
Score Index Notes

1 6 6

6 6

Score Index Notes

2 3 3

3 3 3

4 4 4

10 10

Score Index Notes

5 4 4

6 8 8

7 2 2

8 4 4 Please consider providing more detail for the examples provided.

18 18

Score Index Notes

9 4 4

10 4 4

11 2 3 2 examples: Pride in Sport panel (LGBTQ+ and disability) and WIP Trans Visibility

12 1 3 Although you've assisted fellow networks, there is insufficient detail re. specific network support provided for each separately to obtain full points.

13 5 5

16 19

Score Index Notes

14 4 4

15 4 4

16 3 3 Please provide more detail around what achievements were actually made with their internal contributions.

11 11

Score Index Notes

17 4 4

18 2 6 Please enhance the training module to explicitly include components covered in (a) and (b).

19 4 4 Please provide more explicit detail confirming the process for new appointees.

20 x 2

21 2 2

12 18

Score Index Notes

22 2 3 Points awarded for Theo's email, but general attendance does not suffice for additional point. 

23 3 3

24 2 3 repost from Mandi Wicks does not obtain point because there was no detail around the importance of LGBTQ+ work from her.

25 3 3

10 12

Score Index Notes

26 4 4

27 4 4

8 8

Tracking of Incidents

Individual LGBTQ+ Inclusion Work Recognition

Visibility in the Workplace

LGBTQ+ Days of Significance

Strategic LGBTQ+ Inclusion Promotion 

External-facing Social Media Communications 

Documented LGBTQ+ Inclusion Strategies and Accountabilities

Personal Accountability for Inclusion

Trans and Gender Diverse Applicants

'All-Gender' Bathrooms

Gender Affirmation Leave

Network Reporting

Broader Inclusion Support

Visibility of under-represented LGBTQ+ Populations

Research into under-represented LGBTQ+ Populations

Network Leadership Succession and Sustainability

Professional Development for LGBTQ+ Employees

LGBTQ+ Content in Leadership Training

LGBTQ+ Training for Critical Functions

LGBTQ+ Training for People Managers

LGBTQ+ Training Delivered

Inclusion of Trans and Gender Diverse Employees

Strategic Focus & Accountability

LGBTQ+ Employee Network

Visibility of LGBTQ+ Inclusion

Training, Awareness & Professional Development

Executive Leadership & Engagement

Data Collection & Reporting

LGBTQ+ Employee Data Analysis

Peer Support for Senior Leadership

External Senior Leadership Advocacy

Internal CEO (or equivalent) Advocacy

Internal Executive / Senior Leadership Advocacy

Special Broadcasting Service (SBS)

AUSTRALIAN WORKPLACE EQUALITY INDEX - ADVANCED SUBMISSION 2025
LGBTQ+ Bullying, Harassment & Support

LGBTQ+ Employee Data Review
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Score Index Notes

28 2 2

29 4 4

6 6

Score Index Notes

30 2 4 63 responses; 100 required for medium size employers.

2 4

Score Index Notes

31 Network Queer Content Club 1 1  

31 Additional Media Pride Panel Event at Ch 9 1 1  

31 Network Curated Playlists 1 1 Combining points for both 'Celebrating Pride Playlist' and 'Wear It Purple Playlist.'

31 Additional Wellbeing Expo Pride Stall 0 1 Covered in Q28: Employer Branded Participation at Community Events.

31 Additional Target setting for 2025 Commissioning Guidelines 1 1  

31 Additional Pride in Sport Fireside Chat event 1 1  

31 Additional Wear ir Purple curated playlist 0 1 Combining points for both 'Celebrating Pride Playlist' and 'Wear It Purple Playlist.'

31 Additional Item Name x 1

5 8

104 120

Additional Activity - Inclusion of Trans and Gender Diverse Employees 0

Inclusion of Trans and Gender Diverse Employees - Total Score 10

Network Activity - Total Score 18

Core Activity - Inclusion of Trans and Gender Diverse Employees 10

Community Engagement

ORGANISATIONAL ACTIVITY SCORES

Core Network Activity 16

Additional Network Activity 2

GENERAL SUBMISSION COMMENTS

Total Section 10 Score

Total Advanced Submission Score

Employer Branded Participation at Community Events

Pro-Bono or Financial Support: LGBTQ+ Charities / Organisations

AWEI Employee Survey Participation

Total Section 9 Score

Additional Work

Optional Survey
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a Queer Content Club 

Answer:  SBS runs a Queer Content club available to 
all staff whereby screenings of upcoming queer 
content are held qurterly with light refreshments 
and networking encouraged 

File name/s as evidence for this question:   

File 1: Q31 Queer Content Club 

File 2: Click or tap here to enter text. 

