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Dear I

| refer to your email of 1 February 2023 to the Ministry of Defence, requesting documents
and/or information on the New Zealand Defence Force (NZDF) gender non-binary,
transgender, and gender fluid workforce under the Official Information Act 1982 (OIA). As
the Ministry of Defence is not responsible for the operation of the NZDF your request was
transferred in accordance with the OIA.

The NZDF recognises that the gender transition process is unique to each individual. NZDF
personnel can undergo gender transition while employed with the organisation.
Alternatively, a person who has transitioned may apply to join the NZDF if it is at least a year
since they transitioned (i.e. that they have been stable in their gender affirming identity for
12 months). The NZDF Gender Transition Handbook (Enclosure 1) provides guidance for
transitioning personnel as well as commanders and managers. The handbook is currently
under review to reflect best practice and updated terminology.

There is no specific NZDF policy covering transgender personnel transitioning while in
service. As there are a number of ways a person can transition (medical, legal, and social
affirmations), the NZDF’s approach to those transitioning is that the required support should
be determined between the transgender person and theirimmediate commander/manager.
For those needing time off work, the current sick leave provisions are deemed appropriate
and may be used for the transition if required (e.g. for surgery if occurring).

An able-bodied transgender person applying to join the NZDF faces no impediments, as long
as they satisfy the medical standards and pass the physical and aptitude testing. The
medical standard requires a transgender candidate to complete full medical transition,
because the ongoing medical support and medication requirements would make them unfit
for service. This is a similar situation for any other able-bodied person who is on long-term
medication. There are a few exceptions to this medical standard, but these are discussed
with the senior medical officer and determined on a case-by-case basis. The NZDF
recognises that transgender people are required to remain on hormonal therapy for life.

For those in service who are seeking support, the NZDF provides primary health care for any
health issue including gender-affirming health support. Any specialist or tertiary care is
through the public health system or self-funded and coordinated by the NZDF primary
health care service. The impact of transition choices on service in the short term will depend



on the level of health support that is required (if any) and is assessed on a case-by-case
basis.

Gender inclusive toilets are a positive way to ensure facilities are inclusive for transgender
personnel. Waiouru Army Camp (where new Army recruits are trained) has some gender
inclusive bathrooms that may be used by any gender. Portable toilets are also provided in
the field that may be used by any gender.

Gender inclusive toilets are not always available across the NZDF because of existing
infrastructure or operational constraints. Nevertheless, since 2016, the NZDF has made
alterations to many existing toilets and showers on camps and bases to better suit use by all
genders, with an emphasis on facilities in barracks. Many of these facilities were originally
built as single sex facilities and in many cases built in the era of an all-male Defence Force.
Enclosure 2 is a Minute describing the approach to improvements implemented over the
past five years.

Design standards for new-build barracks have self-contained bathrooms in the individual
rooms, moving away from the shared toilets and showers that are in most existing barracks.
The NZDF Instructions for Ablutions Design Standards for both new build and retrofit
facilities are under development and will include requirements for all-gender ablution
facilities including toilets, showers and changing rooms.

The NZDF Wayfinding Design Standards include a pictogram for an “all-gender toilet”.
Defence House in Wellington has accessible gender inclusive toilets on each floor which are
identified using this pictogram. The signage is starting to be used in other locations for all-
gender facilities.

While there are NZDF-wide standards and guidelines, individual Services (Army, Navy and
Air Force) may implement specifications that are consistent with existing NZDF protocols.
For example, on 15 October 2019, the Chief of Navy announced the following changes to
the Navy’s grooming policy to promote equality and inclusiveness:

1. We are modernising the Navy hair and accessory policy to promote equality and
inclusiveness. This will go some way to ensure that the Navy is welcoming to people of
all cultures, genders, and walks of life.
2. Following suggestions and submissions from sailors in recent years, and after careful
consideration of the role of traditions, social norms and the visual representation of
our Navy in the community, | have approved the following with effect 01 Nov 19:
a. Removal of gender restrictions and definitions from hair and accessory policy e.g.
males are able to have long hair worn iaw the regulations.
b. Allowing RNZN personnel to grow moustaches.
c. Allowing RNZN personnel to wear full head braids on the grounds of religious or
cultural reasons.
d. Removal of the restriction on bald personnel wearing beards.
e. Addition of policy regarding accessories iaw cultural and Army/Air Force
guidelines.

As per Defence Force Orders (DFO 3 Human Resources Manual), non-discriminatory, gender
neutral, non-abusive and inoffensive language is to be used in all NZDF communications.
The NZDF also promotes the use of pronouns. On 17 May 2021, Chief of Defence Force Air
Marshal Kevin Short sent the following message via the NZDF intranet to all NZDF staff:



The NZDF is committed to diversity and inclusion. You will notice in email
correspondence that | now include my pronouns in my signature block. Adding
pronouns is a simple but meaningful change that we can all make to support the
LGBTTIQ+ community, and | encourage you to also consider including your pronouns in
your signature block. This small change normalises the use of pronouns for everyone
and helps make our workplaces more inclusive. An inclusive culture benefits us all. | am
proud to lead an organisation that is actively seeking to be a positive, safe and
inclusive place for all people.

For the past 3 years, Air Marshal Short has been one of three public sector Chief Executives
on the Rainbow Chief Executive network supporting LGBTTIQA+ inclusion in the public
sector as part of the Papa Pounamu (Diversity and Inclusion) Public Service work
programme.

Communication channels such as the NZDF’s Directorate of Diversity and Inclusion (DDI)
Resource Hub provide useful information for NZDF staff. Enclosure 3 is a screenshot from
the Resource Hub showing information related to the use of pronouns. The Hub also
provides links to other open source resources and information about inclusive language and
non-binary definitions.

As well as producing guidelines and online resources, DDI staff engage directly with NZDF
personnel throughout the organisation. This includes the facilitation of education on
rainbow awareness and inclusion, with unit-specific training as required. To date in 2023,
DDI has facilitated the training of two groups of instructors at Waiouru Army training camp
as well as psychologists, social workers, chaplains (pastoral care services) and other
members of Defence Health. Further training is planned for the year with other members of
the NZDF.

The NZDF LGBTTIQ+ Inclusion Plan 2020-2025 is available through the Resource Hub and a
copy is provided at Enclosure 4. Services and portfolios throughout the organisation have
been encouraged to identify and implement the action that will work best for their people.
This plan supports the NZDF to meet the needs of the NZDF Rainbow community and is
based around three levers for change: Leadership and Capability; Unit Culture; and Inclusive
Policy and Practice.

The NZDF has maintained Rainbow Tick accreditation since 2019 and is currently going
through the annual re-accreditation process. Certification tests whether the NZDF is safe,
welcoming and inclusive for rainbow communities, and supports the NZDF to continue to
develop and improve its inclusivity and diversity. Rainbow Tick evaluation areas have been
incorporated into the NZDF LGBTTQIA+ Inclusion Plan.

In addition, the NZDF has had a partnership with Pride Pledge since 2022. The partnership
builds on the work underway within DDI. Partnership supports the NZDF Rainbow Tick
accreditation with additional benefits including rainbow awareness training, policy
consultation, access to resources and networking, and collaboration opportunities for the
OverWatch network (LGBTTQIA+ communities, their whanau and allies). Enclosure 5 is a
presentation outlining recent highlights in the NZDF’'s work for LGBTTIQ inclusivity.

The NZDF’s process for the collection of sex and gender data is under review. At present, the
process is to capture information from military and civilian employees during recruitment.
This information is entered into the NZDF Human Resources data management system and
disaggregated to a binary sex at birth option of male or female. For operational reasons, the
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requirement remains for the collection of sex at birth and gender information for military
personnel. Civilian staff have no requirement for the recording of sex at birth data but
gender is needed to support the NZDF’'s work in relation to addressing the civilian gender
pay gap. A two-step method for the collections of ‘sex at birth” and ‘gender’ is being
recommended for military personnel. A ‘gender by default’ principle is being recommended
for civilian staff.

As mentioned above, the NZDF Gender transitioning guidelines are still in use but are under
review. The NZDF acknowledges that the current content is outdated and some terminology
is no longer in use. The updated guidelines will be based on the public sector guidelines
being produced by the Cross Agency Rainbow Network (CARN). The NZDF is a contributing
member of CARN, and is involved with the creation of the updated public sector guidelines.

Further educational and support resources are in development for NZDF families/whanau
with transgender (including non-binary) whanau. Existing resources have been supplied to
NZDF pastoral care providers. NZDF support for transgender inclusion includes supporting
members in relation to their whanau.

You have the right, under section 28(3) of the OIA, to ask an Ombudsman to review this
response to your request. Information about how to make a complaint is available at
www.ombudsman.parliament.nz or freephone 0800 802 602.

Please note that responses to official information requests are proactively released where
possible. This response to your request will be published shortly on the NZDF website, with
your personal information removed.

Yours sincerely

AJ WOODS
Air Commodore
Chief of Staff HQNZDF

Enclosures:

NZDF Gender Transition Handbook

Defence Estate and Infrastructure Minute, December 2016
Information from NZDF Resource Hub

NZDF LGBTTQIA+ Inclusion Plan2020 - 2025

LGBTTQIA+ highlights 2021/22
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FOREWORD FROM DEBBIE FRANCIS, CHIEF PEOPLE OFFICER

| am pleased to present the Gender Transition
guidelines for NZDF.

The NZDF is a whanau. Our whanau is built on
comradeship, courage and commitment.
When one of our people decides to transition,
this will be one of the bravest decisions and
one of the biggest personal commitments
they ever make. They will need any support
the rest of us can provide along the way.

The NZDF strives to be an inclusive
organisation. We see our people as our most
important asset. We value their diversity: in
gender, sexual orientation, ethnicity, religion,
disability status and nationality. From our
people’s diversity comes greater operational
effectiveness and better engagement with all
our communities.

These guidelines are a practical application of
the values we hold dear at NZDF. They are intended for three audiences: the individual
undergoing transition, their colleagues and their commander/managers.

The guidelines show you how to get and give the best possible support for gender transition.

Such transition can create many challenges for the individual and their colleagues in the
work place. At NZDF, we are good at rising to challenges of all kinds. My expectation is that
we will all work together to ensure that the very best care and comradeship is in place at

every stage in what can be a long journey.

We respect, celebrate and support those of our whanau who have chosen to make the
decision to transition. We hope these guidelines make it as easy as possible for them to
access the support they need.
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FOREWORD FROM LUCY JORDAN, AIR FORCE SERGEANT (RETIRED)

My transition in 2010 was uncharted
territory for the NZDF. | was blessed to
have a sympathetic Commanding Officer
and a supportive workplace in lieu of any
official policy at the time.

The overwhelmingly positive outcome of
my transition owed a lot to that support,
a bit to some luck and good timing, and to
the experience of overseas militaries and
government agencies.

These were invaluable, proving that
transition could occur in a military
environment  with  official support
enshrined in policy.

These guidelines have sought to take the
best approach from these documents and
apply it to an NZDF context. | believe the
NZDF values its people and | would hope
anyone transitioning would enjoy the
level of support | received.

Transitioning is never easy and can be a very lonely, challenging experience. | believe these
guidelines will be beneficial to anyone transitioning in the NZDF or managing someone in
their unit who is.

It is thus both a privilege and a pleasure to write the foreword to these guidelines and |
acknowledge the work done by the Directorate of Diversity and Inclusion staff in their
creation.
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ACRONYMS
BDM Births, Deaths and Marriages
CPL Corporal
DFO Defence Force Order
DFSS Defence Force Superannuation Scheme
DIXS Defence Information eXchange Service
DPM Disruptive Pattern Material (clothing)
ERA Employment Relations Act 2000
FtM Female to Male
HR Human Resources
HRA Human Rights Act 1993
HRC Human Rights Commission
HRSC Human Resources Service Centre
MCU Multi-terrain Cam Uniform (clothing)
MO Medical Officer
MtF Male to Female
NZDF New Zealand Defence Force
PTI Physical Training Instructor
RLE Real Life Experience
Rtd Retired
SAP HCM Systems, Applications and Products Human Capital

Management (NZDF’s content management system)

SGT Sergeant

SIC Staff-in-Confidence

USA United States of America

WPATH World Professional Association for Transgender Health
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SECTION 1 - TERMINOLOGY

In order for members of the NZDF to understand the terms used in this document, the
following section outlines terminology used within the transgender community.

There is no universally accepted umbrella term that adequately conveys the rich diversity of
gender identities. Many transgender people who have transitioned prefer to be known
simply as a man or a woman.

The Human Rights Commission uses the term ‘trans’ or ‘transgender people/person’ where
it is necessary to use a generic term.

Cisgender: A person whose identity conforms to the gender that they were assigned at birth.
Cisgender means not transgender.

Cross-dresser: A person who wears the clothing and/or accessories considered by society to
correspond to the opposite gender.

Fa’afafine (Samoa, America Samoa and Tokelau), Fakaleiti or Leiti (Tonga), Fakafifine (Niue),
Akava’ine (Cook Islands), Mahu (Tahiti and Hawaii), Vakasalewalewa (Fiji), Palopa (Papua
New Guinea): Terms Pasifika transgender women and ‘third sex’ people use to describe
themselves, which have wider meanings that are best understood within their cultural
context.

FtM/Transgender man: Female-to-male/someone who was assigned female at birth but
is a man/has a male gender identity.

Gender Dysphoria: When one’s feelings and identity correspond with either male or female
but these feelings are in opposition to their biological sex. This is a medical diagnosis
determined by the health sector for the transition process.

Gender expression: How someone expresses their sense of masculinity and/or femininity
externally.

Gender identity: A person’s internal, deeply felt sense of being male or female (or
something other or in between). A person’s gender identity may or may not correspond with
their sex.

Gender Realisation: The individual realises that they want to transition gender and is
medically diagnosed accordingly.

Gender reassignment services: The full range of medical services that transgender people
may require in order to medically transition, including counselling, psychotherapy, hormone
treatment, electrolysis, initial surgeries such as a mastectomy, hysterectomy or orchiectomy,
and a range of genital reconstruction surgeries.

Gender: The social and cultural construction of what it means to be a man or a woman,
including roles, expectations and behaviour. Sex is sometimes used interchangeably in
everyday situations. These guidelines will use both terms as defined in the terminology
section.

Genderqueer: People who do not conform to traditional gender norms and express a non-
standard gender identity. Some may not medically transition or cross-dress, but identify as
genderqueer, gender neutral or androgynous.

Intersex: A general term used for a variety of conditions in which a person is born with
reproductive or sexual anatomy that does not seem to fit the typical biological definitions of
female or male. Some people now call themselves ‘intersex’.
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MtF/Transgender woman: Male-to-female/someone who was assigned male at
birth who has a female gender identity.

Non-binary: Similar to genderqueer, someone who doesn't identify with being a
man or a woman.

Queen: Another term for someone born with a male body who has a female gender
identity.

Real Life Experience (RLE): A period of time in which transgender individuals live
full-time in their preferred gender role.

Sex assigned at birth: The sex someone is designated at birth, typically based on
external physical appearance. May or may not match their sex, and can be male,
female or indeterminate.

Sex: This is someone’s biological makeup, based on chromosomes/DNA. Can be
male, female, or indeterminate.

Takatapui: An intimate companion of the same sex. Today used to describe Maori
gay, lesbian, bisexual and transgender people.

Tangata ira tane: A Maori term describing someone born with a female body who
has a male gender identity.

Transgender/Trans: A person whose gender identity is different from their assigned
sex at birth. It is not appropriate to treat or refer to a trans person as anything
other than their gender identity. The only exception to this will be in a medical
setting with regard to biological sexual organs.

Transitioning: Steps taken by transgender people to live in their gender identity.
Transitioning often involves medical treatment to change one’s physicality through
hormone therapy, and may involve gender reassignment surgeries (sometimes
referred to as gender realignment surgeries by transgender people).

Transsexual: A person whose biological sex at birth does not match their identity. (It
is not appropriate to treat a transsexual person at any time as belonging to a
‘biological sex classification that they do not identify with’.)

Whakawahine, Hinehi, Hinehua: Maori terms describing someone born with a
male body who has a female gender identity.

