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Purpose of the report
This annual report details the financial and corporate performance of the Anti-Discrimination
Commission Queensland for 2016–17, highlights the work, achievements, activities, and strategic
initiatives of the Commission, and satisfies the requirements of the Financial Accountability Act
2009.

Public availability
The report, including full financial statements, is available from the Commission’s website
www.adcq.qld.gov.au.
For print copies, contact the Commission by email: info@adcq.qld.gov.au or telephone: 1300 130
670.

ISSN 1441-5747 (print)

ISSN 1837-0640 (online)

© Anti-Discrimination Commission Queensland 2017

Licence
This annual report is licensed by the Anti-Discrimination Commission Queensland under a Creative
Commons Attribution (CC BY) 3.0 Australia licence.
CC BY Licence summary statement
Under this licence, you are free to copy, communicate, and adapt this annual report, as long as you
attribute the work to the Anti-Discrimination Commission Queensland. To access a copy of this
licence, visit www.creativecommons.org/licenses/by/3.0/au/deed.en

Interpreter service statement
The Anti-Discrimination Commission Queensland is committed to providing
accessible services to Queenslanders from all culturally and linguistically diverse
backgrounds. If you have difficulty in understanding the annual report, you can
contact us on toll free 1300 130 670 and we will arrange an interpreter to effectively
communicate the report to you.
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Letter of compliance

25 August 2017

The Honourable Yvette D’Ath MP
Attorney-General and Minister for Justice and Minister for Training and Skills
1 William Street
Brisbane Qld 4000
Dear Attorney-General
I am pleased to present the Annual Report 2016–2017 and financial statements for the AntiDiscrimination Commission Queensland.
I certify that this Annual Report complies with:


the prescribed requirements of the Financial Accountability Act 2009 and the Financial and
Performance Management Standard 2009, and



the detailed requirements set out in the Annual report requirements for Queensland
Government agencies.

A checklist outlining the annual reporting requirements is available at Appendix B of this annual
report.
Yours sincerely

Kevin Cocks AM
Commissioner
Anti-Discrimination Commission Queensland
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Commissioner’s foreword

Welcome to the Anti-Discrimination Commission Queensland’s Annual Report for 2016–17.
Anti-Discrimination Commission Queensland has a legislative requirement, as well as a strong
commitment, to strengthening the understanding, promotion, and protection of human rights in
Queensland. We do this work through receiving and managing complaints, training and education,
research and submissions, and a broad range of activities to engage and inspire the community.
This annual report provides an overview of progress towards achieving a fair and inclusive
Queensland through the delivery of core services, and reflects our commitment to transparent
corporate governance by giving an account of our revenue and how we have used public funds.
This is my sixth and final annual report since being appointed as the Queensland AntiDiscrimination Commissioner. Reflecting on the achievements of the Commission in the past
financial year gives me great satisfaction and pride in the work of the ADCQ team.
I am particularly proud of the ADCQ team’s commitment to:


delivering highly efficient and empathetic customer service, as reflected through positive client
feedback;



building strategic relationships with the private sector, non-government organisations, and
government agencies that enable us to develop capacity for greater social, cultural, and
economic participation by those groups in our community who face structural discrimination on
a daily basis;



having high expectations of themselves and their colleagues to inspire leadership within our
organisation and the community to promote and defend human rights; and



taking calculated risks.

It has been an honour and privilege to serve the people of Queensland in building a fairer and more
inclusive society.

Kevin Cocks AM
Commissioner
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About the Anti-Discrimination Commission Queensland
Our vision
A fair and inclusive Queensland.

Our purpose
To strengthen the understanding, promotion, and protection of human rights in Queensland.

Our objectives
The Commission’s key objectives are to:


provide a fair, timely, and accessible complaint resolution service;



provide information to the community about their rights and responsibilities under the Act;



promote understanding, acceptance, and public discussion of human rights in Queensland;
and



create opportunities for human rights to flourish.

The Commission supports the Queensland Government’s objectives for the community, and strives
to meet these objectives through our work. The following values in particular are demonstrated
clearly in the work of the Commission:
Building safe, caring, and connected communities by:


ensuring an accessible and effective justice system; and



encouraging safer and inclusive communities.

Delivering quality frontline services by:


providing responsive and integrated government services; and



supporting disadvantaged Queenslanders.

Creating jobs and a diverse economy by:


increasing workforce participation; and



ensuring safe, productive, and fair workplaces.

Our values
In delivering services to achieve our objectives, we are committed to:


treating everyone with respect and dignity, and acknowledging their fundamental human rights;



treating everyone fairly and impartially;



supporting a workplace culture that encourages diversity, innovation, and responsiveness to
the needs of our clients; and



valuing our independence and the rule of law.

The way in which the Commission delivers services, develops and supports staff, and engages with
the community also reflects Queensland public service values of putting customers first, translating
ideas into action, unleashing potential, being courageous, and empowering people.
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Our functions
The Commission is an independent statutory body established under the Anti-Discrimination Act
1991, and has the following functions:


to inquire into complaints and, where possible, to effect conciliation;



to carry out investigations relating to contraventions of the Act;



to examine Acts and, when requested by the Minister, proposed Acts, to determine whether
they are, or would be, inconsistent with the purposes of the Act, and to report to the Minister
the results of the examination;



to undertake research and educational programs to promote the purposes of the Act, and to
coordinate programs undertaken by other people or authorities on behalf of the State;



to consult with various organisations to ascertain means of improving services and conditions
affecting groups that are subjected to contraventions of the Act;



when requested by the Minister, to research and develop additional grounds of discrimination
and to make recommendations for the inclusion of such grounds in the Act;



such functions as are conferred on the Commission under another Act;



such functions as are conferred on the Commission under an arrangement with the
Commonwealth under part 3 of the Anti-Discrimination Act 1991;



to promote an understanding and acceptance, and the public discussion, of human rights in
Queensland;



if the Commission considers it appropriate to do so — to intervene in a proceeding that
involves human rights issues with the leave of the court hearing the proceeding and subject to
any conditions imposed by the court;



such other functions as the Minister determines; and



to take any action incidental or conducive to the discharge of the above functions.

Our services
The Commission delivers frontline services to the Queensland community, including businesses,
state and local government, the community sector, and people throughout the state.
Our services include:


resolving complaints received under the Act;



delivering training to business, government, and the community; and



promoting public discussion of human rights through a variety of community engagement and
communication strategies.

The relevant sections of this annual report give more detail about how these services are delivered.

Our people
The ADCQ is led by the Anti-Discrimination Commissioner who is appointed by the Governor in
Council, and reports to the Queensland Parliament through the Attorney-General and Minister for
Justice. Although overall accountability for ADCQ services rests with the Commissioner, direct
management responsibility of the various teams within the ADCQ is shared between the
Commissioner and the Deputy Commissioner.
The Commission has four offices located in Brisbane, Rockhampton, Townsville, and Cairns that
deliver services to the Queensland community. Each regional office performs a variety of functions,
including complaint management, training, community engagement, and providing information
services directly to the public. The Brisbane office is responsible for executive and corporate
services.
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The Director, Complaint Services has responsibility for the provision of complaint management
services throughout the state. The Brisbane Complaint Management team:


manages the majority of complaints arising in South-East Queensland;



provides information services to clients; and



participates in community engagement activities.

The Director, Community Engagement has responsibility for the provision of community
engagement services throughout the state. The Brisbane Community Relations team:


delivers training, events, and community engagement activities — primarily focused on the
South-East Queensland area and



provides marketing and communication services, including website and social media
management.

The Corporate Services team is located in the Brisbane office and:


leads and manages the ADCQ's administrative, financial, human resource, information
technology, facilities, and governance services.

Executive, legal, and research services within the Commission are undertaken by the Human
Rights Policy and Research Unit. This unit comprises the Deputy Commissioner, Principal Lawyer,
Coordinator of the Aboriginal and Torres Strait Islander Unit, and the Librarian. As a unit, their role
is to:


provide executive support and legal services;



develop human rights policy and undertake research on human rights issues; and



participate in community engagement activities.

The ADCQ organisational structure, from a functional perspective, is available at Appendix E.
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Performance statement 2016–17
The ADCQ performed strongly throughout the 2016–17 financial year, meeting or exceeding the
majority of performance targets across core service delivery areas. Highlights included:


resolving 55% of accepted complaints, with 85% of clients being satisfied with the complaint
handling service;



delivering training to approximately 4,763 people and achieving an average 96% satisfaction
rate;



responding to 3,038 enquiries about the Anti-Discrimination Act 1991 and ADCQ services;



conducting 174 community engagement activities, including major projects; and



enhancing discussion and understanding of contemporary human rights issues through
submissions to a variety of state and federal inquiries and Parliamentary committees.

Table 1: Service standards

Service standards

Notes

2016–17
Target/est.

2016–17
Actual

Effectiveness measures
Percentage of accepted complaints resolved by
conciliation

—

55%

55%

Percentage of clients satisfied with complaint
handling service measured via client survey

1.

85%

85%

Percentage of clients satisfied with training sessions
measured via client survey

1.

95%

96%

Percentage of accepted complaints finalised within
the Commission

—

75%

75%

Percentage of complaints where time from
acceptance notice to complaint being closed is:
 within three months

—

65%

66%



within six months

—

20%

25%



within nine months

—

9%

6%



within 12 months

—

3%

2%



over 12 months

—

3%

1%

Efficiency measures

Notes
1.

This is a measure of overall satisfaction with the services provided by the ADCQ. Complaint parties and training
clients are surveyed to determine their satisfaction with the services they receive including, for example, relevance,
impartiality, content, and professionalism. The measure is calculated by dividing responses where clients indicate
they are either satisfied or very satisfied by total responses, and then expressing the result as a percentage.
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Community engagement and education
An important aspect of the Commission’s role is to provide education programs and promote
understanding of, acceptance, and public discussion of human rights in Queensland through
communication and community engagement activities.
The ADCQ Community Engagement Strategy incorporates eight strategic functional areas. These
areas and their objectives are:
Table 2: Community Engagement Strategy

Engagement,
consultation, and
community
development

Web and social
media

Partnerships and
networks

Information
products and
services

Increase community
ownership and
investment in human
rights

Broaden ADCQ’s
reach through the
use of the web and
social media to
promote education
and discussion of
human rights

Enhance ADCQ’s
reach and
achievement of
outcomes through
collaboration

Maintain a range of
products and
services that provide
clear and accurate
information in an
engaging and
accessible manner

Education

Media

Events

Marketing and
promotion

Establish ADCQ as
the provider of
Queensland’s best
quality training in the
field of discrimination
and human rights

Engage with media
to promote human
rights and education
of the Queensland
community

Maximise
community
engagement
opportunities
through involvement
in key human rights
events

Build a recognisable
ADCQ brand
associated with
quality education,
professional
complaint
management, and a
fair and inclusive
Queensland
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Engagement, community development, and major projects
Community engagement and community development are the Commission’s main means of
achieving our vision of a fair and inclusive Queensland. These activities serve two purposes:


raising community awareness of the role of the ADCQ and the Anti-Discrimination Act 1991;
and



enhancing community capacity to create opportunities for human rights to flourish.

We aim to actively identify, direct, and support the capabilities of individuals and groups to achieve
positive outcomes and create spaces where human rights can flourish. Our role is to provide
information, connect people, build networks, and coordinate community projects and events.
Major achievements in this area throughout 2016–17 include:
Community Assistance Project
The Queensland Government provided the Commission with additional funding of $293,000 over
three financial years (until 2017–18) to deliver community assistance activities. These activities are
directed at supporting communities to build capacity to develop solutions to local human rights
issues with the support of relevant government agencies, local business, and community
organisations.
During 2016–17, the Community Assistance Project focussed on the following key activities:


delivery of a participatory leadership workshop in March 2017 involving 70 participants from
government departments, community organisations, and the general community to address the
question, ‘What will it take to share the risk and responsibility for the social issues that matter to
communities?’;



continued partnership with the Sunshine Coast Council to build social cohesion in the region
and develop the Council’s first Multicultural Action Plan;



partnership with the Australian Human Rights Commission to deliver two regional community
conversations about racism and belonging in Hervey Bay and the Sunshine Coast in June
2017;



continued work with multi-faith community groups on the Gold Coast and Sunshine Coast; and



development of new partnerships with AFL Queensland and Surf Life Saving Queensland with
a view to delivering citizenship ceremonies and other social cohesion activities through their
clubs.