b Media Pride Panel Event at Ch 9 

Answer:  On 4 Deceber SBS participated in a Media 
Pride event hosted by Channel 9 in which SBS 
Executive Producer of Sport Catherine Whelan 
spoke about her experience as a queer woman in 
sport 

File name/s as evidence for this question:   

File 1: Q31 Media Pride Panel 
File 2: Click or tap here to enter text. 

c Celebrating Pride Playlist 

Answer:  To celebrate Mardi Gras 2024 the SBS On 
Demand curation team pulled together a special 
playlist of films and television shows showcasing 
and celebrating pride 

File name/s as evidence for this question:   

File 1: Q31 Celebrating pride playlist 
File 2: Click or tap here to enter text. 

d Wellbeing Expo pride stall 

Answer:  In October SBS ran a Wellbeing Expo 
where we had a Pride Desk which ran LGBTQ+ 
themed trivia with prizes and information about 
how SBS staff can participate in the Pride & Allies 
Employee Advisory Group activities 

File name/s as evidence for this question:   

File 1: Q31 Wellbeing Expo 

File 2: Click or tap here to enter text. 

e Media Pride relaunch 

Answer:  SBS took to lead to relaunching Media 
Pride- an industry wide Pride Group with the 
support of Pride in Diversity. We met multiple times 
in 2024 to establish governance procedures and 
roles.  

File name/s as evidence for this question:   

File 1: Q31 Media Pride Governance 

File 2: Click or tap here to enter text. 

f 
Target setting for 2025 Commissioning 
Guidelines 

Answer:  The SBS Commissioning team engaged in 
consultation with the SBS Pride & Allies committee 
regarding the setting of new formal targets for 
onscreen and offscreen representation of LGBTQ+ 
peoples on SBS commissioned productions. The 

File name/s as evidence for this question:   

File 1: Q31 DEI Commissioning 
Guidelines consultation 
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new guidelines will launch in mid 2025 however the 
consultations occurred throughout 2024 

File 2: Click or tap here to enter text. 

g Pride in Sport Event Answer:  SBS ran a World Pride month event in 
collaboration with Pride in Sport. 

File name/s as evidence for this question:   

File 1: Q31 Pride in Sport Event 
File 2: Click or tap here to enter text. 

h Wear ir Purple curated playlist 
Answer:  The SBS On Demand team created a purple 
themed curated LGBTQ+ content playlist on SBS on 
Demand in recognition of Wear it Purple day. 

File name/s as evidence for this question:   

File 1: Q31 WIP playlist 
File 2: Click or tap here to enter text. 

 



Employee Relations Case Management database - FY 2024 (1 July 2023 - 30 June 2024)

Date Complaint 
Received Case # Worker name (Complainant) Role Business Unit Line Manager

Worker name 
(Respondent) Role Business Unit Other parties Type of Complaint

 Reporting Tags 
(select from drop 
down) Details of Complaint HRBP SBS Assigned Support Officer Investigator Jurisdiction Legal firm if briefed Legal costs Outcome Settlement costs Status Date Closed Days Open Comments

1/01/2018 20161 Employee A Journalist News and Current Affairs  Manager Employee B Executive Producer News and Current Affairs
if other people named eg 
Employee C (Witness) Bullying LGBTIQ+

Employee A alleges that Employee B has made
snide remarks in regards to Employee A's 
sexuality. HR Employee D HR Employee E

Independent internal or 
external investigator name Fair Work Commission

ie Holding Redlich and 
Partner name N/A Investigator was able to substaN/A Open 1/02/2018 31

SBS developed a training session for the News & Current Affairs team on LGBTIQ+ Inclusion as well a
the consequences of bullying and harassment. This course was assigned as mandatory and all who 
were unable to complete it in person due to being on the road (journalists) would be required to complete 

Date Complaint 
Received Case # Worker name (Complainant) Role Business Unit Line Manager Worker name (Respondent) Role Business Unit Other parties Type of Complaint Details of Complaint HRBP Investigator Jurisdiction Legal firm if briefed Legal costs Outcome Settlement costs Status Date Closed Days Open Comments

                                               *20161         * If the original complaint escalates to another jurisdiction or another investigation please put details into second line with same case number

Purpose - the purpose of the Employee Relations Case Management database is to record formal complaints made by workers of SBS (including Contractors). A complaint may be in a formal written format or made verbally to a Manager, HR Business Partner or other support person (Eg LGBTIQ+ 
grievance officer)  and would include matters such as bullying, harassment and grievances related to performance and expectations of work. For example complaints about facilities at SBS are not included in this database. 

