
 
 

Budget 2021 – Machinery of Government 
 

The Women’s Budget Statement, Women’s Economic Security 
package and the Workplace Gender Equality Agency 

 

The Women’s Budget statement is still at heart a glossy: it does not systematically examine the 

mainstream budget initiatives to determine whether they have a gendered outcome, 

intentional or not. The result of this silence is that the WBS seriously under-reports 2021 

budget outlays which should have an impact on women. 

Despite significant outlays in the care sector, the Women’s Economic Security Statement 

appears generally to operate on the conviction that the best that can be done for women in 

the workforce is to move them out of the female-dominated sector into male-dominated stem 

and non-traditional work. Given about 80 per cent of Australians work in services (and 90 per 

cent of working women), this is not really a viable strategy.  

It is also an odd strategy to pursue given the broad budget focus on care services, if not actually 

on care service providers.  

 

2021 Women’s Budget Statement: Gender-responsive  

budgeting? 

This year, for the first time since 1996, a Women’s Budget Statement (WBS) was prepared in the 

Treasury and included in the formal set of Budget Papers.   

NFAW welcomes this development.  

However, while the 2021 WBS looks like a budget paper, its content has not really developed 

much beyond the glossy women’s statements that preceded it. Like those, it simply collects and 

exhibits measures specifically targeting women, a significant number of which actually preceded 

the 2021 budget. This year’s initiatives make up a tiny percent of the overall budget – 0.14 per 

cent of total Commonwealth outlays over a four-year period. Naturally this fails to impress, 

despite the 80-odd pages over which the WBS is spread.  

 

https://budget.gov.au/2021-22/content/womens-statement/index.htm
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What the 2021 WBS does not do, is to systematically examine mainstream budget initiatives to 

determine whether they have a gendered outcome, intentional or not. This applies to both the 

revenue and the expenditure side of the budget. For example, the effect of consumption taxes 

will be felt more by women; whereas changes in income taxes are more likely to affect men. Or, 

as was obvious in last year’s budget, industry stimulus measures in a sex-segregated economy 

like Australia’s are likely to have strongly gendered impacts. If you pour money into male-

dominated industries, men are going to be the ones who will principally benefit -- though women 

do get to use the roads. 

In fact there are a number of measures in the 2021 budget that should have a positive impact on 

employment in female-dominated industries but their impact on employment in the sector is not 

reported in the WBS. These include spending staggered over the forward estimates in areas of 

the care economy such as childcare ($1.7 billion), aged care ($17.7 billion), mental health ($2 

billion), support for victims of family violence ($998.1 million), and the NDIS ($13.2 billion) (see 

Social Infrastructure).  The result of this silence is that the WBS seriously under-reports 2021 

budget outlays which should have an impact on women’s employment. 

The government was left in no doubt by women’s groups, NGOs and think tanks about the need 

to spend on the care economy.  NFAW was only one among many organisations that made pre-

budget submissions or published costings before the budget reflecting on the gains to the 

economy to be made by investing in social infrastructure. But the Budget does not begin by 

recognising the gendered nature of the care economy and largely treats care as a service 

delivered without reference to those delivering it. The fact that this is a highly gendered 

workforce (79 per cent female) is not a focus of the WBS.  

The consequence is that the unique factors affecting the supply of carers (such as effective 

marginal tax rates) and the valuing of care work (through current work value cases) never make 

it into budget measures, and where training is paid for, it is often paid for in the absence of clear 

and articulated skills development plans. The honourable exception to this generalisation is 

childcare, which is recognized in the budget as affecting the supply of women workers, though 

the childcare workforce is itself ignored. 