Human Rights Month
Following the success of the inaugural Human Rights Month campaign in 2015, the ADCQ once
again ran the campaign from 10 November to 10 December 2016. Under the existing theme of ‘fair
and inclusive workplaces’, the 2016 campaign focussed on two key topics: flexible work
arrangements and creating mentally healthy workplaces. This year, we welcomed Mental Illness
Fellowship Queensland (MIFQ) as a campaign partner and content expert on mental health.
We produced targeted, practical resources to help workplaces engage in conversations and actions
around the key topics. Participating organisations were asked to pledge their commitment to
creating fair and inclusive workplaces by nominating workplace champions, and identifying specific
actions they would undertake throughout the month to create inclusive workplaces, and availed
themselves of free training ‘taster’ sessions on Human Rights Month topics. The Commission and
MIFQ hosted a panel discussion on the business benefits of flexible and mentally healthy
workplaces — open to the general public as well as participating organisations — at the Brisbane
City Hall.
Response to the campaign was positive, with 90 champions from 2015 remaining engaged with the
campaign, and an additional 56 new champions joined and took an active role in the 2016
campaign.
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Aboriginal and Torres Strait Islander Optimal Health Project
In mid-2014, our Far North Queensland office in Cairns joined with major stakeholders in the field of
health service provision to identify and address barriers to achieving health outcomes for Aboriginal
and Torres Strait Islander people that are commensurate with those of their non-Indigenous
counterparts.
The Commission’s role in the project was to provide expertise about discrimination, inclusion, and
diversity, as well as to facilitate discussion between stakeholder groups. External stakeholders
were all experts in their respective health-related fields, and members of the project team included
representatives of the Cairns and Hinterland Hospital and Health Service (CHHHS) executive
management, and community-controlled health services operating in Cairns, Cape York, and
Yarrabah. As a result of the project, a process commenced to establish an Aboriginal and Torres
Strait Islander Community Engagement Committee to advise the Board of the Cairns and
Hinterland Hospital and Health Service.
The project was initially limited to the geographical areas serviced by the Cairns and Hinterland
Hospital and Health Service, but during the course of the project it became apparent that many of
the issues the project team were addressing were not specific to the QHHHS service region, but
rather have state-wide relevance. As a result, the Commission is currently liaising with Queensland
Health and the Department of Aboriginal and Torres Strait Islander Partnerships (DATSIP) to
identify how we can support a state-wide process for identifying and addressing barriers to
accessing health services for Aboriginal and Torres Strait Islander Queenslanders.
The Cairns project concluded in September 2016 following a change of management at the Cairns
and Hinterland Hospital and Health Service. Over the coming two years, the Commission will share
learnings from the project with key stakeholders in Queensland Health, DATSIP, and Aboriginal
and Torres Strait Islander communities. The focus will be on identifying opportunities for action in
other locations to address systemic barriers to accessing health services for Aboriginal and Torres
Strait Islander peoples.
25th anniversary of the Queensland Anti-Discrimination Act 1991
To mark the 25th anniversary of the Anti-Discrimination Act, the Commission partnered with the
State Library of Queensland to produce a collection of digital stories exploring the impact of the Act
and how it has adapted in response to the needs of Queenslanders. The collection reveals
personal stories and reflections of people from different backgrounds, including advocates,
complainants, politicians, legal professionals, and activists.
The digital stories were officially launched at an event at the State Library in November 2016. The
collection contains five stories and a compilation video, all of which are available through the ADCQ
website, the State Library YouTube channel, or the library catalogue.
In 2017, the Commission published on its website an interactive, web-based timeline highlighting
significant cases, individuals, and events in the life of the Anti-Discrimination Act.
Speaking engagements
Commission staff regularly accept invitations to speak to students, community groups, lawyers,
employee and employer groups, and at community events. Speaking topics range from specific
issues in anti-discrimination law to a broad overview of human rights and anti-discrimination topics.
In 2016–17, staff delivered 29 formal speaking engagements, including presentations to the:


Queensland Public Sector — Director, Manager and Emerging Leaders Forum 2016;



Roundtable on human rights and mega sporting events in the Commonwealth;



Australian Federal Police — Inclusive Leadership workshop;



Queensland Advocacy Incorporated (QAI) and Griffith University Human rights forum;
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Reconciliation Queensland panel discussion — ‘Let’s talk about racial discrimination’;



Way ahead workplaces — Walking the tightrope of reasonableness;



Queensland Hotels Association (QHA) Employment Relations Conference;



Australian Institute of Administrative Lawyers — Prison Law Making a Difference;



Zonta Club of Ipswich — International Women’s Day breakfast;



Queensland Council of Social Service Inc. — Promoting multicultural inclusion in the Cairns
region; and



Australian Institute of Human Resources — Diversity and Indigenous recruitment in the
workplace.

Web and social media
Effective use of web-based technologies supports the ADCQ’s drive to engage with the community,
provide digital means of access and service delivery, and connect with a wide range of clients.
The Commission’s website is accessible for users with assistive technologies, and is currently AA
compliant with the W3C (World Wide Web Consortium) Guidelines, and in some areas is AAA
compliant. This enables people with visual and motor impairments, as well as people from nonEnglish speaking backgrounds, to access the site. We are aware of the importance of making
information and services accessible to all Queenslanders and are committed to working on
continuous improvement in this area.
The Commission’s website remains a popular means for Queenslanders to access information, with
170,867 visits to the site recorded in 2016–17, an increase from the previous year’s total of 144,370
visits. New visitors made up 79.2% of all website visits this year.
Table 3 shows the top twenty most-visited pages on the Commission’s website in 2016–17. Visitors
to the site are continuing to locate general information products and resources developed by the
Commission, as well as information on the law and making a complaint. The trend is consistent with
last year’s results, with the biggest change being the students’ and teachers’ resource dropping out
of the top 20 list and being replaced by human rights information.
Table 3: Top 20 most visited website pages

1

Fact sheet: indirect discrimination

11

Resources: bullying factsheet

2

Resources for employers: employer
rights & responsibilities

12

Resources for employers

3

Case studies: sexual harassment

13

Contact us

4

Guidelines: discrimination in
employment

14

Brochures and guides

5

Resources for employers: diversity in the
workplace

15

Resources: fair and inclusive
workplaces

6

Complaints: discrimination

16

Legal information

7

Legislation

17

Human rights

8

Resources: case studies

18

About us

9

Complaints: making a complaint

19

Case studies: race

10

Guidelines: discrimination in education

20

Sample policy: discrimination &
sexual harassment

The Commission maintains a social media presence through Facebook, YouTube, and two Twitter
accounts. In 2016–17, an Instagram account was added to the suite. These platforms enable realtime dissemination of information, promotion of activities and events, and two-way engagement

12

with stakeholders. The ADCQ’s social media engagement is managed by the Community Relations
team in the Brisbane office, and is guided by an internal social media policy.
Partnerships and networks
As a small organisation, we are aware that establishing strong and productive partnerships and
networks is an effective strategy for achieving outcomes across a broad range of issues,
stakeholder groups, and geographical areas, and are involved in key networks and partnerships
throughout Queensland. Through these, we provide information on human rights issues and
legislation and in-kind support for actions and initiatives, while gaining a deeper understanding of
the issues, challenges, and achievements within the community. Our key partnerships and
networks in 2016–17 were:
Police Ethnic Advisory Group (PEAG)
PEAG is an advisory body to the Queensland Police Service on issues relating to cultural diversity.
The group contributes to the promotion and maintenance of harmonious relations between
Queensland police and ethnic communities. The Commission contributes on matters that fall within
its jurisdiction under the Anti-Discrimination Act 1991.
Queensland Police Service and Muslim Community Reference Group
The Commission is an active member of this Queensland Police Service initiated community
reference group, which consists of representatives from local, state, and federal government
agencies, as well as the Islamic Council of Queensland, the Islamic College of Brisbane, and the
broader South-East Queensland Muslim Community.
The group meets every two to three months (or as needed) to share information relevant to the
Muslim community, including community cohesion initiatives; identified threats, and action being
taken by relevant authorities; and feedback from the community.
Senior Officers Group on Multicultural Affairs (SOGMA)
The Senior Officers Group on Multicultural Affairs (SOGMA) was established in 2016 in response to
the introduction of the Queensland Multicultural Recognition Act 2016, and associated Multicultural
Queensland Charter. SOGMA provides whole-of-government strategic leadership and advice on
key elements to implement the Multicultural Recognition Act.
Indigenous networks
The Commission’s Aboriginal and Torres Strait Islander Unit Coordinator maintains involvement
with professional and community-based Indigenous networks across South-East Queensland.
Participation in these networks enables continued connections with key stakeholders and
awareness of human rights issues facing Aboriginal and Torres Strait Islander peoples. The Unit
also provides information and training services to network members about the Anti-Discrimination
Act 1991.
Regional staff maintain an active role in Indigenous networks, including the Townsville Indigenous
Community Network and the Cairns NAIDOC (National Aborigines and Islanders Day Observance
Committee) Committee.
Multicultural and multi-faith networks
We are an active member of multicultural and multi-faith networks across Queensland, including
the:


Cairns and Region Multicultural Service Providers Network;



Cairns Local Area Coordination Committee;



Multicultural Advisory and Action Group (MAAG), Gold Coast; and



Chai Community (multi-faith women’s network), Gold Coast
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Disability networks
We are involved with disability advisory groups and networks across the state, including the:


Queenslanders with Disability Network;



Queensland Disability Information Network;



Aboriginal and Torres Strait Islander Disability Network Queensland;



Rockhampton Community Access and Equity Group;



Capricorn Coast Community Access Group;



Capricornia Region Accessible Transport Group; and



Cairns Transition Network.



Inclusive Technologies Expo steering committee

The Commission gives input on matters relating to impairment discrimination and accessibility, as
well as keeping up-to-date with issues concerning this significant stakeholder group.
Community and other networks
The Commission is represented in a variety of other professional and community networks,
including the:


Townsville Community Network;



Burdekin Community Network;



Pride in Diversity Network;



Central Queensland Fair Day organising committee



Townsville Organisational Networking forum;



Queensland Law Society’s Equalising Opportunities in the Law (EOL) Committee;



Play by the Rules: safe, fair and inclusive sport professional network;



Rockhampton Senior Officers Network



Diversity Practitioners Association (DPA); and



Diversity and Inclusion Matters: Queensland Government network.

Information products and services


Products

We produce print and non-print publications, including guidelines, fact sheets, information
brochures, rights cards, videos, and audio files. In 2016–17, new posters were added to the suite of
resources, covering issues of mental health and flexible work practices to coincide with the 2016
Human Rights Month campaign. New fact sheets were also added, including:


Comments as discrimination;



Complaints and the role of the Anti-Discrimination Commission;



Discrimination: attributes and areas; and



Work matters and QIRC jurisdiction under anti-discrimination law.

All publications are available online through the Commission website, and many in hard copy by
request.
Balancing the Act is the Commission’s current awareness newsletter and is produced twice a year
in hard copy and also distributed electronically. It provides information about changes to human
rights legislation, recent case law, projects and activities undertaken by ADCQ and other human
rights organisations, and topical issues of relevance to our stakeholders. Balancing the Act is
distributed to around 1,500 individuals and organisations in Queensland, and is also available on
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our website. The newsletter is currently being reviewed with a view to producing it in an electronic
format more frequently.


Services

The Commission continues to provide a free, accessible, and personal information service for
Queenslanders to help them understand their rights and responsibilities under the Act. The
Brisbane office responds to the bulk of enquiries from across the state.
This year, the Commission answered 3,038 telephone, email, postal, and personal enquiries about
anti-discrimination laws — an increase from 2,909 in the previous year. In addition to this, we
provided 30 written policy advices in response to more complex enquiries. The majority of enquiries
continue to be from people who feel they may have been discriminated against, harassed, or
bullied, and want to better understand their options before making a complaint or taking other
action.
To cater for the diversity of enquiries we receive, the Commission provides telephone information
as well as fact sheets, brochures, and videos which are available to the public through the website
and by email or post.


Marketing and promotion

The Commission relies mainly on our established and developing networks to communicate with
stakeholders and the broader community. No professional marketing services were engaged in
2016–17.
We promote not only the work and services of the Commission, but the positive human rights
actions and initiatives of the Queensland community. Our web and social media pages are used to
highlight community events, activities, and stories of human rights leadership. This promotion
acknowledges the efforts of local human rights advocates and activists, as well as furthering
discussion, action, and collaboration on human rights issues, in line with our legislative function ‘to
promote an understanding and acceptance, and the public discussion, of human rights in
Queensland.’

