA+ inclusion, examining ini�a�ves and ac�vi�es that support 
transgender and gender diverse staff while extending our focus to include the broader LGBTQIA+ 
communi�es at UNSW. This extended focus allows for a more holis�c understanding of LGBTQIA+ inclusion 
at UNSW, no�ng the evolu�on of UNSW’s approach since the publica�on of the Bronze Ac�on Plan.  

 
1 UNSW uses the acronym LGBTQIA+ as the inclusive umbrella that recognises the most common categories within 
gender, sex and sexuality diverse popula�ons and acknowledges there are many varia�ons of the acronym.  
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2. EVIDENCE OF BARRIER 

LGBTQIA+ communi�es con�nue to face challenges in society that their non-LGBTQIA+ equivalents may not 
experience. Barriers to recruitment, reten�on and progression for LGBTQIA+ employees in workplaces are 
well established in na�onal and interna�onal research.2  

Despite the lack of baseline quan�ta�ve data from the 2018 UNSW Bronze Award, one na�onal es�mate 
reports that 11% of a sample of 6835 Australians over the age of 18 are of diverse sexual orienta�on, sex or 
gender iden�ty.3 More than 50% of the sample were University educated and over 60% under the age of 
34. While UNSW staff and students cannot be necessarily considered an equivalent sample of Australian 
society, assuming 11% of staff and students are likely to be LGBTQIA+, 898 of 8169 fixed term and 
con�nuing staff; 153 of 1390 part-�me staff, 1062 of 9658 casual staff and 7319 of 66,540 students are 
likely to be LGBTQIA+. Feeling of acceptance at work is significantly lower for LGBTQIA+ staff (<50% 
compared with 61-69%).  

In 2018 UNSW par�cipated in the Australian Workplace Equality Index (AWEI) Survey which highlighted 
barriers faced by LGBTQIA+ employees, including feeling pressured to not be ‘authen�c’ at work to fit in, 
facing social s�gma and discrimina�on. Ques�ons in the AWEI survey that highlighted this included: ‘I 
expend energy hiding this aspect of myself to fit in within my work environment’ (n = 42, 12% neither agree 
nor disagree, 12% agree), and ‘I believe that LGBTQIA+ employees within my immediate work area could 
comfortably be themselves at work without fear of constant innuendo, jokes or negative commentary’ 
(n=110, 11% neither agree nor disagree, 2% disagree). Further qualita�ve data captured in the survey 
reiterated barriers impac�ng recruitment, reten�on, and progression for LGBTQIA+ employees:  

‘Both my managers are out and proud, which is fantastic, as my previous two managers in different 
departments were both in the closet as they were worried about potential consequences, such as loss of 
respect and a perceived risk of not getting future promotions.’ 

‘(I would like to see) Less overt activism and persuasion, more behind the scenes work with management to 
embed a true culture of acceptance, tolerance and understanding in the organisation.’  

‘(I would like to see) More prompt action to ensure Trans identifying staff and students are having their 
needs met in the workplace.’ 

In 2021 Diversity Council Australia found that LGBTQIA+ workers (45%) reported significantly higher levels 
of experiences of discrimina�on and/or harassment, compared to non-LGBTQIA+ workers (23%).4 Recent 
analysis of data from AWEI’s5 na�onal benchmarking scheme indicates a range of workplace barriers for 

 
2 Ivanovic, A. (2023). Career Advancement Barriers Faced by LGBTQ Employees: An Exploration of Discrimination, Bias, 
and Inclusion in the Workplace. Reviews of Contemporary Business Analytics, 6(1), 43-56. 
3 Hill, A. O., Bourne, A., McNair, R., Carman, M. & Lyons, A. (2020). Private Lives 3: The health and wellbeing of LGBTIQ 
people in Australia. ARCSHS Monograph Series No. 122. Melbourne, Australia: Australian Research Centre in Sex, 
Health and Society, La Trobe University. 
4 Diversity Council Australia (D’Almada-Remedios, R., and O’Leary, J.), Inclusion@Work Index 2021–2022: Mapping the 
State of Inclusion in the Australian Workforce, Sydney, Diversity Council Australia, 2021. 
5 The Australian Workplace Equality Index (AWEI) comprises the largest and only na�onal employee survey designed 
to gauge the overall impact of inclusion ini�a�ves on organisa�onal culture as well as iden�fying and non-iden�fying 
employees. 
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LGBTQIA+ workers, iden�fying persistent cultural norms that contribute to workplace stressors through 
overt and covert homophobic and/or transphobic ac�ons and a�tudes.6 

In 2018 UNSW also received a AWEI accredita�on score of 84, receiving Bronze Award status. A�er 
receiving Bronze again in 2019, ongoing work towards LGBTQIA+ inclusion resulted in UNSW achieving Gold 
Award status in 2020, 2021 and 2022, with the 2023 applica�on currently under assessment.  

In the five years since UNSW’s Bronze Award, the University has made significant gains in championing 
LGBTQIA+ inclusion and removing historic and structural barriers that these communi�es face. While the 
UNSW Bronze Ac�on Plan iden�fied support for transgender people as a key objec�ve, UNSW’s approach 
to LGBTQIA+ inclusion has evolved since its incep�on. Given this change, this submission reflects updated 
objec�ves more in line with the current state of LGBTQIA+ inclusion at UNSW:  

 

 

 

 

Intersec�onality  

The ASBAP identified several actions to respond to intersectionality as a Key Action Area (table 2.1). These 
reflect the emerging importance of intersectionality at the time of the application process.    

Table 2.1  Extract from UNSW’s ASBAP - Key Action Area 7, objective and proposed actions   

KEY ACTION AREA RATIONALE/OBJECTIVE PROPOSED ACTIONS 

7. Intersectionality  

Build understanding of 
intersectionality and with 
the Diversity Champions 
and advisory groups 
develop our 
intersectional approach 
and framework.   

Action 7.1: Implement improvements to 
the questions in the Personal Statistical 
Profile and to the way personal data is 
captured in UNSW’s information systems to 
encourage higher completion rates of the 
Personal Statistical Profile.   

Action 7.2: With the help of UNSW’s 
Diversity Champions and their advisory 
groups, consult on the development of a 
formalised intersectionality framework.   

Action 7.3: Conduct focus groups with 
female staff to explore how inequities due 
to gender are amplified by other personal 
characteristics such as cultural background, 
Indigenous status and disability.   

 

 
6 Donaghy, M., & Perales, F. (2022). Workplace wellbeing among LGBTQ+ Australians: Exploring diversity within 
diversity. Journal of Sociology 

Objec�ve 1: Increase understanding of issues facing LGBTQIA+ staff, including transgender staff, and 
promote awareness of support resources in place; and  

Objec�ve 2: Address limited data available on UNSW’s exis�ng LGBTQIA+ popula�on. 
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In this Cygnet, the importance of intersec�onality, acknowledging the diversity of lived experience for 
LGBTQIA+ communi�es is recognised, including transgender and gender diverse staff, and considering the 
ways that lived experience and iden��es encompass gender, sexuality, cultural background, disability, age 
and more. These posi�onali�es result in a variable and complex experience of the workplace at UNSW, and 
barriers affec�ng LGBTQIA+ recruitment, reten�on, and progression.  

Na�onal and interna�onal research firmly establishes that employees with lived experience of mul�ple 
equity groups may experience intensified challenges.7 Transgender and gender diverse individuals do not 
experience equal access to safety and supports and are more likely to experience greater and more violent 
acts of discrimina�on.8 This nega�ve experience further compounds when other factors are considered, 
including cultural background; this is seen in the DCA ‘Intersec�ons at Work’ project, no�ng that 55% of 
respondents reported that the combina�on of their cultural background and LGBTQIA+ status nega�vely 
affected their workplace experience9 (n=200). This general sector data showed that being Culturally and 
Linguis�cally Diverse (CALD) also impacted the status of employees being ‘out’ in the workplace, evidence 
by qualita�ve data gathered ‘Not sure if people understand the complexity of layers and challenges faced 
for someone with CALD background and being out at work, at home or publicly and the how you are always 
self-editing’, and quan�ta�ve data gathered (figure 2.1).  

Figure 2.1 – DCA & Pride In Diversity ‘Intersections at Work’ Report – ‘Out’ statistics for culturally diverse 
and non-culturally diverse employees.  

 

 
7 Williamson, S. & Taylor, H. (2022). “Examining the Impacts of UNSW’s Athena SWAN Program: A qualita�ve study”. 
UNSW Canberra. 
8 Tabibi, J., Kubow, M., & Baker L (2017). Gender Diversity in the VAW Sector: A Discussion Paper Informed by 
November 2016 Knowledge Exchange. London, ON: Centre for Research & Educa�on on Violence Against Women & 
Children. 
9 Diversity Council Australia/Pride in Diversity (2020). Intersec�ons at Work: Understanding the Experiences of 
Culturally Diverse LGBTIQ+ Talent, Sydney, Diversity Council Australia/Pride in Diversity.  
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3. ACTIVITIES AND OUTPUTS 

This sec�on describes interven�ons undertaken to facilitate LGBTQIA+ inclusion at UNSW. Acknowledging 
the significant changes that have occurred at UNSW since the development of the ASBAP, Objec�ve 1 has 
been updated to enable a more comprehensive and holis�c view of UNSW’s ac�vi�es and outputs, while 
Objec�ve 2 remains largely unchanged. The two objec�ves are detailed below, as are two specific case 
studies that evidence advances in LGBTQIA+ inclusion across the University. The sec�on concludes with 
ins�tu�on-wide and Faculty-specific ac�vi�es that align with the iden�fied objec�ves.  

Objec�ve 1: Increase understanding of issues facing LGBTQIA+ staff, including transgender staff, 
and promote awareness of support resources in place. 

Table 3.1 Progressing Actions from the UNSW ASBAP – Objective 1 

ACTIVITY/OUTPUT SUCCESS MEASURE ACTUAL OUTPUT 

Ac�on 6.1:  
Conduct Ally training for the 
University’s senior leaders. 

Number of senior 
leaders comple�ng 
training. 

2023 
December Ally training for Access Equity & Inclusion 
(AEI), Division of External Engagement (DEE) and UNSW 
leadership. Five senior leaders from these organisa�on 
areas atending this training session. The amount of 
senior leaders par�cipa�ng in each training session run 
in 2023 is as listed below.  