Money does its work better in the presence of policy. Gender-responsive budgeting begins with 

a gendered understanding of how the economy is structured (including labour supply issues 

affecting women) and ends with a gendered understanding of how the budget differentially 

affects women and men living in the economy. It means that rather than simply allocating money 

to a problem like the need for more caring services, governments actually think—as did the Royal 

Commission on Aged Care -- about structural reform, including how the money can be made to 

work most effectively for the feminised workforce that delivers the services, and through them, 

those receiving services.  

https://nfaw.org/wp-content/uploads/2020/10/Appendix-A.pdf
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Finally, there is the simply political issue of budget silences about critical expenditure.  In the case 

of a women’s budget, this would include, in the analysis of the shortfall in women’s retirement 
savings, the impact of the government’s recent decisions to use women’s superannuation to save 
outlays for casuals excluded from JobKeeper. It is because of these critical silences that NFAW 

has recommended that the WBS be made the responsibility of the Parliamentary Budget Office, 

and that government focus on up-front gender-responsive budget development.  

In this context, we note that the even more recent Victorian state budget has provided for just 

such a critical gender analysis of budget measures while policy is still being developed. It has 

allocated funds to establish a gender responsive budgeting unit within the Department of 

Treasury and Finance whose role will be ‘to ensure outcomes for women are measured as part 

of the budget decision-making process’, before the decisions are actually settled. This function is 

properly that of government, while the budget review process should in our view sit outside 

politics and within the ambit of an independent entity such as the PBO.  

NFAW looks forward to seeing the WBS grow into a gender-responsive budget paper, and to the 

pre-budget consultation with women and the gender impact policy analysis that should precede 

and underpin that final document.   

Recommendations 

NFAW welcomes the 2021 Women’s Budget Statement as an initial step towards gender-

responsive government budgeting.  We recommend that future WBS documents systematically 

review mainstream budget initiatives to provide an understanding of how they are likely to 

impact on women and men, and document those gendered budget outcomes. 

We recommend that as part of its pivot to gender-responsive budgeting, government initiate an 

early consultation with women’s organisations prior to developing its budget priorities and bids. 

This consultation should be part of the broader gender impact analysis that should precede and 

underpin any final budget decisions.   

We recommend that the responsibility for preparing an annual Women’s Budget Statement be 
given to the Parliamentary Budget Office.  

The Women’s Economic Security Package 

The Budget 

The WBS incorporates three packages: Women’s Safety (see Reducing Violence against Women 

and their Children), Women’s Health and Well-being (see Health), and Women’s Economic 
Security. The Women’s economic security package contains measures costing $1.8 billion (WBS, 

3) of which childcare comprises $1.7 billion (WBS,3).   

https://www.budget.vic.gov.au/gender-equality-budget-statement
https://www.budget.vic.gov.au/gender-equality-budget-statement
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Women’s Economic Security Package   

Payments ($m)  

 2020-21 2021-22 2022-23 2023-24 2024-25 

Services Australia 0.2 13.5 2.4 2.3 - 

Department of the 

Prime Minister and Cabinet  

-  6.4  10.7  10.2  14.2  

Attorney-General's Department - 2.4 4.9 - - 

Federal Court of Australia - 1.2 2.3 - - 

Department of Industry, 

Science, Energy and Resources  

-  0.8  4.1  8.1  12.7  

Department of Education, Skills 

and Employment  

-20.9  -6.2  507.4  624.4  626.6  

Total — Payments -20.7 18.1 531.8 645.1 653.5 

(2021 Budget Paper No 2, p. 81) 

The basket of small initiatives making up the remaining $ 0.1 billion spread over five years – 

excluding $43 million for STEM initiatives (see STEM) – includes: 

• $38.3 million over five years from 2021-22 to increase grant funding available through the 

Women's Leadership and Development Program 

• $13.9 million over four years from 2021-22 to establish an Early Stage Social  Enterprise 

Foundation focused on providing capacity building and financial support for early stage social 

enterprises that improve the safety and economic security of Indigenous women 

• $12.2 million over two years from 2021-22 to fund an additional round of the National Careers 

Institute Partnership Grants program to support projects that  facilitate career opportunities 

and career pathways for women 

• $2.6 million over three years from 2021-22 to expand the Career Revive program to support 

more medium to large regional businesses attract and retain women  returning to work after 

a career break 

• expanding the Mid-Career Checkpoint Program beyond existing pilots and expanding eligibility 

to include people who have been absent from work due to caring responsibilities for six 

months or more and existing workers at risk of unemployment, primarily targeting female 

dominated, COVID 19 affected industries (funding from within existing resources). 