Events
Each year the Commission attends community events across the state. Having a presence at these
events not only enables us to share in the celebration and recognition of diversity and inclusion, but
it raises awareness of the ADCQ and its role, and makes information available to the community.
In most cases, our presence at community events is in the form of an information stall, but
sometimes Commission staff are asked to open events or undertake speaking engagements. In
regional areas, our staff often have significant involvement with planning and organising
committees for major community events, and during the reporting period, staff were involved in the
following community events:


Luminous Lantern Parade, Brisbane;



NAIDOC week events in Cairns, Townsville, Rockhampton, Brisbane, and Ipswich;



Multicultural festivals and Harmony Day events in Brisbane, Townsville, Rockhampton, and
Cairns;



Youth events in Rockhampton and Brisbane;



Multi-faith events and mosque open days in Brisbane, Gold Coast, Sunshine Coast, Cairns and
Rockhampton;



LGBTI events in Hervey Bay, Rockhampton, and Brisbane;



Seniors events in Rockhampton and Townsville; and



Domestic violence prevention events in Townville and Ingham.
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Major events which ADCQ hosted or co-hosted in 2016–17


Beach Day Out

Beach Day Out is an all-abilities event held as part of Disability Action Week celebrations on the
Capricorn Coast. It is a free, inclusive, family-friendly event that provides accessible activities in
which the whole community can participate. This inclusive event celebrates the contribution that
people with a disability make to our community, and fosters community awareness in an inclusive
environment.
In its fifth year, the 2016 event attracted approximately 4,500 attendees, with over 60 stallholders
each providing an inclusive, accessible activity or service. The Commission’s Central Queensland
Office was again part of the organising committee for this year’s event.


Cairns Inclusive Sports and Games Day

Our Far North Queensland office partnered with ARC Disability Services and Cairns Regional
Council to deliver the fourth annual Inclusive Sports and Games Day in September 2016. Held at
the Bendigo Basketball Stadium in Cairns, the event attracted approximately 200 participants.
Activities on offer included wheelchair basketball, goalball, boccia, boxing, and fitness circuits.
This free community event is available to people of all ages and abilities, and aims to highlight the
importance of inclusion, challenge stereotypes about people with disability, and acknowledge the
skills and contributions of people with disabilities.


Robert Jones Memorial Oration

On 7 February 2017, the ADCQ, in partnership with Spinal Life Australia, Council on the Ageing
Queensland, and the Queensland Tourism Industry Council presented the third Robert Jones
Memorial Oration. The event was sponsored by the Premier of Queensland and Minister for the
Arts, the Honourable Annastacia Palaszczuk.
The 2017 Oration — Without limits: developing the social and economic potential of accessible
tourism for Queensland — was delivered by Professor Simon Darcy from the University of
Technology Sydney and the Centre for Business and Social Innovation.
The Robert Jones Memorial Oration is organised by the Commission to positively influence public
policy and thinking in relation to the creation of fully inclusive communities for all people in
Queensland, Australia, and internationally, and to honour the memory of the late Robert Jones, a
tireless advocate.


International Women’s Day in Townsville and Rockhampton

For the third consecutive year, our North Queensland office partnered with the North Queensland
Women’s Legal Service to host an International Women’s Day event with the theme ‘Be Involved!
Lead the way!’
Over 100 guests participated in the interactive event which drew together activities including
fitness, keynote speakers, and a community café style conversation about how women can be
involved, lead the way, and the benefits of being involved. Entertainment was provided by the
Seniors Creating Change singing group.
The Commission’s Central Queensland office celebrated International Women’s Day by hosting a
movie evening, screening the film Hidden Figures. The film tells the story of African American
female mathematicians who worked at the National Aeronautics and Space Administration (NASA).
Attendees also made public pledges using the event hashtag (#BeBoldForChange) to indicate how
they will be bold for change.
Media
In 2016–17, the Commission provided information and public comment to a variety of mainstream,
regional, and independent media outlets including: 89.1 Cairns Community Radio, WIN News
Townsville, The Guardian, Sunshine Coast Daily, The Courier-Mail, and ABC radio.
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Education
We deliver training courses based on the Anti-Discrimination Act 1991, as well as topics related to
diversity, inclusion, and stereotypes. The primary objectives of our training are to: educate people
in Queensland about their rights and responsibilities under the Act, encourage inclusive attitudes
and practices, and to support organisations to adopt best practice methods for preventing and
managing discrimination and harassment in the workplace. Training is provided on a fee-for-service
basis, with reduced rates offered to small community organisations and groups that demonstrate
limited capacity to pay. Training services are delivered primarily on client demand, with only
intermittent email marketing undertaken.
State-wide training performance
In 2016–17, we delivered 306 training sessions to approximately 4,763 people. This was an
increase on the previous year’s total of 256 sessions. Training demand from the public sector
increased significantly, particularly in the South-East and North Queensland regions. Delivery to the
public sector increased from 65 sessions last year to 157 sessions in 2016–17. In contrast, training
delivery to the private sector dropped from 84 to 57 sessions. A smaller decrease was also noted in
the community sector, with 31 sessions delivered this year, compared with 43 in the previous year.
Table 4: Delivery of training by sector, by region

South-East

Central

North

Far North

Total

25

9

22

1

57

100

11

38

8

157

Community

19

0

3

9

31

In-house

13

17

16

15

61

157

37

79

33

306

Private
sector
Public sector

Total

Table 5: Types of training sessions

SouthEast

Central

North

Far
North

Total

Introduction to the Anti-Discrimination Act

58

10

28

8

104

The Contact Officer (standard and
refresher course)

13

7

9

4

33

1

1

—

2

4

Recruitment and Selection

—

3

—

1

4

Tracking your rights: A and TSI

—

—

—

—

—

Introduction to the Anti-Discrimination Act
for Managers

22

11

12

5

50

Unconscious bias

47

4

13

10

74

Business benefits of diverse & inclusive
workplaces

8

—

—

—

8

Age-friendly communities

3

—

3

—

6

Tailored training

5

—

15

3

23

157

36

80

33

306

Course

Managing complaints

Total
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Demand for the basic Introduction to the Anti-Discrimination Act training session has remained
consistent and it continues to be the most popular training offering. Interest in unconscious bias
training increased significantly this year, with 74 sessions delivered compared with 30 sessions last
year.
As part of our commitment to the whole-of-government’s Queensland — an age-friendly community
strategy, we delivered 6 free information sessions focussed on age discrimination.
Interest in the ADCQ’s online training module, Discrimination Awareness in Queensland, declined
this year with only 25 new subscriptions being purchased. Similarly, there was no interest in the
Aboriginal and Torres Strait Islander-specific training, Tracking Your Rights, with no sessions being
delivered. These products will be reviewed in the coming year to assess their continued viability.
Training revenue for 2016–17 was $198,031 and significantly exceeded the target of $180,900.
This was an increase of $15,283 on the previous year’s result.
Table 6: Details of training sessions

South-East
No. of people
Hours of delivery
Actual revenue

Central

North

Far North

Total

2818

343

1184

418

4763

485

134

212

125

956

$100,939

$29,523

$48,065

$19, 504

$198,031

Evaluation
As part of our commitment to continuous improvement of services, we ask training participants to
complete an evaluation form at the end of each session. Evaluation is based on the following
criteria:


content of the training session;



quality of information resources provided;



value of case study discussions;



overall presentation of the session;



understanding of the course content before and after training;



effectiveness of the trainer in terms of content knowledge, engagement, and service delivery;



participant expectations and whether they were satisfied;



whether the training material can or will be applied in practice; and



how participant behaviour may change as a result of training.

Overall, participant ratings have remained very high with an average satisfaction rating of 96%.
Here is a sample of responses from 2016–17 training participants.
Do you think some aspect of your behaviour might change as a result of this training? If
yes, how?
Trying to be more aware of my biases in my interactions.
More aware of personal interactions with staff and how to deal with issues raised by staff.
Be more conscious of personal misconceptions and stereotypes; start questioning some of my
decisions.
More knowledgeable and able to advise and support more.
Overall awareness and knowledge has improved so I believe I’d be better prepared to judge
discrimination/harassment, bullying.
I will be more acutely aware of the conduct and practices of myself and colleagues in terms of
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discriminatory behaviour.
Making managers more aware of legal obligations and seriousness of these matters.
More preparedness when dealing with staff in performance management discussions.
I would feel confident to address a complaint.
Better awareness gives me a better chance to properly address issues in my team.
I now have a guide to follow and tools to use to assist me with identifying discrimination and
how to deal with it.

What did you like most about this training?
The trainer absolutely was knowledgeable about the training topics — this was key, and very
helpful.
I liked that every single part was very relevant, there were multiple examples and discussions
and all questions were answered comprehensively.
Well described, well organised, comprehensive.
Great presentation with plenty of opportunities to ask questions.
Good balance of listening/interaction — fact and discussion.
Extensive knowledge, and scenarios spoken of by the facilitator were excellent.
It treated us like managers and allowed us to contribute to the discussion. I got a lot out of
others’ experiences.
Course was engaging and fast paced with presenter using and explaining in plain English.
Good pace, made me aware of an issue which I was previously unaware — very, very
interesting.
A non-threatening way of covering content that can be difficult.
It was interesting, inclusive and engaging.
An awesome trainer and made the training relevant to the job with great examples.
Very relevant content, facilitator very experienced and involved the participants in a good
interactive way.
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Aboriginal and Torres Strait Islander Unit
The Aboriginal and Torres Strait Islander Unit was formally established and launched in November
2003 to meet the demand for Indigenous-specific services to the community. The unit is based in
the Brisbane office and is comprised of a Coordinator and Indigenous Assistant Human Rights
Officer. An Indigenous Assistant Human Rights Officer is also based in the Cairns office and
receives ongoing professional and cultural support from the unit Coordinator.
The unit provides services including training, information, and policy advices to members of the
Aboriginal and Torres Strait Islander community. The unit also contributes to legal submissions,
provides guidance on cultural protocols, and advises the Commissioner in relation to human rights
issues impacting on Queensland Indigenous communities. Priorities of the Aboriginal and Torres
Strait Islander Unit include:


coordinating the development, implementation, and review of the Commission’s Reconciliation
Action Plan;



visiting a range of Indigenous organisations throughout Queensland to provide information on
the Commission and the Anti-Discrimination Act 1991;



building community confidence in the Commission’s complaint management and conciliation
processes; and



coordinating the biennial Mabo Oration.

A major part of the A&TSI Unit’s work this financial year has centred on finalising two new
resources: Aboriginal people in Queensland: a brief human rights history, and Torres Strait Islander
people in Queensland: a brief human rights history. The resources outline historical and
contemporary events that have had an impact on Aboriginal and Torres Strait Islander peoples in
Queensland. They were developed to:


acknowledge the history, and that certain events took place;



recognise the impacts of historical events still felt today by Aboriginal and Torres Strait Islander
peoples;



recognise that these impacts have resulted in discrimination and breaches of the human rights
of Aboriginal and Torres Strait Islander peoples; and



give insight into Aboriginal and Torres Strait Islander peoples’ relationships with nonIndigenous Queenslanders, government agencies, and their representatives.

Another focus for the unit was coordinating the development of the Commission’s revised Stretch
Reconciliation Action Plan. The updated plan was officially launched in Brisbane, Rockhampton,
and Townsville in early 2017, with a Cairns launch planned to coincide with a reconciliation event in
September 2017.
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Complaint management
With an increase in complaint numbers this year, the Commission has been busy in its complaint
management role. As in previous years, our complaint management focus has been on resolving
complaints under the Anti-Discrimination Act 1991.
The Commission deals with complaints about discrimination, sexual harassment, victimisation,
vilification, and requests for unnecessary information. The Commission also has power to deal with
complaints of reprisal against whistle-blowers who elect to resolve their complaints through the
Commission’s process, rather than pursue court proceedings.
The Commission has again met or exceeded its complaint management targets in terms of
timeliness of the overall process. The effective complaint management processes adopted by the
Commission mean that satisfaction rates remain high, with 84% of all parties evaluating the service
as satisfactory or very satisfactory. This is a drop from satisfaction rates in previous years, however
it remains at a satisfactorily high level with feedback from parties often involving dissatisfaction with
the outcome rather than the process itself. The Commission investigates and responds to client
feedback through investigation, providing responses to clients when requested, and ongoing
support and training for conciliators.
Complaints continue to be managed by all offices across Queensland. This means that efficient
local service delivery can be provided to all parties irrespective of their location, resources, and
vulnerabilities. It also means that complaints across Queensland are managed from any office,
depending on available resources, so that telephone conferences are commonly held. Telephone
conferences have continued to be an effective means of resolving complaints.