MONTH OF TRAINING 
NUMBER OF SENIOR 
LEADERS IN ATTENDANCE  

February  3 

March 3 

April  9 

June 8 

July 4 

August 5 

October 8 

December 5 

2018 – 2022 
Senior leaders completed Ally training in current sessions 
offered to all staff. In October 2018, a specific 
ally@UNSW training session was run for the Vice 
Chancellor and leadership team.  

Bespoke Ally training sessions are run for facul�es upon 
request and are also run for leadership teams. 

UNSW Ally training is presented as a case study below.  
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Ac�on 6.2:  
Increase engagement/ 
par�cipa�on in ini�a�ves 
that mark significant days: 
IDAHOBIT Day (Interna�onal 
Day Against Homophobia, 
Transphobia and Biphobia) 
in May and Transgender Day 
of Remembrance in 
November. 

Year on year increase 
in par�cipa�on by 
staff. 

MARKING SIGNIFICANT DAYS 

2024  
Days of significance presented by month for UNSW 
community, including Sydney Mardi Gras, Pride Month, 
Interna�onal Pronouns Day, Ace Week, Intersex 
Awareness Day, IDAHOBIT, Wear It Purple Day, Trans 
Awareness Week and Interna�onal Transgender Day  
of Visibility.  

These days of significance are presented alongside  
other important days of inclusion, highligh�ng an 
emerging intersec�onal understanding of inclusion  
at UNSW. 

Significant days are celebrated and visualised at  
UNSW with suppor�ng video content. Content  
is informa�onal or captures live events. UNSW 
Community on YouTube captures engagement data, 
summarised below: 

 

THEME YEAR VIEWS 

Wear It Purple 2023 182 

Trans & Gender Diverse 
Visibility Project 
(mul�ple stories) 

2023 1085 

Diversity Fes�val 2023: 
Beyond Marriage 
Equality 

2023 112 

Diversity Fes�val 2023 2023 200 

Respect Week: Men & 
Gendered Violence 
Panel 

2022 172 

What is IDAHOBIT? 2022 5700 

What is Pride Month? 2022 13,000 

Diversity Fest 2022 1000 

Intersex Awareness Day 2022 633 

Trans Awareness Week 2022 4170 

Speak Out: Intersex 
Awareness Day 

2022 175 

 
2020 – now 
Diversity Days page lists days of significance at UNSW. 

• 2231 page views total. 
• 1708 unique visitors. 
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EVENTS 
2023  

• World Pride Festival & Mardi Gras – UNSW 
par�cipated in Mardi Gras Oxford Street 
parade and in celebra�ons for World Pride 
Fes�val. UNSW collaborated with Arc (the 
UNSW student organisa�on) to offer a range 
of inclusive events and ac�vi�es for all 
students and staff, including the Pride Cup, a 
social Cra�ernoon to build costumes and 
props for the parade, trans & gender diverse 
sharing circles, LGBTQIA+ sharing circles, two 
art exhibi�ons, and par�cipa�on in the Sydney 
World Pride Human Rights Conference. The 
UNSW Australian Graduate Business School 
(AGSM) ran a Pride@AGSM event including 
Pride History and DEI masterclass and panel, 
including networking. In addi�on, 
Pride@AGSM hosted a Pride Leadership 
Symposium on nego�a�on and networking.  

• IDAHOBIT, Wear It Purple Day – Staff and 
students atended ongoing events to mark 
these days of significance with in-person and 
virtual op�ons. This included a ‘Chalk the 
Quad’ event, encouraging staff and students to 
decorate the Quad space with messages of 
Pride in recogni�on of IDAHOBIT and support 
to the UNSW LGBTQIA+ communi�es.  

• Diversity Festival – UNSW held a number of 
events to establish an intersec�onal approach 
that supported the diverse staff & student 
cohort at the University. This included 
SEXtember event ‘Beyond Binary: Celebra�ng 
Bi Visibility’.  

• Minus18 Queer Formal – held at UNSW in 
collabora�on with Minus18, an organisa�on to 
support LGBTQIA+ young people.  

• Respect Week – a student-focused week of 
ac�vi�es lead by Arc with a focus on tackling 
discrimina�on of all kinds. 

2022 

• Diversity Fest – events included, Sydney World 
Pride Brainstorm event, Sex and Gender Bias in 
Health and Medicine panel discussion, 
Intersec�onality in Research panel, and ‘Speak 
Out’ Intersex and LGBTQIA+ iden��es panel 
discussion.  

• Mardi Gras – UNSW par�cipated in parade. 
UNSW AGSM ran a Pride@AGSM panel event, 
including networking.  
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• Respect Week –20–24 June 2022; EDI presence 
included awareness raising for LGBTQIA+ 
group and the ally@UNSW network. 

 
2020–2021 
Face-to-face events were largely on hold due to the 
COVID-19 pandemic. Online sessions held include:  

• IDAHOBIT Lunch & Learn – Launching UNSW’s 
new sexuality and gender inclusive 
demographic indicators (which were to basis 
of the 2020 Australian Bureau of Sta�s�cs’ 
Standard. 

• Wear It Purple Day – Online LGBTQIA+ trivia 
• General Lunch & Learn – LGBTQIA+ sexual 

health panel. 
• Bi+ visibility day – panel event. 
• Lunch & Learn – How to be an ac�ve ally (with 

the Vice Chancellor as a guest par�cipant) 
• Minus 18 Queer Formal – funded and hosted 

by UNSW . 
 
Athena SWAN sponsored an online panel discussion with 
the LGBTQIA+ Diversity Champion in Oct 2020, and 
par�cipated in Mardi Gras in 2020. 
 
2018–2019  

• Mardi Gras – UNSW par�cipated in the Mardi 
Gras parade. 

• IDAHOBIT – UNSW raised a rainbow flag to 
mark ongoing support and inclusion for the 
LGBTQIA+ communi�es alongside conduc�ng 
Ally@UNSW training.   

• Wear It Purple day – A series of interviews 
with Queer Officers and Diversity Champions 
for LGBTQIA+ inclusion was recorded and 
published to promote the day of significance.  

• Lunch & Learn in person sessions – including 
those focused on: Being trans and/or gender 
diverse in the workplace, Intersex human 
rights (with Intersex Human Rights Australia, 
Coming out experiences for LGBTQIA+ staff 
and students. 

• Minus 18 Queer Formal – Funded by UNSW. 
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Ac�on 6.3: Par�cipate in the 
Australian Workplace 
Equality Index (AWEI) 
employee survey on 
LGBTQIA+ inclusion. The 
survey contains a set of 
ques�ons specifically for 
transgender and gender 
diverse staff on workplace 
culture. Use results to 
inform plans to support 
transgender employees. 

Par�cipa�on and 
score in the AWEI 
Index 
 
Par�cipa�on rates of 
staff in the AWEI 
survey. 

2023 
AWEI Employee Survey was conducted. 10  
325 par�cipants completed the survey.    

UNSW achieved success in their Founda�onal 
Submission and will complete the Advanced submission 
in late February 2024, an�cipa�ng renewal of Gold 
Employer status.  
 
2020-2022 
UNSW achieved Gold Award status with AWEI in 2020, 
2021 and 2022. The University is commited to the 
implementa�on of the AWEI Ac�on Plan, comprising 67 
individual achievements, with ongoing work to maintain 
best prac�ce standards, some of which specifically 
address inclusion of transgender and gender diverse 
employees.  

The ally@UNSW Steering Commitee was established 
and subsequently launched in June 2022, to assist with 
the implementa�on of the AWEI Ac�on Plan. Members 
undertook professional development training (Advocacy 
Masterclass) in August 2022. See ‘Further ac�vi�es and 
outputs’ Table 3.3 below. 

The AWEI Survey was also run in 2022, completed by 166 
par�cipants.  

2018  
UNSW made its first formal submission to Pride in 
Diversity to receive an AWEI Bronze Award. The AWEI 
Survey was run, with 110 participants.   
 

 
10 The AWEI survey contains mul�ple components designed to measure organisa�onal culture of inclusion, including 
personal beliefs regarding gender. 
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CASE STUDY: UNSW CANBERRA’S WEAR IT PURPLE DAY 2023  

UNSW Canberra and ADFA celebrated Wear It Purple Day with a campus-wide event in 2023. ADFA 
training officers and staff commited to a uniform free day as a statement of support for LGBTQIA+ 
inclusion. Nearly 100 staff par�cipated in a community photograph and took part in fundraising.  

 

In addi�on, Commandant ADFA AIRCDRE Jules Adams, and UNSW Canberra Rector and Dean 
Professor Emma Sparks commited to signing a joint statement demonstra�ng strong commitment 
from ADFA and UNSW Canberra to embracing diversity on campus and ensuring all peoples, 
regardless of their iden�ty, ethnicity, gender, religious or poli�cal beliefs and age, are welcome and 
supported for who they are and what they bring to campus as colleagues and friends. 

UNSW Canberra recently launched the EDI Measures to Action 2023 – 2026 work plan, centring 
belonging as the integra�on of diversity, equity and inclusion. Working con�nues to ensure 
successful ini�a�ves and ac�vi�es at UNSW Canberra can inform progress at UNSW Sydney and 
other campuses, and ac�vi�es and outputs at UNSW Sydney include cross-ins�tu�onal 
collabora�on (see Section 6: Further Action). 
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CASE STUDY: ally@UNSW 

The University’s ally@UNSW program was launched in 2015. From mid-2015 to 2018, UNSW 
Equity, Diversity and Inclusion representa�ves delivered a six-hour training program to UNSW 
staff, con�nually upli�ing the program and embedding prac�cal and topical content, including 
informa�on on the 2017 Marriage Equality debate. In 2019 and 2020, ally@UNSW training 
con�nued as a half-day program to make the training more accessible to a wider variety of staff 
and students. UNSW also partnered with ACON in 2019 to deliver an addi�onal LGBTIQ+ basics 
course, striving to embed updated best prac�ce content through collabora�on with ACON. This 
training equipped atendees with an understanding of terminology, life experience tes�monies 
from Australian media and LGBTQIA+ issues over the course of life, including health and mental 
health. The training also defined and discussed types of discrimina�on as well as an�-
discrimina�on laws and policies. Par�cipants discussed their roles as allies at the University and 
were invited to connect through the ‘ally@UNSW’ Facebook group. 