Document 91
[Q1]



Document 92

Q1(b)(i) and (ii) 



Document 93 

[Q31] 

 

 

 



Document 94
[Q5 (b and c)]



Document 95 

[Q7] 



 

Document 96 

[Q7] 

 

 

 

 

 

 

 

 



Document 97 

[Q7] 

 

 

 

  



 

Document 98 

[Q8] 

 

 



Document 99
Q8

[     ]







SBS Pride & Allies Governance and Sustainability (2024-2025) 

 Overall SBS Diversity & Inclusion introduction  
For more than 40 years, SBS has been committed to giving a voice to all Australians, 
regardless of gender identity, sexuality, geography, age, cultural background or 
language. Diversity is, and always will be, important to SBS. It’s part of the fabric of our 
organisation, forms the very core of our Charter, and continues to be at the centre of our 
vision and strategy. While inclusion provides great business performance, innovation and 
collaboration, for SBS it means delivering on our promise to create a great workplace 
culture where each and every employee is welcomed and feels comfortable to be their 
authentic self.  

Empowered, results-driven Employee Action Groups  
To support the overall Diversity & Inclusion strategy, SBS has established an Inclusion 
Council composed of the SBS Managing Director, Inclusion & Diversity team, all five 
Employee Action Group (EAGs) representatives and Executive Sponsors. Our EAG’s are; 
The Network (Gender Equity), SBS Access (Disability, Accessibility and Carers), SBS Multi 
(Culturally and Linguistically Diverse), Pride & Allies (LGBTIQ+) and FNSAG (Indigenous)  
The Inclusion Council gathers all Employee Action Groups (EAGs) together on a regular 
basis to draw on the life experiences, insights and knowledge of each of the 
representatives to improve culture, awareness, innovation and services across the 
organisation. The Inclusion Council has appointed an Inclusion & Diversity lead (from 
People & Culture department) to ensure consistency, operational efficiency and 
alignment to enterprise strategy across the five SBS Employee Action Groups (EAG)  

SBS Pride & Allies purpose  
Pride & Allies exists as an employee led network designed to provide feedback, advise 
and recommendations to the business in relation to LGBTIQ+ inclusion. Our goal is to 
remove any barriers which may exist for the full and equal participation at work for all 
peoples regardless of gender identity or sexuality. We work collaboratively with the SBS 
Inclusion Council to drive change as well as providing advisory services to various parts 
of the business in relation to LGBTIQ+ engagement and content.  

SBS Pride & Allies structure  
Since the creation of SBS Pride & Allies, in 2017, it has been led by a core Executive 
Committee and steered by a minimum of 2 co-chairs; working groups of members 
delivering initiatives and a broader membership base of LGBTIQ+ and Ally champions 
across SBS offices. SBS Pride & Allies will try to have steering members that also 
represent different business units to ensure that all LGBTIQ+ initiatives are reported right 
across the business to keep a holistic view and ensure staff awareness at all levels.  
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Monitoring & Regular reporting of strategies and outcomes: 

1. The achievements, outcomes and progress updates of each of the EAG’s are reported
every quarter at the SBS Inclusion Council.

2. At the start of every financial year SBS Pride & Allies submits its proposed strategy and
plan for the year. The SBS Inclusion Council will review and interrogate the strategy with
a view to ensure alignment across the business and that intersectionality is represented
within the plan. Once approved, the strategy will have elements assigned to various
business units to deliver as part of our broader enterprise strategy. As such, the SBS
Pride & Allies group have direct influence over the direction of the SBS Inclusion, Equity
and Diversity Strategy

Committee Management roles 

1. Roles within the SBS Pride & Allies committee are opened up each year as part of an
Annual General Meeting (AGM) to ensure any staff member who wishes to contribute has
the opportunity to submit an application which is then voted upon by the broader Pride
& Allies base. By enabling turnover within our key management positions, we enable
fresh ideas and perspectives to be shared over time.

Annual General Meeting (AGM) 

At the end of each calendar year SBS Pride and Allies committee members attend the 
AGM. To revise each members position and responsibilities.  
The AGM invitation:  

• Is communicated to the whole SBS Pride & Allies base (Along with a list of current
roles, responsibilities and incumbents)

• Provides important notes written below
• Is sent at least one month prior to give equal attendance opportunities and for

people to think about the positions any staff member could hold (or propose to
create) in the year ahead

• Offer a video conference option to provide equal opportunities to staff who are
located in offices other than Sydney

Mandatory Positions 
• Committee co-chairs (minimum two)
• Treasurer
• Secretary
• Melbourne Office lead
• Interstate liaison portfolio lead

Flexible positions (Which may change based on strategy)
• Sport portfolio lead

• Membership portfolio lead
• Allies portfolio lead
• Content Advisor portfolio lead
• Communication portfolio lead



• Design portfolio lead
• Community out-reach portfolio lead
• Social Media portfolio lead
• Partnership portfolio lead

• Family portfolio lead
• EAG intersectional portfolio lead

Attendees at the AGM may nominate themselves for any position through a written 
submission. The submissions are reviewed by the existing chairs, Executive Sponsor and 
the Head of Talent, Development and Inclusion prior to appointments being made.  
The review process will include an assessment of the individuals demonstrated 
leadership experience and/or potential.  