State-wide complaint trends
The majority of complaints continue to originate from the South-East Queensland region, as shown
in Table 7. The complaints received in South-East Queensland include all complaints lodged online, which could originate from any region. They are then allocated to complaint handlers in the
Brisbane and regional offices, with priority given to regional offices to manage files where all parties
reside in their respective regional areas.
This year, 716 complaints were received across the state, representing a 13% increase from the
636 complaints received last year. This is a significant increase compared to previous years in
which complaint numbers have remained relatively stable.
Of the total complaints assessed this year, 426 were accepted as coming within the Commission’s
jurisdiction, representing about 59% of complaints received. This is an increase from the 52%
accepted the previous year, with the acceptance rate continuing to demonstrate that the
Commission undertakes a thorough assessment process at the initial lodgement stage. The
remaining complaints assessed during the financial year fell outside the Commission’s jurisdiction.
Where a complaint does not come within the Commission’s jurisdiction, the complainant is provided
with written reasons and is generally referred to another agency that can assist them.
The number of complaints finalised this year was 700. This, again, is a significant increase from the
625 finalised last year, and demonstrates the ongoing efficiency of the complaint management
process and commitment of the state-wide complaint management team to work together to meet
increased demands.
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Table 7: Complaints received, accepted, and finalised

South-East

Central

North

Far North

Statewide

Complaints received

651

19

16

30

716

Complaints accepted

237

63

40

86

426

Complaints finalised: accepted

228

64

40

76

408

Complaints finalised: not
accepted

163

49

30

50

292

Total complaints finalised

391

113

70

126

700

Note: Complaints may be dealt with in a location other than where they were received.

As shown in Table 8, allegations of discrimination are included in 67.2% of accepted complaints,
which is a slight rise from last year (64.8%). Discrimination complaints involve allegations of less
favourable treatment, based on a relevant attribute, which arise in an area of public life covered by
the law — such as at work, in accommodation, in education, and in obtaining goods and services
(including government services).
The breakdown of the attributes on which allegations of discrimination are made in Table 8 clearly
shows that discrimination on the basis of impairment remains the dominant and increasing ground,
comprising 30.5% of all complaints (25.4% last year). This reflects a significant increase in
allegations from 129 last year to 198 this year.
The 50 race discrimination complaints received this year is almost double the number of race
complaints received last year (27). Race discrimination complaints now comprise 7.7% of
discrimination complaints, an increase from 5.3% last year.
The proportion of sex discrimination allegations have decreased to 7.2% of complaints (9.4% last
year).
Family responsibilities complaints remained consistent with previous years at 5.4% (5.5% last
year).
Age discrimination complaints increased from 4.5% to 5.4% and remain a significant ground of
discrimination.
Religious discrimination complaints rose to 1.5%, up from 1% last year.
Table 8 shows that sexual harassment allegations of unwelcome sexual behaviour to, or about, a
person are included in 12% of accepted complaints, which is a decrease from 14.2% last year.
However, there was an overall increase in complaints of sexual harassment from 59 last year to 78
this year. The vast majority (75%) of complaints of sexual harassment arose in the workplace, as
shown in Table 9.
Sexual harassment may involve allegations of unwelcome sexual behaviour, such as comments
with sexual connotations about a person’s body and/or sex life, telling lewd jokes to or about a
person, requests for sex, sending sexualised emails and texts, showing pornographic pictures
and/or videos, sexual assault, and even rape. Complaints of sexual harassment have historically
comprised a significant proportion of complaints to the Commission, and it seems to be a
continuing issue in workplaces as well as other areas of life.
Victimisation complaints arise where a complainant or witness feels they have been poorly treated
for being involved in a complaint. Victimisation complaints remain at around the same level as last
year at 9.8%. As Table 9 shows, 64% of victimisation complaints occurred in the workplace.
Because of the continuing relationship between an employer and their employees, there is more
opportunity for victimisation complaints to arise after a person makes an initial complaint at work,
compared to other areas. Fear of victimisation is also a reason why complainants are sometimes
reluctant to lodge complaints until after they leave the workplace, or at all.
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To make a complaint of vilification, a complainant must provide information to allege that others
have been publicly encouraged to hate, severely ridicule, or have severe contempt for them
because of their race, religion, sexuality, or gender identity. Complaints to the Commission of public
vilification remain low, with only 1.7% of accepted complaints being on the basis of allegations of
race, religious, sexuality, or gender identity vilification.
The Commission did not accept any complaints of whistle-blower reprisal this year.
Table 8: State-wide accepted complaints by ground

Ground

Number

%

Discrimination
Age

30

4.6%

1

0.2%

35

5.4%

7

1.1%

198

30.5%

0

0.0%

17

2.6%

2

0.3%

Pregnancy

22

3.4%

Race

50

7.7%

3

0.5%

Religion

10

1.5%

Sex

47

7.2%

Sexuality

11

1.7%

3

0.5%

Sub-total Discrimination

436

67.2%

Discriminatory Advertising

1

0.2%

Request/Encourage a Breach

13

2.0%

Sexual Harassment

78

12.0%

Unnecessary Questions

46

7.1%

Victimisation

64

9.8%

202

31.1%

Gender identity

1

0.2%

Race

5

0.8%

Religion

2

0.3%

Sexuality

3

0.5%

Sub-total Vilification

11

1.7%

Whistle-blower reprisal

0

0%

649

100%

Breastfeeding
Family Responsibility
Gender Identity
Impairment
Lawful Sexual Activity
Parental Status
Political Belief/Activity

Relationship Status

Trade Union Activity

Sub-total
Vilification

Total
Note: Complaints may be accepted under more than one ground

The number and percentage of work-related complaints shows that workplace discrimination
impacts most on people’s lives. Table 9 shows that 64% of complaints arose in the workplace or
when seeking work. This is consistent with previous years.
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The jurisdiction for all work-related matters under the Anti-Discrimination Act 1991 was transferred
from QCAT to the Queensland Industrial Relations Commission (QIRC) on 1 March 2017 through
the commencement of the Industrial Relations Act 2016 (Qld), and consequential amendments to
the Anti-Discrimination Act 1991.
Complaints in the area of the provision of goods and services, including access to public places
and buildings, were 13.6% of all complaints received, up from 12.7 % last year.
The number of complaints in the area of accommodation has remained significant this year at 5.1%
or 30 complaints (last year was 5.5% and 25 complaints). These complaints generally involve
concerns about discrimination in accommodation arrangements, for example with rental properties,
and can also include claims by resident-owners of units that body corporates have discriminated
against them in their decision-making.
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Table 9: State-wide accepted complaints by area

Discrimination

Accommodation

23

State laws and
programs

19

Goods and services

61

Discriminatory
advertising
0
0
0

Sexual
harassment

Unnecessary
questions

Victimisation

0

1

1

2

0

0

2

2

0

6

5

7

0

0

0

5

0

0

0

0

Vilification

Total
#

%

3

30

5.1%

0-

23

3.9%

1

80

13.6%

0

6

1.0%

0

2

0.3%

Club membership
and affairs

1

Superannuation
and insurance

2

Disposition of land

0

0

0

0

0

0

0

0

0.0%

249

1

2

59

26

39

2

378

64.0%

21

0

0

1

2

3

0-

27

4.6%

0

0

11

15

3

10

5

44

7.5%

376

1

13

82

39

68

11

590

100%

Work
Education
Not recorded*
Total

0

Request or
encourage a
breach

0

Note: Only discrimination breaches require an area
Impairment discrimination continues to dominate complaints in the workplace. Table 10 shows that 63% of impairment discrimination complaints arose at
work. Impairment discrimination complaints at work include allegations of the refusal of employment because of an applicant’s impairment, failure of
employers to make reasonable adjustments to accommodate a person’s impairment, impairment-based bullying, and forced retirement because of
impairment or the impact of impairment.
While Table 10 clearly shows the prevalence of discrimination complaints across most grounds in the workplace, a significant number of complaints of
impairment discrimination arose in connection with the provision of goods and services (17%) which includes access to public places and buildings.
Impairment (45.6%) and race (11%) are the most common grounds for discrimination complaints across all areas of life. Last year, sex was the second
most common ground for discrimination complaints across all areas; however, this year sex discrimination complaints made up 10.6% of all complaints, a
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decrease from 14.6% last year, and have now been overtaken by complaints of race discrimination. The number of pregnancy discrimination complaints
remained similar to last year with 22 complaints this year (21 last year), and again predominantly in the area of work.
Table 10: State-wide accepted discrimination complaints by ground, by area

Accomm

State laws
&
programs

Goods &
services

Club
membership

Super &
insurance

Disposal
of land

Work

Education

Total
#

%

Age

3

0

5

0

1

0

23

2

34

7.5%

Breastfeeding

0

0

0

0

0

0

1

0

1

0.2%

Family responsibility

2

1

2

0

0

0

31

1

37

8.1%

Gender identity

0

2

1

0

0

0

2

2

7

1.6%

16

12

35

0

0

0

131

13

207

45.6%

Lawful sexual activity

0

0

0

0

0

0

0

0

0

0.0%

Parental status

3

0

5

0

0

0

11

0

19

4.2%

Political belief/activity

0

0

0

0

0

0

2

0

2

0.4%

Pregnancy

0

0

1

0

0

0

21

0

22

4.8%

Race

2

1

13

0

1

0

32

1

50

11.0%

Relationship status

0

0

1

0

0

0

2

0

3

0.7%

Religion

1

2

1

0

0

0

5

1

10

2.2%

Sex

2

1

5

0

0

0

38

2

48

10.6%

Sexuality

0

1

2

1

0

0

7

0

11

2.4%

Trade union activity

0

0

0

0

0

0

3

0

3

0.7%

29

20

71

1

2

0

309

22

454

100%

Impairment

Total

26

Settlement of complaints
Conciliators at the Commission assist parties to resolve complaints under the Anti-Discrimination Act 1991. The conciliation conference allows parties to
explore each other’s perspective on the issues, identify what they may have in common, and discuss options for settling the complaint.
This year saw the settlement rate of 53.6% not reach the target of 55%, and was a drop from last year’s high rate of 60%. Although the Commission did not
reach its annual target in this area, there was an increase from 3.8% last year to 9.8% this year in the number of unresolved complaints that were not
referred to QCAT or the QIRC. This means that although matters were not resolved at conciliation, the complainant made an informed decision after
facilitated discussions with the respondents not to progress their complaint to a hearing. Some of these matters may have resolved informally after the
conciliation conferences. Overall, the percentage of matters finalised at the Commission increased, which demonstrates that the complaint handlers are
continuing to work effectively with parties to resolve complaints at the Commission stage.
Overall, 74.6% of accepted complaints were finalised within the Commission, leaving 25.4% of accepted complaints referred to the Queensland Civil and
Administrative Tribunal or the Queensland Industrial Relations Commission. This was an improvement from last year when 73.8% of accepted complaints
were finalised within the Commission and 26.2% were referred to QCAT. The combination of a 54.6% settlement rate and an increased rate of finalisation
within the Commission demonstrates that complaint handlers are continuing to work effectively with parties to reach closure of the dispute.
Table 11: State-wide outcomes for accepted complaints by region

South-East

Central

North

Far North

State-wide

% Outcome for
accepted complaints
state-wide

118

42

19

39

218

53.6%

Lost contact (s169)

3

0

0

0

3

0.7%

Referred to QCAT

60

12

12

12

96

23.6%

Referred to QIRC

4

0

1

2

7

1.8%

Lapsed (s168)

2

0

1

0

3

0.7%

Unconciliable but not referred

24

4

1

11

40

9.8%

Withdrawn

17

6

6

11

40

9.8%

228

64

40

75

407

100%

Conciliated

Total
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Timeliness
The Commission continued to manage complaints in a timely way.
Sixty-four percent of complaints were finalised within three months from assessment notification,
and a further 24.7% were finalised within six months. This means a total of 88.7% of complaints
were finalised within six months of acceptance. This, together with the large volume of files finalised
during the year, shows staff’s consistent commitment to managing complaints efficiently and
effectively.
Sixty-three percent of accepted complaints were assessed and notified within 28 days of lodgement.
This was a significant improvement from last year’s 56%, and exceeded the Commission’s target of
60%. This demonstrates that the Commission has been more consistently able to assess
complaints based on the information initially provided by the complainant, rather than requiring
further information.
There was one area where the Commission did not meet timeliness targets. Sixty-three percent of
accepted complaints reached conference within the 42-day statutory timeframe from notification of
decision until conciliation conference. This was below the target of 70%. Conferences in the
remaining matters were generally delayed where parties were unavailable to participate for a variety
of reasons. Although the complaint handlers resist adjournments where there are unsatisfactory
reasons for delaying the conference, they must also take into account the individual circumstances
of parties seeking a change of conference date to ensure that parties are not unfairly denied an
opportunity to participate in conciliation.

Conciliated outcomes
The following are examples of complaints made to ADCQ in 2016–17 that were successfully
resolved through conciliation.

Sexuality discrimination at work
The complainant alleged that after starting work he was repeatedly subjected to offensive, belittling,
and degrading comments about his sexuality. After a period of time, the complainant did not go back
to the workplace. When he made a complaint and asked for alternative work with the company, he
was told that no other positions were available. The complainant also alleged he was not made
permanent and was demoted because of his sexuality.
The respondent employer argued that they had taken reasonable steps by having a code of conduct
and complaint management procedures. They added that the complainant was aware of how to
complain, having made other complaints in the past, and therefore questioned the credibility of his
allegations as they were not made contemporaneously. They also noted that they employ a number
of openly gay, lesbian, and bisexual employees, and there had been no complaints from those
workers. There was much factual dispute at the conciliation conference, however an agreement was
reached that the complainant was paid financial compensation and that one of the individual
respondents provide a written apology.