From 2021, ally@UNSW training underwent significant review, with improvements including: 

 

ally@UNSW training is also informed by Pride in Diversity training, which representa�ves from 
UNSW EDI regularly atend to stay up to date. Since this review, training has been delivered by 
staff from Access, Equity and Inclusion. In 2023, ally@UNSW was redesigned as a 2.5-hour 
workshop. Workshops are delivered three �mes per year. Training is open to all current UNSW 
staff, students and affiliated medical research ins�tutes. The lived experience panel draws 
par�cipants from the ally@UNSW Steering Commitee, providing personal and real-world stories, 
advice and guidance for par�cipants. 

Once staff members and students undertake training, they gain membership to the ally@UNSW 
network. For students, this course is accreditable as part of the UNSW Student Leadership 
Program. Membership con�nues to grow, and allies are listed in a directory on the EDI website. In 
the UNSW Athena SWAN Bronze Award in 2018, UNSW noted a membership of 250 staff and 
students. The ally@UNSW network has grown from 624 members in February 2023 to 997 in 
February 2024.  

Post-training feedback from par�cipants reiterates the impact of the program on staff and 
students, both professionally and personally:  

 

ally@UNSW training was noted as a high-impact ac�vity by focus group par�cipants; see Section 
5. Impact for more detail. 

• Online delivery to increase accessibility and reach 
• Strong focus on applying theory to prac�ce with in the UNSW environment 
• An updated focus on both staff and student experiences 
• More in-depth and prac�cal tools for allies to use at the University, including 

how to be an ac�ve ally and how to build an inclusive work culture, and 
• Re-introduc�on of a lived experience panel to the training workshop. 

“On a personal level, the highlight for me was seeing many of our students and colleagues so 
keen to make a difference and create a more inclusive UNSW community.” 

“After the workshops, I know that now I can help my friends and create a safe place if someone is 
approaching me or reaching out to me. I know were to refer them if they need help, as I have 
sufficient resources to do so, and I know that I can positively impact the broader community.” 
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Objec�ve 2: Address limited data available on UNSW’s exis�ng LGBTQIA+ popula�on. 

Table 3.2 Progressing Actions from the UNSW ASBAP – Objective 2 

ACTION SUCCESS MEASURE ACTUAL OUTPUT 

Ac�on 6.3 

Par�cipate in the Australian 
Workplace Equality Index (AWEI) 
employee survey on LGBTQIA+ 
inclusion. The survey contains a set 
of ques�ons specifically for 
transgender staff on workplace 
culture. Use results to inform plans 
to support transgender employees. 

Par�cipa�on and score 
in the AWEI Index 

Par�cipa�on rates of 
staff in the AWEI survey. 

2023 
AWEI Employee Survey was conducted.11 325 
par�cipants completed the survey.    

2022 
The AWEI Survey was also run in 2022, 
completed by 166 par�cipants.  

2018 
UNSW made its first formal submission to 
Pride in Diversity to receive an AWEI Bronze 
Award. The AWEI Survey was run, with 110 
participants.  

Ac�on 6.4 

Give poten�al/exis�ng staff the 
op�on to iden�fy as LGBTQIA+ on 
their personal sta�s�cal profile 
pages (via myUNSW) so the 
University can improve its 
understanding and support of the 
LGBTQIA+ popula�on. 

Disclosure rates  

Regular diversity 
repor�ng. 

2023 
Review of UNSW Personal Sta�s�cal Profile 
con�nues, reviewing op�ons to iden�fy as part 
of the LGBTQIA+ communi�es during 
onboarding process through employee HR 
portal.  

Other opportuni�es that allow employees to 
disclose include the DCA Survey and AWEI 
Survey, no�ng that 38% of par�cipants 
iden�fied as part of the LGBTQIA+ 
communi�es (n=325).   

2022 
Review undertaken of UNSW Personal 
Statistical Profile being reviewed by Division 
of EDI regarding the inclusion of a question 
about sexual orientation and updated gender 
(identity) options.    
  
2020–2023 
To ensure visibility of ally@UNSW network 
throughout the University, ally@UNSW 
merchandise distributed to staff in ally@UNSW 
network a�er training completed. ally@UNSW 
graphic for UNSW staff digital signature also 
provided to network, which includes prompts 
to add pronouns into digital signature blocks.  
 

 
11 The AWEI survey contains mul�ple components designed to measure organisa�onal culture of inclusion, including 
personal beliefs regarding gender. 
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Further ac�vi�es and outputs 

Enterprise agreements and policy 

 

 

Institution-wide initiatives: 

Table 3.3 Further activities – Institution-wide 

ACTIVITY/OUTPUT OUTCOME 

Gender Affirma�on Leave & Support  

UNSW has sought to con�nually upli� the support in 
place for employees undergoing gender affirma�on. 
This has involved upli� to the leave offerings in UNSW 
Enterprise Agreements, alongside developing a suite 
of prac�cal resources to support both employees and 
their managers throughout this process.  

2023: 

• UNSW 2023 Enterprise Agreement (EA) is 
published, permi�ng employees access to 
30 days of paid gender affirma�on leave in 
each year of con�nuous service.  

• Suppor�ng resources alongside the EA 
include Gender Affirma�on Guidelines, 
plan, and checklist.  

• Ongoing collabora�on between EDI and 
Pride In Diversity (PiD) allows UNSW to 
stay connected to industry change and 
strive for best prac�ce.  

• Collabora�on between EDI and Estate 
Management on the ‘Future Campuses’ 
project has audited current state of all 
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gender bathrooms and improved 
communica�on of facili�es including 
physical signage and informa�on available 
on UNSW public facing web pages.  

2018: 
• UNSW 2018 Enterprise Agreement is put 

into place, permi�ng 5 days of paid 
gender affirma�on leave for employees, in 
each year of con�nuous service.  

2017: 

• The second itera�on of Gender 
Affirma�on Guidelines published.  

2016: 

• The first itera�on of Gender affirma�on 
guidelines developed, in line with UNSW 
Athena Swan Bronze Ac�on Plan.  

ally@UNSW Network Steering Commitee  

The ally@UNSW Network was established in 2008.  

The purpose of the ally@UNSW Network Steering 
Commitee, established in June 2022, is to provide 
leadership and guidance to the ally@UNSW Network 
and facilitate the ongoing development of a more 
inclusive and diverse University, by advancing the 
Ac�on Plan of the Network and contribu�ng to 
UNSW’s AWEI submission. 

 

2023: 
• Network engagement suppor�ng AWEI 

survey uptake. 
• Newsleter to ally@UNSW network 

distributed each Term (3 �mes in 2023). 
• Support of UNSW par�cipa�on in Sydney 

World Pride & other days of significance 
• Lived Experience panel provided for 

ally@UNSW training. 
 
2022:  

• Commitee established in June 2022, 
including co-designed Terms of Reference, 
Ac�on plan, communica�ons channels and 
repor�ng, events guidelines. 

• Communica�on promo�ng AWEI survey to 
increase par�cipa�on rates in 2023. 

• Proposal submited to Enterprise 
Agreement Bargaining team to expand 
Gender Affirma�on Leave allowance to 30 
days. 

• Support of events, educa�on and visibility 
including LGBTQIA+ days of significance 
through Steering Commitee presence and 
par�cipa�on. 

• Prepara�on of internal ally@UNSW 
newsleter for circula�on in 2023. 

 
2021:  

• Recruitment of an Execu�ve Sponsor and 
24 current commitee members through 
an UNSW-wide EOI process. 
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Par�cipa�on in the Diversity Council Australia (DCA) 
Inclusive Employer Index  

The DCA Inclusive Employer Index is an insigh�ul 
survey tool that measures employee experiences of 
diversity and inclusion in the workplace.  

 

2023 
915 UNSW employees responded to the DCA survey 
ques�ons. Results were compared against a 
na�onally representa�ve sample of 3000 Australian 
workers (Na�onal Index benchmark) and 25,349 
employees from 89 DCA members (DCA Member 
Index benchmark).  

Results are discussed in Section 4: Outcomes.  

Appropriate data collec�on on LGBTQIA+ staff at 
UNSW 

2023:  
• Insight survey Phase 1 – con�nuing and 

fixed term staff yielded 4580 par�cipants = 
61% par�cipa�on. 

• Insight survey Phase 2 – casual staff 
yielded 1,181 par�cipants = 23% 
par�cipa�on. 

2019–20: Inclusive sexuality and gender indicators 
developed in collabora�on with community 
partners for the use on UNSW research. These 
formed the basis for the Australian Bureau of 
Sta�s�cs’ Standard in 2020. 
2019: Respect! Survey administered at UNSW. EDI 
partnered with Hudson Consul�ng to administer 
the survey, open to all students and staff. 1879 staff 
and 4460 students par�cipated in the survey. 
 
Results are discussed in Section 4: Outcomes. 

Establishment of EDI Staff Consulta�ve Group, with 
strong focus on LGBTQIA+ lived experiences.  
 
The EDI Staff Consulta�ve Group consult on proposals 
for staff-facing projects and ini�a�ves across the 
University, drawing on diverse lived experiences to 
inform the consulta�ve process.  
 

July 2023:  
• The Group was assembled via EOI, which 

was made available on the UNSW EDI 
website in July 2023, and has 22 members 
professional and academic staff members 
from various career stages and with a 
range of lived experience. 

• See UNSW Flexible work and care – Cygnet 
2 for detailed case study. 

 
2018–June 2023: 

• 17 UNSW Diversity Champions appointed 
across 5 por�olios. 

Diversity Fes�val – UNSW students and staff are 
invited to par�cipate in ac�vi�es that embrace the 
diversity of the University community and ignite 
broader conversa�ons about how to foster a more 
inclusive society. 

2023 
40+ events held predominantly on campus, 8126 
par�cipants. 

2022 
Return to campus – 40+ in-person, hybrid, and 
online events – with 1759 par�cipants. 

2021 
Themed as ‘RE: Connec�ng’ with 50+ virtual events. 
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2020 
Themed as ‘Mee�ng at the intersec�ons’ with 40+ 
virtual events.  