The use of terminology is constantly evolving. Many of the terms are self generated to
help define the individual. It is important to ask what term a person is most comfortable
using.
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SECTION 2 — INTRODUCTION

This guide is not an Order, a Policy, or a Standing Operating Procedure — it is a handbook and
educational resource to support commanders/managers and transitioning personnel during
what may be a challenging time. Therefore, nothing in this handbook is to be construed as
prevailing over any relevant Act of Parliament or any orders, rules, instructions or
procedures issued within the NZDF. Any conflict between this guide and the aforementioned
documents is to be reported to Directorate of Diversity and Inclusion, NZDF HR and, where
there is conflict, the Act of Parliament or Order is to prevail.

In New Zealand, transgender people often struggle for acceptance in society. The Human
Rights Commission’s Inquiry into Discrimination Experienced by Transgender People (2008)
confirmed that transgender people face significant discrimination in daily life. The majority
of submissions to the inquiry correlated discrimination with where they work.

There are very few openly transgender personnel in the NZDF. However, the Youth 2000
survey of high school age New Zealanders (2012 data) shows that 1.2 per cent (96/8166)
identify as transgender. Confidence in the NZDF's treatment of transgender personnel
combined with an increasingly gender diverse youth population suggests that the NZDF can
expect an increase in types of gender expression and identity amongst personnel in the
future. As a result, it is likely there could be an increase in gender transitions in the NZDF.

The guidelines focus on the process of transitioning from one gender identity to another.
There may also be useful information here for genderqueer and transgender members who
do not intend to transition. The guidelines are intended to be used by members of the NZDF.

Organisations that foster an inclusive workplace have higher levels of performance and
morale. Absenteeism is reduced. Such a workplace allows an environment of trust and
openness. People are more likely to be comfortable, to demonstrate their initiative and be
more efficient and effective.

The NZDF is committed to providing an environment free from discrimination, harassment
and bullying’. This guide will inform and assist personnel who intend to transition during
their service or employment. The guide also provides advice to commanders and managers.
It is a guide rather than orders or official policy because it needs to be adaptable to suit a
range of personal situations.

Human Rights Protections

The Human Rights Act 1993 (HRA) prohibits discrimination on 13 different grounds, including
sex. These same grounds are also found in the Employment Relations Act 2000 (ERA). The
ERA applies only to civilian members. The NZDF is statutorily required to observe the
obligations prescribed by the HRA. A Crown law opinion (2006) concluded that transgender
people are likely to be protected by the prohibition on sex discrimination. This opinion
researched decisions made by the Canadian, United Kingdom and European Courts. The HRC
has interpreted sex to include gender and gender identity.

! DFO 3, Part 5, Chapter 3

10
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The protection against discrimination applies to all aspects of employment. It is illegal to
discriminate on grounds of sex by failing to offer the same terms of employment given to
other employees with similar qualifications or experience levels.

It should be noted that the ERA contains several provisions that apply when an employment
relationship has been established. These provisions are covered in civilian member’s
contracts. One is a duty of good faith, which includes employers and employees being
responsive and communicative. Whilst the ERA only applies to members of the civil

members, the intent and principles are applied to members of the Armed Forces insofar as is
applicable.

11
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SECTION 3 — UNDERSTANDING GENDER TRANSITION

Gender Identity

It is important to be clear from the outset that sex assigned at birth, gender identity, and
sexual orientation are three distinctly different matters and they should not be confused.
Sex assigned at birth is the sex assigned based on physical appearance at birth. Gender
identity is about someone’s personal sense of maleness and/or femaleness. It is different
from sexual orientation, which is about to whom someone is attracted or chooses as a
sexual or romantic partner. Transgender people may be heterosexual/straight, lesbian, gay
or bisexual — just like cisgender people.

Individuals define their own gender identity; therefore, gender identity and its expression
vary greatly. The term gender transition (or reassignment) refers to the process that some
transgender people go through to present themselves permanently in their affirmed gender.
This usually includes a regime of specialist psychiatric evaluation, hormone treatment, RLE
and, sometimes, reconstructive surgery.

The following sets out the five stages in the transition process through which individuals may
follow as outlined by the WPATH:

1. Gender Realisation. The individual realises that he or she wants to transition gender and
is medically diagnosed accordingly.

2. Social Reassignment (Transition). The individual dresses and lives in their new gender
role and is treated as being of the gender with which they identify. It is a requirement of
the WPATH International Standards of Care that an individual must live and work in their
new gender role for a period of one-year minimum prior to any irreversible surgical
intervention. This is often known as the RLE. For NZDF, this means that the person is
likely to need to work in their new gender role before undertaking gender-affirming
surgery.

3. Maedical Treatment/Hormonal Reassignment. There is no single model of treatment but
a typical approach will utilise counselling and psychotherapy, hormones and anti-
androgens, facial hair removal (for MtF), and speech therapy. Hormone treatment is
taken to change the individual’'s body shape, appearance and behaviour. Hormone
therapy is normally required for the rest of the individual’s life.

4. Surgical Reassignment. The individual undergoes surgery and acquires physical
characteristics appropriate to their affirmed gender. Surgical treatment may include
genital surgery, breast augmentation or removal, facial feminization surgery, reduction
of the external appearance of larynx and modification of the vocal chords. Surgical
procedures may be carried out over a number of years.

5. Post-operative. The individual returns to a normal routine in their new identity.
Individuals should have access to post-operative monitoring and ongoing counselling if
desired, although both of these will taper off over time.

It should be stressed that not all transgender people choose to go through all these steps.
Others may not be able to for various reasons (usually medical or financial). These steps may
overlap, especially steps 2 and 3, which often run concurrently. The transition process from
initial diagnosis of gender dysphoria to surgical reassignment is lengthy (possibly up to three
years) so careful and sensitive management of the individual’s assignment and well-being is
needed.

12
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Private surgery in New Zealand is expensive and the public health system only funds a
handful of operations every year. Most MtFs in New Zealand seeking surgery will look to
Thailand, which has a number of highly regarded surgeons. FtMs usually have to go further
afield to the USA or England. Should an individual decide to pursue this option, getting the
support to recover post-operation are important and could be a significant period.

Recognising that someone has gender dysphoria may not be straightforward. An individual
who has gender dysphoria may show symptoms similar to those from a stress- or anxiety-
related condition. In addition, people who have gender-related issues are used to concealing
them, especially from authority figures. Members of the NZDF who consider themselves
transgender are likely to have been through a turbulent and emotional period of coming to
terms with their gender identity. Sensitive management of the individual is therefore
essential. Any individual who declares themselves to be transgender should be offered the
appropriate level of care and support whilst they consider, or pursue, gender reassignment.
Once the commander/manager becomes aware of an individual who declares themselves as
transgender, they should immediately research the relevant information and seek out
assistance to enable and empower themselves in order to appropriately manage this
sensitive situation. Further avenues for information on transitioning and other issues are at
the end of this guide. Refer Section 8.

13



Released under the Official Information Act 1982

SECTION 4 — ROLE OF THE COMMANDER OR MANAGER

Leadership

When a member discloses to their commander/manager that they are transgender, this is a
very significant step. They need to share what is highly sensitive and personal information.
All decisions on transitioning remain the member’s responsibility, including their transition
process. However, NZDF, as an employer, has a duty of care to both that member and the
others in the workplace. Unlike other workplace scenarios, overt and unique changes are
required. When the member comes to you, they realise that command needs to be jointly
consulted and involved in the management of their journey.

When the initial contact is made, it could be informal. It may be as simple as a request for a
meeting. It is quite likely that the person has taken some private steps to prepare for
disclosure. Give them time to discuss with you their current situation and their plans for the
future. It is acceptable to let them know if you need to seek advice to help them. Be open
and supportive. The process is different in every case with regard to timelines and other
factors. Gaining their confidence in you as a commander/manager is imperative. The
transgender member will set the pace of change.

Always keep in mind that transgender people generally prefer simply to be either a man or a
woman. Ask them for their preference. As you agree to how their journey will develop, keep
these wishes to the forefront of any planning required.

The commander/manager has a powerful role in setting the tone. Specifically, you define the
degree of inclusion within your team. Your leadership and attitude towards transgender
members has a strong impact on how they are treated and respected by others.
Transgender members who do not feel safe or confident managing their gender dysphoria
can spend a significant amount of their available capacity feeling anxious or hiding aspects of
themselves. Therefore, they are not performing at their best. Time spent building an
inclusive workplace that encourages everyone to be themselves allows NZDF to capitalise on
the strengths of all individuals and reduces the likelihood of harmful behaviours within the
unit. Commanders/Managers should look equally, openly and fairly to addressing the three
elements of service.

Individual

Needs

Service
Reputation

14
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Unit Standards and Outputs

Unit standards and outputs may be affected in some way as the individual, unit colleagues
and command/management adapt to the new situation. It is normal for all staff to have
mixed feelings about the transition. The level of knowledge and the camaraderie within the
workplace are both factors that could affect staff opinions. Proactive leadership with open
honest communication and supportive education is necessary. This approach can create
positive effects and benefits within the unit and wider Base/Camp. It is recommended that
commanders/managers should initiate regular and overt monitoring of all staff within the
unit.

Education

The most effective way to prepare people for acceptance of diversity is to educate and
inform them. It is important that any educational material should be offered as voluntary
information. This was the basis of the plan for a previous gender transition case in the NZDF.
The depth of voluntary education was provided based on the different relationships with the
transitioning member. In consultation with the transitioning member, close colleagues and
friends were offered full educational packages. Seminars and handouts were offered to the
wider Base audience for their awareness/education. The educational seminars were well
received/attended and went some way to ensuring that the individual did not suffer from
harassment or discriminatory behaviour.

Encourage your team to read and understand the topic. SGT (Rtd.) Jordan’s case study in
these guidelines is a good place to start. Education will be the foundation of effective and
proactive management of the transition.

Support for the Transitioning Member

Ensure that the member is aware of available support services. Members of the Armed
Forces have NZDF Health Services for referral. Members of civilian staff can utilise VITAE.
The NZDF4U mental health helpline (0800 693348) is also available to all members of NZDF
and their families.

To provide assistance with regard to current Health policy, with the consent of the
transitioning member, the MO is involved or kept informed of any plans or arrangements
that are in place. If the transgender person is a civilian member, then the MO can provide
some advice for the commander/manager.

Commanders/Managers may encourage and assist the transitioning member to identify a
suitable and willing mentor from either within their workplace or external to it. Mentors can
be invaluable in the provision of advice and guidance on the day-to-day practicalities of
living in the affirmed gender, such as teaching hairstyling or the fundamentals of shaving
facial hair.

The commander/manager should also consider using a mentor who has experience/skills in
managing transgender or other significant/sensitive personnel situations. This person could
even be from another organisation. Having an appropriate sounding board to bounce ideas
off helps with better decision-making, and using someone outside of the NZDF can
strengthen confidentiality. Discuss this approach with the individual to obtain consent and
establish confidence in your relationship.

15
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Action Plan

To assist a transgender member to complete their transition successfully, the
commander/manager can co-design an action plan with the individual. Precise content and
timeframes in the plan will be different in each individual case. Because of the possible
variance, regular revisits may be required.

Consider the following points when putting together an action plan:

a) Whether the individual wishes to stay in their current role or be reassigned or
posted. Reassignment/posting will not be automatic, therefore consideration should
be taken into account in regards to closeness to family and personal support.

b) The expected timeline of any medical and surgical procedures. This will probably
develop as the transition progresses and individuals are not expected to precisely
know times and dates at the start.

¢) The amount of time off required for medical appointments, treatments and surgical
procedures. An appropriate amount of time needs to be considered for the initial
transition where the individual might need some time away to adjust to their
affirmed gender before returning to work.

d) The expected time for change of name, personal details and social gender.

e) Whether the individual wishes to inform their colleagues personally or would prefer
this to be done for them. Provision of information and support structures to
colleagues will also be necessary.

f)  Which amendments will need to be made to records and systems, and the expected
point in time in the transition process that these will occur.

g) A procedure for changing to the uniform or civilian clothing of the acquired gender.

h) Arranging for the individual to be moved to accommodation appropriate to their
affirmed gender if required.

i) Updating recognised relationship details if applicable.

j) Ensure that details of the action plan and notes of any discussions or meetings will be
kept strictly confidential, with information only being released by consent of the
transitioning individual.

k) Identify potential triggers and appropriate responses, e.g. ‘if X happens, we will do Y’.
Always keep in mind that situations may arise that were not considered, therefore, it
is important to ensure mechanisms are in place to maintain trust and support.

It is important to remember that each case will differ. The circumstances and preferences of
the individual undergoing transition carry unique complexity. The plan must remain fluid, be
frequently updated, and the transitioning member owns and controls the plan in terms of
timelines and events. These requirements need to be balanced with the requirements of the
workplace, the Service and any support needs. For example, it is up to the individual to
dictate the length of time they stay at the social/medical reassignment stage before moving
to surgical reassignment (if planned). It is a good idea to hold regular (monthly is
recommended) meetings to adjust the plan as required.

In addition to the need for sensitive management of the individual, the interests of the
Service also need to be considered at an early stage. Early notification by the transitioning
individual will help command/management manage potential impacts on the unit/workplace
to ensure that the effect on operational capability is minimised.
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The disclosure of information about an individual’s transition must be managed carefully and
sensitively to prevent harassment or discrimination occurring. Obtaining consent of the
individual is required and should be part of the agreed action plan.

Colleagues

It is important to provide support within the workplace. This is not only for the transgender
member, but also for the wider team. In order to provide a supportive environment, other
colleagues may need further support. This can be a challenging issue for some. They too can
access support and counselling through NZDF channels.

Commanders/Managers are strongly advised to engage with other team members and
assess their understanding and support requirements. They need to ensure that appropriate,
additional support is in place for transgender personnel. Commanders/Managers also have
to balance this with appropriate support for their colleagues. Uncomfortable situations such
as facing challenging questions or inappropriate comments due to their association with the
transitioning person may arise. It is important to support those people with education and
further information so that they are comfortable and confident when responding to
colleagues. It is important to provide the same level of support for them as for the
transitioning member.

Commanders/Managers can contact Directorate of Diversity and Inclusion staff for ideas on

team education and raising awareness. The transgender member’s right to privacy and the
requirement for confidentiality should be clearly explained to peers and colleagues.

Sick Leave and Care Requirements

A transitioning member may require some time away from their unit to cope with the
demands of hormone therapy and recovery from surgery. Each case varies depending on the
procedures and the individual requirements; there is no generic rule to be applied. The
effect of hormones takes some time to develop but can cause a significant change when
they do. Hormone therapy usually coincides with the commencement of the RLE, so it may
be appropriate to grant some sick leave to allow the individual to start their transition away
from any external pressures and let them get used to the changes in their mental and
physical state.

Individuals that have had reassignment surgery should be granted an appropriate amount of
sick leave to let their body recover from the major surgery they have undertaken. As each
case is different, the commander/manager must ensure they remain updated on the
transitioning member’s progress and give the appropriate support on a case-by-case basis.
The individual will require a bed, sink and as much privacy as possible, if they have barrack
accommodation.

Commander/Manager Responsibilities

Commanders/Managers are reminded that the management of a transgender staff member
comes with additional workload and responsibilities. This can be overwhelming at times and
you should seek appropriate support for yourself during the process. If managed
appropriately, the reward is invaluable. You have had a direct role in the success of an
individual achieving the greatest personal goal of their life. Take each step one at a time. As
you monitor the effects on the team, also reflect on your management. Respond as the
situation requires.
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Commanders/Managers are reminded that the individual may be displaying the highest level
of NZDF values before, during, and after their transition in the following ways:

a) Courage. Having the courage to change gender is a big life decision and they wish to
express an important part of who they are.

b) Commitment. Unless the individual is underperforming, to go about their duties
while personally managing their transformation and minimising disruption to unit
outputs illustrates a high degree of professionalism and commitment to the service.

¢) Comradeship. To have the confidence to transition requires open communication
and a strong sense of loyalty and trust toward work colleagues, commanders and
managers.

d) Integrity. To openly change your outward appearance to reflect your inward ‘self-
honesty’ must be based on very strong moral principles and values.