The Pride & Allies co-chair will regularly raise at committee meetings the subject of chair 
succession so as to ascertain the current level of interest and motivation amongst the 
existing committee members to be nominated as a potential successors. Potential 
successors will be vetted by the Head of Talent, Development and Inclusion and the 
P&A Executive Sponsors and may be called upon to act in the chairs stead during 
periods of leave including at the SBS inclusion Council. The chair succession plan is in 
place to support backfilling of the chair role when a chairs term comes to a conclusion at 
a time other than the pre-planned term conclusion which coincides with the AGM. 

Leads and committee chairs will be required to undertake LGBTIQ+ inclusion and 
allyship training in advance of commencement of their roles regardless of whether the 
nominee is a member of the LGBTIQ+ community or an ally.  

Each portfolio lead can decide to have extra support, but the lead remains the primary 
contact point. Each committee member accepts a portfolio with related responsibilities 
Any updates to the previous list of roles and responsibilities can happen in consult with 
the EAG co-chairs  

If any of the co-chairs or portfolio leads resign from their role within the committee or 
the organisation at a point other than the AGM, the remaining co-chair will agree on 
another member to fill the role on a temporary basis until a formal appointment can be 
made.  

*Important notes on the steering committee:
1. The Steering Committee should be representative of Diversity & Inclusion in its
members:

• Equal (or as close as possible) representation of various genders.
• Equal (or as close as possible) representation of various sexual orientations.
• Equal (or as close as possible) representation of LGBTIQ+ or Allies with diverse
backgrounds, faith or ethnicities.

2. Inclusion Council: Committee members will need to comply with the Inclusion Council
guidelines



3. Attendance
• Committee members meet monthly (60min) to discuss progress about
portfolios’ projects, overall team achievements and annual events.

• Committee members are encouraged to attend, at least, 50% of those meetings.

Organisational Alignment & Agreement 

SBS Pride & Allies needs to be aligned with the overall SBS Inclusion, Equity & Diversity 
strategy to remain relevant and sustainable in the long term. Here are a couple of points 
to clarify SBS Pride & Allies long term position and agreement within SBS. 

1. Focus & workload as volunteers

It is important to note that Committee members operate on a voluntary basis and are 
enabled to complete their SBS Pride & Allies work within work hours, provided there is 
agreement with your manager. If there is disagreement with your manager about your 
role participating in the committee please raise this with the Head of Talent, 
Development and Inclusion so that this can be worked through with your manager 
directly.  

Co-chairs have dedicated focus goals added to their performance goals which enables 
them to engage in the work required to administer the EAG. Other committee members 
may add Focus goals in agreement with their manager, however all members are 
expected to be able to deliver on the core components of their primary role. From time-
to-time members may need to take a step back during high activity times and should 
communicate this with the co-chairs.  

2. Induction

SBS Pride & Allies is represented by at least one of the members to SBS monthly 
induction programs (alongside with other EAGs representatives) to give an opportunity 
for new potential LGBTIQ+ or Allies employees to be aware of the group and its purpose 
as well as how to get involved.  

3. Training

SBS Pride & Allies works with the Inclusion and Diversity team to provide training to staff 
in various topics in order to continuously educate, raise awareness and create inclusive 
work environments that are safe, free from bullying, discrimination, harassment or 
microaggressions  

4. Intersectional internal events

SBS Pride & Allies organises a maximum of two flagship internal events each year. The 
network is committed to ensuring those events are intersectional. For example “Wear it 
Purple” will be co-organised with a different EAG each year.  

5. Budget and communication



SBS Pride & Allies relies on inclusion council budget for internal initiatives. 
This budget is shared among all EAG’s based on annual strategy/initiative 
submission and approval. The submission of the strategy and plan for the 
next 12 months at the end of financial year ensures time for discussion, 
budget allocation and communication across the business. Except in 
exceptional circumstances, ad hoc budget will not be provided if initiatives 
have not been approved and endorsed by the SBS Inclusion Council. In 
the event that budget constraints occur through the central D&I budget, 
the Head of Talent, Development and Inclusion will work with each EAG to 
refine plans and actions based on a low cost model which may look 
different depending on the priorities and actions at the time 

6. Mardi Gras and other LGBTIQ+ external events

Whilst SBS Pride & Allies focuses on internal employee needs and issues to ensure the 
workplace continues to be an inclusive place to work, from time to time the group will 
engage with external events in some capacity such as;  