2019 
Inaugural Diversity Fest – over 30 events including 
panel discussions, live music, film screenings and 
social events. 

The Community of Prac�ce for Inclusive Research with 
Queer, Trans & people with varia�ons of sex 
characteris�cs (Intersex people) (CoPQTI).  
This group comprises UNSW academics, professional 
staff, and students, both LGBTQIA+ and allies, who work 
with queer and trans people, and people with 
varia�ons of sex characteris�cs, to make research and 
prac�ce more inclusive. 

Established in 2023, the CoPQTI aims to generate 
and support enhanced capacity in sector-leading 
inclusive prac�ce with queer and trans people, and 
people with varia�ons of sex characteris�cs, to: 

1. advise researchers from across UNSW and 
beyond on the implementa�on of the 
na�onal standards. 

2. provide HDR and staff training on inclusive 
research prac�ce across a range of policy 
areas, such as public health, medicine, law, 
and social sciences. 

3. develop an interdisciplinary research 
cluster to inves�gate the considerable 
impact inclusive research will have on 
future research findings and public policy 
development. 

4. serve as a central pla�orm to generate 
interdisciplinary considera�on of complex 
requests for advice from UNSW and 
beyond. 

 
Currently, the CoPQTI is open to UNSW staff and 
students. 

Mo�va�ng Ac�on Through Empowerment (MATE) 
Bystander Training – developed and founded at 
Griffith University, this new program is developed to 
be delivered by organisa�ons to their own staff. It 
provides an intersec�onal focus on violence 
preven�on through awareness and interrup�on of 
violence and discrimina�on. The training seeks to 
recognises that members of the LGBTQIA+ 
communi�es, including trans and gender diverse 
individuals, sta�s�cally experience higher levels of 
discrimina�on and violence. It also demonstrates how 
the gendered drivers of violence evidence the harmful 
effect of the gender binary on all genders.  

2024 
A second ‘Train the Trainer’ workshop to be held 
for 14 addi�onal staff, before rolling out the 
training for all staff in 2024. Training to staff across 
the University commenced in February 2024, with 
7 sessions being run across February – March. 
Upon �me of Cygnet 3 submission, 56 staff 
members had completed the formal training.  

2023 
In collabora�ve partnership with UTS, 16 UNSW 
and 14 UTS staff undertook the first ‘Train the 
Trainer’ workshop on 27-30 November 2023. A 
diverse representa�on of staff from Sydney and 
Canberra campuses atended. 
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UNSW Gendered Violence Portal – Refreshed in 2022 
and guided by the UNSW Stop. Empower. Support. 
Strategy and Ac�on Plan 2022 – 2025, the staff, 
students, and members of the UNSW community can 
confiden�ally and anonymously report current or past 
incidents of gendered violence.  

2023 
As part of the AWEI accredita�on, collabora�on 
between EDI and the Safer Communi�es data team 
ini�ated quarterly repor�ng on related LGBTQIA+ 
incidents logged into the UNSW Gendered 
Violence portal, which allowed greater assessment 
for ongoing trends and areas where further 
support can be given.  

2022 
Stop. Empower. Support. Strategy and Ac�on Plan 
2022 – 2025 launched alongside refresh of the 
Gendered Violence Portal. This included provision 
of further support channels and resources that 
were LGBTQIA+ specific, such as featuring QLife. In 
addi�on, the 2022 Annual Report for the UNSW 
Gendered Violence Preven�on & Response 
included an upli� of the terminology and 
defini�ons used, modernising the defini�ons of 
Gender, providing further informa�on on the 
harmful impacts of gender binary to all people, and 
the considera�ons of intersec�onality when 
considering gendered violence against LGBTQIA+ 
communi�es. 

2020–2023 
UNSW was one of the first Universi�es in Australia 
to publicly share their Annual Report on Gendered 
Violence Preven�on & Response 2020, and have 
been con�nuing to do so since then. These reports 
also listed LGBTQIA+ resources and support 
channels both internally (e.g. ally@UNSW network 
and ally@UNSW training), and externally (e.g. 
QLife, Sydney Sexual Health Centre LGBTQIA+ safe 
space, Another Closet).  

Sustainable Development Goals (SDGs)– Adopted by 
all UN member states in 2015, UNSW con�nues to 
work towards the 2030 Agenda for Sustainable 
Development. Goal 5, Gender Equality, and Goal 10, 
Reduced Inequali�es, are key Goals related to 
LGBTQIA+ inclusion.  

2023 
UNSW ranked 11th in the World in the QS World 
University Sustainability rankings, and UNSW 
Sydney ranked 18th in the Times Higher Educa�on 
impact rankings, which measures the University’s 
progress towards the SDGs, this result being the 
best to date.  

2022 
UNSW released the University’s Sustainable 
Development Goals 2022 report, no�ng progress 
against growing Diversity Fes�val, ongoing 
development of the ally@UNSW training, and 
con�nued commitment to achieving Gold AWEI 
status. 
 
2020–2021 
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UNSW released the University’s Sustainable 
Development Goals 2020–2021 Report, no�ng 
progress against LGBTQIA+ inclusion and gender 
equality through ini�a�ves such as being awarded 
an Employer of Choice by WGEA, achieving Bronze 
SAGE Athena Swan award, and Gold AWEI award. 
The report also outlined addi�onal ac�vi�es for 
Mardi Gras, including in February 2020 over 1000 
UNSW students and staff par�cipated in a human 
rainbow to stand in solidarity with the LGBTQIA+ 
community, which also helped in boos�ng 
ally@UNSW network engagement.  
 
2020 
The Division of EDI established the Sustainable 
Development Goals Steering Commitee to provide 
explicit accountability for developing, evalua�ng 
and communica�ng the University’s engagement 
with SDGs.  

Promo�on of inclusive language via use of pronouns 
and language resources.  

2023 
The pronouns func�on on MS Teams was 
introduced organisa�on wide, allowing employees 
to input their pronouns into a free text field that 
appears on their MS Teams profiles. A prompt to 
include pronouns is also embedded into all email 
signatures for staff.  

2022 
Inclusive wri�ng guidelines are built into the 
refreshed UNSW Wri�ng Style Guide, led by the 
UNSW Brand team. This includes a dedicated 
sec�on on Equity, Diversity and Inclusion, including 
informa�on on general inclusive language, names, 
pronouns, gender equity and LGBTQIA+ inclusion.  

2021 
Inclusive Online Learning Guidelines, created by 
the Faculty of Science, were developed and made 
available to all schools across the University.  

2019 
Classroom Inclusivity Guidelines, created by the 
Faculty of Science, were developed and made 
available to all Schools across the University.  
Event Planning Guidelines and Inclusive Classroom 
and Online Learning Guidelines  
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FACULTY-BASED INITIATIVE CASE STUDY:  
LGBTQIA+ INCLUSION AND PSYCHOSOCIAL SAFETY AT UNSW CANBERRA  

As a college of UNSW, UNSW Canberra shares a campus with the Australian Defence Force Academy 
(ADFA). Pursuit of EDI strategic goals informed impac�ul ac�vi�es for LGBTQIA+ inclusion in the 
community at UNSW Canberra. Underpinned by a focus on staff wellbeing, work to map and 
understand psychological and psychosocial risk unique to this campus has enabled UNSW Canberra 
to make key steps towards safety and inclusion for a diverse community, including LGBTQIA+ staff 
and students.  

Psychological Hazard Mapping Risk assessment 

In 2022, work was undertaken by the diverse L3 Safety Consulta�ve Commitee to consider the 14 
top workplace psychological hazards and map what risk sources might look like for UNSW Canberra. 
The resul�ng document iden�fied how these hazards could affect staff, par�cularly LGBTQIA+ staff, 
and serves as a focused resource for all staff to best assess risks to their teams.  

Figure 3.1 Excerpt 1 from UNSW Canberra’s psychological Hazard Mapping –  
Hazards and consequences 

 

Subsequently, the commitee considered exis�ng controls the University had in place to mi�gate 
iden�fied hazards and associated consequences, iden�fying gaps and sugges�ng future ac�ons.  
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Figure 3.2 Excerpt 2 from UNSW Canberra’s Psychological Hazard Mapping – Controls and gaps 

 

 

The mapping resources have informed a cultural shi� at UNSW Canberra by providing a key understanding 
of common experiences for minority groups including the LGBTQIA+ community as risks. Addressing these 
within the workplace as a prac�ce of hazard preven�on has provided an opportunity for learning 
throughout the organisa�onal structure. Managers and supervisors are able to understand inclusion as 
being cri�cal to safety and wellbeing at UNSW Canberra.  
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Faculty based initiatives 

Key ini�a�ves led by facul�es to con�nue to build LGBTQIA+ inclusion at UNSW, alongside the Faculty based 
case study, are showcased in Table 3.4.  

Table 3.4 – Further Faculty based LGBTQIA+ inclusion initiatives 

INITIATIVE FACULTY  ACTIVITIES & OUTPUTS 

Momentum Award Faculty of 
Science 

– The Momentum Award is open to all genders and 
supports staff who are returning from sustained carers 
leave with support to help maintain career 
momentum.  

– This can include parental leave (including rainbow 
families), care related to family members, and 
disability care.  

Carers’ Support 
Fund 

Organisa�on 
wide, 
administered via 
faculty  

– 2023: The fund is replaced with the ‘Carers’ Support 
Fund’, now being available to all UNSW employees (of 
all genders), and able to be used for a par�cipa�on in 
a wider range of career development ac�vi�es.  

– 2021: The Vice Chancellors Support Fund for Women 
Researchers (Staff) at UNSW is reviewed, with updated 
condi�ons of funding and guidelines to best suit the 
current commercial environment.  

– 2003: The Vice Chancellors Childcare Support Fund for 
Women Researchers (Staff) at UNSW is launched, 
providing improved support and funding to allow 
female employees to facilitate research, and atend 
interna�onal conferences and professional 
development opportuni�es.  

Women in Maths & 
Science Champions 
program 

Faculty of 
Science 

– 2024: The program expands to include a pilot that 
includes Engineering, Medicine & Health. Program 
guidelines outline that the ini�a�ve is open to women, 
non-binary, and gender-diverse higher degree research 
students and early career staff.  