“As | reflect back on my 25 years of service, the greatest thing | achieved in my duty of
managing staff was helping Lucy achieve her ultimate personal goal. The smile, hug and
“thank you” on the anniversary of her transition were the greatest rewards possible!”
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SECTION 5 — GUIDANCE FOR TRANSITIONING INDIVIDUALS

The following section sets out areas that an individual may need to address when
transitioning. It was written by SGT (Rtd) Lucy Jordan, while she was still serving. Although it
is primarily aimed at the transitioning individual, it is important for commanders/managers
to read and understand, too. As this case study is written by a former member of the Armed
Forces, there will be some differences in administration of civilian staff. Seek advice from HR
or Directorate of Diversity and Inclusion about these differences.

Lucy’s Advice to Personnel: Communicating Your Intent to Transition

Agreement between command/management and the individual is imperative before
communication and disclosure of the impending gender identity transition. How this is done
depends not only on the individual’s wishes but also on the size and structure of the unit or
organisation where the individual is serving. In a small unit, informing all personnel together
may be the best approach. In a large unit or organisation, it may be unnecessary to inform
colleagues who have no direct contact with the individual. Sufficient detail should be
provided to explain the facts in an appropriate manner and at a suitable level, without going
into unnecessary personal or graphic detail.

Revealing your gender identity at work is often one of the last steps to take before living and
working in your preferred gender role. You may have already told your family and some
friends, and you may be dealing with consequences of this admission such as estrangement,
child custody, and/or exclusion from social networks.

Informing your commander/manager

Advising your chain of command may be very daunting for you and it may be the first time
they have needed to consider transgender issues, particularly in the work environment. It is
important that you are open, honest, upfront and understanding with your colleagues and
commanders/managers to ensure that the communication channels are open both ways.
This will enable you to convey your needs as well as address any questions or concerns your
manager may have.

Communication between you and your commander/manager is important as your needs will
change as you go through the transition process. You may need to consider whether you
want to transition whilst staying in your current unit or upon arrival at a new unit. There are
advantages and disadvantages to both. The latter has the advantage of leaving your old life
in your old posting location and arriving in your new unit ready to start your new life.
However, the disadvantage is that you will have to re-establish your transition support
networks in the new location. Other factors to consider are the size of your unit, and how
well your colleagues know you.

Informing your colleagues

Communication with colleagues is very important. While you have probably had many
months, or years, to understand your need to transition, this may be the first time your work
colleagues have dealt with issues of gender incongruence. They may have difficulty
reconciling your different identities; between being a colleague/superior/subordinate and
the notion of you undertaking such a personal journey. Effective communication relies on
an accurate assessment of each situation and the people involved. This will help implement
the best strategy to make it a comfortable work environment.

There are many ways to respectfully disclose your gender identity to your work colleagues.
How you wish to have it announced is something you will need to discuss with your
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commander or manager. It is important that you state what information you are happy to
have discussed and what you are not. Some possible options include command or
management calling a unit meeting and making an announcement on your behalf. This could
involve welfare staff and specialists being present to answer questions. Addressing your unit
in person can be very beneficial for everyone, but it will take courage to do so and you will
need to be prepared for the questions and concerns other individuals may have.

The initial disclosure may not be enough information for some personnel in your work area.
You may wish to also discuss with your commander/manager about how you would like your
workmates to get good information. At a minimum you should be identifying and providing
some information rather than letting individuals wade through a copious amount of
information on the internet. Consider setting up an environment where people are allowed
to ask you, your mentor or another specialist questions to which they will receive open,
honest and factually correct information.

Lucy’s Advice to Personnel: Managing the Real Life Experience

This mid-transition period may be awkward for you and those around you but this can be
greatly reduced with some careful planning and forethought.

It is important to feel that you are able to be yourself — a unique situation whilst going
through gender transition. Just because you are transitioning gender does not mean the
workplace has any further rights to your private or personal situations or that they can

disregard diversity YR y0ftz&#l2y principles. An inclusive workplace means accepting everyone
for who they are, irrespective of their age, sex, gender identity, sexual preference, religion,
marital status or cultural background. You should not feel the need to put on a facade at
work; adopting a fake persona will only lead to unhappiness and a lack of willingness to
remain in the NZDF. All members who demonstrate and personify values of the NZDF should
feel empowered to be themselves.

After you have announced your plan to transition you may initially wish to keep a low profile
and take a short period of leave while you adjust your appearance/grooming. Doing so may
reduce any confusion for others with your potential gender ambiguity during transition, but
this can also be a time for your work colleagues to get used to the idea of you turning up to
work as the opposite gender.

Adjusting your appearance and grooming can take some time, for example if you are
transitioning from male to female you may want to grow your hair. Your gender transition is
likely to be more obvious or even successful if your workplace’s dress is Service working
dress because there are male/female differences in styles; however, you may find this task
more challenging if you usually wear DPMs or MCUs in your workplace. To overcome some
of this workplace awkwardness, particularly during the early stages of social and hormonal
realignment, it may be appropriate to negotiate a combination of administrative or sick
leave. Consider working at home if possible or in a more secluded work environment. |
worked in the photo archives of the RNZAF Museum, which provided an appropriate level of
privacy while still maintaining contact with other people in a well-briefed and supportive
workplace.
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For the majority of your transition, you will not need to access sick leave until undertaking
surgery treatment. Sick leave for a period greater than three months will trigger a review of
employment for Service members. For civilian staff, your commander/manager should refer
to DFO 3 New Zealand Defence Force Human Resource Manual Part 8, Chapter 8A. It is
therefore important to keep constant communication between yourself and your
commander/manager to ensure that both parties are informed and comfortable with the
level of support being provided.

To assist you in your transition, you may like to utilise a mentor. The role of the mentor can
be whatever you negotiate it to be. Obviously, both you and the mentor have to be
comfortable with the arrangement, but it can include the following:

a) Providing advice on military issues related to the correct wearing of your affirmed
gender’s uniform, and related grooming issues.

b) Being a supportive sounding board.
c) Provision of frank and honest advice.

d) Being a unit point of contact, or conduit, for questions from the workplace related to
gender transition.

Most people choose a mentor of their affirmed gender and it is most appropriate to choose
someone from your peer group or one rank level up (i.e. if you are a CPL, then find another
CPL or a SGT). Your selection of a mentor is likely to work better if your relationship can
develop into a supportive friendship. If you cannot suggest your own potential mentors to
your command/management, consider seeking advice from Directorate of Diversity and
Inclusion or OverWatch.
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SECTION 6 — PRACTICALITIES

Ablutions and Accommodation

Once the RLE commences, the transitioning member must be permitted to use the ablution
facilities appropriate to their affirmed gender if they so choose. A transitioning individual
may choose to use separate facilities such as an accessible toilet for disabled people.
However, it is discriminatory to insist that the transitioning person only use facilities for the
disabled or those of their sex assigned at birth.

Should the situation arise where open, communal, same sex showers/changing rooms are
the only facilities available (e.g. field exercises/deployments), the transitioning member and
their commander/manager should discuss and agree upon an appropriate arrangement to
ensure the needs of all people are met. This would only apply to those who have not
undergone reassignment surgery.

People working in the same work environment as the transitioning member should discuss
any concerns with their commander/manager. Open, honest and timely communication will
go a long way to preventing issues from arising.

Prior to the commencement of the RLE, the individual should remain in their current living
accommodation. Once the RLE begins, the transitioning person should be allowed to move
into gender-specific accommodation if such accommodation exists. This raises some
potential issues where the accommodation is open and/or communal. This includes messing
on-board Navy ships or dormitory accommodation on course, or similar. As with ablutions,
this needs to be discussed openly with all parties so a solution that all are comfortable with
can be reached. Further support considerations may be required throughout this process.

Attachments to Other Units or Deployments

Once the RLE begins, commanders/managers should, with the consent of the transitioning
individual, engage early with other units or commanders/managers before the individual (if
appropriate) is attached/temporary posted/deployed as part of their duties. This is to ensure
the complexities of managing transitioning individuals are understood, they can be
appropriately catered for, it does not excessively affect the unit outputs, and that the
individual remains protected and safe.

In addition, consideration needs to be around public perception and service reputation.
Commanders/managers will need to consider the following:

a) Are there any deployment accommodation issues that need to be addressed?

b) Risks/issues associated with duties conducted within a public environment.

c) After hours unit social situations conducted in a public environment.

d) Ensuring the media focus on NZDF activity is not distorted or changed by the
individual’s participation.

e) Ensuring the individual remains safe.
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Medical

Gender dysphoria is a recognised medical condition. It is when one’s feelings identify with
either male or female but this identity is opposite to their biological sex. Transitioning
serving members of the NZDF are entitled to the same medical treatment given to any other
serving member. The healthcare requirement with gender realignment differs depending on
the circumstances of the case. Every case has different factors that have to be individually
assessed. Service personnel may have the following funded while they are going through
transition:

a) Access to counselling with an appropriately qualified clinical psychiatrist or gender
specialist.

b) Hormone therapy. All medicines for FtM and MtF are subsidised in New Zealand and
are usually provided by an endocrinologist in the public health system, but may also
be funded by NZDF.

Procedures considered cosmetic, such as facial hair removal and speech therapy are unlikely
to be funded by NZDF. Gender reassignment surgery is not funded by the NZDF.

Personnel need to inform and update medical of their treatment regime and any subsequent
changes. There are particular risks associated with transition that will need to be monitored.
These should be explained to the individual through their doctor. Do not be afraid to ask
qguestions to fully understand your case. Members of civilian staff should access services
through their general practitioner.

Initial actions for serving personnel wishing to undergo gender transition

As stated above, gender dysphoria is a medical condition and a Service person who gives
notification of wishing to undergo gender transition to the chain of command should be
referred to their MO for an initial clinical assessment and onward referral as appropriate. For
civilians they should contact their own general practitioner and seek advice.

Once a psychiatrist or psychologist has confirmed a diagnosis of gender dysphoria, it will be
necessary to allocate a medical category appropriate to the stage of transition and the
treatment being undertaken, commensurate with safety considerations for the individual.

The proposed medical grading should be discussed with the individual by medical staff in
order to ensure that they understand the process of medical grading, the reasons for it, and
that they have no concerns about it.

Medical grading of members of the Armed Forces not wishing to undergo treatment with
hormones or surgery

Serving members with gender dysphoria who do not wish to undergo hormone treatment or
surgery may remain fully deployable. As with any deployments, medical recommendations
are a part of the NZDF Health role. Appropriate screening and assessments will be
undertaken to ensure that those members are deemed medically fit to deploy.
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Medical grading of members of the Armed Forces who undergo hormone treatment or
surgery

Serving members with gender dysphoria who choose to undergo hormone treatment or
surgery will require medical downgrading (this is likely to mean being based in New Zealand
with no sea service). This grading will last until the hormone treatment is stabilised, the
treatment no longer precludes deployment overseas and/or the recovery from surgery is
completed. Deployment overseas may be precluded as some medications prescribed to
transgender people have specific storage requirements, which may not be available in cold
or hot environments.

Medical grading of members of the Armed Forces who have completed transition and who
are living in their affirmed gender

Transgender serving members who have completed transition (and where appropriate have
been stabilised on hormone medication and have fully recovered from surgery) may be
medically graded, subject to fulfilling normal medical standards according to their legal
gender.

Service personnel who retain a reduced medical grading for a significant period may need to
be permanently downgraded or invalidated. Permanent grading will be undertaken in
accordance with single Service medical board procedures. A decision to recommend medical
discharge should be made in accordance with DFO 3. Transgender personnel are treated no
differently in this respect.

Fitness Testing

Physical fitness is a fundamental requirement for all members of the Armed Forces.
Members are required to take fitness tests at regular intervals to meet their single Service
fitness requirements. To account for physiological differences between males and females,
tests of general fitness set appropriate standards relative to the gender and age of those
taking the test.

As each transition is different there needs to be some leeway applied to personnel who are
in the process of transitioning. For example, personnel transitioning from male to female
should be allowed to sit the female test immediately on commencing transition, as the effect
of hormones on the body will significantly reduce their physical strength. Conversely,
personnel transitioning from female to male should not be expected to meet the male
fitness standard straight away as the impact of hormones and muscle development will take
some time to show. This can be mitigated in part if personnel make a point of completing a
fitness test in their sex assigned at birth just prior to transitioning. A G1 grading will provide
a one-year grace period.

There is an expectation that, in principle, transgender personnel will meet the fitness
standards of their affirmed gender once transition has been completed and they are
considered medically fit to conduct the test. There may be, on rare occasions, FtM
transgender personnel who cannot achieve the male standard in the fitness test. A FtM
Service member who is unable to pass the required fitness test (of their affirmed gender)
should be referred for a medical assessment. In these circumstances Command, the
individual, Health, and PTIs will assess the individual’s case and design a plan to meet their
fitness requirements.
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Administration

When the transitioning person commences the social realignment phase, the NZDF will
accommodate the individual’s desire to live the lifestyle of their preferred gender to the
extent possible. This will usually involve, but is not limited to, gender appropriate clothing
and grooming, forms of address and change of name. The following paragraphs offer
guidance to individuals, commanders and managers on the administrative issues that may
require attention and action.

Approval Levels

Approval of new uniform, name badges, medals, service record changes etc. should be
conducted by commanders/managers and senior HR personnel who are directly managing
the individual’s transition. This is to ensure that the requests/entitlements are in line with
the agreed plan and that subordinate commanders/managers are not put in positions of
doubt or exposed to confidential information.

Name change and forms of address

When the transitioning member commences the social realignment phase, they usually want
to be known by a name that is more gender appropriate. Everyone should be advised to use
the chosen name when addressing or referring to the transitioning individual.

It is also important to use the correct pronouns such as ‘she’ and ‘her’ in the case of a MtF,
or ‘he’ and ‘him’ in the case of a FtM. Using the term ‘it’ is disrespectful and completely
unacceptable. The continued deliberate use of pronouns and names relating to a person’s
previous gender constitutes harassment and will be treated as such by the NZDF. For further
advice please read the Conventions for Service Writing guideline.

New Zealand law allows an individual over 18 to change their name by statutory declaration.
When completed, this becomes their legal name and the NZDF must recognise this. The
NZDF has a number of mechanisms in place that allow an individual to be recognised by their
preferred name in addition to their legal name.

Name change by statutory declaration is arranged through Births, Deaths and Marriages
(BDM) within the Department of Internal Affairs and identifying documentation, under the
new name is issued. A change to the gender on the certificate involves an application to the
Family Court, and usually requires certification from a doctor that gender reassignment
surgery has taken place. (There are some cases where medical surgery may not be possible
and evidence of a long held and intended desire to live in the affirmed gender may suffice.)
BDM will inform the electoral commission to change the electoral roll. The individual will
have to inform the other government agencies. This process can only occur if the member
was born in New Zealand. See advice from the appropriate consulate/embassy on that
process otherwise.

Names on NZDF records, including identity cards, cannot be updated until the transitioning
person presents their legal change of name documentation. All military records and
documentation should use the new name from the day of declaration.
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Service Records

Once official evidence of a name change is provided, the member’s name is amended on the
following Service records:

a) ldentity card and identity tags.
b) Medical records.
c) Dental records.

d) Internal records such as personal files, SIC files, records, SAP HCM, Superannuation
(DFSS or NZDF Kiwisaver).

e) Computer details, Outlook, DIXS.

f) Security information.
The HRSC coordinates the transfer of all relevant data to the individual’s new record. Most
civilian records require a declaration of gender change in order to change the official gender.
It is strongly recommended that gender on Service records be changed when the individual
commences their RLE. This will affirm the new gender for the individual and reduce the
potential for embarrassment and harassment if there is a noticeable disconnect between the
individual’s name and gender.

Privacy

Units and organisations are to manage the disclosure of information about a person’s
transition carefully and sensitively. The person’s right to privacy and the requirement for
confidentiality are to be clearly explained to peers and colleagues. It is imperative that
normal privacy procedures are correctly administered.

Civilian records (External to NZDF)
The transgender member will need to arrange to have the following civilian records changed
to reflect their new name and gender status:

a) Passport — New Zealand passports can be issued with an X if preferred over male or
female.

b) Bank details.

c) Insurance.

d) Driver’s licence.

e) Will and power of attorney.