• Mardi Gras

The Sydney Mardi Gras is one of the most visible LGBTIQ+ events in the country. This 
represents a unique opportunity for SBS to reach out to its audiences and demonstrate 
its support to the community. Whilst SBS is no longer the broadcast partner for the Mardi 
Gras, SBS continues to have a presence at the event, and Pride & Allies are called upon 
each year to creatively contribute to the development of the SBS float theme.  
SBs is naturally solicited and happy to contribute overall support to the Mardi gras 
festival when possible. Pride & Allies has played a role in supporting some of the 
following events:  

• Fairday (Sydney)
• Midsumma (Melbourne)
• Fed Square live broadcast activation (Melbourne)
• Mardi Gras parade participation
• SBS Pride content team stories
• Social media activations
• Australian Workplace Equality Index

SBS participates each year in the annual Australian Workplace Equality Index (AWEI) run 
by Pride in Diversity. It is a core responsibility of the co-chairs of SBS Pride & Allies as 
well as the Head of Talent, Development and Inclusion to collate and put forward our 
submission each year with the cooperation and support of the committee.  

The AWEI submission (Usually in early March of each year) is designed to gauge the 
overall impact of inclusion initiatives on the organisational culture and stands as the 
definitive benchmark on LGBTQ+ workplace inclusion  

The AWEI luncheon is also managed by the Pride & Allies committee regarding design 
assets, communications, materials and attendees list. Technology and News & Current 
Affairs have a separate media sponsorship agreement with Pride in Diversity for media 
coverage of the awards as the media sponsor.  



• Pride in Sport, Media Pride and other external business events

Other external initiatives remain critical to SBS as an employer of choice. It 
is important for SBS to reflect the communities we serve and the Pride & Allies network 
is happy to contribute as much as possible to support SBS messaging. Each external 
initiative will be discussed with the Inclusion Council and or D&I team as it sits outside of 
the core responsibilities of the Pride & Allies committee.  

7. Document storage

SBS Pride & Allies has migrated to Dochub in order to retain all important documentation 
as required by government guidelines.  

8. Advisory services

SBS Pride & Allies may also be called upon from time to time to provide input and advice 
to the business on LGBTIQ+ related matters including content/editorial matters, projects, 
inclusion work and system or process changes. Advise delivered back to the business is 
managed collectively at the committee level. 



[         ]



Executive summary

Diversity and inclusion is at the heart of SBS purpose. 16.1% of SBS staff identify as members of the LGBTIQ+ community (See slide 3) and so 
it is our mission as SBS Pride & Allies to ensure that SBS continues to foster a safe and inclusive workplace where employees feel they can 
actively bring their whole self to work

The following document summarises SBS Pride & Allies 2024 activity including our key achievements

In looking back on our aforementioned activities the Pride & Allies Committee had 2 key pillars of focus – Education and Awareness and 
Inclusive Environments, which much of the ground work on systems and processes and policies having been completed by the SBS Pride & 
Allies committee in prior years.

In this document we also identify some areas of focus for 2025; namely

• Continue to drive awareness of and visibility of gender diverse identities internally
• Opportunities for more middle manager engagement on LGBTIQ+ inclusion
• Opportunity for greater internal recognition of the committees efforts and achievements
• Greater alignment with internal comms on events support 



SBS LGBTIQ+ in numbers

Demography The numbers

ALL LGBTIQ+ identifying 16.1% (of all staff)

GBTQ+ Men 48.6% (of LGBTQ+ identifying staff)

LBTQ+ Women 49.7% (of LGBTQ+ identifying staff)

Trans identifying staff 0.3% (of all staff)

Non-Binary staff 1.7% (of all staff)

Staff who identify as intersex 0.9% (of all staff)

Culturally Diverse staff 60.4% (of LGBTQ+ identifying staff)

People of Colour 24.8% (of LGBTQ+ identifying staff)

First Nations staff 7.2% (of LGBTQ+ identifying staff)

Staff experiencing disability 32.6% (of LGBTQ+ identifying staff)

Active Allies 276
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From:
Sent: Tuesday, 11 February 2025 5:45 PM
To:
Subject: RE: Pride in Diversity CEO Summit 2024

Hi 
As discussed. 
Cheers, 

-----Original Appointment----- 
From: @acon.org.au>  
Sent: Tuesday, October 29, 2024 2:23 PM 
To: Mandi Wicks; 

Subject: Pride in Diversity CEO Summit 2024 
When: Tuesday, 26 November 2024 12:00 PM-2:00 PM (UTC+10:00) Canberra, Melbourne, Sydney. 
Where: Lee Ho Fook Marvel Stadium (740 Bourke Street, Docklands Victoria 3008) 
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Sexuality & Gender Diversity