Unfavourable treatment and dismissal of pregnant worker
The complainant had been working for two months when she advised her employer that she was
pregnant, after which the employer was rude to her, ignored her, made fun of her at work, gave
other staff less physically demanding tasks, and told staff that if anyone else got pregnant they
would be fired. The complainant also overheard the employer saying that she wanted to get rid of
another pregnant employee.
Approximately one month later, the complainant was criticised by the employer who said that she
was having trouble keeping up and that she was no longer able to lift heavy objects. Two days later,
the complainant was dismissed because the employer said she lied about spray painting a
chalkboard with chalk paint. Agreement was reached at conciliation that the employer and all staff
participate in anti-discrimination training, and the complainant was paid financial compensation.
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Transgender female advised not to use female toilets
The complainant, while visiting a popular retail precinct, approached the female toilets and was
stopped by a security guard who allegedly told her that ‘He was instructed by Centre Management
to enforce that I was to be referred to using the men's toilet.’. The complainant said she was told by
the security guard that ‘people like me were not allowed to use the women’s toilet’. Two separate
agreements were reached at conciliation: one with the security guard company (the first
respondent), and one with the retail precinct (the second respondent).
The agreement with the respondents included: a policy review be undertaken and a policy
implemented concerning how to conduct positive interactions with members of the transgender
community and allow the use of bathrooms by transgender people according to their identified
gender; that the Respondents would attend anti-discrimination training; a donation be made to a
transgender support group; and financial compensation paid to the complainant.

Transgender female locked out of account due to masculine voice
The complainant was locked out of her accounts by a telephone operator, even though the
complainant answered the security questions correctly.
The complainant alleged being locked out of her accounts because the operator had concerns
about the complainant’s masculine voice, despite the complainant disclosing her transgender status,
and this being documented on the complainant’s account.
The respondent gave the complainant a verbal apology, agreed to pay general damages of $6,000
to her, and to provide training to all staff on how to better assist transgender clients via telephone.

Sexual comments and requests at work
The complainant alleged her employer (the respondent) made sexual comments relating to placing
items in the complainant's mouth, called her 'sexy legs', repeatedly asked her to be his wife and
hold his hand, repeatedly pressured her to attend lunches with him, massaged her shoulders and
watched her as she walked.
The respondent denied he had done any of this. At conciliation, an agreement was reached that the
respondent pay financial compensation to the complainant, that the respondent receive training
about sexual harassment, and a waiver of a debt that the respondent had claimed was owed to him
by the complainant.

Different pay rate based on race
The complainant identified as Pakistani race and was engaged under a verbal agreement as a
kitchen hand and delivery driver. Rates of pay were not discussed, and one month after
commencing the complainant raised questions about pay rates, which were ignored.
The complainant then discussed wages with co-workers who advised they were being paid more
than the complainant. The complainant alleged that the only exception to the rates of pay were
workers of Pakistani extraction who were paid less per hour than other workers. When the
complainant subsequently approached the employer to request underpaid wages, they were asked
to sign a statutory declaration and were subjected to physical violence. The respondent agreed to:
implement an anti-discrimination policy in the workplace, ensure all managers received antidiscrimination training, and to pay financial compensation to the complainant.

Support and assistance for remote patient
The complainant was a resident in a regional town and suffered from a life-threatening illness
requiring regular medical treatment in Brisbane. She was refused accommodation assistance under
a patient subsidy scheme on the basis that she was able to travel to Brisbane and return in one day.
However, due to her condition and her medication, she was too ill and tired to complete the return
trip in one day, as this would make her condition worse.
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At the conciliation conference, the respondents agreed to approve accommodation expenses for the
complainant to attend her appointments in Brisbane on an annual basis. The respondents also
appointed a ‘Nurse Navigator’ to assist the complainant with her needs in the health care system,
and agree to assist the complainant in arranging telehealth appointments so that her need to travel
to Brisbane was reduced.

Termination during sick leave
The complainant was unable to attend work for two weeks due to a temporary medical condition.
While absent, the complainant’s employment was terminated and they were given no opportunity to
respond to the termination.
The respondents agreed to pay financial compensation to the complainant.

Denial of opportunities for employee on return to work plan
The complainant was away from work due to an injury and was negotiating a return to work plan
with her employer. Prior to her return to work, the complainant applied for a higher role with her
employer, but was told by the respondent that she would not interviewed for the position because
she was on a return to work plan and would be away at the time of the short listing.
At the conciliation conference, the respondents agreed to return the complainant to her substantive
position and to pay her financial compensation.

Sex discrimination and sexual harassment on farm
The complainant, who was female, worked on a farm where the majority of employees were male.
She was undertaking a training program alongside a male trainee and other male workers, and she
had a male supervisor. Despite her previous experience using machinery, the supervisor would ask
the male trainees to use the machinery and not ask her. She was given strict instructions that the
male trainees were not given, and when she asked to gain experience using different equipment,
her request was denied and instead it was offered to male workers. She was not offered shift work
while male trainees and a worker with less experience than her were offered shift work. Her
supervisor referred to her as ‘a pair of tits’ when she refused his offer of help.
The parties reached an agreement prior to conference, including that the respondent provide the
complainant with a written apology, the respondents undergo anti-discrimination training, and the
respondents pay financial compensation to the complainant.

Evaluation
Following each conciliation conference, complaint parties are asked to evaluate the Commission’s
complaint process based on a variety of factors including:


outcome of the complaint;



fairness of the process;



clarity of letters and brochures provided;



reliability of information provided;



timeliness of the process;



conciliator’s skills; and



impact of the process on understanding of rights and responsibilities under anti-discrimination
law.
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A sample of responses from 2016–17 conciliation parties follows:


Our conciliator was very easy to deal with, respectful, and knowledgeable. (Respondent’s
lawyer)



(The conciliator) was excellent, in what was a very difficult situation. She’s an excellent
conciliator. (Respondent)



Extremely professional and made our client feel comfortable throughout a difficult time.
(Complainant’s lawyer)



(The conciliator) was excellent throughout the process and was easy to talk to throughout the
complaint process. (Complainant)



(The conciliator) was a wonderful conciliator. She is a credit to the Anti-Discrimination
Commission Queensland. Thank you (Conciliator). The only hard part was the (Respondent)
Lawyers they aren’t very nice or fair. (Complainant)



(The conciliator) was professional and approachable. (Respondent)



I found the whole process easy to follow and was quite happy with result. (Complainant)



(The conciliator) was amazing. She explained the process, helped me understand process and
outcomes. (Complainant)



I would like to thank the ADCQ for all of their support during the whole process. (The
conciliator) was exceptional in handling this matter and I really appreciated all of her efforts and
hard work in achieving a desirable outcome and reaching an agreement. Thanks everyone at
ADCQ. (Complainant)



Thank you very much for hearing my complaint and for resolving it for me. There is no way I
could have had this result without your intervention. (Complainant)



(The conciliator) was very informative, fair and understanding. I feel I was educated through
the process. (Respondent’s advocate)



(The conciliator) is a highly skilled conciliator who ran the process perfectly in a fair manner. I
would recommend conciliation to anyone who experiences difficulties because of being a
foreigner. (Complainant)



This conciliation was my first experience of the ADCQ, having only previously provided advice
to clients pursuing complaints further in QCAT. I hope to have further opportunities to represent
clients in the ADCQ as I found the experience a positive one, both for myself and more
importantly, my client. (Complainant’s lawyer)



This complaint was handled very professionally throughout the entire process. (Respondent)
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Influencing government policy and legislation
The Commission provides human rights-based commentary on the development of legislation and
to other Inquiries.
In 2016–17, the Commission provided submissions to various state and federal bodies on the
development of government policies and legislation. These included:
Health and Other Legislation Amendment Bill 2016 to the Queensland Parliamentary Legal
Affairs and Community Safety Committee
One of the purposes of the Bill was to amend the Criminal Code to standardise the age of consent
for consensual sex, and to replace references to ‘sodomy’ with ‘anal intercourse’. The Commission
supported this Bill, and has long advocated for the removal of the discriminatory impact of the
higher age of consent for anal intercourse.
Industrial Relations Bill 2016 to the Queensland Parliamentary Finance and Administration
Committee
The Bill included provision for work-related matters under the Anti-Discrimination Act 1991 to be
dealt with by the Queensland Industrial Relations Commission (QIRC), instead of by the
Queensland Civil and Administrative Tribunal (QCAT). The Commission identified both substantive
and drafting issues, and made recommendations for the better operation of the functions to be
performed by the QIRC, and the interface with the QCAT.
Adoption and Other Legislation Amendment Bill 2016 to the Queensland Parliamentary Health,
Communities, Disability Services and Domestic and Family Violence Prevention Committee
The Commission supported the broadening of the eligibility criteria, to include same-sex couples
and singles, for expressions of interest to adopt.
Youth Justice and Other Legislation (Inclusion of 17-year-old Persons) Amendment Bill 2017
to the Queensland Parliamentary Education, Tourism, Innovation and Small Business Committee
The objectives of the Bill are for 17-year-olds to be treated as children in the criminal justice
system, and to provide a mechanism for transferring 17-year-olds to the youth justice system. The
Commission has long advocated that treating 17-year-olds as adults in the criminal justice system,
including placing them in adult prisons, is inconsistent with our obligations under international
human rights agreements. Queensland has been the only Australian jurisdiction to continue to treat
17-year-olds as adults in the criminal justice system, and has been criticised by the United Nations
Committee on the Rights of the Child for doing so.
Strong and Sustainable Resource Communities Bill 2016 to the Queensland Parliamentary
Infrastructure, Planning and Natural Resources Committee
The Bill introduces measures to ensure that regional communities benefit from large resource
projects in their vicinity, by limiting the use of fly-in fly-out workforces. The Bill introduces new
protections under the Anti-Discrimination Act 1991 by prohibiting discrimination of local residents in
recruitment for the operational phase of the projects, and of fly-in fly-out workers who choose to
become local residents.
The Commission provided a forensic analysis of how amendments to the Anti-Discrimination Act
1991 will operate.
Exposure Draft of the Marriage Amendment (Same-Sex Marriage) Bill to the Select Committee
on the Exposure Draft of the Marriage Amendment (Same-Sex Marriage) Bill
The Bill would amend the Marriage Act to allow for same-sex marriage, and provide exemptions
from discrimination for ministers of religion, marriage celebrants, and religious bodies that provide
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facilities and other goods and services. The Commission supports the proposal to provide equality
before the law for same-sex couples by allowing them to marry. The Commission recommended
the exemption for ministers of religion be confined to their religious beliefs rather than including
exemption for ‘conscientious belief’, and that marriage celebrants and religious bodies providing
services should not have an exemption to allow them to discriminate against same-sex couples
wishing to celebrate their marriage.
Criminal Law Amendment Bill 2016 to the Queensland Parliamentary Legal Affairs and
Community Safety Committee
The Commission commented on the amendment to the partial defence of killing on provocation in
the Criminal Code. The proposed amendment would make a defence based on unwanted sexual
advance unavailable, except in circumstances of an exceptional character. The exclusion would
apply whether the unwanted sexual advance was homosexual or heterosexual. The Commission
said this approach is consistent with human rights principles of equality before the law and freedom
from discrimination.
Regulation of the Labour Hire Industry 2016: Issues Paper to the Office of Industrial Relations
Queensland
The Commission provided a submission to an earlier inquiry into the practice of labour hire in
Queensland, and to this Issues Paper. Through community engagement work, particularly in the
Lockyer Valley region, the Commission was aware of community concerns about poor working and
living conditions for seasonal farmworkers, as well as sexual harassment and discrimination of the
workers. The Commission recommended the establishment of a system for the regulation of labour
hire contractors, based on the United Kingdom model in the Gangmasters (Licensing) Act 2004.
Queensland Building Plan Discussion Paper to the Department of Housing and Public Works
In November 2016, the Queensland Government released the Queensland Building Plan
Discussion Paper, which was developed as a guide to potential or planned reforms and to start or
continue conversations about proposed policy or legislative amendments.
The Commission commented on two of the ten areas of discussion: Liveable housing design, and
Inclusive communities. The Commission submitted that a minimum standard of liveable housing
design (Silver Level) should be mandated for all new residential dwellings by 2020, and pointed to a
number of strategies to help improve amenity in public buildings for people with disability.
Courts and Civil Legislation Amendment Bill 2017 to the Queensland Parliamentary Legal
Affairs and Community Safety Committee
The Bill amended a variety of Acts, and the Commission’s submission concerned amendments to
the Queensland Civil and Administrative Tribunal Act 2009 about enforcement of orders, as well as
editorial amendments to the Anti-Discrimination Act 1991. In response to the submission, the Bill
was amended during to consideration in detail to make it clear that the process for enforcing QCAT
orders includes settlement agreements filed with QCAT under the Anti-Discrimination Act.
Strengthening Multiculturalism to the Select Committee on Strengthening Multiculturalism
The Commission commented on the negative impact of racism on health and wellbeing, community
cohesion, and economic strategies, and noted media as a barrier to social cohesion. The
Commission gave examples of improvement of expected standards of public discourse through
community leadership, community action, and creating safe spaces for discussion and
communication.
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Criminal Law (Historical Homosexual Convictions Expungement) Bill 2017 to the Queensland
Parliamentary Legal Affairs and Community Safety Committee
The Commission supports the establishment of a scheme to expunge criminal records for historical
homosexual convictions that occurred before consenting male homosexual sex was decriminalised
in 1991. The Commission argues there is a discriminatory effect relating to the age of consent, and
recommends that eligible offences be extended to include offences relating to consensual anal
intercourse involving persons over the age of 16 years between 1991 and 2016 (when the age of
consent for anal intercourse was reduced to 16 years).
Labour Hire Licensing Bill 2017 to the Queensland Parliamentary Finance and Administration
Committee
Consistent with earlier submissions, the Commission endorsed the introduction of a licensing
system to regulate the labour hire industry. The Commission recommended incorporating the
standard of services, such as accommodation and transport, into the criteria for granting a license,
and to the circumstances for suspending or cancelling a license. The Commission also
recommended expanding the detail about the accommodation to be included in the reporting
requirements. In the Commission’s experience, accommodation has been a critical component in
the exploitation or workers, including by overcrowding, overcharging, poor conditions, and sexual
assault and harassment.
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Legal information
Applications to the Tribunal for review
Under section 169 of the Anti-Discrimination Act 1991, a complainant may apply to the tribunal for
review of a decision to lapse a complaint where the Commissioner has formed the opinion that the
complainant had lost interest in continuing with the complaint.
From 1 March 2017, for work-related matters the tribunal is the Queensland Industrial Relations
Commission, and for all other matters the tribunal is the Queensland Civil and Administrative
Tribunal.
There were no applications to the tribunal for review during the period.