In making this declaration the person must have assumed and intend to maintain their
preferred gender. (DFO 3, 14.1.45 refers to this action being at the cost of the individual as
with any other change of process.)

Uniform Issue

On commencement of the RLE the individual should be reissued an allocation of the uniform
appropriate to their affirmed gender. This should ideally be done in a single issue. The
clothing store should be briefed in advance to avoid any unnecessary embarrassment to the
individual, especially if their transition has yet to be public knowledge. Enough lead-in time
is required to allow time for specialised clothing to be sourced (i.e. female shoes larger than
is normally held in stock).
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Medals and qualification badges
Full-size medals administered by the NZDF can be reissued with the individual's new name.
This is at public expense.

NOTE: NZDF does not administer the stocks of Royal Honours, which includes gallantry and
bravery awards.

Bullying and Harassment

Transphobic attitudes and harassment are some of the most pervasive, frightening, and
potentially damaging threats members can face. If a member is being bullied, called names,
threatened, or physically harmed at their workplace because of their gender identity, it is a
command/management responsibility to act to stop the harassment and rectify the
situation. Command/Management can be held liable if it does not do anything to protect the
individual. Some examples of discrimination on the grounds of gender identity or
reassignment may include:

a) refusing to address the person by their new name or failing to use the correct
pronouns for their new gender,

b) failing to maintain confidentiality of information about a person’s intersex or
transgender status,

c) probing into the person’s private life and relationships or spreading malicious gossip,
and/or

d) refusal to allow use of the appropriate ablutions and changing facilities after a
reasonable transition period.

The process of transition can take several years and it is expected that mistakes will be made
with names and pronouns as people adjust to the new identity. A common sense approach
needs to be adopted by all concerned to ensure people are not fearful of making a mistake
or punished for an inadvertent slip but swiftly addresses any deliberate acts of harassment.

The transitioning individual’s right to privacy needs to be held with the utmost importance.
Unnecessary or malicious sharing of information about the transgender person or their
transition is unacceptable and needs to be viewed as such.

Arrest, Searching and Custody of Transitioning Members

A transgender member who is undergoing, or has undergone, transition should be treated
according to their affirmed gender if they are arrested, taken into legal custody or there is a
requirement for them to be searched. If transition has not begun, the individual should be
treated as their sex designated at birth. In cases where there is any question about the
detained person’s gender, the individual should be asked by which gender they wish to be
addressed. While in custody, a detained person may be placed in a cell or other secure
room. Because of the potential vulnerability of transgender personnel, it is recommended
that they should be detained in a cell on their own.

Any search involving the removal of garments other than an outer coat, jacket, gloves,
headgear or footwear, or any other item concealing gender identity, may only be made by a
police officer of the same gender as the affirmed gender of the person being searched. This
search may not be made in the presence of anyone of the opposite gender unless the person
being searched specifically requests it. Particular sensitivity is required when searching
someone who is in the transitional phase of gender reassignment. At this time, the individual
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will be presenting in their affirmed gender and they will feel that they are a person of that
gender. The views of all parties involved in the search should be fully taken into account
before reaching any decision on who should conduct the search. The custody records should
reflect all the actions taken by custody staff to comply with the detainee’s requests.

If a person of the requested gender is not available, or is available but does not wish to carry
out the search, and there is no other member of custody staff available, this must be fully
recorded on the custody records.

External Media

Instances of gender transitioning may attract attention from national and local media,
especially when it relates to a service member. This creates a potential reputational risk to
the NZDF, if the process is not managed correctly or if there is perceived discrimination from
within the organisation. Media attention could have a significant negative impact on the
well-being of the individual concerned, especially if an attempt is made to sensationalise
their transition or aspects thereof.

Responsibility for managing any media enquiries lies with the Senior Communications
Advisor for the individual’s particular Service. It would be prudent (with the individual’s
permission) to prepare a brief statement should Defence Public Affairs receive any requests
for information. Key messages that could be included are:

a) the NZDF/Army/Navy/Air Force respects the rights of individuals to make their own
decisions with respect to their sexuality and gender identity;

b) individual X is a valued member of the Army/Navy/Air Force and is afforded the same
level of support we would give to any member of our team;

c) the men and women of the Army/Navy/Air Force are professional and dedicated
service personnel. We expect that other members of the organisation will accept X’s
right to undergo this process and act professionally around him/her; and

d) the Army/Navy/Air Force respects X’s right to privacy and won’t comment on any
personal or medical aspects.

The member, as well as other NZDF members, should not initiate contact with the media
and all enquiries should be referred to Defence Public Affairs. Where media contact is
collectively approved between commanders/managers and the individual, the transitioning
person should carefully consider the subsequent implications, especially regarding their
privacy.
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SECTION 7 — RECRUITMENT AND CAREER MANAGEMENT

Recruitment

Applications to join the NZDF should be processed in the same way as any other application.
It would be unlawful to reject an applicant on the grounds that they are (or may be)
transgender. Any transgender people wishing to join the NZDF have to fulfil and achieve the
same physical and mental entry requirements as any other eligible applicant.

Potential recruits may reveal that they are transgender or they may be found to be
undergoing or have completed transition at their initial medical examination. This
assessment may determine in part:

a) the sex of the applicant,
b) medicinal treatment currently being undertaken, and
c) evidence of any previous surgical procedures.

Any false declaration regarding health status or history made during this process may result
in administrative or disciplinary action. However, potential recruits who have changed
gender identity prior to applying to join the NZDF are under no obligation to inform the
recruiting staff of their gender history. It runs counter to the HRA for an employer to ask an
individual if they are transgender. Care should be taken to ensure that information
contained in references from schools or colleges attended, previous employers, or evidence
of educational qualifications that disclose a previous name and gender identity is handled
with extreme confidentiality.

Transition is often very challenging and transgender people undergoing this process may feel
isolated and distressed. For this reason, recruitment into the Armed Forces and initial
training are not considered compatible with transition. The NZDF will advise any transgender
applicants who intend to transition to apply once they have completed any surgical
procedures.

Career Management

Transition is a complex process, which requires the support of external agencies, both
medical and psychological. There needs to be clear discussion with the individual and, with
their consent, their career managers in order to facilitate access to the support services
required over this period. This may involve exempting an individual from regular posting
cycles in order for them to maintain those links that will get them through their transition.
Some individuals may request a posting in order to have a fresh start in a new location once
their RLE begins.

The process of transition can have a significant impact on an individual’s performance at
work. This will be determined in part by the amount of support from peers and colleagues
but there are a number of factors that are not so obvious, namely the psychological impact
of hormone therapy, self-imposed expectations, and the pressures associated with
becoming one’s true self after years of hiding. Commanders/Managers and career managers
should be prepared to consider this when assessing an individual’s yearly performance
appraisal.
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There is the possibility that once the transgender individual completes the RLE, they may
choose to remain there indefinitely without reverting back to their sex at birth or
undertaking gender reassignment surgery. This could be because of financial or medical
constraints. If this occurs, it does create potential deployability issues. The
commander/manager needs to contact the Directorate of Diversity and Inclusion to seek

further advice.
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SECTION 8 — FURTHER SUPPORT

Internal avenues of support and advice for managers and individuals include:

a) The Directorate of Diversity and Inclusion (equity.diversity @nzdf.mil.nz),
b) NZDF Health Services,

c¢) HR Advisors,

d) OverWatch (OverWatch@nzdf.mil.nz),

e) Family and Community Services, and

f) Commanders/managers who have previously managed transgender staff.

External avenues of support and advice include:

a) Rainbow Youth. Phone (09) 376 4155. Email info@ry.org.nz
b) Human Rights Commission. Phone 0800 496 877. Email infoline@hrc.co.nz

c) Diversity NZ. Phone (09) 93764830. Email hello@diversitynz.com

Crown Copyright
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HEADQUARTERS NEW ZEALAND DEFENCE FORCE
Defence Property Group

MINUTE 16/096

NZDF 7600/1

15 Dec 16

DDFM Northern
DDFM Central
RFM Wellington
RFM Tasman
RFM Southern

For information:

Director Facilities Management
Director Capital Delivery
General Manager Estate Regeneration

OPERATION RESPECT — REVIEW OF ESTATE UNISEX ABLUTION FACILITIES
- MANDATORY REQUIREMENTS TO ADDRESS NON-COMPLIANCE

References:
A. CDF Directive 20/2016 Operation Respect, 18 April 2016.
B. DPG scoping exercise — NZDF Unisex Ablutions Review 2016.

Purpose

1. To advise required actions to address non-compliant Unisex ablution facilities
across the NZDF Estate.

Background

2. AtReference A, OP RESPECT was launched to eliminate inappropriate and
harmful sexual behavicurs in the New Zealand Defence Force. In order to support
OP RESPECT the Defence Property Group has been undertaking a review of Unisex
bathroom/toilet facilities across the Defence Estate in order to identify areas where
safety and privacy improvements are required.

3. The DPG intentis to create a professional work environment that promotes
dignity and respect through ensuring that bathroom/toilet facilities do not compromise
personal safety and privacy irrespective of gender or culture.

Scoping exercise

4. A scoping exercise has been carried out across the main sites to identify typical
problem issues with Unisex facilities (Ref B). These issues can be categorised as:
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a. ceiling and floor separations;

b. other line of sight vulnerabilities (e.g. glass doors);
c. urinals mixed in with some facilities;

d. no sanitary disposal units;

e. ho hand basins; and

f. doors missing to common entrance ways.

5.  The variety and ad hoc nature of many of these facilities is the legacy of an
aged estate which has been subject to rolling modification under various iterations of
the Building Code.

The NZDF ‘mandatory requirement’

6. The following principles are mandatory requirements to be applied to all
currently designated Unisex toilet/shower facilities.

7. Facilities are not to be designated for ‘Unisex’ use where:
a. the toilet/shower cubicle has ceiling and floor separation;
b. there is a clear line of sight vulnerability at ground level; and
c. there are urinals mixed in with the unisex facility.

8.  The provision of sanitary disposal units is a readily solvable issue and these
must be provided within the cubicle where it is being used in a Unisex capacity.

9. Where a Unisex facility is unable to meet the requirements above itis to
be redesignated for single sex usage with immediate effect.

10. Various facilities contain handbasins within ‘common areas’. These facilities are
not code compliant in terms of the current Building Code reguirements but pose
minimal risk to users from a safety perspective. These facilities will be replaced with
cede compliant infrastructure as the Defence Estate is regenerated through the
Estate Regeneration Programme 2016-2030.

Financial implications

11. ltis acknowledged that that some facilities will require significant expenditure to
rectify ceiling and floor separation issues. Where the future use of these facilities
justifies coversion to compliant Unisex facilities, the costs for each facility are to be
identified and prioritised with local command. Bids for this work are to be made
against the FY 17/18 Planned Maintenance Programme.

Consultation with Command

12. Consultation will be required with local Command structures where a facility has
o be redesignated for single sex usage may present inconvience to local users.
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13. Where the redesignation of a facility to single sex use causes unreasonable
inconvienience to the affected personnel, adequate temporary portable facilities
should be provided until a more permanent solution is found (unreasonable
inconvienience for example could be defined as too long a distance to the nearest
suitable facility, inadequate number of toilets and hand basins, exposure to inclement
weather, or concerns about individual security during hours of darkness).

Required actions
14. The following actions are now required:

a. The returns at Ref B are to be assessed in terms of non-compliance with
para 7 (a) to (c) above;

b.  Non-compliant facilities are to be advised/discussed with local Command
and redesignated for single sex usage with immediate effect;

c. Temporary portable facilities are to be provided if required, in accordance
with para 13 above;

d. Those facilities which can be modified are to be prioritised and included in
bids for work on the FY 17/18 Planned Maintenance Programme noting
that all bids will be reviewed for alignment with the estate regeneration
programme;

e. Facilities which cannot be modified given technical or cost implications will
be addressed through the Estate Regeneration Programme 2016-2030.

Timeframe

15. Given the urgency to eliminate inappropriate and harmfull sexual
behaviours, the action directed at 14 a and b above must be addressed as soon
as possible but no later than 31 January 2017.

Point of contact

16. Implementation enquiries on this matter are to be directed to the Director
Facilities Management.

Defence Property Group
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e Pgﬁ%‘:“ Directorate of
—_ Diversity and Inclusion OVERWATCH

Pronoun use in NZDF email signatures :'-v‘

The NZDF is committed to diversity & inclusion. We want to acknowledge and celebrate
all voices and experiences across our organisation. When we get pronouns and names
right it helps create respect and belonging at work.

Pronouns are words used to refer to people (for example, she/her, he/him, or
What are they/them).

pronouns? An eatsy way to normalise the use of pronouns is to include them in your email
signature.

When we use pronouns, it normalises it for everyone and protects trans and gender
Why use diverse people when they include their pronouns.

Pronouns?
Signals that you are aLGBTTIQ+ Ally.

Howto N .
include In your email signature, first add a comma (;) after your name, then add your

e Al Pronouns (for example, she/her, he/him, or they/them)

If you are experiencing discrimination or negativity for using your pronouns in your workplace, please contact an
AHA, your 1UP / Team Leader / Commmander / Manager. There are some additional resources that may help:

NZDF LGBTTIQ+ Inclusion Plan (DDMS)

NZDF Gender Transition Handbook (DDMS)

NZDF Social Workers (DDMS)

Click here to view a list of all NZDF Anti-Harassment Advisors (AHA)

Te Kawa Mataaho — Pronoun use in email sighatures

Te Kawa Mataaho — Positive and Safe Workplaces Model Standards (External Site)
Te Kawa Mataaho — Speaking Up Model Standards (External Site)

Gender Minorities Aotearoa (External Site)

OverWatch (LGBTTIQ+ Support network) — overwatch@nzdf.mil.nz

LINK Support Services
Resource — Integrated
Wellness

A FORCE FOR 9 R/ienoy'v/ womENS "DI “ERsrrY
NEW ZEALAND , TICKY, EMPOWERMENT JERSY
€ UHITERIBBON PRINCIPLES WORKS

www.ralnbowtick.co.nx

20201 Adopted Women’s Empowerment Principles (WEPs)

20191 Accredited: Rainbow Tick FORMORE INFORMATION:
2018 | Supreme Award Winner: Diversity Works Awards Contact Directorate Diversity & Inclusion
20181 Winner: Emerging Diversity and Inclusion Awards diversityandinclusion@nzdf.mil.nz

20171 Accredited: White Ribbon Organisation


http://ddms-r/ds/D1-0110/05/LGBTTIQ+%20Inclusion%20Plan.pdf
http://ddms-r/ds/D1-0110/05/Gender%20Transition%20Guidelines.pdf
http://orgs/sites/nzdf-health/lp/Social-workers.aspx
http://org/nzdf-dpe/DocsPB/Pubs-Wellbeing/AHA/
https://ssc.govt.nz/our-work/diversity-and-inclusion/pronoun-use-in-email-signatures/
https://www.publicservice.govt.nz/resources/positive-and-safe-workplaces/
https://www.publicservice.govt.nz/resources/speaking-state-services/
https://genderminorities.com/
mailto:overwatch@nzdf.mil.nz
http://ddms-r/ds/D1-0110/05/NZDF%20Support%20Services%20and%20Resources%20Sept%202020%20(LINKS)%20f.pdf
http://ddms-r/ds/D1-0110/05/NZDF%20Support%20Services%20and%20Resources%20Sept%202020%20(LINKS)%20f.pdf
http://ddms-r/ds/D1-0110/05/NZDF%20Support%20Services%20and%20Resources%20Sept%202020%20(LINKS)%20f.pdf
http://ddms-r/ds/D1-0110/05/NZDF Support Services and Resources Sept 2020 (LINKS) f.pdf
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Foreward

Air Marshal Kevin Short

Chief of Defence Force
New Zealand Defence Force

There is a quotation attributed to first Century Jewish scholar and leader Hillel the Elder
that asks the question: “If not now, when? If not you, who?” It is a call to action. It asks us
not to be bystanders but to be active in bringing about the change we want to see around
us.

The story of recognising and better responding to the needs of LGBTTIQ+ people within
our Defence Force has firstly been about members of our NZDF Rainbow community
having the courage to speak up, and ask for greater support from leadership. In response,
there has been a commitment by leaders to listen, to understand, and actively support
change.