– 2018–2023: The program commences and seeks to 
develop and promote women in STEMM. The 12-
month career development program supports early 
career scien�sts who iden�fy as women in developing 
communica�on, leadership and networking skills. The 
program is open to employees who iden�fy as women.  

Trans & Gender 
Diverse Visibility  

Faculty of Arts, 
Design & 
Architecture 
(ADA) 

– 2023: The faculty of Arts, Design & Architecture 
published a series of profile videos to showcase the 
experiences of trans and gender diverse students and 
staff in the Faculty. The videos showed the perspec�ve 
of students, academics, and personal staff in sharing 
their personal stories, including their journeys of self-
discovery, naviga�ng barriers, and finding their 
community at UNSW.   
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Intersec�onality  

While much progress is s�ll to be made in suppor�ng LGBTQIA+ communi�es at UNSW and promo�ng 
LGBTQIA+ inclusion, ac�on has been taken to ensure more robust and intersec�onal consulta�on is built 
into BAU processes. This includes the recently established the EDI Staff Consulta�ve Group. The group 
works closely with Access, Equity and Inclusion to provide intersec�onal insights from staff with lived 
experience in the development of organisa�onal ini�a�ves, programs, training and more. This group also 
pools resources and knowledge to progress key objec�ves that are collec�vely iden�fied and priori�sed. 
The group provide further advice, guidance, and recommenda�ons on organisa�onal challenges and 
proposed solu�ons. The Group have been consulted and provided guidance in the development of events 
(such as Mardi Gras events), training (including the ally@UNSW training), and final stages of development 
for the refresh Enterprise Agreement (including gender affirma�on guidelines and leave). See UNSW 
Flexible work and care – Cygnet 2 for detailed case study. 

4. OUTCOMES – WHAT IS THE EVIDENCE THAT THE BARRIER HAS BEEN 
REMOVED OR REDUCED? 

Objec�ve 1: Increase understanding of issues facing LGBTQIA+ staff, including transgender staff, 
and promote awareness of support resources in place. 

Australian Workplace Equality Index (AWEI) 

The 2022 and 2023 AWEI surveys allow ongoing tracking of barriers experienced by LGBTQIA+ staff at 
UNSW, providing insight into barrier reduc�on and evolu�on.  

Table 4.1 – Australian Workplace Equality Index Survey 2022 and 2023 Comparative Results  

2018 2022 2023 

SURVEY 
QUESTION 

RESPONSE 
BREAKDOWN  

SURVEY 
QUESTION 

RESPONSE 
BREAKDOWN 

SURVEY 
QUESTION 

RESPONSE 
BREAKDOWN  

Identify the 
gender with 
which you 
most closely 
identify.  

48% Male  

48% Female  

4% 
Trans/Gender 
diverse 

42 respondents  

Which of 
the 
following 
would best 
describe 
your gender 
identity?  

27% Man  

68% Woman  

3% Non-binary  

0% Agender  

0.6% A gender 
not listed  

1% Prefer not  
to respond 

166 respondents  

What is 
your 
Gender 
Identity? 

28% Man 
67% Woman  
3% Non-Binary  
1% A different 
term 
1% Prefer not to 
respond 

325 respondents  

In terms of 
your sexual 
orientation, 
how do you 
identify? 

58% Straight  

38% Gay, 
Lesbian, 
Bisexual, 
Asexual 

Are you 
someone of 
diverse 
sexuality or 
diverse 
gender 
(LGBTQIA+)? 

51% Yes 

48% No  

1% Prefer not to 
respond 

166 respondents  

What is 
your sexual 
orientation? 

62% Straight 
16% Gay & 
Lesbian  
9% Bisexual  
3.08% Pansexual  
5% Queer  
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4% Prefer not to 
respond 

110 respondents  

9% Asexual 
1% A different 
term 
4% Prefer not to 
respond 
325 respondents  

I have 
actively 
sought to 
understand 
the 
experiences 
of, and 
challenges 
experienced 
by 
LGBTQIA+ 
people 
within the 
workplace 

57% Yes 

43% No  

63 respondents  

I 
understand 
some of the 
unique 
challenges 
that people 
of diverse 
sexuality 
and/or 
gender face 
in the 
workplace 

48% Strongly 
Agree 

42% Agree 

7% Neither 
agree nor 
disagree 

2.%  Disagree 

0% Strongly 
disagree 

149 respondents  

I 
understand 
some of the 
unique 
challenges 
that people 
of diverse 
sexuality 
and/or 
gender face 
in the 
workplace 

36% Strongly 
agree 
49% Agree 
11% Neither 
agree nor 
disagree 
4% Disagree 
0.62% Strongly 
disagree 
322 respondents  

N/A – no 
comparable 
question 

N/  No 
comparable 
ques�on 

I would be 
comfortable 
having an 
‘all gender’ 
or ‘gender 
neutral’ 
toilets on 
our 
floor/area? 

78% Strongly 
agree 

18% Agree 

1% Neither 
agree nor 
disagree 

0.7% Disagree 

2% Strongly 
disagree 

147 respondents  

I would be 
comfortable 
having an 
‘all gender’ 
or ‘gender 
neutral’ 
toilets on 
our 
floor/area? 

61% Strongly 
agree 
19% Agree 
8% Neither 
agree nor 
disagree  
4% Disagree 
8% Strongly 
disagree 
309 respondents  
 

I have 
attended 
LGBTQIA+ 
awareness 
of LGBTQIA+ 
Ally training 
held within 
my 
organisation  

24% Yes 

76% No 

 

63 respondents  

I have 
attended 
Awareness 
or Ally 
training 
here for this 
aspect of 
diversity & 
inclusion 
within the 
last year 

26% Strongly 
agree 

9% Agree 

18% Neither 
agree nor 
disagree 

36% Disagree 

10% Strongly 
disagree 

149 respondents  

I have 
attended 
Awareness 
or Ally 
training 
here for this 
aspect of 
diversity & 
inclusion 
within the 
last year 

18% Strongly 
agree 
14% Agree 
16% Neither 
agree nor 
disagree 
40% Disagree 
10% Strongly 
disagree 
317 respondents  

From the year-on-year comparison of the AWEI survey results, it is evident that the survey itself is 
con�nuing to evolve and develop to be in line with Pride in Diversity’s best prac�ce. 

Between 2018 and 2023, employee disclosure of LGBTQIA+ iden�ty is increasing. General 
awareness and understanding of LGBTQIA+ barriers, as aided by UNSW-sponsored learning 
opportuni�es such as ally@UNSW training, is also growing broadly across the University.  
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UNSW Respect! Survey 

The UNSW Respect! Survey was undertaken online in 2019, with 1879 staff (26% of staff) and 4460 
students (6.7% of students) par�cipa�ng. 

Figure 4.1 Infographic – findings from Respect! Survey focussing on respectful environments at UNSW. 

 

Figure 4.1 indicates high percentages of staff and students feel safe and respected on campus, with good 
awareness of how to access mental health support. In 2019, staff were less confident that complaints 
would be ac�oned effec�vely by UNSW. While staff and students overwhelmingly agreed that gender 
equity, diversity and inclusion and mental health were supported effec�vely by the University, they held a 
more neutral posi�on regarding UNSW suppor�ng complaints. 

Five percent of all staff stated they had experienced discrimina�on based on sex or family status, and 2% of 
all staff noted discrimina�on based on sexual orienta�on.  

When considering LGBTQIA+ staff (30% of respondents) specifically, 4% indicated experiences of 
discrimina�on based on sexual orienta�on.  

Insight survey (2023) 

The Insight survey was undertaken in 2023. Sixty one percent of con�nuing and fixed term staff responded 
(n= 4580), 23% par�cipa�on from casual staff (n=181) from across most Facul�es and Divisions.  

Table 4.2 -2023 Insight Survey ‘Agree’ Responses by Gender 

SURVEY QUESTION OVERALL 
UNSW  

FEMALE  MALE PREFER NOT 
TO SAY 

NON-BINARY 
OR GENDER 
FLUID 

 4580 
respondents  

2431 
respondents 

1733 
respondents 

333 
respondents 

28 
respondents 

I am treated with 
respect at work  

84% 86% 86% 64% 71% 

UNSW demonstrates 
a strong 
commitment to 
social justice 

71% 73% 71% 48% 68% 
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I feel supported in 
my efforts to 
contribute to 
building an inclusive 
culture at UNSW 

79% 82% 79% 60% 75% 

I contribute to 
building an inclusive 
culture at UNSW 

94% 95% 92% 89% 93% 

I believe that my 
physical and 
psychological safety 
is a priority for 
UNSW  

70% 71% 72% 44% 64% 

 

Both the UNSW Respect! survey and Insight survey show inclusive culture is being built at UNSW, with a 
focus on respect and employee safety for LGBTQIA+ employees, including employees who are transgender 
and/or gender diverse.  

DCA Inclusive Employer Index (2023)  

The Inclusive Employer Index survey was also undertaken in 2023 in partnership with Diversity Council 
Australia. It was an online survey and returned 915 responses (13% of total staff) from staff. Despite the 
lower response rate, findings from this survey offer further detail to Insight survey findings. Twenty-three 
percent of respondents iden�fied as members of LGBTQIA+ communi�es.  