May 2024 executive snapshot
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14.3% of SBS employees live with a disability or chronic condition requiring workplace 
adjustments
20.7% of senior leaders live with a disability or chronic condition requiring workplace 
adjustments
11.9% of other leaders live with a disability or chronic condition requiring workplace 
adjustments

43.4% of SBS employees were born overseas

37.1% of senior leaders were born overseas

41.6% of other leaders were born overseas

46.6% of SBS employees have a linguistically diverse background

31.1% of senior leaders have a linguistically diverse background

40.5% of other leaders have a linguistically diverse background

Representation



16.1% of SBS employees identify as having a diverse sexuality

15.3% of senior leaders identify as having a diverse sexuality

12.2% of other leaders identify as having a diverse sexuality

63.1% of SBS employees identify as culturally diverse

56.5% of senior leaders identify as culturally diverse

61.2% of other leaders identify as culturally diverse

53.1% of SBS employees are women

58.7% of senior leaders are women

51.2% of other leaders are women

Representation



25.8% of SBS employees identify as a person of colour

22.1% of senior leaders identify as a person of colour

21.3% of other leaders identify as a person of colour

5.1% of SBS employees identify as Aboriginal and/or Torres Strait Islander people

15.6% of senior leaders identify as Aboriginal and/or Torres Strait Islander people

2.4% of other leaders identify as Aboriginal and/or Torres Strait Islander people

Representation



Sexuality or Gender Identity

In the last 12 months I have personally been a victim of discriminatory behaviour based on sexuality or gender identity in the workplace

Which option best describes the 
experience of discrimination you had?

11%

67%

22%

..from a manager or leader at SBS

..from a colleague

..in the form of systems or processes which I feel 
disadvantaged me

..from a vendor, client or external partner of SBS 
(0%)

..online by community or audience members SBS 
platforms such as Facebook or LinkedIn

..from audience or community members in person 
(0%)

2024 2023 2022

Yes 1% 1% 6%



Sexuality or 
Gender 
Identity

In 2023 78% of staff who 
anonymously reported an 
incident of LGBTIQ+ 
discrimination did not raise 
it.

In 2024 that number has 
reduced to 22%

22

22

22

11

22

I did not raise the incident

I raised the incident with another senior person who was not my manager however I
believe no action was taken

I raised the incident with my manager however I believe no action was taken

I raised the incident with P&C directly however I believe no action was taken

I raised the incident and action was taken



Raising Workplace Issues  – SBS Overall

7

Sexism in the workplace 85%             12%          3%

Racism in the workplace 85%              11%           4%

Sexual harassment in the workplace 87%             9%             4%

Ableism in the workplace 85%             12%           3%

Ageism in the workplace 83%              12%           5%

Discriminatory behaviour on the basis of 
sexuality or gender identity 87%              9%             4%

I believe that I would be safe to raise issues of…

-4%

Movement in negative scores 
vs 2023

-2%

Movement in positive scores 
vs 2023

+6%

+5%

+5% -1%

+5% -1%

+7% -2%

+5% -1%



Representation of those with a diverse sexuality

8

• Red & Green arrows indicate representation against stats from the May 2023 D&I Survey
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Diverse sexuality by division
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Results by sexuality
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85% 88%

0%

20%

40%

60%

80%

100%

Inclusion

77%
83%

0%

20%

40%

60%

80%

100%

Employee Engagement

84% 88%

0%

20%

40%

60%

80%

100%

We embrace difference

82% 88%

0%

20%

40%

60%

80%

100%

We engage and 
participate fully

73%
79%

0%

20%

40%

60%

80%

100%

The way we work Population Sizes

Straight: 767
LGBQ+: 147

• The LGBQ+ responses are actually comprised of multiple different communities who have responded differently- deeper analysis will be conducted between P&C and P&A. 
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• Red & Green arrows indicate comparisons against stats from the May 2023 D&I Survey



Experiences by sexuality
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• Red & Green arrows indicate comparisons against stats from the May 2023 D&I Survey
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Our Processes
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I am confident that SBS 
makes fair and equitable 
internal promotion decisions
 

72%       20%        8%

I am confident that SBS 
makes fair and equitable 
recruitment decisions

77%         17%          6%

I am confident that SBS 
provides fair and equitable 
training and development 
opportunities

80%         15%          5%

I am confident that SBS makes 
fair and equitable internal 
promotion decisions
 

67%       21%      12%

I am confident that SBS makes 
fair and equitable recruitment 
decisions

77%        13%       10%

I am confident that SBS 
provides fair and equitable 
training and development 
opportunities

76%        16%       8%

SBS Overall LGBQ+



Intersectionality
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Demographic intersection % of staff with a diverse 
sexuality

% of all staff

Culturally Diverse 60.4% 63.1%

People of Colour 24.8% 25.8%

Women 49.7% 53.1%

People experiencing disability 32.6% 14.3%

Aboriginal and/or Torres Strait 
Islander people

7.2% 5.1%

% of all staff

Trans identifying 0.3%

Non-Binary gender identifying 1.7%



Insights

 There is a delta in Employee Experience scores between LGBTQ employees and non-LGBTQ employees- in 
particular Employee Engagement, trust in talent processes and experiences of inappropriate workplace 
behaviour. 