So the NZDF’s transformation is the product of grass-roots energy and activism being met
with top-down leader support, to change for the better the inclusiveness of our Defence
Force: In 2014 the NZDF was recognised as being the world’s most LGBT+ inclusive military
by The Hague Centre for Strategic Studies; and in late 2019 we were awarded the Rainbow
Tick.

In receiving such recognition, the NZDF did not declare “mission accomplished”. Rather, we
reconfirmed our pledge to continue the march towards being a more diverse, inclusive and
respectful organisation. This LGBTTIQ+ Inclusion Plan is about formalising the next steps in
that journey. If not now, then when? If not us, then who?

Together, we are a Force for New Zealand.
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Liz Huckerby

Chief People Officer
New Zealand Defence Force

NZDF is a values led organisation committed to being a respectful, safe and inclusive
environment for all its people. As an organisation we recognise the importance of diversity
and understand that diversity makes us smarter and stronger. The value of diversity can
only be realised through genuine inclusion.

This LGBTTIQ+ Inclusion Plan supports NZDF to meet the needs of the LGBTTIQ+
community. The Inclusion Plan is based around three levers for change - Leadership and
Capability, Unit Culture and Inclusive Policy and Practice. These levers aim to increase the
visibility of LGBTTIQ+ people, and ensure they are treated equally and that their rights are
protected.

Our LGBTTIQ+ Inclusion Plan is based on recommendations from the Rainbow Tick
accreditation process, and we will continue to work with the Rainbow Tick organisation to
ensure the identified priority areas for improvement are addressed.

Each of us has an important part to play in ensuring that this Inclusion Plan is a success. To
echo the words of the Chief of Defence “If not now, when? If not you, who?”.

Whether in peacetime or in theatre, our strength is team work, and that means living our
values and treating each other with decency and respect.

In closing | would also like to acknowledge the generous contribution of the NZDF support
network OverWatch. Formed in 2012, OverWatch members have put in significant amounts
of their own time, skill and passion to support LGBTTIQ+ inclusion within the NZDF.
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1.0 Executive Summary

This Inclusion Plan is for all NZDF, it is intended for LGBTTIQ+ people, for LGBTTIQ+
allies and will enable the NZDF to continue to take action collaboratively to improve the
lived experience of LGBTTIQ+. It includes actions to promote the visibility of LGBTTIQ+
people, and to create an inclusive unit/workplace culture that supports them.

Despite recent improvements to LGBTTIQ+ inclusion such as New
Zealand recognising marriage equality in 2013, challenges still

remain for LGBTTIQ+ who, as a collective, remain to be considered The LGBTTIQ+
a marginalised group. In recent data from the New Zealand Health Inclusion Plan
Monitor (2919) shov_vs a f.ifth .(19%) of LGBTTIQ+ are less likely to builds on the
report feeling satisfied with life overall and are also three-quarters T
(75%) more likely to report being socially excluded compared with significant
the general population. progress made by
In 2019, NZDF dited the Rainbow Tick, this bei t I ORTETLELE D s
n , were accredited the Rainbow Tick, this being externa .

0 NZDF Rainbow

validation that the NZDF is safe, welcoming and an inclusive place )
for people of diverse gender identity and sexual orientation. While Commumty.
celebrating this achievement, we know there is still work to be done.

This Inclusion Plan seeks to ensure a pan NZDF top down / bottom up approach to further enhance
the lives of LGBTTIQ+ and will make a significant contribution towards the Te Kawa Mataaho
(Public Service Commission) broader commitment to strive for the full inclusion of LGBTTIQ+ within
the public sector.

The LGBTTIQ+ Inclusion Plan builds on the significant progress made by OverWatch (NZDF
LGBTTIQ+ support network) for the NZDF Rainbow Community. This is a living document
recognising that actions and outcomes will need to be adapted as progress is made, and as new
challenges and opportunities present themselves. The Directorate of Diversity and Inclusion, in
consultation with OverWatch and Rainbow Tick, will have the role of recommending actions and
outcomes to be modified or added as our organisation matures. We all have a role in living our NZDF
values and in promoting equality for LGBTTIQ+ people and their whanau.

We have come a long way!

In 2019, Pride 25 acknowledged those who had to once served in silence in our Navy, Army and
Air Force. Prior to 1995 LGBTTIQ+ people were legally discriminated against on the basis of their
sexuality, including those serving within the NZDF. Being homosexual was considered
incompatible with service in uniform. In those times lesbian, gay, bisexual and transgender staff
members were forced to hide their true selves from their Service and colleagues. There were
good people who left during that time because they didn’t feel welcome, safe or valued.

Today, the NZDF is a global leader in military LGBTTIQ+ inclusion and as we reflect on how far
we have come in 25 years whilst noting we have more work to do, we think the organisation’s
journey from exclusion to inclusion is worth sharing and celebrating.




Released under the Official Information Act 1982

2.0 Terminology

The LGBTTIQ+ acronym is used throughout this document to represent the NZDF

Rainbow Community (inclusive of takatapui and diverse Maori gender identities). The
acronym LGBTTIQ+ stands for lesbian, gay, bisexual, transgender, takatapui, intersex
and queer/ questioning, and the + represents other identities not captured in the letters

of the acronym.

Takatapui embraces all Maori with diverse gender identities, sexualities and sex characteristics
including whakawahine, tangata ira tane, lesbian, gay, bisexual, trans, intersex and queer. It
emphasises Maori cultural and spiritual identity as equal to gender identity, sexuality or having

diverse sex characteristics (Kerekere, 2017).

Despite the intent, the acronym used to refer to the Rainbow Community can be limiting, with times
and attitudes changing, along with the language used to discuss sexual orientation and gender

identity. The widely used acronym ‘LGBT’ has evolved and changed in recent years with currently no
universally accepted umbrella term that adequately conveys the rich diversity of gender identities.

Alternative versions of the acronym recognise increasingly nuanced ways of understanding and
defining people’s lived experiences of gender and sexuality. As a result the established ‘LGBT’ has
acquired a few extra letters. There is no consensus over which acronym to use, LGBTTIQ+ is
welcomed, with other variations such as LGBT+, LGBTIQ+ and ‘Rainbow Community’ commonly

used and accepted within NZDF and the wider community.

The Rainbow Community have terms and language preferred
when describing their own intersex or variations in sex
characteristics, gender and sexual orientation. The use of these
collective terms is not intended to be limiting or exclusive of
certain groups, although not all LGBTTIQ+ people will use these
specific terms. The NZ Human Rights Commission for their
newly released report PRISM refer to Sexual Orientation,
Gender ldentity and Expression, and Sex Characteristics
(SOGIESC) (Human Rights Commission 2020). The use of
terminology is constantly evolving. For detailed terminology
refer to glossary of terms.

Pacific Island countries each have their own history and
perspective on sexuality, sex and gender diversity that is not
correctly captured by western concepts of LGBTTIQ+. The
umbrella term LGBTTIQ+ as a term has no reference to Pacific
peoples, but rather a reference term akin to something more
medical, or to fit groups within groups within groups, which
goes against the very fabric of traditional Pacific terminology
(Brown-Acton, 2011).

“Thereis no
consensus over
which acronym to
use, LGBTTIQ+ is
welcomed, with
other variations such
as LGBT+, LGBTIQ+
and ‘Rainbow
Community’
commonly used and
accepted within.
NZDF and the wider
community.”

An acronym to help understand the different perspectives of Pacific Island countries is 'MVPFAFF".
Mahu in Tahiti and Hawai'i; Vaka sa lewa lewa in Fiji; Palopa in Papua New Guinea; Fa'afafine in
Samoa and American Samoa; Akava'ine in the Cook Islands; Fakaleiti or leiti in the Kingdom of

Tonga; Fakafefine in Niue.
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3.0 Introduction

The NZDF strives to be an inclusive organisation. We see our people as our most
important asset and we value their diversity.

Vision
A NZDF that reflects the diversity of the community and leads social

change, where people of all sexual orientations, gender identities
and intersex characteristics feel safe, accepted and valued.

NZDF Values

We are and will remain a values-based force. Values are the moral principles and standards upon
which we interact with others, make judgements and take actions. Our values are the foundation
upon which the Defence Force’s culture and professionalism are based. The four core values of the
NZDF that represent our traditional and continuing anchors through a diversity and inclusion lens
are:

e Courage to advocate for different and diverse perspectives that
may challenge consensus

Ta Kaha e Courage to speak up, to challenge disrespectful, discriminatory
COURAGE and inappropriate behaviour, and to challenge the status quo of
entrenched organisational attitudes and practices that promote
homogeneity.

¢ Treating others as individuals and making an effort to understand
and value the uniqueness of every member of your team

Ta Tira e Asking curious questions and actively listening to deepen your
COMRADESHIP connection and understanding of others

e Considering ways to include all members of your team.

e Committed to put in the time and effort required to be inclusive of
diversity and to manage the challenge and conflict it can bring, to

Ta Tika demonstrate it is a priority

COMMITMENT o Committed to ideals of fairness, impartiality and equality

e Committed to demonstrating best practice in diversity and
inclusion leadership.

¢ Committed to ideals of fairness and equality

¢ Being accountable for your actions

Ta Maia
INTEGRITY

¢ Having a high standard of behaviour in your interactions with all
people

o Employing transparent, consistent and informed decisionmaking
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3.1 The Case for Ongoing Change

A diverse workforce is one of the NZDF’s key strengths. Genuinely diverse and inclusive
workplaces consistently report higher employee engagement, resilience, productivity
and performance, all of which lead to better outcomes leading to greater operational
effectiveness.

While everyone may know someone, who identifies as a part of the
Rainbow community, research shows that not all LGBTTIQ+ people
feel comfortable or safe bringing their whole selves to work. “Day to day there is
Evidence shows that people continue to experience discrimination, always more to do to
harassment and stigma based on their sexual orientation, gender

identity or intersex characteristics, and feel excluded and invisible b.UIId a _d' verse,

in their workplaces (PricewaterhouseCoopers, 2016). This inclusion inclusive and

plan is about changing that experience. respectful
organisation.”

The concepts of equality and dignity underpin many of New Zealand’s legal
obligations under international human rights law and such obligations
extend to, without exception, LGBTTIQ+. New Zealand legislation states that Chief of Defence
discrimination cannot be based on sexual orientation (Human Rights Act .

1993). The NZDF has a responsibility to provide all NZDF personnel a healthy For?e’ Air Marshal
and safe working environment and an environment free from harassment, Kevin Short (2019)
discrimination and bullying (Health and Safety at Work Act 2015).

Counting Ourselves

Counting Ourselves (2019) was the first comprehensive national survey of the health and wellbeing
of trans and non-binary people in New Zealand. This survey was completed by 1,178 trans and non
binary aged between 14 and 83 years.

The results showed high levels of discrimination, with 67% of participants having experienced
discrimination at some point. Just over two fifths (44%) of respondents had been discriminated
against in the past 12 months compared with 17% of respondents in the General Social Survey.

Respondents had higher rates of discrimination than the general population in every specified
situation in the survey, including on the street in a shop or restaurant and trying to get a job or at
work.

2019 WeCount Survey

The State Services Commission worked with the Cross-Agency Rainbow Network (CARN) to
develop the WeCount 2019 Survey to measure gender and sexual diversity in the Public Service,
and to measure aspects of inclusiveness within the Public Service for the Rainbow communities.

WeCount was conducted in the first half of 2019; the LGBTTIQ+ population count of the public
service workforce from this survey was 1,191. This count is greater than the number of complete
responses (1,078) as some people have multiple identifiers (e.g. someone may identify as both gay
and transgender).
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There were respondents from all age groups. The highest proportion of respondents were 25 to 34
year olds at 37.7%. This is a higher proportion than in the overall public service workforce.

The response rate to the question regarding ethnicity was 95.6%. Of those, 93.1% of respondents
identified as European and 12.1% identified as Maori (some people identified with more than one
ethnicity).

Table 2. State Sector LGBTTIQ+ Community and Identity

State Sector LGBTTIQ+ Community and Identity (n=1,191)

Intersex  0.8%

Gender Identity - Not Elsewhere Included 1.8%

Gender Diverse & Transgender 7.3%
Sexual Identity - Not Elsewhere Included 3.4%
Sexual Identity - Not Elsewhere Classified 12.8%
Bisexual 21.8%
Gay or Lesbian 52.1%

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Percentage of identity over total identiies in rainbow population

From the WeCount survey, key themes were identified in regards to the following areas of
improvement for the State Sector as follows:

. judgemental behaviour needs to be identified and appropriately dealt with

o ensure that no one feels vulnerable and/or intimidated at work

o ensure all of our [state sector] personnel are comfortable being themselves at work
. improve recruitment and progression practices.

Statistics New Zealand’s 2018 General Social

Survey

The Statistics New Zealand’s 2018 General Social Survey provides a picture of the social wellbeing
in the New Zealand population.

The survey measured rates of discrimination amongst adult respondents aged 18 and over and
found that 34% of those who identified as lesbian/gay and 39% of those of identified as bisexual
faced higher rates of discrimination in the past year compared with heterosexual adults (16.3%).
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2019 New Zealand Workplace Equality Study

The 2019 New Zealand Workplace Equality Study findings (shown below) indicates there is still
much work to be done within New Zealand to support LGBTTIQ+ in the workplace.

Table 1. LGBTTIQ+ Inclusion in the Workplace

85% of LGBTTIQ+ were confident their 2019 New Zealand Workplace Equality Study
managers team leaders would address Amongst the participants were 14 CEO’s, 142
bullying or harassment of LGBTTIQ+ staff. senior leadership team members, 545 middle

management, and 1,026 employees.
41% of all employees feel their O 9 ploy

organisation should do more when
it comes to LGBTTIQ+ workplace
inclusion. f ~ _ 229% LGBTTIQ+ employees

— 7" indicated they've heard negative
89% of employees say commentary from leaders in their
they understand why LA workplace.
LGBTTIQ+ inclusion is

important in workplace. p 73% LGB employees are out to
" - their managers at work.

A third of LGB employees feel being

out has made them more productive, % . : 83% LGB employees feel they
none said it's made them less o can be themselves at work.
productive.

While all employment levels show strong belief and
56% of employees are aware of . .
visible LGBTTIQ+ Allies within their confidence, Leaders more strongly believe that a manager
and the organisation at large genuinely supports LGBTTIQ+
inclusion (more so than employees do). The same is seen in
Leaders’ more strongly believing that LGBTTIQ+
employees can comfortably be themselves at work.

organisation.

58% believe their organisation
should do more promotion of allies.

] Respondents to the 2019 survey included the majority
25% of allies have called out (93%) of the participating employees employed within our

inapprppriate comments/jokes main regions-Auckland (61%), Wellington (16%) and
targeting LGBTTIQ+ people. Canterbury (11%).

Negative Mental Health and Wellbeing Outcomes Experienced by
LGBTTIQ+ in NZ

Workplaces have a significant role to play in supporting and providing inclusive spaces for
LGBTTIQ+ staff, not only because it increases productivity and reduces turnover, but because
workplaces can directly influence wellbeing and address some of the unacceptable health
disparities experienced by LGBTTIQ+.

From Counting Ourselves (2019) report on health and wellbeing of transgender people in NZ -
around three quarters of those surveyed (71%) reported high or very high psychological distress,
including suicidality. Over half of those surveyed (56% had seriously thought about attempting
suicide in the last 12 months).

From the Youth 12 (2012) survey of young people in NZ, same or both sex attracted young people -
59.4% had deliberately self-harmed and 41.3% experienced significant depressive symptoms.

10
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International Research

International Research shows:

Inclusion is more important than all other job factors (as reported by 85% of LGBTTIQ+

people in research by PricewaterhouseCoopers, 2016).

There is a decrease in productivity where personnel feel
they have to hide their identity (as reported by 30% of
people in research by Human Rights Campaign 2014).

A quarter of LGBTTIQ+ people have stayed in a job
specifically because it was an inclusive environment (as
reported by 25% of people in research by Human Rights
Campaign 2014).