Judicial Review of decisions
Decisions of the Commissioner may be judicially reviewed by the Queensland Supreme Court
under the Judicial Review Act 1991.
There have been six judicial review applications. Two applications, for review of two decisions to
reject two complaints, were dismissed for non-appearance by the applicant. The applicant reapplied for review of those two decisions, and made further applications for review of a decision not
to accept a complaint made out of time, and a decision to reject a joint complaint.
The four pending applications are to be heard in the next reporting period.

Intervention in proceedings
Under section 235 of the Anti-Discrimination Act 1991, the Commission has the function to
intervene in a proceeding that involves human rights issues, with the leave of the court hearing the
proceeding, if the Commission considers it appropriate to do so.
The Commissioner did not intervene in any proceedings during the period.

Exemption Applications
Under section 113 of the Anti-Discrimination Act 1991 the tribunal is required to consult the
Commission before deciding an application for an exemption from the operation of a specified
provision of the Anti-Discrimination Act 1991. From 1 March 2017, for work-related applications the
tribunal is the Queensland Industrial Relations Commission (QIRC), and for all other applications,
the tribunal is the Queensland Civil and Administrative Tribunal (QCAT)
During the period the Commission made six submissions to QCAT and one submission to the
QIRC on applications for exemption from the operation of the Anti-Discrimination Act 1991.
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Tribunal and court decisions
Tribunal
Under the Anti-Discrimination Act 1991, the tribunal has the functions of:
(a)

hearing and determining complaints referred by the Commissioner; 1

(b)

hearing and determining applications for exemptions; 2

(c)

hearing and determining applications for interim orders before referral of a complaint; 3

(d)

considering applications for review of a decision that a complainant has lost interest; 4 and

(e)

providing opinions about the application of the Act. 5

From 1 March 2017, the Queensland Industrial Relations Commission (QIRC) is the tribunal for all
work-related matters, and the Queensland Civil and Administrative Tribunal (QCAT) is the tribunal
for all other matters.
There were 23 decisions published for the period, of which there were 11 decisions on final
hearings, 2 appeal decisions, 6 exemption application decisions, 1 costs decision, and 5 decisions
before final hearing.
The following is a selection of the published decisions.

Complaints
A prank amounts to sexual harassment
A cleaner at a school was sexually harassed when two of his co-workers, one male and one
female, set up a staff room to appear as though two staff members had used the room for a sex
romp. The prank was directed at the cleaner, and the room was set up with empty alcohol bottles,
clothes, and a condom containing fluid. The male co-worker invited the cleaner to sniff boxer shorts
left in the room. The cleaner was distressed by the scene, including that he thought he was
cleaning up bodily fluids. He was also upset and concerned that two named staff members were
having an affair and had used the school premises to get together. He was preoccupied with the
sex romp to the point that he intended to speak to one of the staff members who he thought was
involved. At that time, the male co-worker involved in the prank told the cleaner that it had all been
a prank. On hearing this, the cleaner fell to his knees.
The tribunal found it was also sexual harassment of the cleaner when the male co-worker invited
him to sniff the boxer shorts, and when that co-worker informed staff in a nearby shop of the prank.
The tribunal found the cleaner had been victimised after complaining of sexual harassment. The
male co-worker had pretended to photograph or video the cleaner when he was at the school, and
had gestured with his middle finger to the cleaner's wife and children at the school.
The cleaner suffered an acute anxiety state because of the prank, and within a month he was
unable to work. He suffered an adjustment disorder with anxiety and depression, and his
psychological condition developed into post-traumatic stress disorder. His condition caused

1

Anti-Discrimination Act 1991, section 175.
Anti-Discrimination Act 1991, section 113.
3
Anti-Discrimination Act 1991, section 144.
4
Anti-Discrimination Act 1991, section 169.
5
Anti-Discrimination Act 1991, section 228.
2
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problems sleeping and concentrating, fatigue, rapid heart rate, trembling, obsessive thinking, eating
and stomach problems, compulsive behaviours, bouts of crying, depressed mood, and feelings of
hopelessness an anxiety. He was unable to work for two years, and was then only able to return to
part-time work. The tribunal considered he would be unable to return to full-time work for a further
two years.
The tribunal discussed at length how QCAT should assess damages in light of the 2014 decision of
the Full Court of the Federal Court in Richardson v Oracle. The tribunal stressed the importance of
consistency in awards, particularly as required under the QCAT Act. The tribunal also examined the
six cases where Richardson has been cited in other Australian jurisdictions. That examination
showed that although there have been some increases in the level of awards, those increases have
not been nearly as dramatic as in Richardson itself.
The tribunal concluded that where there is a recognisable personal injury, the tribunal should
continue the approach of consistency with Queensland court awards in personal injury cases.
However, where there is no recognisable personal injury and therefore no comparable Queensland
awards, the tribunal can be influenced by Richardson to increase the level of awards, if it is
appropriate to do so.
When considering previous awards, those awards should be adjusted for inflation. Advocates would
assist the tribunal in adjusting previous awards for inflation when citing them.
The tribunal also determined that interest on non-financial loss should be awarded unless there is a
proper reason for not doing so, though not at a commercial rate.
The tribunal awarded a total of $156,051, made up of:
Non-financial loss

$70,000

Interest on non-financial loss

$3,160

Past loss of income (gross)
Past loss of superannuation

$17,430
$1,656

Future loss of income

$48,338

Future loss of superannuation
Future cost of treatment

$5,467
$10,000

Green v State of Queensland [2017] QCAT 008
Legal representation allowed
The applicant in a complaint alleging sexual harassment, vilification, and victimisation applied to
QCAT for permission to be legally represented in the proceeding. Under the QCAT Act, parties are
expected to represent themselves, unless QCAT is satisfied it is in the interests of justice for a party
to have legal representation.
In this case, the respondent to the complaint argued that the facts of the case were simple, and that
lawyers would make the case complex. The tribunal disagreed, and considered that the case
involved novel and complex issues of law. The tribunal was satisfied that it would benefit by the
presence of lawyers skilled in anti-discrimination law, and that it is in the interest of justice that
parties are able to present their cases properly with full appreciation of the legal implications of the
issues they raise.
Beck v Rowan [2017] QCAT 51
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Able to comply with requirement
A man with a hearing impairment claimed his internet service provider (ISP) discriminated against
him by requiring him to contact them by telephone to cancel the service and to discuss a debt, and
in referring a debt to a debt recovery agency.
The man and his partner were making arrangements to move house, and they rang the ISP to ask
about transferring the service to new premises. They weren’t happy about the additional cost to
move the service, so they asked if they could cancel it. They were told to call again on the day they
wanted to cancel the service and also that there would be a cancellation fee. The man then made a
complaint to the ISP by email, and after another phone call, he asked for escalation of his complaint
to take place by email. After complaining to the Anti-Discrimination Commission, the man cancelled
the service by email, and he was issued with a final invoice, which included a cancellation fee. The
man did not pay the invoice, and he was sent automated calls from the debt department asking him
to contact them by phone. The debt was later referred to a debt collection agency, which sent the
man correspondence, telephone and other contact details, but no email address.
Although the man was born with significant hearing loss, he had a cochlear implant that gave him
significantly improved hearing.
The tribunal found that the ISP had imposed a term that cancellation of a service had to be done by
telephone (this was a mistake on the part of the operator as the ISP policy did allow cancellation to
be done by email). The tribunal found however, that the man was able to comply with the term
because the evidence showed he was capable of hearing and conducting conversation on the
telephone in relation to matters of a straightforward nature. He spoke clearly, and the details
required were of a straightforward nature, which he had managed before.
In respect to being asked to contact the ISP by telephone about the debt, the tribunal said the
request did not preclude other modes of communication, and did not amount to a requirement or
condition. If the request did amount to the imposition of a term, the man was able to comply with it.
The tribunal was not satisfied that the debt was referred to the debt collection agency because of
the man’s impairment. If a term was imposed that the man contact the agency by telephone, the
tribunal was not satisfied that the man was unable to comply with the term.
There was no discrimination and the complaint was dismissed.
Bell v iiNet Ltd [2017] QCAT 14

Exemption applications
During the reporting period, six decisions on applications for exemption from the operation of the
Act were published. There were five decisions by the QCAT and one by the QIRC.
The QIRC granted an exemption to allow the Gold Coast 2018 Commonwealth Games Corporation
to advertise for Aboriginal and Torres Strait Islander people to take up volunteer roles in
accordance with its Reconciliation Action Plan (RAP). 6 Under the RAP, the Corporation aims to
provide meaningful opportunities for Indigenous Australians to participate in the Games, beyond the
traditional inclusion of culture within the opening ceremonies.
In three separate applications, the QCAT granted exemptions allowing three manufactured home
parks on the Gold Coast to limit accommodation to people 50 years of age and over. Two of the
parks had been previously been granted exemptions, 7 and although the other park had been

6
7

Gold Coast 2018 Commonwealth Games Corporation [2017] QIRC 038.
Palmpoint Pty Ltd [2006] QCAT 419; and Burleigh Town Village Pty Ltd [2017] QCAT 161.
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operating since 2008, this was the first application for an exemption. 8 The Commission continued to
oppose the segmentation of affordable housing by age, and using temporary exemptions for longterm purposes and potentially circumventing government policy. In the most recent of the three
decisions, the tribunal agreed that a series of temporary exemptions is not ideal, and that
manufactured home park owners should not expect that the development, advertising, sale, and
operation of an age-limited park will necessarily result in an automatic grant of an exemption. 9 In
another decision, the tribunal said the applicant and residents are now on notice that the tribunal
may not grant future exemptions if other non-discriminatory ways are available to achieve the
purpose of providing age-specific accommodation. 10
An exemption was granted to allow an organisation to specifically recruit for male or female
counsellors for a homeless program in Cairns, where the clientele is 95% Indigenous. 11
An application to allow a health service to identify a position of Manager, Community and Cultural
Relations to be filled only by an Aboriginal or Torres Strait Islander person, was refused on the
basis that it was not necessary. It was a genuine occupational requirement that the position be filed
by an Aboriginal or Torres Strait Islander person, and the exemption in section 25 of the AntiDiscrimination Act applies to the position.