Table 4.3 – DCA Survey Criteria LGBTQIA+ vs non LGBTQIA+ comparison  

QUESTION RANKING LGBTQIA+ RESPONSE 
NON-LGBTQIA+ 

RESPONSE 

I am treated as a valued 
and respected team 
member 

Strongly agree 44.5% 43.7% 
Agree  38% 35.8% 
Neither agree nor 
disagree 

7.6% 9.3% 

Disagree  6.5% 7.1% 
Strongly disagree  3.2% 3.9% 

People treat each other 
with respect, regardless 
of age, culture/ethnicity, 
disability, gender, 
Indigenous background 
or sexual orientation  

Strongly agree 44% 41.1% 
Agree 42.3% 38.9% 
Neither agree nor 
disagree 

6.5% 8.7% 

Disagree 4.8% 7.7% 
Strongly disagree 2.1% 3.2% 

I have to hide or change 
who I am to fit in to 
work  

Strongly agree 40.7% 36.6% 
Agree 29.3% 37.4% 
Neither agree nor 
disagree 

14.6% 11.4% 

Disagree 11.9% 10.5% 
Strongly disagree 3.2% 3.8% 

 
I am accepted by my co-
workers 

Strongly agree 45.6% 44.5% 
Agree 40.2% 41.3% 



32 
 

Neither agree nor 
disagree 

9.2% 8.4% 

Disagree 3.2% 3.5% 
Strongly disagree 1.6% 2% 

 
I have the same 
opportunities as anyone 
else of my 
ability/experience, 
regardless of my age, 
culture/ethnicity, 
disability, gender, 
Indigenous background, 
or sexual orientation  

Strongly agree 39.6% 33.1% 
Agree  33.1% 35.7% 
Neither agree nor 
disagree 

13% 11.6% 

Disagree 8.1% 11.7% 
Strongly disagree 5.9% 7.7% 

 

 

 

 

 

 

CASE STUDY: AUSTRALIAN WORKPLACE EQUALITY INDEX (AWEI) 

AWEI is the largest and only na�onal employee survey that gauges how inclusion ini�a�ves have impacted 
organisa�onal culture and experiences of all employees. AWEI drives best prac�ce in Australia and sets 
a compara�ve benchmark for Australian employers across all sectors. In alignment with the Index, 
organisa�ons can also par�cipate in the Australian Workplace Equality Index (AWEI) employee survey on 
LGBTI inclusion. The survey contains a set of ques�ons specifically for transgender and gender diverse staff 
on workplace culture.  

 

From the findings of the DCA survey, LGBTQIA+ employees, in comparison to their non LGBTQIA+ 
counterparts, have similar levels of feeling a sense of acceptance and being valued in the workplace, 
a stark and posi�ve contrast to DCA’s 2021 findings about LGBTQIA+ acceptance in the workplace. 
While LGBTQIA+ staff were marginally more compelled to hide themselves or change their iden�ty to 
‘fit in’ in the workplace, the survey results evidence the LGBTQIA+ percep�on of UNSW as an 
inclusive and respec�ul workplace.   

 



33 
 

Table 4.4 – Australian Workplace Equality Index Results 2018–2022 

YEAR & SCORE IDENTIFIED GROWTH AREAS ACTIONS & ACTIVITIES 

2022 
Score: 180 (Gold) 

• Providing non-binary gender 
op�ons for employees, when 
choosing gender on forms  
LGBTQIA+ Inclusion 
repor�ng. 

• Further professional 
development opportuni�es 
for LGBTQIA+ employees. 

• Public commitment to 
improving inclusion of 
gender diverse op�ons in 
digital systems and forms 
solidified in Gender Equity 
Strategy (published early 
2023).  

• Crea�on of LGBTQIA+ 
specific mentorship 
programs, enshrined within 
the Gender Equity Strategy.  

• The ally@UNSW Steering 
Commitee was launched in 
June 2022, to work on the 
AWEI Ac�on Plan.  

2021 
Score: 171 (Gold) 
 

• Broaden travel informa�on 
and advice available to 
LGBTQIA+ employees  

• Increase partnership and/or 
connec�on with LGBTQIA+ 
Chari�es and Organisa�ons  

• Improve non-binary gender 
op�ons in digital forms and 
systems  

• UNSW x Minus 18 events 
scheduled annually, including 
Minus 18 Queer Formal.  

• Informa�on on travel 
informa�on and advice for 
LGBTQIA+ employees 
updated and refreshed in HR 
hub.  

2020 
Score: 173 (Gold)  

• Create resources to be 
available on inclusive 
language, use of pronouns, 
and how to ensure 
employees are 
communica�ng appropriately 
in the workplace.  

• Posi�on paper developed on 
the use of inclusive language, 
which also informs Brand 
Language Guide 

• Resource developed focused 
on pronouns.   

• Con�nued plans to celebrate 
days of significance, 
including Wear It Purple Day, 
Bisexual Awareness Day, and 
Intersex Awareness Day.  

2019 
Score: 111 (Bronze)  

• Increased visibility of days of 
significance. 

• Increase support for 
LGBTQIA+ staff and students, 
including further resources 
on ‘Coming out’, and intersex 
bodily integrity.  

• Greater focus on celebra�ng 
days of significance including 
Wear It Purple Day, and 
being a part of university-
wide event such as Diversity 
Fes�val.  

• Fellowship school of 
Reaching Out MBA is 
established, supported by 
partnership with Out for 
Australia  
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• Updates to public facing web 
pages to affirm statement of 
bodily autonomy for all 
members of the UNSW 
community, especially 
Intersex people.  

2018 
Score: 84 (Bronze)  

• Staff benefits, and 
informa�on for LGBTQIA+ 
employees regarding travel, 
insurance, and 
superannua�on advice to be 
improved.  

• Further informa�on and 
supports to be provided for 
employees engaging with 
Foster and Surrogacy leave. 

• Greater collec�on of 
LGBTQIA+ diversity 
demographics needed. 

• AGSM LGBTQIA+ 
Scholarships (within 
Leadership Excellence 
Scholarships) are introduced. 

• Updates to UNSW public 
facing web pages providing 
guidance for LGBTQIA+ 
employees, including for 
travel and reloca�on, 
surrogacy and fostering.  

• Engagement with Respect @ 
work survey, including 
LGBTQIA+ demographics.  

 

Figure 4.3 – Celebrating strong outcomes in the Australian Workplace Equality Index 

 

 

 

 

 

 

 

 

 

Objec�ve 2: Address limited data available on UNSW’s exis�ng LGBTQIA+ popula�on. 

Progress on this objec�ve is underway. The engagement with internal and external surveys, and ongoing 
project collabora�on between organisa�onal areas is leading the more robust capture of data on UNSW’s 
LGBTQIA+ popula�on. This includes data collec�on in the AWEI Survey, DCA Survey, and Respect! Survey.  

Detail in Section 3 notes ac�ons undertaken to address data limita�ons. These projects are in development 
stages and future delivery of outcomes for these are included in Section 6.  

Celebra�ng strong outcomes in the Australian Workplace Equality Index  

• Growing year-on-year celebra�ons for Days of Significance including Wear It Purple day, 
IDAHOBIT, and Mardis Gras, and UNSW specific celebra�ons such as Diversity Fes�val.  

• Strengthening ongoing partnership and community connec�ons through Minus 18 
collabora�on and events, such as Minus 18 Queer Formal.  

• Crea�on of UNSW’s first Gender Equity Strategy, including ini�a�ves that commit to LGBTQIA+ 
mentoring and professional development programs, and con�nuing to upli� and improve 
UNSW digital systems to be more inclusive.  

• Year-on-year growth of the ally@UNSW network and par�cipa�ng in the ally@UNSW training, 
with the network now at a record number of 293 members.  
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AWEI Survey  

The AWEI survey was completed by 110 respondents in 2018, 166 respondents in 2022, and 325 
respondents in 2023. Refer to rows 1 and 2 of Table 4.1 for a breakdown of AWEI survey ques�ons 
regarding gender iden�ty and sexual orienta�on.  

 

 

 

 

 

 

 

 

From 2018 to 2023, key changes and trends found in the AWEI Survey include: 

• Growing year on year par�cipa�on in the survey, growing from 110 respondents in 2018 
to 325 respondents in 2023.  

• An increase in the disclosure of non-binary gender iden�ty, and Lesbian, Gay, Pansexual 
and Asexual sexual orienta�on.  

• The AWEI survey itself is under development, with survey ques�ons evolving and 
becoming more sophis�cated over �me to be in line with current best prac�ce. This 
includes the spli�ng of ques�ons regarding sexual orienta�on and gender.  
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Respect Survey  

Table 4.5 – Respect Survey Staff Demographics: % of Division LGBTQIA+ identifying  
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Table 4.6 – Respect Survey Staff Demographics: % of Faculty LGBTQIA+ Identifying  

 

Table 4.7 – Respect Survey Sexual orientation and Gender Identity Demographics 
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Table 4.6 and 4.7 indicate the percentage of LGBTQIA+ iden�fying employees spread across the UNSW 
Divisions and Facul�es, with Table 4.8 showing the split of female and male iden�fying staff and their self-
disclosed sexual orienta�on. Table 4.8 also shows the ongoing challenges in collec�ng detailed data on 
LGBTQIA+ communi�es at UNSW, with 29% of respondents preferring not to answer. Despite marking a 
posi�ve increase in the growing number of surveys capturing this data successfully at UNSW since 2018, 
barriers in collec�ng data with full visibility con�nue to exist.  

Alongside other surveys such as the Insight survey, AWEI survey and DCA survey, the Respect! survey seeks 
to con�nue to improve the limited data available on UNSW’s exis�ng LGBTQIA+ popula�on.   

Ongoing Collaboration & Uplift 

Ongoing collabora�on between HR and EDI is focused upon con�nuing to work towards more 
comprehensive capture of employee gender and sexuality in staff management systems and recruitment 
systems.  

Each employee has a staff profile which includes their Personal Sta�s�cal Profile, detailing demographic 
informa�on such as cultural background, country of birth, language, and disability. HR and EDI are working 
to include an addi�onal ques�on focused on LGBTQIA+ disclosure in the Personal Sta�s�cal Profile. This 
ques�on will also be embedded into the onboarding process for new employees, within the UniHire 
system. The ques�on itself is:  

‘How do you describe your sexual orientation? 
a. Straight (heterosexual) 
b. Gay or Lesbian 
c. Bisexual 
d. I use a different term (please specify)  
e. Don't know 
f. Prefer not to answer’ 
 
It is proposed that data captured from both the Personal Sta�s�cal Profile and UniHire onboarding process 
will be reported monthly to HR data and EDI staff. Alongside survey tools, the integra�on of inclusive 
iden�fica�on ques�ons into HR systems will seek to improve the capture of data of the LGBTQIA+ UNSW 
communi�es. This also brings UNSW systems into alignment with the ABS 2020 standards on gender, 
sexuality and varia�on of sex characteris�cs data collec�on guidelines.  

Intersec�onality  

The collec�on of data since 2018 has improved, including collec�ng data that reflects the intersec�onality 
of employees. This includes more detailed capture of gender and sexuality, alongside cultural background, 
disability, and Aboriginal and/or Torres Strait Islander iden�ty. This is shown in the par�cipa�on in the DCA 
survey (figure 4.4)   
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Figure 4.4 – DCA Survey Overview of key intersectionality areas.  