 There is a significant intersection between LGBTQ employees and employees with a disability. Of our openly 
LGBTQ employees, 32.6% also identify as having a disability or disabilities. This is more than double the 
overall employee population of employees with a disability which sits at 14.3%

 Reporting of incidents relating to discrimination on the basis of sexuality or gender identity has improved. In 
2023 78% of incidents went unreported, that has now decreased to 22%. This indicates to us that transparency 
measures like the employee resolution hub and intranet reporting of case numbers is having an impact in 
building trust and faith in our internal processes. 

 Due to the small sample size, we are unable to draw statistically valid insights into the experiences of Trans 
employees at an enterprise level, though we still take on board the individual feedback, as all employees 
have a right to be happy and engaged at work and the nature of this survey means that ‘statistical validity’ 
should never be a reason not to listen actively to the feedback. 



Actions

 Focus group feedback following the close of the survey indicated that some staff selected ‘I believe no action was taken’ 
options in the behavioural follow up questions when in fact action had been taken, however they were unsatisfied with the 
action that was taken. This is a fundamental difference and important for SBS to understand. We will take an action to 
expand the multiple choice options in the 2025 survey to distinguish between these sentiments as they require different 
actions to address.

 SBS Access and SBS Pride & Allies to collaborate together on an activation in FY25 which explores the experiences of queer 
people experiencing disability or disabilities. 

 The Employee Resolution Hub has been successful in encouraging more staff to raise issues when they see them, so we can 
help them to address and resolve. In FY25 we will continue to communicate about the hub including through divisional 
roadshows. We will also run Upstander/Bystander sessions for all SBS staff which will include specific LGBTQ+ behavioural 
examples

s47E
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Subject: FW: SBS Pride Consultation - Commissioning D & I Guidelines 
Location: Microsoft Teams Meeting

Start: Thu 24/10/2024 12:30 PM
End: Thu 24/10/2024 1:00 PM
Show Time As: Tentative

Recurrence: (none)

Meeting Status: Not yet responded

Organiser:  (TVOC)

-----Original Appointment----- 
From:  (TVOC) < @sbs.com.au> 
Sent: Friday, October 18, 2024 10:27 AM 
To:  (TVOC); 
Subject: SBS Pride Consultation - Commissioning D & I Guidelines  
When: Thursday, 24 October 2024 12:30 PM-1:00 PM (UTC+10:00) Canberra, Melbourne, Sydney. 
Where: Microsoft Teams Meeting 

________________________________________________________________________________ 

Microsoft Teams Need help?

Join the meeting now

For organisers: Meeting options  
________________________________________________________________________________ 
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1. Name of Industry body

Media Pride

2. Purpose

Media Pride is dedicated to building collaborative networks among media 
industry professionals in Australia. Our goal is to create a strong network of 
community practitioners; enhance understanding and literacy on LGBTIQ+ issues 
right across the sector, to work collectively to drive positive change and 
inclusivity in the media industry and influence positive representation of LGBTIQ+ 
communities within media.  

3. Values (To be workshopped at next session)

4. Objectives

a. Promote and celebrate diversity and inclusion within the media industry
with an intersectional lens across all our objectives
b. Provide a platform for collaboration and knowledge-sharing among
member organizations
c. Implement initiatives to enhance workplace inclusivity for LGBTIQ+
individuals within the media sector
d. Create opportunities for networking and professional relationship building
across the sector
e. Attract and encourage up and coming LGBTIQ+ talent to seek out a
fulfilling career in media

5. Membership

General membership in Media Pride is open to any employee, contributor or 
professional engaged in the media sector across print, broadcast, streaming and 
digital media platforms, channels and entities.  

6. Governance structure

a. Co-Chairs: Two co-chairs shall be elected from the representatives,
serving a maximum term limit of two years. Elections for co-chairs will be
staggered with an annual election and one chair position being turned over each
year to ensure leadership continuity.
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b. Executive Committee: In addition to the Co-Chairs, an Executive 
Committee shall be formed, including roles such as Secretariat, Treasurer and 
other positions deemed necessary for the effective functioning of Media Pride. 
Executive Committee members will also serve two-year terms 
c. General Members: All representatives from media organisations involved 
in the industry body are considered general members, however each 
representative organisation is provided with equal voting rights to ensure 
balance between larger and smaller organisations.   
 