An important measure that is referred to in the WBS but not costed in the package is the removal 

the $450 per month threshold under which employers do not have to pay the superannuation 

guarantee ($31.5 million over 4 years) (see Superannuation).  
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Gender implications of the Women’s Economic Security Package 

Why is this an issue for women? 

The Australian workforce is highly segregated. Women are clustered in service industries, 

including retail and hospitality and the care sector. Health care and social assistance is the most 

segregated industry at  79 per cent female in 2018. Female-dominated industries tend to be the 

lowest paid industries and wage growth is projected to actually fall behind inflation. Women also 

tend to be at the bottom of organizational hierarchies.  

These employment issues intersect with labour supply issues like childcare and effective marginal 

tax rates to shape a superannuation deficit and feed into long-term economic insecurity. A 

Women’s Economic Security (WES) package needs to address all these factors. 

What are the 2021 Budget impacts on women? 

The WES package is almost silent about measures to improve the circumstances of those women 

employed where most women are employed, in the services sector. The only exception is a 

reference to the commitment to supplement grants to pay housing and homelessness workers 

(84 per cent female) covered by the 2012 SACS equal pay case (WBS, p. 62).  

Apart from those women who can move up the senior management ladder, the WES appears 

generally to operate on the conviction that the best that can be done for women in the workforce 

is to move them out of the female-dominated sector into male-dominated stem and non-

traditional work or their own business. Given about 80 per cent of Australians work in services 

(and 90 per cent of working women), this is not really a viable strategy. It is certainly unlikely to 

have any braking effect on Australia’s continued slide down the rankings in the World Economic 

Forum’s measure of women’s economic participation from 12th position in 2006 to 70th this year.   

It is also, as is noted above, an odd strategy to pursue given the broad budget focus on care 

services, if not actually on care service providers.  

For this reason, the superannuation initiative aside, the WES employment package will only touch 

a relatively few women. Those employer bodies and individuals who benefit from a package of 

$0.1b spread over 5 years and seven states and territories will no doubt be pleased, but the 

impact on Australian women generally is likely to be negligible, barring those who have more 

than one child under 5 in childcare.   

Recommendations 

NFAW recommends that any future Women’s Economic Security package address the workforce 
problems, including job insecurity and work value issues, affecting the service sector, where 90 

per cent of working women are employed.  

https://www.wgea.gov.au/publications/gender-segregation-in-australias-workforce#gender-seg-industry
https://www.wgea.gov.au/publications/gender-segregation-in-australias-workforce#gender-seg-industry
https://www.abs.gov.au/statistics/labour/earnings-and-work-hours/average-weekly-earnings-australia/latest-release
https://www.abs.gov.au/statistics/labour/earnings-and-work-hours/average-weekly-earnings-australia/latest-release
https://www.wgea.gov.au/publications/gender-segregation-in-australias-workforce#gender-seg-leadership
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The Workplace Gender Equality Agency 

The Budget 

The Workplace Gender Equality Agency is a statutory agency created by the Workplace Gender 

Equality Act 2012 (the WGE Act) charged with promoting and improving gender equality in 

Australian workplaces. It works with employers to help them comply with the reporting 

requirements under the Act. This reporting framework aims to encourage measures that improve 

gender equality outcomes and has been designed to minimise the regulatory burden on business. 

The WBS states that a review of the WGE Act to be completed by the end of 2021 will consider 

the current legislation and gender indicators, along with ongoing employer reporting obligations. 

The review is intended ‘to identify areas of future focus for WGEA to further promote gender 

equality over the next ten years and WGEA’s ongoing work to support the recently established 
Respect@Work Council’ (WBS, p. 56 – see Respect@Work).  

NFAW notes that the last review conducted by the government – the 2014 review of the gender 

reporting requirements outlined in the Gender Equality (Matters in Relation to Gender Equality 

Indicators) Instrument 2013 (No. 1) – appeared to women’s organisations to be hasty and pre-

emptive, and to propose significant restrictions on the Agency’s capacity to collect meaningful 
data. Fortunately, the proposed revisions to the gender equality indicators did not proceed. 