 

Moving forward, further work on capturing intersec�onal data is embedded into the approach of the 
ongoing collabora�on and upli� driven by HR and EDI. Ques�ons in an employee’s Sta�s�cal Profile are 
proposed to outline cultural background, Indigenous and/or Torres Strait Islander iden�ty, sexual 
orienta�on, gender, age, and disability/accessibility requirements.  

5. IMPACT  

UNSW’s Athena Swan Leadership team and the Self-Assessment Team (SAT) undertook a qualita�ve 
research project in 2022, engaging UNSW staff to evaluate the University’s ini�a�ves and ac�ons to 
remove and reduce barriers to gender equity presented by LGBTQIA+ inclusion.12 Table 5.1 shows a 
breakdown of focus groups specific to this key barrier. 13  

Table 5.1: Focus Group Study Participants 

KEY 
BARRIER FOCUS GROUPS INCLUSIONS EXCLUSIONS 

LGBTQIA+ 
Inclusion 

1. LGBTQIA+ Academic 
staff;  

2. LGBTQIA+ Professional 
staff  

Employees who identify as 
LGBTQIA+ 

Staff who do not identify 
as LGBTQIA+ 

Mixed 2 Mixed groups – academic 
and professional staff across 
all Key Barriers 

All applicants who self-identified 
in one of the above Key Barrier 
groups and met inclusions 
according to that Key Barrier. 

N/A 

 

  

 
12 Williamson, S. & Taylor, H. (2022). “Examining the Impacts of UNSW’s Athena SWAN Program: A qualita�ve study”. UNSW 
Canberra. 
13 Three focus groups par�cipated in 90-minute sessions, as well as two mixed groups where par�cipants discussed lived 
experiences across a broader range of key barriers.  
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Table 5.2 Focus Group Study Participant Demographics – LGBTQIA+ inclusion + Mixed groups 

DEMOGRAPHIC TYPE LGBTQIA+ INCLUSION MIXED GROUPS 

Par�cipants (total) 10 16 

Women 8 11 

Men 2 3 

Non-binary/gender diverse 0 2 

LGBTQIA+ iden�fied 10 6 

Have a disability and/or chronic illness N/A 1 

Born in Australia 5 4 

Not born in Australia 5 12 

Flexible working arrangements 8 10 

Caring responsibili�es (parental) 0 3 

Caring responsibili�es (other) 3 4 

Table 5.3 summarises impact and examples of qualitative data collected in focus groups (LGBTQIA+FG1  
and FG2).  

Table 5.3 Assessing impact of UNSW’s initiatives to address LGBTQIA+ inclusion as a key barrier 

INITIATIVE IMPACT DATA 

ally@UNSW 
training 
 

This training was 
overwhelmingly praised, and 
par�cipants considered this 
an important and necessary 
development opportunity, as 
well as a means for 
LGBTQIA+ staff at UNSW to 
strengthen their networks 
and the diversity of their 
community.  
 

We have a significant amount of senior leadership who 
identify as part of the LGBTQIA+ community. So that just 
organically kind of shapes how [the training] rolls out, 
it's really the expectation. I’m not saying it’s done 
perfectly by any means, but I haven’t encountered 
debate or push back as to why we should be having this 
conversation at all. (LGBTQIA+FG2). 

Let’s really be loud and proud and visible and inclusive, 
all of those things. It’s getting more people into the Ally 
network, but also getting as many kinds of voices as we 
can, especially speaking to intersectionality in the 
steering committee. (LGBTQIA+FG1) 

The fact that you can Google your faculty and you can 
see who’s an ally. And then you know that if there was 
some reason that you needed to ask a question, like you 
didn’t feel safe about something or wanted to know 
where they were gender neutral toilets, you could follow 
that path. And there were a lot of things that came up. 
[…] There was so much stuff in [ally training] that I didn’t 
know about. (LGBTQIA+FG1) 

Celebra�ng days 
of significance 

Par�cipants spoke posi�vely 
about how the University 
had managed these events 
while adjus�ng due to 

Some of the rainbow things that they run on campus and 
even those rainbow steps. Like I remember when they 
got put in […] I just remember how validated I felt by 
that, like it doesn’t have to be an event where you see 
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COVID. The unveiling of the 
rainbow steps at UNSW 
Sydney was considered a 
great celebra�on. 

people, it just has to be that you are you, and it’s OK to 
be that. So yeah, I definitely think that the respect is 
there. (LGBTQIA+FG1) 

COVID has done terrible things to everybody. I think the 
last [event] I did was when everybody got together to do 
the rainbow flag on the steps. […] I liked that one, it was 
a good one. (LGBTQIA+FG2). 

I’ve been involved either to participate or running some 
of them in my professional role. And then since COVID 
have probably participated in the digital engagement 
that’s done. So, for instance, for maybe it was IDAHOBIT 
day, the request was to give a statement and a picture or 
something like that. So I’ve participated in that and then 
at a faculty level, we do some initiatives in that respect 
as well. So we have some stuff coming up for Wear It 
Purple day. (LGBTQIA+FG2) 

Suppor�ve and 
inclusive 
workplace 
cultures 

Posi�ve cultures are evident 
in a range of teams and 
workplaces across the 
University.  
 

I think really there’s two flip sides here, of one is we can 
set an example because LGBTQI+ inclusion is all about 
reframing and thinking inclusively and collaboratively, 
and I actually think lessons from that can be put into the 
broader culture. And then vice versa of looking at how 
that broader culture can incorporate and learn from 
everyone’s lived experiences, but they have to work 
together. (LGBTQIA+FG2) 

To be honest, I found UNSW a lot more respectful and a 
lot more inclusive than a lot of the other places that I’ve 
worked for. I’ve been to retail places where colleagues 
have openly mocked people like me and in front of me 
and things like that where at UNSW, it won’t fly, won’t 
ever be in any way acceptable in any sort of at any level. 
(LGBTQIA+FG2) 

It's like all places I worked in Australia, people are really 
polite, professional, respectful. I think in that way, 
actually on an everyday basis it’s quite nice. I mean the 
rules about not harassing and all of that, they work to a 
certain extent. (LGBTQIA+FG1) 

Implementa�on 
of gender 
affirma�on 
guidelines 

Work to develop and 
implement gender 
affirma�on was appreciated, 
and discussion highlighted 
the value of these benefits.  

I think the conversations around support for gender 
affirmation were bolstered by some of the feedback that 
came through by from [the AWEI] survey. So I think these 
are all pieces of a puzzle that move something along, 
and I do know that some of that came up in a few of the 
surveys I’ve done over the years. So to see something 
new enacted, imperfect as it may be, is nice to see 
because there’s often very little outcome from surveys. 
(LGBTQIA+FG2) 
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Table 5.4 summarises findings from the 2022 report, including recommenda�ons.  

Table 5.4 Ongoing challenges and recommendations for UNSW arising from focus group research14  

CHALLENGE DATA RECOMMENDATION 

A lack of basic 
awareness and 
understanding of 
prac�cal 
LGBTQIA+ 
inclusion issues: 
Lack of knowledge 
amongst some 
UNSW staff was 
evident, with 
implica�ons 
including a 
burden of 
expecta�on 
placed on these 
staff to ‘educate’ 
colleagues. 

When members of staff may be going through a process of 
gender affirmation […] even really well-meaning staff may be 
left without a framework or a policy framework to move 
through. Training around how to manage that within their 
teams and how people are responded to within their teams 
[is needed]. (LGBTQIA+FG2) 
 
I think racism is one issue that we haven’t quite confronted 
here. And it’s interesting because, you know, I’m a woman, 
I’m disabled and I’m lesbian. I’m mixed race but I don’t look 
like it, and because of that […] I’ve heard people say things 
that they probably wouldn’t have said if they had realised. 
[…] On the whole, they haven’t been really hostile or 
unpleasant comments. They’ve just been incredibly clunky, 
you know, incredibly clumsy. (LGBTQIA+FG1) 
 
I have been called out in a very formal meeting before to 
explain the whole pronouns thing, because they’d seen it in 
my e-mail and were very confused by it. And so I had to, 
right, a formal meeting in front of quite a lot of people, 
explain, and I was like, I don’t think I’m doing it justice, but 
I’m trying my hardest. (LGBTQIA+FG2). 
 
I find with UNSW in terms of management style, it’s ‘we wait 
for issues to come up and then we address them. We don’t 
talk to you about the issues that you may be having until 
they affect your workloads’ and if you’re like me, it never 
affects your workload because you’re too scared. 
(LGBTQIA+FG2) 
 

• Con�nued presence of ally 
training; regular reviews of 
training content. 

• HoS and Managers to be 
provided with training to 
conduct inclusive myCareer 
conversations with staff 
including recognition of 
service contributions; 

 

• Profiling of staff with 
diverse iden��es to 
showcase research 
through the establishment 
of a LGBTQIA+ Research 
Network.  

 

Transgender and 
gender diverse 
inclusion on 
campus – all-
gender 
bathrooms 

When ques�oned on Transgender and gender diverse 
inclusion, a key issue for par�cipants was all-gender 
bathrooms. In many cases, par�cipants stated they did not 
know where to find an all-gender toilet; this is a common 
concern on university campuses, even those that offer such 
facili�es. This lack of infrastructure was agreed to be a 
shortcoming of the University; one par�cipant stated that 
“that’s a clear thing that UNSW needs to make standard, not 
an exception to the rule” (LGBTQIA+FG1). 
 
All-gender bathrooms are just an ongoing piece of work 
there. So I do think there’s something to be said about 

• Clear mapping of the 
loca�on of all-gender 
toilets and informa�on 
included in onboarding 
and more informal team 
discussions. 

• Signage for bathrooms be 
more inclusive and 
accessible, indica�ng 
facili�es (stalls, stalls and 

 
14 Recommenda�ons and data displayed are extracted from Williamson, S. & Taylor, H. (2022). “Examining the Impacts of UNSW’s 
Athena SWAN Program: A qualita�ve study”. UNSW Canberra. These inform the recommenda�ons listed in Sec�on 6 – Further 
Ac�on.   
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ensuring that everyone has access to safe, clean, hygienic 
facilities and that, you know, make them feel comfortable 
and wanting to go into work or to go into study. 
(LGBTQIA+FG2)  

urinals) to replace “Men” 
and “Women” signage.  