 
 
7. Election process: 
 
 
a. Elections for Co-Chairs and Executive Committee members will be 
conducted annually during a designated election period. 
b. All member organizations will have the right to nominate candidates for 
each position 
c. Elections will be conducted through a transparent voting process 

 
 
8. Decision making process: 

 
 
a. Decisions will be made through a consensus-building approach, striving 
for unity among member organizations.  
 
 
b. In the event of a disagreement, a democratic voting process will be 
employed, with decisions requiring a two-thirds majority for approval for low-risk 
items 
 
 
c. Those items designated high risk from a reputational impact perspective 
will require unanimous agreement from all member organisations, taking into 
account any approvals required by members from their respective organisations 
as some members may not have decision making authority on behalf of their 
employer 

 
 
9. Meeting Frequency 

 
 
a. Regular meetings will be held on a monthly basis to discuss ongoing 
initiatives, address concerns and plan future activities 
 
 



b. Additional ad-hoc meetings may be convened as necessary 
 
 
c. Meeting frequency may be subject to change from time to time as agreed 
by the Executive Committee 

 
 
10. Amendments to the Charter 
 
 
a. Proposed amendments to this charter may be submitted by any member 
organisation at any time 
 
 
b. Amendments will be approved through a democratic voting process, 
requiring a two third majority 
 
 
11. Dissolution 

In the event of Media Pride’s dissolution, any remaining assets shall be 
distributed to charitable organisations that align with the goals and values of 
Media Pride and the LGBTIQ+ community. In line with any applicable state and 
federal legislative requirements. 

 
 
12. Communication and Transparency 

Media Pride is committed to maintaining transparent communication channels, 
ensuring that all members are informed about key decisions, initiatives and 
developments. 

 



1

Subject: REMINDER: SBS Sport Inclusion Preview + Fireside Chat 🔥
Location: Artarmon Atrium and via livestream

Start: Mon 17/06/2024 11:30 AM
End: Mon 17/06/2024 12:45 PM
Show Time As: Tentative

Recurrence: (none)

Meeting Status: Not yet responded

Organiser: SBS Pride
Required Attendees: All Staff
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SBS Sport Inclusion Preview + Fireside Chat  ๞๟๠๡ 
 

Monday 17 June 2024 
11.30am – 12.45pm 

Artarmon Atrium and via livestream 

To celebrate and commemorate World Pride Month, SBS Pride & Allies are hosting a preview of a new mini-series created in 
partnership with SBS Sport & Pride in Sport for Pride month 2024, capturing the experience of queer athletes in Australian sport.  

Join special guests  featured in the new series SBS Sport Inclusion 2024: June Pride Month,  
, Pride in Sport’s National Program Manager, , Executive Producer of SBS Sport and , 

Producer/Editor for SBS Sport for a conversation about the creation of the series and LGBTQ+ inclusion in Australian Sport. 
 

s22 s22
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Join the livestream 
 

 
 

 
 
 

 
SBS Pride & Allies  
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Special Broadcasting Service Corporation ABN 91 314 398 574
14 Herbert Street Telephone 02 9430 3839
Artarmon NSW 2064
Australia

Tax Invoice

Attn:
Acon Health Limited
414 Elizabeth Street 
Surry Hills NSW 2010

Date: 29-JUL-24

 PO Number:

  Cust Ref : SBS Inclusion,     Page: 1 of 1

Particulars Qty Unit Unit Price GST Excl 
Value

GST GST Incl 
Price

SBS Inclusion 8 courses for 24 users for 1 year via 
Portal  

1 EACH

Total (AUD):

AUD)
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Invoice Date:  04/09/2025     Terms:  14 Days     Due Date:  18/09/2025       

    

                                                               

     
38 136 883 915
ACON Health Limited
414 Elizabeth St. 
Surry Hills Sydney, NSW 2010
Phone 02 9206 2000 TAX INVOICE 

BILL TO:
SBS
14 HERBERT STREET
ARTARMON, NSW 2064

INVOICE NO :
Invoice Date :

Customer Code :
P.O. number :

PID001580
04/09/2025

DESCRIPTION AMOUNT
 Pride Inclusion Programs Essential Membership Renewal from 1/10/25 to 
30/9/26

$7,158.00

Subtotal $7,158.00
GST $715.80

Total $7,873.80

Remittance Advice

EFT Payment Details Debtor Details

Account Name
Bank
BSB
Account No

Debtor No
Invoice No
Invoice Total

Credit Card: We accept Visa/Mastercard/AMEX. Terms of Payment: 14 days
To make online payment, please visit:
Please send a copy of remittance advice to 
Please refer to our T & C - Microsoft Word - APIP_TermsConditions 26 August 2020 (prideinclusionprograms.com.au)
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