NFAW notes that the timeframe for the foreshadowed review is short, and gives notice that it 

will be watching the consultations, operations and outcome of the review closely. 

Recommendations 

NFAW recommends that government adopt a transparent and consultative approach to the 

foreshadowed review of the focus of the Workplace Gender Equality Agency.  

 

https://www.wgea.gov.au/what-we-do#our-statutory-functions


 

 

Budget 2021 -  

Machineries of Government 
 

Response to the Respect@Work Inquiry overview 

The  government’s response to Respect@Work, A Roadmap for Respect: Preventing and Addressing 

Sexual Harassment in the Australian Workplaces and applicable Budget 2021 funding allocations 

constitute a step forward. However, the lack of detail in the government’s overall response so far 
and the lack of a timeline for law reform give a muted signal to the public and private sectors and 

the Australian community that addressing women’s safety and sexual harassment in the workplace 
is a priority. 

We welcome the government’s agreement to amend the Workplace Gender Equality Act 2012 

(WGE Act) to require public sector organisations to report to WGEA on gender equality initiatives.  

It is disappointing that the government has not agreed with the recommendations that it impose a 

positive duty on employers to take reasonable measures to eliminate sexual harassment, and that 

it empower the Human Rights Commission to audit their compliance.  

It is immensely disappointing that Community Legal Centres received no additional funding from 

the Budget, and that the amount provided to working women’s centres was little short of pathetic.  

 

Respect @ Work  

The Budget 

The Australian’s Government response to Respect@Work, A Roadmap for Respect: Preventing 

and Addressing Sexual Harassment in the Australian Workplaces (Roadmap for Respect) and 

applicable Budget 2021 funding allocations constitute a step forward.  

In the Roadmap for Respect, the Government pledges to agree to (in full, in-principle, or in-

part) or note all 55 recommendations. However, the lack of detail in the government’s overall 

response so far and the lack of a timeline for law reform give a muted signal to the public and 

private sectors and the Australian community that addressing women’s safety and sexual 

harassment in the workplace is a priority. Some critical legal reforms have been parked as 

‘noted’. Australians should expect a deeper approach to gender equality and women’s 
workforce participation from their Federal Government.  

https://www.ag.gov.au/rights-and-protections/publications/roadmap-for-respect
https://www.ag.gov.au/rights-and-protections/publications/roadmap-for-respect
https://www.ag.gov.au/rights-and-protections/publications/roadmap-for-respect
https://www.ag.gov.au/rights-and-protections/publications/roadmap-for-respect
https://nfaw.org/news/governments-respect-road-map-still-has-a-way-to-go-nfaw-opinion-piece-smh-9-april-2021/
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A Roadmap for Respect — Respect@Work response implementation 

Payments ($m) 

 2020-21 2021-22 2022-23 2023-24 2024-25 

Attorney-General’s Department - 2.3 2.0 1.7 1.5 

Workplace Gender Equality 

Agency  

-  1.0  1.1  1.1  1.1  

Australian Public Service 

Commission  

-  0.5  0.5  0.3  0.3  

Comcare - - - - - 

Department of the Treasury - nfp nfp nfp nfp 

Total — Payments - 3.8 3.7 3.1 2.9 

(Source: 2021-2022 Budget Paper No 2, p. 61) 

In the October 2020 Women’s Economic Security Statement the Australian Government 

committed $2.1 million over three years to fund the establishment of the Respect@Work 

Council. The Council is chaired by the Sex Discrimination Commissioner and held its inaugural 

meeting on 19 March 2021. The Roadmap for Respect reports that since that time the 

following initiatives have commenced, addressing some of the recommendations:  

• Establishment of the Respect@Work website to provide free information and resources 

for employers and workers 

• Completion of training and education resources on the impacts of sexual harassment and 

the rights and responsibilities of workers and employers 

• Implementation of the fifth National Survey on Sexual Harassment in Australian 

workplaces. 