Barriers to self-
expression 
through HR 
systems and 
processes 

Some par�cipants shared nega�ve experiences of HR 
systems and processes, which were slow to be updated, or 
s�ll relied on collec�ng binary gender data. HR was not 
regarded by par�cipants to be a “proac�ve” resource. One 
par�cipant shared their experience during onboarding 
trying to correct an error with their name in UNSW records 
– the par�cipant stated that this took three weeks to fix 
and reflected that this “should be really simple for someone 
going through gender affirmation” (LGBTQIA+2). 

• Review of HR and IT 
systems to support 
LGBTQIA+ inclusion, 
including ins�tu�ng clear 
processes for gender 
affirma�on through all 
UNSW systems. 

Decrease in effort 
to include 
rainbow parents 
through engaging 
with childcare 
centres. 

They used to be a lot more engaged with the local daycare 
centres – they used to raise the rainbow flag at Mardi Gras 
and all of the kids, my kids go to daycare on campus, would 
come down and be part of that and they got a rainbow 
paddle pop. And the Vice Chancellor would talk about UNSW 
and diversity and all of that stuff, and that hasn’t happened 
for quite some years now. I would say like at least sort of 
three years, four years, that’s not been the case. 
(LGBTQIA+FG1) 

• Increased effort to liaise 
with childcare centres, 
including offering ally 
training and opportuni�es 
for consulta�on with 
rainbow parents. 

Resources for 
event organising 
and other 
awareness raising 
ac�vi�es for the 
LGBTQIA+ 
community are 
limited, leading to 
increased 
workloads.  

I’m extremely time poor in the work that I do and sometimes 
being able to enjoy certain LGBTQIA+ inclusive events and 
things like that, or helping on the steering committee or 
doing the Ally training, it can all kind of affect your workload, 
which you then have to make up, and do when you find the 
time. (LGBTQIA+FG2) 
 
In general, [at School level], I find there’s not that many 
initiatives like that or [that] they have to basically promote 
the rainbow community, for example, in terms of actual 
funding or grants or these kinds of things. (LGBTQIA+FG1). 
 
[T]he problem is that burnout can sometimes combine with 
the other issues that are happening in the background, and it 
all comes to the forefront. I think burnout is an issue for 
everyone, but for LGBTQIA+ people, it can be sort of a 
compounding issue. (LGBTQIA+FG2). 

• Event coordina�on and 
par�cipa�on, membership 
in commitees and working 
groups to be considered as 
service contribu�on to the 
University which is 
supported by HoS, 
managers and the 
University.  

• Increase profile of Equity & 
Diversity Boost Award, 
including informa�on as 
part of manager training to 
ensure all staff have 
consistent, clear advice. 
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6. FURTHER ACTION 

REFERENCE 
RATIONALE/ 
EVIDENCE ACTIONS 

TIMEFRAME  
(START & 

END) 

PERSON/GROUP 
RESPONSIBLE FOR 
IMPLEMENTING 

ACTION 

SENIOR LEADER 
ACCOUNTABLE FOR 
ACTION DELIVERY 

DESIRED OUTCOMES/ 
TARGETS/ SUCCESS INDICATORS 

1. Review of 
people data 
systems to 
support 
LGBTQIA+ 
inclusion, 
including 
con�nued 
improvements 
to data 
management. 

Capturing accurate and 
evolving data on 
Employee gender. 
 
Clear and simple 
processes for gender 
affirma�on mapped and 
set up through all UNSW 
systems. 

Update data management 
systems to include 
mechanisms that 
accurately represent 
transgender and gender 
diverse people. 
 
Maintain gender 
affirma�on guidelines for 
staff so that they reflect 
the most recent updates 
and support available to 
trans and gender diverse 
staff.  

2023 - 2028 HR & EDI  TBD Capture of data on non-binary and 
gender fluid staff in data 
management systems, that is 
regularly reviewed and assessed 
annually as part of the Australian 
Workplace Equality Index (AWEI). 
 
 
Annual review of gender affirma�on 
guidelines and resources, in 
collabora�on with Pride In Diversity, 
as part of the Australian Workplace 
Equality Index (AWEI). 

2. Ongoing 
commitment to 
intersec�onal 
approaches. 

Collabora�ve approaches 
to EDI ini�a�ves at 
Faculty/School level and 
between Division EDI and 
facul�es (pooling 
resources, breaking 
down siloes). 

Promote ac�ve 
collabora�on and 
communica�on between 
AEI and Facul�es through 
ongoing Cross faculty and 
division EDI group 
quarterly mee�ngs.  

Ongoing Facul�es/schools 
 
Cross Faculty and 
Division EDI Group  
 
EDI 

TBD Greater communica�on and 
collabora�on between EDI and 
Facul�es/Schools to encourage the 
pooling of resources, and beter 
access to general support when 
needed.  
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REFERENCE 
RATIONALE/ 
EVIDENCE ACTIONS 

TIMEFRAME  
(START & 

END) 

PERSON/GROUP 
RESPONSIBLE FOR 
IMPLEMENTING 

ACTION 

SENIOR LEADER 
ACCOUNTABLE FOR 
ACTION DELIVERY 

DESIRED OUTCOMES/ 
TARGETS/ SUCCESS INDICATORS 

3. Progress the 
integra�on of all 
gender toilets 
into 
infrastructure. 

Clear priori�sa�on of 
further inclusive facili�es 
in Future Campuses 
Project. 
 
Signage for bathrooms 
be more inclusive and 
accessible. 

Audit of exis�ng toilets, 
mapped and publicly 
accessible online.  
 
Facilitate ongoing 
collabora�on between EDI 
and EM on the Future 
Campuses project and EM 
guideline crea�on. 

Ongoing  
 
Future 
campuses  
2023 - 2033 

Estate Management  
 
EDI  
 
DEE 
 

TBD Ongoing maintenance of accurate 
informa�on available on inclusive 
and accessible bathrooms on UNSW 
web pages, also raising awareness 
for all-gender toilets and 
infrastructure.  
 
Collabora�on on Future Campuses 
project confirms UNSW guidelines 
on all gender bathrooms.  

4. Support for 
rainbow parents 
working at UNSW. 

Increased effort to liaise 
with childcare centres 
and UNSW employees 
who have caring and 
family responsibili�es.  
 
Con�nually update and 
refresh resources and 
events to support 
rainbow parents at 
UNSW. 

HR to run in-house 
webinars to support 
employees engaging with 
parental leave.  
 
Ally Steerco to run events 
targeted to rainbow 
families. 
 
 
 

Ongoing HR 
 
ally@UNSW 
Steering Commitee 
 
EDI  

TBD Parents at Work Webinars to be 
transi�oned to be run in house, to 
provide more specific and in-depth 
UNSW content to support staff and 
students who are parents.  
 
Ally Steerco to run events designed 
to support rainbow families and 
maintain resources to ensure they 
are up to date.  

5. Further support 
and resourcing 
for EDI ac�vi�es, 
including 
organisa�onal 
understanding. 

Event co-ordina�on and 
par�cipa�on with 
support from 
membership in 
commitees and working 
groups.  

Staff Groups including 
Staff Consultative Group 
and ally@UNSW Network 
actively collaborate with 
EDI to facilitate 
organisational events and 
training. 

Ongoing Staff groups  
 
EDI 

TBD Ac�ve collabora�on between Staff 
Consulta�ve Group and ally@UNSW 
Network drives more intersec�onal, 
engaging and well-resourced events 
and training sessions, accessible to 
a wider range of staff and students. 
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REFERENCE 
RATIONALE/ 
EVIDENCE ACTIONS 

TIMEFRAME  
(START & 

END) 

PERSON/GROUP 
RESPONSIBLE FOR 
IMPLEMENTING 

ACTION 

SENIOR LEADER 
ACCOUNTABLE FOR 
ACTION DELIVERY 

DESIRED OUTCOMES/ 
TARGETS/ SUCCESS INDICATORS 

6. Con�nued 
commitment to 
ally@UNSW 
training for 
managers and 
supervisors. 

Managers and HoS to 
incorporate specific 
ac�ons and KPIs into 
MyCareer conversa�ons 
to progress GEDI.  
 

EDI run Ally training 
targeted specifically to 
managerial staff and 
leadership. 
 

Ongoing Facul�es/schools  
Cross Faculty and 
Division EDI Group 
 
EDI 

TBD Targeted Ally Training sessions for 
managers and HoS facilitated, 
encouraging ongoing learning on 
LGBTQIA+ inclusion.  

7. Con�nued efforts 
to raise profiles of 
LGBTQIA+ 
researchers and 
prac��oners. 

Profiling of staff with 
diverse iden��es to 
showcase research 
through the 
establishment of a 
LGBTQIA+ Research 
Network. 
 
Support for community 
of prac�ce (COPQTI+) 
ini�a�ves with 
resourcing. 

Showcase of LGBTQIA+ 
Research at UNSW and 
community events.  
 
Expansion of EDI Faculty 
Grant scheme to include 
enhancing opportuni�es 
for LGBTQIA+ students.  
 
 
 
 

Ongoing  
Facul�es/Schools  
 
Division of Research 
 
EDI  
 

TBD Promo�on and showcase of 
LGBTQIA+ research at events 
including Fair Day and celebra�ons 
of Days of Significance.  
 
Updates to EDI Faculty Grant 
Guidelines and Website, including 
broadened focus that supports 
LGBTQIA+ students.  
 
Support the new CoP especially 
around inclusive research e.g. re 
ethics applica�ons and par�cipant 
recruitment 

8. Con�nued 
organisa�on wide 
rollout of MATE 
Bystander 
training.  

Deepen staffs’ 
intersec�onal knowledge 
of gendered violence 
preven�on and being an 
‘ac�ve bystander’.  

Offer regular training 
sessions as part of the 
MATE Bystander training 
framework, to academic 
and professional staff.  

Ongoing Safer Communi�es 
 
EDI  

TBD Further training sessions rolled out 
throughout 2024 and beyond, 
organisa�on wide, to academic and 
professional staff. Improved staff 
understanding of gendered 
violence, and how this is harmful to 
all genders based on survey data.  
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