Court of Appeal
A woman, who relied on Auslan to communicate because of a hearing impairment, claimed she
was subjected to impairment discrimination in her dealings with police, because they failed to
provide an Auslan interpreter and failed to investigate her complaints in a timely manner. The
woman had been involved in a physical altercation at the home she shared with others. Police
attended the incident and communicated with her by writing in the police officer’s notebook and
speaking with a hearing person. The woman later complained of fraud, and attended the police
station on multiple occasions seeking assistance. On at least three occasions she was told an
interpreter would be organised for a formal statement, and that it might take some time to organise.
At first instance, the tribunal said there was no evidence that the referral of the combined incidents
to the CIB was less favourably treatment, or that a hearing person with communication difficulties
would have been treated more favourably that the woman.
On the first appeal to the Appeal Tribunal, the woman argued that the appropriate comparator was
someone who was not hearing impaired and who had no relevant communication difficulty. The
Appeal Tribunal said that argument was inconsistent with the reasoning of the High Court in Purvis
v State of New South Wales (Department of Education and Training) (2003) 217 CLR 92. The
appellant student in Purvis had an impairment that manifested in disturbed behaviour, which had
included violence to teachers. The High Court held that the ‘circumstances’ for the comparison
included the factual premise of the behaviour that had occurred.
On further appeal, the Court of Appeal said the Act had to be construed from a consideration of the
Act as a whole, and distinguished Purvis, which was decided under the Disability Discrimination Act
1992 (Cth). The Disability Discrimination Act did not contain an equivalent of section 8 of the
Queensland Anti-Discrimination Act 1991, by which the meaning of discrimination on the basis of
impairment is defined to include discrimination on the basis of a characteristic of that impairment.
The Court accepted that deafness is an impairment, and communication by Auslan is a
characteristic that persons who are deaf usually possess.
The Court found the Appeal Tribunal had overlooked the effect of section 8 on section 10 (meaning
of direct discrimination) of the Anti-Discrimination Act. The effect of section 8 in combination with
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Seachange (Land) Pty Ltd & Ors [2016] QCAT 519.
Burleigh Town Village Pty Ltd [2017] QCAT 161.
10 Palmpoint Pty Ltd [2006] QCAT 419.
11 Mission Australia [2017] QCAT 024.
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section 10 is to proscribe discrimination on the basis of the woman’s ability to communicate by
speech. That proscription would be ineffective if the characteristic of the impairment was also
treated as a circumstance in the comparison for the purpose of section 10.
The Court said the Appeal Tribunal was wrong to liken the characteristic of the woman’s
impairment with the incidents of violent behaviour that had taken place in Purvis. The complication
in Purvis — of the behaviour also being an incident of the disability — did not exist in the present
case.
The Court found the Appeal Tribunal misunderstood the relevance of the reasoning in Purvis and
thereby erred in law in identifying the relevant comparator. In effect, the woman’s case as to the
findings of fact which should have been made by the QCAT member were not properly considered,
because in each case the wrong legal test was applied.
The Court noted that the outcome may be the same, but as that did not plainly appear, the case
was remitted to the Appeal Tribunal for rehearing.
Woodforth v State of Queensland [2017] QCA 100

High Court
A complaint by a deaf woman, who was summoned for jury duty, but excluded from a jury panel, is
the first complaint under the Anti-Discrimination Act 1991 (Qld) to go all the way to the High Court
of Australia.
The woman, Ms Lyons, claimed she had been discriminated against because of her impairment
and her reliance on an Auslan Interpreter. The appeal was heard in Brisbane in July 2016.
The High Court held that by excluding the woman from a jury panel, the Deputy Registrar of the
Court was simply applying the Jury Act 1995 (Qld). The Jury Act provides that a person is not
eligible for jury service if they have a physical or mental disability that makes them incapable of
effectively performing the functions of a juror.
Ms Lyons was not able to effectively perform the functions of a juror because Queensland law does
not allow an Auslan interpreter to be part of the jury deliberations. The appeal was dismissed.
Lyons v State of Queensland [2016] HCA 38 (5 October 2016)
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Corporate governance
‘Corporate governance is the manner in which an organisation is controlled and governed in order
to achieve its strategic goals and operational objectives. It is the cornerstone of sound stewardship
and effective management.’ Queensland Audit Office, 1999.

Governance framework
The ADCQ’s governance framework supports transparent, accountable decision-making by
establishing clear lines of authority and requiring monitoring and reporting of operational
performance. It is the mechanism through which our strategic goals can be achieved and is based
on the following principles:


effective vision, leadership, and strategic direction;



transparency and disclosure of decision-making processes;



clear lines of responsibility and accountability;



participation in the governance process by employees.

These principles ensure that the ADCQ maintains its focus on:


meeting its statutory responsibilities under the Act;



effective and efficient performance management;



improving service delivery through a process of engagement with key stakeholders;



reporting on performance.

While the ADCQ is independent of government, it is accountable to the Queensland Parliament
through the Attorney-General and Minister for Justice.

Managing the ADCQ
Accountability for the ADCQ’s operations under the Financial Accountability Act 2009 resides solely
with the Commissioner as the Accountable Officer.
The Commissioner is appointed under section 238 of the Anti-Discrimination Act 1991 for a term of
no longer than seven years. ADCQ employees are appointed under the Public Service Act 2008.
Two committees have been established to support the Commissioner in achieving the strategic
goals and operational objectives of the ADCQ. They are the Executive Leadership Team (ELT) and
the Leadership Group.
The ELT supports the Commissioner by providing advice in the following areas:


establishing priorities;



developing an overarching fiscal strategy;



maintaining the corporate governance framework;



overseeing major initiatives and projects;



managing external relationships;



setting corporate performance objectives;



fostering an appropriate corporate culture that supports the Commission’s values and code of
conduct;



ensuring business continuity;



providing the strategic focus for corporate communications and marketing.
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The members of the ELT are:


Anti-Discrimination Commissioner (Chair);



Deputy Commissioner (Deputy Chair);



Director, Complaint Services;



Director, Corporate Services;



Director, Community Engagement.

The Leadership Group is a sub-committee of the ELT. The group is responsible for providing advice
to the Commissioner in the following areas:


overseeing strategic and operational planning processes to ensure that strategies, goals, and
performance measures address overarching priorities;



monitoring performance to ensure services are being delivered to the required level and
quality;



driving the identification and establishment of best practice in all aspects of service delivery;



monitoring the effectiveness of governance practices, including policies and procedures;



allocating and managing resources;



ensuring the integrity of reporting systems, and that appropriate systems of internal control are
in place to manage risk;



ensuring there are adequate processes in place to comply with statutory reporting
requirements;



ensuring that planning and performance management processes are based on an
understanding of operational issues and constraints;



maintaining relationships and partnerships with stakeholders.

The members of the Leadership Group are:


Anti-Discrimination Commissioner (Chair);



Deputy Commissioner (Deputy Chair);



Director, Complaint Services;



Director, Corporate Services;



Director, Community Engagement;



Principal Legal Officer;



Manager, Far North Queensland Region;



Manager, North Queensland Region;



Manager, Central Queensland Region;



Manager, Brisbane Complaint Team;



Coordinator Aboriginal and Torres Strait Islander Unit;



Coordinator Community Engagement.

Commission staff
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The ADCQ maintains offices in Brisbane, Cairns, Townsville, and Rockhampton. At 30 June 2017,
we employed 34 full-time equivalent permanent, temporary, and casual staff. The proportion of
permanent staff decreased from 91 to 90% over the last year. The permanent staff retention rate
during 2016–17 was 93%. The permanent staff separation rate was 7%.
The Commission is committed to maintaining a diverse and inclusive workplace where the
contributions of all staff are valued. Strategies that have been implemented to promote diversity
and inclusion include: support of flexible work arrangements, such as part-time work and working
from home; provision of a parenting room; provision of highly accessible workplaces where
possible; establishment of a Healthy Workplaces Program with a focus on mental health; clear
induction and performance management policies; professional development of all staff on a
continuing basis; and adoption of a model of service delivery that encourages the creation of multidisciplinary teams.
The success of these strategies can be seen in the most recent Working for Queensland survey
where the responses of staff were in the first quintile (to 20% of responses for the public sector) in
all but two areas where responses fell in the second quintile. Some of the key responses in the
survey include:


97% of responses to questions relating to support for diversity and inclusion were positive;



69% of responses indicated use of some form of flexible work arrangement over the course of
the year;



83% of responses indicated that workgroups cooperated effectively to deliver services;



86% of responses indicated that the Commission was open to new ideas;



83% of responses indicated an ability to make a difference to the community.

Overall, the survey continues the trend in past surveys of respondents having a very positive view
of working for the Commission.
Table 12 Staff groups (rounded)

Group

Employees

Executive management

3

Legal

1

Corporate support

4

Information technology

1

Conciliation

9

Community relations

7

Regional services

10

Total

34
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Graph 1:Employee profiles
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Shared services
The ADCQ has service level agreements with the Department of Justice and Attorney-General and
Queensland Shared Services for the provision of financial, human resource, internal audit, and
processing services. These arrangements benefit the ADCQ by providing a cost-effective
processing environment and access to a greater range of skills than it can maintain internally, given
its size, and allows the organisation to focus on core business.

Statutory obligations
Ethical behaviour
Prior to 1 June 2011, the ADCQ developed a Code of Conduct in accordance with the requirements
of the Public Service Ethics Act 1994. The code provided guidance on the way staff should behave
in the workplace and when representing the ADCQ outside the workplace, clearly explaining the
standard of conduct expected of all employees.
Amendments to the Public Service Ethics Act 1994 (PSEA) in 2010 included the introduction of the
Code of Conduct for the Queensland Public Service (the Code), applicable to all public service
agencies. The Public Sector Ethics Amendment Regulation (No. 1) 2011 included the ADCQ in the
definition of a public service agency, meaning that the Code applied to the ADCQ from 1 June
2011.
The Code applies to every person employed by the ADCQ and breaches of the Code may be
subject to appropriate disciplinary action as outlined in the Public Service Act 2008.
Client Complaints
Six complaints about ADCQ service delivery were received during 2016–17, the same as in 2015–
16. Three complaints were resolved, one was withdrawn, one was rejected as misconceived, and
one remains unresolved. All complaints were investigated and managed in accordance with the
policy and timeframes of the Commission, and none indicated the existence of any systemic
problems.
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Information systems and record keeping
The ADCQ recognises the significant value of its information resources to the achievement of
corporate goals. Controls are implemented and monitored to safeguard the integrity, availability,
and confidentiality of information in order to maintain business continuity. Record keeping policies
and systems are being reviewed to ensure they meet the accountability requirements of the Public
Records Act 2002, as well as other whole-of-government policies and standards, including
Information Standard 40: Recordkeeping.
Internal and external audit
Internal audit services are provided on an ‘as needed’ basis to the ADCQ under a service level
agreement with the Department of Justice and Attorney-General. The size of the ADCQ is such that
a formal Audit Committee is not required. The responsibilities associated with internal audit and the
maintenance of an appropriate internal control framework are discharged by the Executive
Leadership Team.
A copy of the external audit report and certificate of our financial statements are supplied with this
report. The Auditor-General’s delegate has provided an unqualified certificate indicating the
ADCQ’s compliance with financial management requirements and the accuracy and fairness of the
financial statements.
Risk management
The ADCQ’s risk management framework ensures risk is managed as an integral part of decisionmaking, planning, and service delivery. This practice aims to reduce vulnerability to internal and
external incidents that limit the ADCQ’s ability to achieve strategic objectives and deliver services to
the community. Key aspects of the risk management framework include:


maintaining an effective system of internal control;



reporting identified risks regularly to the Executive Leadership Team;



ensuring physical security of ADCQ assets, including security access to premises;



maintaining security over access to information through network security;



investing in new information technology infrastructure;



monitoring media and risk evaluation.

The standard operating environment of the Commission is Windows 10 and Office 2016, and all
core software is supported by appropriate support agreements and software assurance. The
Commission has migrated from laptops to Surface Pro 4s to reduce costs, enhance mobility, and
allow for business continuity in the event of natural disasters.
During 2016–17, the Commission began migration to ‘cloud’-based computing services, and
replacing the current unified communications system. These decisions, when fully implemented, will
reduce risks associated with in-house management of computing services and also reduce costs.
The responsibilities associated with risk management are discharged by the Executive Leadership
Team.
Consultancies, overseas travel, and language services
ADCQ did not engage any consultants during 2016–17.
ADCQ staff did not undertake any overseas travel in 2016-17.
ADCQ incurred approximately $9,000 in costs for interpreter and translator services in 2016–17.
Early retirement, redundancy, and retrenchment
The ADCQ made no payments of this nature during 2016–17.
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Summary of financial information
Summary of financial information overview
The operating result for the ADCQ for 2016–17 was a deficit of approximately $187,000.
The deficit was mainly due to: investment in a new telephone system ($30,000), replacement of
computers that had reached the end of their useful life ($70,000), establishing a new computer
network ($85,000), and additional fit-out in the Brisbane office ($39,000). These investments are
one-off in nature, and are funded from retained earnings rather than the annual budget.
Performance in the remaining budget areas was sound.
The major activities undertaken during the year include:


enhanced community engagement through continuation of the Community Assistance Project,
the delivery of the second Human Rights Month event, and co-hosting the second Robert
Jones Oration;



replacement of the computer fleet and the telephone system;



installation of new network links in preparation for the provision of information and
communication technology (ICT) facilities from a ‘cloud’ provider.