A fifth of LGBTTIQ+ people have looked for a new job
because they were made to feel unwelcome (as reported
by 20% of people in research by Human Rights
Campaign 2014).

“A quarter of
LGBTTIQ+ people
have stayed in a job
specifically because
it was an inclusive
environment”

Human Rights
Campaign 2014).

11
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3.2

OverWatch

NZDF - Context Setting

Creating a welcoming and safe environment where LGBTTIQ+ are
Visible, Vocal and Valued. OverWatch is an organisation of Regular,
Reserve and Civilian volunteers from all across the NZDF Force.

OverWatch was established in 2012 and provides:

Support to ALL NZDF Personnel - OverWatch is an organisation
established to provide peer support, guidance and advice to the
NZDF’s LGBTTIQ+ community, families, allies, and all members of
the NZDF.

Support to Command - Support, guidance and advice to the
Commanders, Managers and those in positions of command.

Advocacy - Providing a voice and representation to those within

the NZDF. Holding the organisation to account for the support
they provide and their policy relating to their LGBTTIQ people.

OverWatch Principles:

Ta Kaha
COURAGE

Ta Tira
COMRADESHIP

Ta Tika
COMMITMENT

“One of the NZDF’s
defining
characteristics, and
strengths, is its
history of openness
and inclusion.
OverWatchis an
excellent example of
this culture at work.”

LTCOL Steve
Kearney (2019)

Ta Maia
INTEGRITY

12
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Rainbow Tick Accreditation

The Rainbow Tick is a New Zealand based NGO offering a LGBTTIQ+
accreditation process, also called the Rainbow Tick. NZDF were
accredited the Rainbow Tick in October 2019, after 13 months of
working towards achieving this milestone.

Being awarded and maintaining the Rainbow Tick is external validation that the NZDF is safe,
welcoming and an inclusive place for people of diverse gender identity and sexual orientation. It also
is a mechanism that NZDF can use to ensure it has a continuous improvement approach to
inclusiveness for the LGBTTIQ+ community within NZDF, and an approach that it supports

organisational transparency and accountability.

Recommendations from the Rainbow Tick Certification
Report 2019 have been incorporated into this LGBTTIQ+
Inclusion Plan which is reviewed annually by Rainbow Tick.
The annual certification process evaluates the organisations
level of LGBTTIQ+ in five areas:

Policies

Staff Training

Staff Engagement & Support
External Engagement
Monitoring

GRFNAN I

The improved processes and practices made to increase
inclusion for LGBTTIQ+ people benefit all NZDF, these
improvements are about the NZDF becoming a more
modern, flexible, people-focussed organisation.

“The genuine
commitment from the
Chief of Defence and the
executive leadership
must be commended,
along with their support
for OverWatch as a
driving force behind
ensuring that NZDF is
inclusive for all — both
now and into the future.”

Rainbow Tick Director
Martin King (2019)

13
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3.3 The Benefits of Inclusion

The NZDF’s commitment to a diverse workforce is to foster an operating environment
inclusive of LGBTTIQ+ people.

This will be achieved when units/ workplaces are actively and “Whether in
genuinely inclusive of all sexual orientations, gender identities .

and intersex characteristics. This inclusive environment can peacetl_me AL
have a significant impact on the physical, mental and emotional operations, our
wellbeing of LGBTTIQ+ people, especially (those who may strength is team work,
continue to experience harmful behaviour (discrimination, o
violence, isolation or marginalisation) in their personal lives. and that means Ilvmg

our values and

To attract and retain talent i ¢ be inclusive. A treating each other
o attract and retain talent, organisations must be inclusive. -

Deloitte study (2017) on diversity and inclusion reported that 80% with decency and
of the respondents said that inclusion is an important factor in respect.”
choosing an employer, and 72% said they would leave an

organisation for one they believe is more inclusive. From small,

private companies to multinational, publicly owned corporations, Chief of Defence
fostering a culture that leverages acceptance and growth of all Force, Air Marshal
employees is important. Kevin Short (2019)

LGBTTIQ+ inclusion benefits all of the NZDF because:

Open, inclusive workplace cultures create an environment where
LGBTTIQ+ know they will be safe, valued and accepted for
bringing their whole selves to work because no-one has to
expend energy hiding who they are. This in turn leads to
increased engagement and career satisfaction, and more open
and respectful relationships, all of which contribute to higher

. performance. Also, open, inclusive workplace cultures will have a
everyone benefits. positive impact on the partners, spouses and children of
LGBTTIQ+.

When people feel safe
bringing their whole
selves to work,

An inclusive workplace leads to increased engagement and
career satisfaction, and more open and respectful relationships,
all of which contribute to higher performance.

Inclusion is about creating an environment in which all our people
can bring their whole selves to work and be valued for the
contribution they make, not despite individual differences, but
because of them. In return this will provide a productive and
engaged NZDF.

Organisational
Effectiveness

14
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To best protect and
serve the community,
we need to
understand and
embody its diversity.

LGBTTIQ+ inclusion
positions us as an
employer of choice.

NZDF has a responsibility to serve and make the best decisions
for all NZDF members including the LGBTTIQ+ community.
Actively recognising the diversity that exists in the LGBTTIQ+
community and valuing the experiences of LGBTTIQ+ not only
enables a deeper understanding of the community’s needs, but
also creates empathy, promotes new ways of thinking and drives
innovation (Pride in Diversity 2016).

To attract and retain the best talent, the NZDF needs to
demonstrate genuine inclusion of all diverse groups. The new
workforce, Gen Y and beyond, increasingly perceive a potential

employer’s diversity and inclusion track record as a critical factor

in being an employer of choice (Pride in Diversity 2016).

15
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4.0. Creating change

This Inclusion Plan provides a framework for strengthening LGBTTIQ+ inclusion across
the NZDF.

The actions and approaches outlined in this document build on existing foundations which are
already driving inclusion across the NZDF. These include:

e Establishment of OverWatch an LGBTTIQ+ employee network in 2012.

e NZDF’s ongoing commitment to ensuring that OverWatch continues to be well supported
and resourced (with activity funded out of the Directorate of Diversity and Inclusion’s budget)

e Participation in a cross-agency rainbow network (CARN) to promote inclusion across the
sector and support agencies to implement inclusion initiatives.

e OverWatch’s review of NZDF’s gender transition guidelines.
e Participation in regional Pride Marches / Festivals since 2013.

¢ Inclusive policies that allow NZDF members in same-sex relationships equal entitlements to
leave, including parental, superannuation and domestic and family violence support.

4.1 Roles and Responsibilities

As an employer the NZDF has responsibility to provide all NZDF personnel a healthy
and safe environment and an environment free from harassment, discrimination and
bullying (Health and Safety at Work Act, 2015).

The CDF has overall responsibility for the culture within NZDF. Service/Portfolio Chiefs are
responsible for the culture within their respective areas, this includes supporting diversity and
inclusion efforts.

The Directorate of Diversity Inclusion, supported by NZDF’s Executive Committee will lead the
initiatives outlined in this strategy, and support the work and initiatives via the OverWatch network.

4.2 Strategic Links

People25 notes NZDF’s commitment to increase the diversity of our workforce in order
to be operationally effective in an increasingly complex security environment.

The requirement to recruit and retain diverse people with specific skillsets places the Defence
Force in competition with other New Zealand employers and international militaries.

As aresult, we need to continue to modernise and enhance the manner in which we attract, support

and reward a more diverse workforce, noting that it is only through inclusion that we can make the
most out of diversity.

16
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4.3 Levers for Change

The three levers of change highlight the importance of leadership, education, visibility
and inclusive policy for LGBTTIQ+ inclusion, as well as the important role that allies play
in creating cultural change.

The new approaches and actions outlined under the Inclusion Plans three levers for change
represent good practice and align with Rainbow Tick accreditation standards.

The actions include increasing the visibility of LGBTTIQ+ diversity in NZDF, building the awareness
and capability of all NZDF members providing support for LGBTTIQ+. They also highlight the
importance of non-LGBTTIQ+ allies in advocating and driving cultural change.

All Services and Portfolios are encouraged to identify and implement the actions that will best work

for them and their people. The Directorate of Diversity and Inclusion (and OverWatch) are available
for advice to support the Services and Portfolios with regards to LGBTTIQ+ inclusive practices.

Levers for Change:

. Building the capability of allies, leaders and the broader
Leadership and workforce so they can actively champion LGBTTIQ+
Capability

Creating open and supportive workplaces where LGBTTIQ+
Unit Culture employees can bring their whole selves to work every day

. . Ensuring our policies and practices are inclusive and
Inclusive Policy & support the needs of all personnel and their communities
Practice

17
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5.0 Leadership and Capability
Outcome

Visible and knowledgeable allies at all levels who actively champion diversity and
inclusion within their service and amplify the voices of LGBTTIQ+.

Demonstrate strong leadership to support LGBTTIQ+ inclusion within the
NZDF by:

- Visibly demonstrating that Senior Leaders recognise the importance
of LGBTTIQ+ inclusion and are committed to fostering inclusive and
safe workplaces.

- ldentifying visible LGBTTIQ+ allies and champions within services
including the COL(E) and above level.

EXCO / Senior
Leaders will:

Work with OverWatch, NZDF HR Business Partners and the NZDF Executive
Committee (EXCO), the public sector via Te Kawa Mataaho (Public Service
Commission), and the AoG Combined Agency Rainbow Network (CARN) to
make LGBTTIQ+ an ongoing priority for diversity and inclusion.

The
Directorate of
Diversity and
Inclusion wiill:

Foster inter-agency shared learning via the CARN by promoting and sharing
best practice LGBTTIQ+ workplace inclusion policies and practice.

Stay current with best practice in regard to LGBTTIQ+ inclusion.

Support OverWatch, LGBTTIQ+ and allies to connect, support each other,
provide education and promote workplace inclusion.

Building the knowledge and capability of leaders, allies and wider NZDF in
sexual and gender diversity by:
- Providing opportunities for allies and leaders to build capability across
the NZDF.
- Providing resources about how to support LGBTTIQ+.
- Developing an understanding of the intersections between the
LGBTTIQ+ community and other diverse groups e.g. based on gender,
disability, ethnicity etc.

18
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Managers can:

Units &

Individuals
can:
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Demonstrate leadership and commitment to LGBTTIQ+ inclusion within
NZDF by:

Supporting local LGBTTIQ+ community events, including regional
events and festivals.

Partnering with other agencies and external organisations to share
expertise and supporting them on their LGBTTIQ+ inclusion journey.
Actively promote a culture of open and respectful discussion around
sexual orientation, gender diversity and intersex.

Encouraging team members to share resources and information with
their colleagues to build knowledge and understanding.

Be inclusive of others within their workplace by:

Looking for opportunities to develop understanding of the LGBTTIQ+
community and learn more about the experiences of LGBTTIQ+ who
are willing to share.

Being inclusive of peers irrespective of sexual orientation or gender.

Be inclusive of others within their workplace by:

Looking for opportunities to develop understanding of the LGBTTIQ+
community and learn more about the experiences of LGBTTIQ+ who
are willing to share.

Being inclusive of peers irrespective of sexual orientation or gender.

19
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6.0 Unit Culture

Outcome

Increased visibility and awareness about LGBTTIQ+ inclusion, creating a unit culture
where people feel valued and supported to bring their whole selves to work every day.

Communicate via the command chain and wider organisation their
expectations of creating a diverse, inclusive and safe NZDF.

EXCO / Senior

Leaders will: Actively promote the NZDF as an inclusive employer of choice for example

by activities such as:
Visually reflecting LGBTTIQ+ inclusion in internal and external
documents and promotional materials, and using gender neutral
language when referring to sex, gender or sexual orientation.
Flying the rainbow flag on LGBTTIQ+ awareness days or during local
LGBTTIQ+ events.
Actively representing the NZDF as inclusive of LGBTTIQ+ people and
communities at promotional, recruitment and community engagement
events.

Promote and encourage participation in New Zealand regional Pride events
and LGBTTIQ+ awareness days within NZDF (e.g. International Day against
Homophobia and Transphobia, Transgender Day of Visibility, Intersex
Awareness Day) to show visible support for LGBTTIQ+.

The

Directorate of
Diversity and
Inclusion wiill:

Support the CARN with public sector wide awareness, engagement and
inclusion initiatives for LGBTTIQ+ and allies.

Support OverWatch and NZDF networks for LGBTTIQ+ and allies to
connect, support each other, provide education and promote workplace

inclusion.

Communicate the importance of inclusive practices (e.g. not assuming the
gender of someone’s partner etc.).

20
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Provide support for LGBTTIQ+ personnel within the NZDF by providing a
workplace environment where transgender and gender diverse people feel
safe to present as their affirmed gender.

Visibly demonstrate that LGBTTIQ+ people are recognised and accepted in
workplaces by:

- Visibly showing support for LGBTTIQ+ inclusion in the workplace e.g.

wearing rainbow lanyards.

- Displaying posters and resources, and actively communicating that
homophobia and transphobia are unacceptable in the workplace and
have negative effects on all.

- Celebrating LGBTTIQ+ awareness days within NZDF

Respect that not all LGBTTIQ+ feel safe or wish to disclose or talk about
their sexual orientation, gender identity or intersex characteristics, and
always be mindful of their privacy and discretion.

Speak out against homophobic, or other negative transphobic comments,
jokes or behaviours, even when LGBTTIQ+ people are not present.

Participate in LGBTTIQ+ related networks or activities as an ally or
advocate.

Take action on discriminatory behaviour, such as transphobia, biphobia and
homophobia

Respect that not all LGBTTIQ+ feel safe or wish to disclose or talk about
their sexual orientation, gender identity or intersex characteristics, and
always be mindful of their privacy and discretion.

Speak out against homophobic, or other negative transphobic comments,
jokes or behaviours, even when LGBTTIQ+ people are not present.

Participate in LGBTTIQ+ related networks or activities as an ally or
advocate.

Take action on discriminatory behaviour, such as transphobia, biphobia and
homophobia
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7.0 Inclusive Policy & Practice

Outcome

LGBTTIQ+ inclusion is considered at all levels of policy and practice, and all areas of
NZDF have the capability to support the needs of LGBTTIQ+ and measure progress
towards specific outcomes.

Ensure the organisation has safe and appropriate facilities (for example, via
Defence Estate and Infrastructure, including access to gender neutral or ‘all
gender’ bathrooms with visible signage, and ensure new building fit outs

EXCO / Senior . . .
/ consider the needs of gender diverse and/or some intersex personnel).

Leaders wiill:

Support DDI by Integrating LGBTTIQ+ inclusion into NZDF policies and
diversity and inclusion programs by:
- Directing that the rights of NZDF members of all sexual orientations,
gender identities and intersex characteristics are considered in all
NZDF orders, policies and processes.
- Directing that LGBTTIQ+ awareness is incorporated into diversity
and inclusion training and recruit / induction training.

Broaden the NZDF’s understanding of diversity, and explicitly incorporate
sexual orientation, gender identity and intersex into diversity definitions and

The .
categories.

Directorate of
Diversity and
Inclusion wiill:

Support the governance of OverWatch.

Investigate options to expand sex and gender identification options and
inclusive spousal references in HR and other data collection systems.

Investigate recommendations from Rainbow tick assessment including:

- Review of Diversity and Inclusion lesson plans to include LGBTTIQ+
awareness.

- Personnel having the opportunity in research surveys (e.g. 2020
pulse) to voluntary record sexuality or gender identity as an optional
data point.

- Update transgender guidelines and review as necessary

- Ensure that NZDF remains current with comparative international
practice

- Support education and training necessary to ensure correct
terminology is used
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Providing options accurately that indicate their gender identity or
intersex characteristics if they wish to.

Understanding guidelines to support gender diverse personnel
through transition in the workplace.

Setting the tone and expectations down their chain of command

Commanders /
Managers can:

Respect and use affirmed or preferred names and pronouns.

Behave respectfully and use inclusive or gender-neutral language when
asking about or referring to partners, spouses and family members to avoid
assumptions and stereotypes.

Respect and use affirmed or preferred names and pronouns.

Units & Behave respectfully and use inclusive or gender-neutral language when
Individuals asking about or referring to partners, spouses and family members to avoid
can: assumptions and stereotypes.

