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The complimentary LGBTIQA+ Inclusive Best Practice in-person workshop was also introduced to help build 
allies’ confidence before joining the Ally Network. 
 
Lastly, RMIT also developed a range of resources supporting staff capability in relation to LGBTIQA+ issues, 
including: 

• RMIT Library's Safe and Inclusive Spaces Statement 

• Guide to Inclusive Language  

• Top 10 Tips to be an Effective Rainbow Ally: Trans and Gender Diverse Edition and 

• Gender Affirmation at RMIT Guide. 
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RMIT’s efforts to foster LGBTIQA+ inclusion from 2019–2024 have addressed the key barriers faced by this 

cohort, including the need for enhanced visibility and inclusion, allyship and networking, representation 

and systems/capability. The actions RMIT took to break down these barriers included: 1) building an 

inclusive culture through events and campaigns, 2) developing staff networks, 3) improving inclusive 

recruitment practices and 4) improving our policies and systems and offering training. These actions 

resulted in numerous events and campaigns (such as Midsumma and Pride Week), the establishment of the 

LGBTIQA+ Research and Ally Networks, recruitment measures (such as ‘Special Measures’ recruitment) and 

policy/system changes (such as gender-affirmation leave and the addition of more gender identifier options 

in systems). 

 

Outcomes included increased declarations of trans/gender-diverse identity and sexual orientation in our 

data management systems, and increased recruitment of LGBTIQA+ individuals—and culminated in RMIT 

achieving the Australian Workplace Equality Index Platinum Award from 2021 onwards. In terms of the 

impact of our efforts on staff experiences, evidence from surveys, listening groups and interviews revealed 

that staff members appreciated RMIT’s visible commitment and proactive approach to diversity and 

inclusion. Staff feedback, however, also highlighted gaps in communication, leaders’ allyship and support 

for gender diverse/trans staff. Staff emphasised that while RMIT has made significant progress, ongoing 

efforts are needed to ensure inclusion is authentic, visible and lived in everyday experiences. By continuing 

to focus on these areas, RMIT can further strengthen its reputation as a truly inclusive employer. 

 

 