The financial effects of these major activities are provided in detail in the audited financial
statements provided with this report and on the ADCQ’s website (www.adcq.qld.gov.au).

The ADCQ’s financial position
The financial position provides an indication of the ADCQ’s underlying financial health, or net worth,
at 30 June 2017. This provides a measure of our equity level. ADCQ’s assets at 30 June 2017 were
$1.5 million, and liabilities were $0.6 million, resulting in a total equity of $0.9 million. The reduction
in net worth is the result of one-off investments to replace the computer fleet, telephone system,
and the computer network. The ADCQ’s financial position remains strong.

Graph 2: Net worth
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Net Worth

Financial performance
The Income Statement shows the total income for 2016–17 as $5.514 million and expenditure as
$5.701 million. The ADCQ finished the year with an operating deficit of approximately $187,000.
The deficit relates to one-off factors, primarily investment in replacement information and
communications technology. ADCQ is a statutory body and as such is allowed to operate in deficit.

Income
The ADCQ derives most of its income from the Queensland Government, through a grant paid by
the Department of Justice and Attorney-General. The ADCQ also generates funds through
investment of surplus cash in interest bearing deposits, and the provision of training on a fee-forservice basis.
Graph 3: Source of funds 2016–17
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Expenses
Total operating expenses for 2016–17 were $5.701 million. The largest expense category is
employee-related costs, which account for almost 66 per cent of total expenses. The second
biggest category is supplies and services, which accounts for approximately 31 per cent.
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Graph 4: Application of funds
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Comparison to budget and actual
Budget and actual performance, together with explanatory notes, are provided in detail in Note E1
of the audited financial statements provided with this report and on the ADCQ’s website
(www.adcq.qld.gov.au).

Assets
Total assets reduced from $1.6 million at 30 June 2016 to $1.5 million at 30 June 2017. This
change reflects the investment in replacement information and communications technology, which
consumed cash. Current assets are valued at $0.5 million and are available to meet current
liabilities, which are valued at $0.6 million. The ADCQ remains well positioned to meet all its
obligations as they fall due.
Graph 5: Asset portfolio
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Liabilities
Total liabilities at 30 June 2017 were about $0.6 million. These liabilities mainly relate to accrued
employee entitlements and trade creditors.
Graph 6: Liability composition
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Payables
21%

Financial statements
Certification of financial statements
The certification of financial statements accompanies the annual report or can be viewed at
www.adcq.qld.gov.au.

Independent auditor’s report
The independent auditor’s report accompanies the annual report or can be viewed at
www.adcq.qld.gov.au.
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Appendix A: Glossary of terms
Term

Description

the Act

the Anti-Discrimination Act 1991 (Qld)

ADCQ

Anti-Discrimination Commission Queensland

complaint

Means a complaint made under the Act. A complaint must:
•
be in writing;
•
set out reasonably sufficient details to indicate an alleged contravention of
the Act;
•
state the complainant’s address for service;
•
be lodged with, or sent by post to the Commissioner.
A person is only entitled to make a complaint within one year of the alleged
contravention of the Act.

conciliation

A conciliation conference is a meeting to help parties resolve a complaint. It is
the main way in which complaints are resolved. A conciliator from the ADCQ
contacts the parties and manages the conciliation conference. Complaints that
cannot be resolved through the conciliation process may be referred to the
tribunal for a public hearing to decide whether there has been a breach of the
Anti-Discrimination Act 1991, and decide any compensation.

Commission

Anti-Discrimination Commission Queensland

direct
discrimination

Direct discrimination on the basis of an attribute happens if a person treats, or
proposes to treat, a person with an attribute less favourably than another
person without the attribute is or would be treated in circumstances that are the
same or not materially different.

Executive
Leadership
Team

The Executive Leadership Team is one of the key strategic advisory bodies of
the ADCQ. It supports the Commissioner in providing the strategic direction as
part of the overall corporate governance framework, and oversees the
Commission’s strategic performance.

indirect
discrimination

Indirect discrimination on the basis of an attribute happens if a person imposes,
or proposes to impose, a term with which a person with an attribute does not or
is not able to comply; and with which a higher proportion of people without the
attribute comply or are able to comply; and that is not reasonable.

Leadership
Group

The Leadership Group is a sub-committee of the Executive Leadership Team
(ELT). It supports the Commissioner by ensuring that operational activity aligns
with the strategic direction of the ADCQ as set by the ELT.

LGBTI

Lesbian, gay, bisexual, transgender, intersex

QCAT

Queensland Civil and Administrative Tribunal

QIRC

Queensland Industrial Relations Commission

vicarious
liability

If a person’s workers or agents contravene the Act in the course of work or
while acting as agent, both the person and the worker or agent are jointly and
severally civilly liable for the contravention, and a proceeding under the Act
may be taken against either or both. It is a defence to a proceeding for a
contravention of the Act if the respondent proves, on the balance of
probabilities, that the respondent took reasonable steps to prevent the worker
or agent contravening the Act.
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Appendix B: Compliance checklist
Summary of requirement

Basis for requirement

Annual
report
reference

Letter of
compliance

A letter of compliance from
the accountable officer or
statutory body to the relevant
Minister/s

ARRs — section 7

Accessibility

Table of contents
Glossary

ARRs — section 9.1

Page 2
Appendix
A

Public availability

ARRs — section 9.2

Inside
cover

Interpreter service statement

Queensland Government
Language Services Policy
ARRs – section 9.3

Inside
cover

Copyright notice

Copyright Act 1968
ARRs — section 9.4

Inside
cover

Information licensing

QGEA — Information Licensing
ARRs — section 9.5

Inside
cover

Introductory Information

ARRs — section 10.1

Page 5

Agency role and main
functions

ARRs — section 10.2

Page 6

Operating environment

ARRs — section 10.3

Page 6

Government objectives for
the community

ARRs — section 11.1

Page 5

Other whole-of-government
plans / specific initiatives

ARRs — section 11.2

N/A

Agency objectives and
performance indicators

ARRs — section 11.3

Page 8

Agency service areas, and
service standards

ARRs — section 11.4

Page 8

Summary of financial
performance

ARRs — section 12.1

Page 46

General
information

Non-financial
performance

Financial
performance
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Page 3

Summary of requirement
Governance –
management and
structure

Governance –
risk management
and accountability

Governance –
human resources

Open Data

Financial
statements

FAA
FPMS
ARRs

Basis for requirement

Annual
report
reference

Organisational structure

ARRs — section 13.1

Appendix
E

Executive management

ARRs — section 13.2

Page 41

Government bodies (statutory
bodies and other entities)

ARRs — section 13.3

N/A

Public Sector Ethics Act 1994

Public Sector Ethics Act 1994
ARRs — section 13.4

Page 44

Queensland public service
values

ARRs — section 13.5

Page 5

Risk management

ARRs — section 14.1

Page 45

Audit committee

ARRs — section 14.2

Page 45

Internal audit

ARRs — section 14.3

Page 45

External scrutiny

ARRs — section 14.4

N/A

Information systems and
recordkeeping

ARRs — section 14.5

Page 45

Workforce planning and
performance

ARRs — section 15.1

Page 43

Early retirement, redundancy
and retrenchment

Directive No.11/12 Early
Retirement, Redundancy and
Retrenchment
Directive No. 16/16 Early
Retirement, Redundancy and
Retrenchment (from 20 May
2016)
ARRs — section 15.2

Page 45

Statement advising
publication of information

ARRs — section 16

Consultancies

ARRs — section 33.1

Page 45

Overseas travel

ARRs — section 33.2

Page 45

Queensland Language
Services Policy

ARRs — section 33.3

Page 45

Certification of financial
statements

FAA — section 62
FPMS — sections 42, 43 and
50
ARRs — section 17.1

Page 50
Appendix
G

Independent Auditors Report

FAA — section 62
FPMS — section 50
ARRs — section 17.2

Page 45
Appendix
G

Financial Accountability Act 2009
Financial and Performance Management Standard 2009
Annual Report Requirements for Queensland Government Agencies
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N/A

Appendix C: Publications
Brochures

•

Vicarious liability

•

10 things you should know about fair
treatment in Queensland

•

Victimisation

•

Vilification & Vilification cases

•

10 things you should know about fair
treatment in Queensland — Aboriginal &
Torres Strait Islander peoples

•

Work matters and QIRC jurisdiction under
anti-discrimination law

•

Getting to know the law

•

Making a complaint

•

Responding to a complaint

•

Information guides — available from the
ADCQ website (www.adcq.qld.gov.au)
•

Answers to 20 questions: small business
guide

All about conciliation conferences

•

Discrimination in accommodation

•

Age discrimination

•

Discrimination in education

•

Gender identity discrimination &
vilification

•

Discrimination in provision of goods &
services

•

Impairment discrimination

•

Discrimination in employment

•

Lawful sexual activity discrimination

•

Employers’ toolkit

•

Pregnancy & breastfeeding discrimination

•

Small business handbook

•

Racial and religious discrimination &
vilification

•

Trans@Work — a guide for trans*
employees, their employers & colleagues

•

Racial discrimination & vilification —
Aboriginal & Torres Strait Islander
peoples

Posters

•

Relationship status, parental status &
family responsibilities discrimination

•

Sex discrimination

•

Sexual harassment

•

Sexuality discrimination & vilification

Fact sheets — available from the ADCQ
website (www.adcq.qld.gov.au)
•

Applying for a Tribunal exemption

•

Bullying

•

Bystander action

•

Comments as discrimination

•

Complaints and the role of the AntiDiscrimination Commission

•

Direct & indirect discrimination

•

Discrimination & religious-based schools
and educational institutions

•

Discrimination: attributes and areas

•

Exemptions

•

Identified positions for Aboriginal & Torres
Strait Islander people

•

Incapacity and work

•

Medical information & recruitment (brief
and detailed versions)
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•

Reaching out to Aboriginal and Torres
Strait Islander peoples

•

Universal Declaration of Human Rights

•

Where do human rights begin?

•

Discrimination damages people,
productivity, profits

•

Sexual harassment is unwanted,
unacceptable, unlawful

•

Diversity delivers different perspectives,
capabilities and innovation

•

Valuing difference creates inclusion.
Everyone benefits

•

Discrimination is ugly

•

Diversity: our difference is our strength

•

Don’t be a tool! Sexual harassment is
against the law

•

A fair go. It’s the Queensland way

•

Discrimination is so last season. Don’t
wear it (female and male versions)

•

Warning: a lack of diversity may be
harmful to innovation

•

Mentally healthy workplaces are as
important as physically safe workplaces

•

Stigma leads to discrimination, isolation
and exclusion

•

Flexible workplaces are strong
workplaces

•

Workplace flexibility: give a little, gain a
lot

•

Mental illness won’t discriminate

Rights cards
•

Aboriginal & Torres Strait Islander
peoples

•

LGBTI community

•

Muslim community

•

Young people

1

Appendix D: Complaint handling process

Written complaint received, acknowledged,
and assessed — generally within 28 days.

Complaint accepted. Parties notified and
respondent given opportunity to provide
written response, or request early
conference. Date set for compulsory
conference — generally within 6 weeks of
notification.
within 28 days,

Complaint not accepted. Complainant
advised of reasons for non-acceptance
and referred to a more relevant agency.

Complainant provides further information
to show complaint comes under the Act.

Early conference held when requested by
respondent and all parties agree.

Compulsory conference held.

No settlement reached at conference and
further negotiations unable to resolve the
complaint.

Settlement reached by all parties.
Agreement signed and filed with the
tribunal*, and is enforceable as if it is an
order of the tribunal.

Complainant has option to refer complaint
to the tribunal* for hearing and
determination, binding on all parties.

Complaint closed.

Complaint rejected, based on further
information.

* From 1 March 2017, for work-related matters the
tribunal is the Queensland Industrial Relations
Commission, and for all other matters the tribunal is
the Queensland Civil and Administrative Tribunal.
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Appendix E: Organisational structure
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Appendix F: Map of areas visited in 2016-17

Far North Qld

Locations of
Training
Delivery

Innisfail
Mossman
Mareeba
Atherton
Mt Isa
Cairns and surrounds

2016-17
North Qld
Charters Towers
Mackay
Townsville and surrounds

Central Qld
Moranbah
Emerald
Maryborough
Bundaberg
Gladstone
Rockhampton and surrounds

South-East Qld
Sunshine Coast
Kingaroy
Gold Coast
Hervey Bay
Ipswich
Toowoomba
Dalby
Redcliffe
Brisbane and surrounds
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Appendix G: Certified financial statements
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