Develop approaches to support the specific needs of LGBTTIQ+ people by:
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8.0 Measuring Success

Cultural change can be difficult to achieve and measure, particularly when information
about sexual orientation, gender identity and intersex is not accurately captured.

The success of

LGBTTIQ+ inclusion
and the goals of this
strategic plan will be
measured by:

Other indicators of
success include:

Inclusion of a sexuality question in the annual NZDF Pulse
survey and also in the three yearly NZDF Health and
Wellbeing survey - this will allow NZDF to have visibility as
to LGBTTIQ+ experience within NZDF, specifically:

¢ Perceptions about leadership, inclusion, experience
of harmful behavior and trust in the organisation.

e Comparative data - e.g. does LGBTTIQ+ personnel
perceptions of their workplaces (e.g. of workplace
culture, fairness and inclusion), reflect those of non-
LGBTTIQ+ personnel.

e Whether data about LGBTTIQ+ shows increased
attraction, retention and job satisfaction as the
NZDF’s maturity in LGBTTIQ+ inclusion grows.

Annual reporting of progress against each of the three
levers to the Executive Committee and reporting progress
in NZDF’s annual report.

Greater visibility and representation of LGBTTIQ+ people
and allies in all services and at all rank levels (for example,
at Pride Events).

Increased understanding of all aspects of sexual
orientation, gender diversity and intersex by personnel,
especially by leaders and allies.

Workplace cultures where sexual and gender diversity is
openly valued and celebrated, rather than ignored or
perceived as irrelevant.

Shared leadership on LGBTTIQ+ inclusion, with allies and
LGBTTIQ+ working together to foster inclusive workplaces
and practices.

Equitable access to support, benefits and policies for
LGBTTIQ+ people.

NZDF maintaining its Rainbow Tick accreditation.
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9.0 Next Steps

In order to maintain our Rainbow Tick (RT) status and progress we have detailed our
strategic actions against the RT criteria.

Strategy & Policy

RT Strategy & Policy Expectations

RAINBOW TICKy

NZDF requirements (for continuous improvement

Is Rainbow Diversity and Inclusion
explicitly mentioned in any documents
outlining the organisation’s purpose or
planning? (e.g. Strategic Plan, Values
Statement)

and RT maintenance)

Consider LGBTTIQ+ in strategic documents.

Ensure DDI strategic plan and work plan includes
Pride/LGBTTIQ+.

Is Rainbow Diversity and Inclusion
specifically mentioned in documents
setting out any policies or procedures
(e.g. Non-discrimination policy, complaints
process, meeting minutes)

Ensure NZDF policies (such as the parental leave
policy) are non-heteronormative and inclusive of
LGBTTIQ+.

Do the leaders of the organisation receive
Rainbow-specific Diversity and Inclusion
training?

Review LGBTTIQ+ awareness learning outcomes at
all four levels of training spanning from recruit
courses to senior leadership.

Is there a Diversity and Inclusion council
or sub-committee at governance or senior
management level or does the brief of any
other committee include Diversity and
Inclusion?

Continue to work with Employee Led Networks and
conduct regular meetings working towards the
formation of a Diversity council.

Are there any measures or indicators that
are reviewed and reported on by this
committee?

Ensure sexual orientation and gender identity
questions are added to Pulse and Integrated
Wellbeing Health Survey, this will create a baseline
for future measures.

Is Rainbow Diversity and Inclusion a
regular item in Board or senior
management reporting?

DDI to remain as a standing item on the NZDF board.
Consideration to be given to inclusion in other Senior
management discussions.
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Staff Engagement

RT Staff Engagement Expectations

RAINBOW TICKy,

NZDF requirements (for continuous improvement
and RT maintenance)

Is the organisation’s stance on Rainbow
Diversity and Inclusion a topic that is
raised in recruitment interviews or noted
on application forms or recruitment
webpages?

That military and civilian recruitment continue to
include diversity statement in job advertisements and
service offerings.

Does the organisation encourage and
support staff to set up Rainbow networks
internally and/or to link with external
ones?

Continued support and resourcing to NZDF
Employee Led Networks (including OverWatch)

Does the organisation encourage staff to
mark occasions of relevance to Rainbow
communities such as Pride festivals or
Red Ribbon Day?

Continued support and celebration of events relevant
to the NZDF Rainbow community via
recommendations from OverWatch.

Does the organisation have processes
and resources in place for staff who
transition gender? (e.g. A support plan for
staff who transition, access to unisex
toilets for those who need it)

Ensuring NZDF transition guidelines remain up to
date with reasonable accommodations for
transgender personnel taken into account.

Does the organisation use the preferred
name, title, and pronouns of people who
have transitioned gender? (e.g. If gender
on documents is incongruent with current
gender identity)

Promote the use of pronouns NZDF wide.

Removal of status identifiers from NZDF emails in a
move away from heteronormative identifiers.

Are there visible Rainbow Allies across
the organisation?

Continue to support visibility of OverWatch

Work with Rainbow allies to ensure support of being
inclusive for the NZDF LGBTTIQ+ community
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External Engagement

RT External Engagement Expectations

RAINBOW TICKy,

NZDF requirements (for continuous improvement

Does your website or any publicity
material specifically mention Rainbow
Diversity and Inclusion anywhere? (e.g.
under its “About Us” “Mission Statement”
or “Values” section)

and RT maintenance)

Continued integration with DRO and DPA to ensure
internal and external Rainbow diversity including the
use of Rainbow Tick branding.

As part of your commitment to corporate
social responsibility, have you informed
your customers and other stakeholders
e.g. your supply chain, clients, contractors
that you are committed to being a fair
workplace in line with the Rainbow tick
principles?

Adherence to international Human Rights standards
ensuring that contractors comply with these
standards to provide a workplace free from unlawful
discrimination.

Visible communications regarding NZDF as a fair
place to work and promotion of Rainbow Tick status.

Does your organisation publicly sponsor
or support any Rainbow community
events or organisations? (e.g. pro bono
work for a Rainbow NGO, a banner and
stand at a Rainbow festival, participation
in any community events)

Continued participation, support and publicly to
Rainbow events.

Participation in CARN network.
Ongoing support for OverWatch.

Do Board members or senior staff ever
attend any such events?

Promoting participation of all NZDF including Senior
Leaders to be involved in Rainbow Events (such as
Pride Parades).

Does the organisation use any imagery
that reflects Rainbow communities?

Requesting DPA support at Rainbow events and use
of imagery that reflects the diversity of NZDF
personnel within Rainbow Communities.

Does the organisation publicly
demonstrate engagement with the
Rainbow Tick process?

Identify opportunities to publicly demonstrate
engagement with the Rainbow Tick (DDI to work with
DPA to identify a communications schedule to
support this)
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Organisational Development

RT Organisational Development

Expectations

RAINBOW TICKy

NZDF requirements (for continuous improvement
and RT maintenance)

Is Rainbow Diversity and Inclusion training
offered as a separate and specific
training?

Ensure training content includes information relevant
to the LGBTTIQ+ community.

Review LGBTTIQ+ awareness learning outcomes at
all four levels of training spanning from recruit
courses to senior leadership.

Develop training resources and promulgate
throughout org.

Is Rainbow Diversity and Inclusion training
routinely included in orientation or
induction training?

Is Rainbow Diversity and Inclusion training
routinely included in training for
leadership development?

Is attendance and completion of Rainbow
Diversity and Inclusion training
monitored?

Is training offered so as to capture all
levels and aspects of the organisation?

Is training evaluated in terms of
attendance, and participant satisfaction?

Review LGBTTIQ+ awareness learning outcomes at
all four levels of training spanning from recruit
courses to senior leadership.
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Monitoring

RT Monitoring Expectations

RAINBOW TICKy,

NZDF requirements (for continuous improvement

and RT maintenance)

Does your organisation regularly carry out
internal surveys that measure employee
perceptions of safety, dignity and
inclusiveness at work?

Are staff and/or customers given the
opportunity of voluntarily recording their
sexuality or gender identity as an optional
data point in surveys or other forms of
data-collection?

Ensure that Pulse 2020 includes the opportunity to
voluntary record sexuality or gender identity as an
optional data point.

Ensure the Health and Wellbeing Survey includes the
opportunity to voluntary record sexuality or gender
identity as an optional data point.

Work with Org Research to ensure that
sexuality/gender identity is considered in research
projects where appropriate.

When you make a decision on talent
management, do you take diversity into
account as a success factor in your talent
acquisition?

That Military and Civilian recruitments continue to
include diversity statement in job advertisements and
service offerings.

Continued briefings by Legal prior to decision making
boards. This verbal brief is aimed at reminding
decision-makers of unconscious bias, discrimination,
as well as natural justice, ensuring they adhere to
their legal obligations as statutory decision-makers.

NZDF continues to value diversity via Comms
(internal and external)

Is the topic of Rainbow Diversity and
Inclusion an item that can be raised in exit
interviews to help determine factors
affecting staff retention?

Ensuring exit interview reports continues to collect
data around sexual orientation.

Are incidents of harassment or
discrimination against Rainbow
community staff and/or customers
monitored and causes addressed? (e.g.
bullying, inappropriate comments or
jokes)

Investigate potential for granular detail of formal
complaints to be collected for the purpose of
analysis by sexuality.

Roll out “just jokes” campaign to highlight that whilst
humor is an important component of a healthy
workplace it is never to demean or reduce someone’s
mana.

Are all relevant measures and indicators
(for example, cross-team ratings of
safety, dignity and inclusiveness) reported
to senior management?

To undertake cross tabulations of data on sexuality
with other staff wellbeing and engagement metrics.
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10.0 Glossary of Terms'

Asexual - A person who does not experience sexual attraction to others.

Bisexual - A person who experiences romantic and/or sexual attraction to their own and other
genders.

Cisgender - A person whose gender aligns with their sex assigned at birth.

Gay - A person who experiences romantic and/ or sexual attraction to people of the same gender.
More commonly used in relation to males.

Gender diverse — An umbrella term used by some who identify outside of the male/female gender
binary. Being transgender can be one way of being gender diverse, but not all gender diverse people
identify as transgender and vice versa.

Gender expression - refers to a person’s presentation of gender through physical appearance -
including dress, hairstyles, accessories, cosmetics — and mannerisms, speech, behavioural patterns,
names and personal references. Gender expression may or may not conform to a person’s gender
identity.

Gender identity - refers to each person’s deeply felt internal and individual experience of gender,
which may or may not correspond with the sex assigned at birth, including the personal sense of the
body (which may involve, if freely chosen, modification of bodily appearance or function by medical,
surgical or other means) and other expressions of gender, including dress, speech and mannerisms.

Heterosexual — A person who experiences romantic attraction and/or sexual attraction to people of
a different gender.

Homosexual - A person who experiences romantic attraction and/or sexual attraction to people of
the same gender.

Intersex — A person whose sex characteristics are more diverse than typical definitions for male or
female bodies, including sexual anatomy, reproductive organs, hormonal patterns, and/or
chromosome patterns.

Lesbian — A woman who experiences romantic attraction and/or sexual attraction to other women.

LGBTTIQ+ - An acronym of different identities within Rainbow communities, including Lesbian, Gay,
Bisexual, Transgender, Queer, Intersex, and Asexual. The plus denotes inclusion of other terms not
listed.

Non-binary - An umbrella term for gender identities which are neither male nor female. Pacific
communities have their own culturally specific terms relating to sexual orientation and gender
identities. These concepts are more or just as much about familial, genealogical, social, and cultural
selfhood. Fa’afafine (Samoa & American Samoa), Leiti/ Fakaleiti (Tonga), Fakafifine (Niue), Akava’ine
(Cook Islands), Pina (Tuvalu), Maht (Taihiti and Hawaii), Vakasalewalewa (Fiji) and Palopa (Papua
New Guinea).

Pansexual — A person who experiences romantic and/or sexual attraction to people regardless of
their sex or gender.

1 Glossary of Terms obtained from New Zealand Human Rights Commission (2020). PRISM Report
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Queer - A reclaimed umbrella term that encompasses identities and expressions outside of
heterosexual, monogamous, and normative gender expressions.

Rainbow communities — An umbrella term commonly used in Aotearoa to describe those who have
a diverse sexual orientation, gender identity or expression, and sex characteristics.

Sex assigned at birth — All babies are assigned a sex at birth, usually determined by a visual
observation of external genitalia. A person’s gender may or may not align with their sex assigned at
birth.

Sex characteristics - refer to each person’s physical features relating to sex, including genitalia
and other sexual and reproductive anatomy, chromosomes, hormones, and secondary physical
features emerging from puberty.

Sexual orientation - refers to each person’s capacity for profound emotional, affectional and
sexual attraction to, and intimate and sexual relations with, individuals of a different gender or the
same gender, or more than one gender.

SOGIESC - An acronym including sexual orientation, gender expression and identity, and sex
characteristics.

Takatapui — A traditional Maori term which means ‘intimate companion of the same sex.’ It has been
reclaimed by some Maori to describe their diverse sexual orientation, gender identity or expression,
and sex characteristics.

Tangata ira tane - A te reo Maori term which roughly translates as trans man.

Transgender — An umbrella term for a person whose gender differs from their sex assigned at birth.
Transgender people may be binary or non-binary, and some opt for some form of medical
intervention (such as hormone therapy or surgery). Used as an adjective rather than a noun, and
often shortened to ‘trans.’

Transition — Steps taken by trans people to live in their gender which may include social, legal, or
medical aspects. A social transition may include changing clothes, hair, pronouns, or name; a legal
transition may include changing name and/or gender marker on legal documents; and a medical
transition may include medical treatments such laser hair removal, hormone therapy, or various
surgeries. There are no wrong or right ways to transition; each person will have their own personal
goals.

Trans man - A man who was assigned female at birth.

Trans woman — A woman who was assigned male at birth.

Transsexual — An older term considered to be outdated by some younger populations. Transsexual
is not an umbrella term; those who prefer this term often see it as an important distinction from

transgender. It may refer to a person who has had or is in the process of changing their body to
affirm their gender.
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Rainbow Tick

NZDF have maintained Rainbow Tick
accreditation since 2019 and are reassessed
annually to maintain this accreditation.

Improved processes and practices made to increase
inclusion for LGBTTQIA+ people benefits all our people
because it's about the NZDF becoming a more modern,
flexible, people-focussed organisation.

As well as internal NZDF communications Rainbow Tick
branding is displayed on external NZDF recruitment and
Health websites.

www.defencecareers.mil.nz

M1

© Frequently asked 4 Contactus
questions

@ Findus

www.health.nzdf.mil.nz

HEI MANA MO AOTEAROA

A FORCE FOR NEW ZEALAND

Te Kawanatanga o Aotearoa
New Zealand Government
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Pronoun Use

In 2021, communications were
distributed NZDF wide promoting
the use of pronouns.

During an OverWatch hui in 2021, Chief of Defence, Kevin
Short (CDF) attended and asked what he could do as a leader
to further support LGBTTQIA+ inclusion within NZDF.

CDF was asked by the OverWatch network if he could add
pronouns to his signature block, where as a result, sent NZDF
wide communications regarding pronoun use (and added
pronouns to his signature block). This action encouraged
pronoun use throughout NZDF (including senior leaders).

The W & loeestEed 1 el B O e Yo eff i # # ol (o Taloederd s TR | ROW e LR Ty
(U B Wy WAl PO S AGONY [ B 8 WO Tl Sl Rann TR w B B8 PALE I SUS000 B
L TTage comrmuly B | ors Cnt B pUni M1 BPND | Owmaen Bl Npd) P0G (ST B vOes OIS Tk Thes wmat
TS cn T aniets Po e o [Pt OF CerTeirne S0 b Ml o0 e0f DN el SO0 P atier

A O Lt (il Drer T oy e R st U el 8% COUaRAn T 0 i Taeh Weetans 1 e f Donlier 190 80
L T S ]

T i et M e e T T ST o W S e

=

RADM David Proctor (he/him)
Chief Of Navy, Naval Staff
Royal New Zealand Navy

Air Marshal Kevin Short (he/hwn) BRIG Matthew Weston, (he/him)

Chief of Defence Force Chief People Officer

NEW ZEALAND DEFENCE FORCE People Capability Portfolio - HQNZDF

www nad! mil ng New Zealand Defence Force | Te Ope Kitua o Aotearoa
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Rainbow Excellence Awards (online)

In 2021’ NZDF wWon in two Categories L\ THE NEW ZEALAND RAINBOW

at Rainbow Excellence Awards based \\ EXCELLENCE
on the LGBTTQIA+ Inclusion Plan.

Rainbow Tick Non-Commercial Sector Award

Showcasing NZDF as a global leader in Rainbow Inclusion
(domestically and internationally) by operationalising the The rainbow excollence awards are a source of
Rainbow Tick Certification Framework across NZDF. & inspiration for us, and other organisations. The New

Zealand Detence Force is proud to have been
selected as wanners an both the Simpson Grierson

Simpson Grierson Impact (Program, Policy, Practice)

Impact Award and the Rainbow Tick Non

Commercial Sector Award categories at the 2021

operationalising the Rainbow Tick Certification Framework Rainbow Excellence Awards. Winning was 3
across NZDF wondertul recognition that we are on the nght

track. However, we acknowledge that there is

Always work 1o do and we are committed to

continuing our elforts ta be a diverse, inclusive and

respectiul workforce

See CDF award speech here: g
NW ZE N AND DETENCE TORCI

https://www.youtube.com/watch?v=dx3JmEI-mP8
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LGBTTQIA+ Inclusion Plan

In 2021, the LGBTTQIA+ Inclusion

Plan was published, which continues LGBTTIQ+
to be promulgated across camps and INCLUSION

bases. PLAN

2020-2025

This LGBTTQIA+ Inclusion Plan supports NZDF to meet the
needs of the LGBTTQIA+ community. The Inclusion Plan is

; MAINTAINING AND SUSTAINING
based around three levers for change - Leadership and LGBTTIQ+INCLUSION

Capability, Unit Culture, and Inclusive Policy and Practice.
These levers aim to increase the visibility of LGBTTQIA+ people,
and ensure they are treated equally and that their rights are
protected.

Our LGBTTQIA+ Inclusion Plan is based on recommendations
from the Rainbow Tick accreditation process, and we will

continue to work with the Rainbow Tick organisation to ensure o f
the identified priority areas for improvement are addressed.

DIRECTORATE OF DIVERSITY AND INCLUSION
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OverWatch Brand Refresh @

OVERWATCH
A new look for OverWatch in 2021.

Recently, NZDF refreshed it’s brand to enhance our bi-cultural 1
identity. OverWatch aligned to this new, this is the first refresh
since in the inception of the network in 2012.

LOBTTIO. CONMMUNITY | NGA MATA O NIWA

OVERWATCH

Part of this rebranding journey was to investigate a Maori
translation for OverWatch, committee members approached
Tiwhanawhana Trust, a Takatapui group based in Wellington, to
ask if they would consider gifting OverWatch a significant name.

As a result, Nga Mata o Niwa was gifted and trasnslates to ‘The
Eyes of Niwa.” (Niwa being a shortened of Aniwaniwa or
Rainbow).

NGA MATAONIWA

LGBTTIQ+* COMMUNITY | OVERWATCH
—
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OverWatch Brand Refresh cont...

-
-

The brand refresh included updated '_ QFFEH () =
merchandise to create greater
visibility of the network throughout
the organisation.

Updated merchandise such as OverWatch branded pens,
notebooks and ‘rainbow’ jellybeans were distributed
throughout all camps and bases.

An updated batch of branded t-shirts were ordered in NZDF
colours to allow military personnel to wear under certain
uniforms. An alternative branded black t shirt can be worn
by all NZDF pers (including our NZDF civilian workforce).

NGA MATAONIWA

LOBTTIO+ COMMUNITY | OVERWATCH

An updated banner can be used at Pride marches and at
local Camp/base events.

Additionally, rainbow lanyards (around for the last couple
of years) continue to be available (and requested).
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A Proud NZDF

In 2021, approval was obtained for the official NZDF logo to be
modified for official use at for Pride events.

Changes to the official NZDF branding is no easy feat, NZDF
logos and badges are protected by the Flags, Emblems, and
Names Protection Act 1981,

TE OPE KATUA O AOTEAROA

DEFENCE FORCE

The modified logo is approved for external use at Pride
events or when deemed appropriate (such as Pride

Month). TE OPE KATUA O AOTEAROA

This is a milestone for the OverWatch network, and a DEFE NCE Fo RCE

visible display of support from the organisation. —
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A Proud NZDF...

Our NZDF internal communications
share updates and information from
the OverWatch network.

The D&I newsletter is a quarterly publication released by
the D&I Directorate and has a standing section containing
updates and information regarding the OverWatch
network. The newsletter is distributed across the entire
NZDF.

Work is also underway to develop an allies guide in 2022.

° &si MATA O NIWA

Owariich s an orpansaton of Reguisr, Pless ok e NIZDF provesng
ioomaton sndsuppod b e LGETTIO. Y P wh o
Achangs i o Tha Owor'Wisich Commiitea. We Gaore Mag

Ch 7 th Ant Corporal Sawyer Hamaksr who will D% Blepning down irom:
Frap, Maor Loanne Chambers who s isawng NZDF, we wsh

sk
Leanne all the bost.
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cenoer.  PRONOUNS

Resources

NZDF has a resource hub
containing content to support
LGBTTQIA+ inclusion

The resources incude those provided by Rainbow
Tick and Pride Pledge as well as other open source
resources.

The link for the resource hub is:

http://ddms-r/ds/D1-
0110/05/Forms/ProgrammeProject.aspx

LANGUAGE

EQUITY, e LA J : P —
LGBTTQIA+ PANSEXUALITY? o |
COMMUNITHIEE. "y M INCLUSION

B e oy o e EXTERNALLY

......

& CALLING OUT
LGBTTQIA+
DISCRIMINATION

' HETERO-
N OicLiatihRen NORMATIVITY

e Pledge Guide 16 Progress
2022

Y §F Ay &

10
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IHAHOBIT

In 2022 NZDF recognised the
International Day Against
Homophobia, Biphobia and
Transphobia (IDAHOBIT)

Prior to 1995 LGBTTQIA+ people were legally discriminated
against on the basis of their sexuality, including those
serving within the NZDF. There were good people who left
during that time because they didn’t feel welcome, safe or
valued.

We are proud of our journey and also acknowledge that
there is still work to be done.

Both internal and external communications supporting
Rainbow awareness days such as IDAHOBIT display our
commitment to rainbow inclusion and our role to play at
standing up and speaking out against discrimination.

° D!F!NC! FORCE st z L FNOB RAINBOW

irv  IDAHOBIT

E'RE AFORCE

M AY INTERNATIONAL DAY AGAINST HOMOPHOBIA
BIPHOBIA AND TRANSPHOBIA

TICK

Feaie

11
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Sweat with Pride

START ATEAM JOIN THE NZDF TEAM

Bagr o, o 43 yons bursirmmey et Gosed Jow o WICF Tamawd Saphvug), Tus o

In 2022 NZDF promoted Sweat e s e v e e e e
with Pride participation :

2022 is the first year NZDF as an organisation has
participated, with prior years being individual participation.

The request for NZDF participation was raised by the
OverWatch network, this was supported with
communications distributed across the organisation.

SWEAT with PRIDE - Take part this June

Sweat with Pride Goal Raised sofar

'm w As p? OF Ol COPTTETWOL 10 SeaTLE, BN PCLAOA o8 I8 PR row 1 O et OF T WDV Saeal ol Peoe

o
ﬁ Aryofet ) hees 10 et scive B of want 31 Seutes even A5y N ete T8N R o (ESE SeaeeTs 30d e K
OO GBS LAY B eE BRaEe SN ACN Il Nee Sesmee

As part of NZDF's committment to Diversity and inclusion, the organisation supported Sweat with Pride.
for at loast 21 minutes a day foc the month of Juna. The funds resed during Sweat with Pride supported Rainbow

MO wiaThy Rl | Fates

communities across Aolearoa. AJ ooy eed 13 32 18 06 of Twen 23T pourned 1o Pe Tetw Jaalant Deteore fove wOn{ace 6T A tve 80 80
s e
Why 21 minutes? Based on resoarch, that's the minemum amount of activity we nood for happy and healthy

bodses and minda. It sounds easy, but currantly 50% of Kivis aren't meeting this goal TORWNAL. we 2w 3 Ferok oy i Teamng

AT L AR D 0 AT Na B BT T Sty saey Gy 9 et L S v e smarerarre e Rany L0

12



Released under the Official Information Act 1982

Rainbow Inclusion Training

In 2022, live online workshops
were held on LGBTTQIA+
Awareness Training

Martin King, director of Pride Pledge, delivered online
training sessions that were available to all NZDF
personnel.

As a result of these workshops, a number of
camp/base level workshops have been conducted to
support Rainbow inclusion in the workplace.

© BEFiNGFoRGE R e

NZDF =5

Martin King Speaker Series
Live Workshop on:

LGBTTIQ+ Awareness Training
. _ L_ T ._ _‘L '114' 15 ..‘ m

11301300 | 11301300 u:o-noo |
Thursday 07 April 2022 | Thursday 0% May 2022 { mamm i

Wt Kong (nes/rmi s he Direcion ard Founoes of Prioe Pracoge with more than 25 years
eperiance In Humon Fesources @nd Drorsey and inclusion in New Zoaland and giobally

He & reoogresed
S0 brnG e s

Mar o' pworor ens e Q) COWTs 8 It A0e of Ll Ul kS maiion

nciuding how o bt sopport LGBTTIO» mambors of your workplace. guoes l|
termenoiogy andd Oomimon ednBons. Ha B0 Drovaoos rssgihil ind Darmars

Bt Oy LGET TI0» oy I werkDlantan i o s swni(as Of sy ¢
NCAsON ChaleonQes

To Register emadl: diversityandinclusioniinzdtmilnz

4

UNCLASSIFIED
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Pride Pledge

In 2022, NZDF partnered with /7 :
PI;ide Pledge 5 ol / m’

PLEDGE

Pride Pledge provides a reach into the regions, offering
an opportunity for connecting with local, regional and
national events.

In 2019, NZDF achieved Rainbow Tick certification. Our
Pride Pledge commitment compliments that and builds
on the work we re doing to ensure our organisation is a
welcoming and inclusive place for members of rainbow
communities.

2 n 2 2 JOIN US AND TAKE THE PLEDGE
VISIBILITY / SAFETY / INCLUSION

14
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NZDF Partner with Big Gay Out

In 2022 Defence Recruitment took a partnership approach to
supporting the annual Big Gay Out event.

Big Gay Out is the largest annual Rainbow communities
event in Aotearoa which presents NZDF with a unique
opportunity to engage with and support LGBTTQIA+ New
Zealanders.

The NZDF is committed to becoming a more diverse and
inclusive organisation so we can attract, keep and use the
skills of the most talented New Zealanders, and offer them
amazing careers.

The next event is in 2023 and will included participation of
Auckland based members of OverWatch providing the
opportunity to engage with the community and to
showcase NZDF as a progressive employer.

ondurs 1V

=BG GAYOUT=

15
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Campaign Support

NZDF continues to support nationwide campaigns that are Rainbow
Inclusive

For Example:

Pink Shirt Day - NZDF Continue to support Pink shirt Day and
acknowledge that the campaign is attributed to LGBTTQIA+
bullying.

Movember — From 2021, the Movember campaign includes a
‘non binary’ category. NZDF support and communicate this
across the organisation.

LET'SCHANGE
THE FALE
MENSHEALTH

16
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OverWatch Conference

LGBTTIQ+ COMMUNITY | NGA MATA O NIWA

OVERWATCH

A NZDF Rainbow Inclusion
Conference will be held in Oct /
Nov 2022 (date TBC)

With delays due the COVID, the conference will be held
later this year.

The conference will also provide the opportunity to
formally celebrate the 10 year anniversary of the
OVERWATCH network, with plans underway for a formal
dinner for members of the network and key allies.

AN N lVE RSARY

17



Released under the Official Information Act 1982

Future Focus

The 22/23 resourced LGBTTQIA+ programme of work is aimed at
greater visibility and support for NZDF Rainbow communities,
this program includes:

*  Updating NZDF Gender Transitioning Guidelines

*  Understand opportunities for improvement in relation to transgender and non-binary personnel
. Resource Development

. Rainbow Awareness Training

*  Data collection and annual report

. Recognising / celebrating LGBTTQIA+ days of importance

*  World Pride Sydney (TBC)

18
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Inclusion Timeline

LGBTTIQ* Inclusion
Timeline

Defence Wide LGBTTIO+ Support
Network Established
Sipoor grovp establsted wittn RNZAF win
2009 e vedue of & suppon network was recognsed
by NZDF. Founding members WGCDR Siu
Pearce. SONLUR Gearge Magdanos and
FLTLT Herm Fries.
2012
_ OverWatch Established
— LGETTHD* oo natwerk
Overalchastablishod
{Supersading DEFGLISNZ)
CrvarWalch recogrvss as an
EEQ on 20.1an 2012
2010
NZDF Form DEFGLISNZ
Charter
etenca Gay and Lesion
Indormation Serice (DEFGLISN)
Tarmid af wmed Lo imoiove
LGETTIO support servces.
provdes by NZDF

NZDF Launch it gets better video'
1| ot i e’ s nen Pl crgaresaonn wilh & messaen 1o uphl | jingd
ETower LGET T armud [ha qhohe

~NZDF

in Pride Festivals

P 2013 NZDF hnas e o Prick lestivils across Actonca

~ OverWatch attend NATO Working Group

2013

el i combal selhings

" Dedegates irom N2 USA UK ird Eurons deussoauly & dvssly 6

- Equal Empl t Opp
Awards

riunities Trust Diversity

OverWalon ivivoud Sueeerme Aprilwnrey
_ OwverWatch Host 'Pride in Defence’ Conference
Aurod at nanionong NZOF as o progressve giobal mstary

— OverWatch represented at Washington DC, USA
Wsson Critical confierenca with fncus on damographic charges
regreg LGBTTIO.

Forum

Forumprovided abass upcnwhicha
paer suppcd network Ior LGETTIO
£ouid ba buit and was almed 1o
entity andunderstand chalanges
andopportushes elled LGETTIO
personne n he BNZAF

Attended by USA and delegales
from Canadan and Austrasn Arrmed
Fores

2014

NZDF recognisedasa
World Leaderin LGBTTIO+
Inclusion

NZDF recognseaas ) inMatary
Irchit which rankasd over 100
countries jor Dedence Foroe polcy
resgarding LGETTICH practces

NZDF Develop Launch LGBTTIG+ Inciusion

Plan

mO Documant to support NZOF lameet needs of the
LGETTIC commurty
NZ Rainbow Excellence Awards
CDF A o Exeoutive Leac 0 e racoansing
awnershin and accountabiity

NZDF Celebrates Pride25
Ackivrsodiaing those who onco todd o
= N Slnon, b 10 1965

LGET T wars bl descrenemten
aamnst hasacd on e sesualily

~ NZDF Awarded Rainbow Tick

Aconedited Hainbow Tigs in 2010 ahey
13 s ey s nmkesione
Peter Rule Inclusion Award
Awincd recogresing thass makerg &
sl ehllerencs o e of
Spporing deersly o eckuson
(s trct 1970 SOMLDRA Petor Ruse
wiis presssed (o lema ite RNZAF
bechust et was hormosesual

. First NZDF Transgender Hui

Held

Iy mmertiounaerstang tha
epatienca ol imnsgender porsonnal
and 1o et hout Iowivds relreshiol
TrArGGECRY Quaodnes

* NZDF Join Cross Agency Rainbow Network
hatwork oacvocate hor and cdebrats

2017

sacion

LGETTIOcomimurnties’ civersity withe [he puithc

_ NZDF Publish Transitioning Guidelines
Guidednes o suppon transbonmg MEDF employessand

Commandeors /Managers

NZ Rainbow Exceflence
Awards

NZDF swargent impac award and
TN COMITATEal SOCIOr Tl
Pronoun use NZDF wide
NZDF acopts the use ol and
preenobes pronoun use across Ihe
crgansalon

TE OPE KATUA O AOTEAROA

DEFENCE FORCE
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