In the 2021-22 budget: 

• $9.3 million over four years has been allocated to the Attorney General’s Department to 

support the Respect@Work Council Secretariat to develop guidance materials for hotlines 

and similar services provided by other agencies which provide information and referral 

services  

• The Workplace Gender Equality Agency and the Australian Public Service Commission 

between them have received $6.0 million over four years from 2021-22 to strengthen 

reporting on sexual harassment prevalence, prevention and response, particularly in the 

Australian Public Service  

• Unspecified funding has been identified for improving legal service access to workers who 

experience sexual harassment is subject to ongoing discussions with States and Territories 

Governments. This includes funding for additional legal assistance for specialist lawyers 

with workplace and discrimination law expertise. 

Respect@Work recommends that: 

Australian governments provide increased and recurrent funding to working 

women’s centres to provide information, advice and assistance to vulnerable 
workers who experience sexual harassment, taking into account particular needs 

of workers facing intersectional discrimination. Australian governments should 

https://www.ag.gov.au/sites/default/files/2021-04/roadmap-respect-preventing-addressing-sexual-harassment-australian-workplaces.pdf
https://humanrights.gov.au/our-work/sex-discrimination/publications/respectwork-sexual-harassment-national-inquiry-report-2020#I3Uc9
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consider establishing or re-establishing working women’s centres in jurisdictions 
where they do not currently exist. (Recommendation 49) 

NFAW has raised the issue of funding for working women’s centres in the budget context 

before.  Working Women’s Centres specialise in issues affecting women with neither the 
means nor the capacity to access assistance elsewhere, particularly women who are 

Aboriginal or Torres Strait Islander or those from a culturally or linguistically diverse 

background, or women who have disabilities or live in regional and remote areas, or women 

who have family responsibilities or are victims of family violence. The Centres offered those 

women advice and assistance in an environment that was safe and accessible. 

Under the government’s watch, two of the three remaining state-based centres have lost 

federal funding. It is extremely disappointing that in response to recommendation 49, only 

$0.2 million has been allocated to working women’s centres to support the continued delivery 
of free information and advocacy on work related matters.  

Similarly, due to a lack of government funding for community legal centres, three established 

and reputable specialist centres in Western Australia -- the Employment Law Centre of WA, 

The Humanitarian Group, and Tenancy WA – were obliged to merged on 1 October 2020 to 

form Circle Green. We note that the budget includes unspecified funding for improving legal 

service access to workers who experience sexual harassment, subject to ongoing discussions 

with States and Territories Governments, and urge government to provide funding sufficient 

to enable these organisations to do their work effectively.  

The Government has committed $5.3 million over three years for sexual harassment research 

and prevention initiatives (Women’s Budget Statement, p. 30). The Australian National 

Research Organisation for Women’s Safety (ANROWS) has been funded to build evidence and 

develop a National Sexual Harassment Research Agenda.  

Our Watch has been funded deliver primary prevention initiatives into sexual harassment. It 

should be noted that Respect@Work initiatives for building evidence and research agenda are 

included in the overall expenditure for ANROWS. More generally, the Roadmap for Respect is 

designed to complement existing work under the current National Plan to Reduce Violence 

Against Women and their Children (2010-22) and ensure alignment with the development of 

the next National Plan. 

Gender implications 

Why is this an issue for women? 

2021 started with an intense national focus on gender inequality in Australia. The social and 

political context includes the international #metoo movement, high profile allegations of 

sexual assault in the workplace, and nationwide activism for women’s safety.  

This year thousands of Australians from all walks of life condemned of violence against women 

and sexual harassment through the March4Justice, a 90,000-signature petition to the 

Australian Parliament, and thousands of tweets, posts and comments. One of the demands 

was full implementation of the Respect@Work recommendations.  

https://budget.gov.au/2021-22/content/womens-statement/download/womens_budget_statement_2021-22.pdf
https://circlegreen.org.au/about-circle-green/
https://budget.gov.au/2021-22/content/womens-statement/index.htm
https://www.march4justice.org.au/
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Australians expect the Government to implement the measures necessary to embed a culture 

of respect for women in the workplace.  

Respect@Work brought together comprehensive evidence including the Australian Human 

Rights Commission’s national survey on sexual harassment in Australian workplaces, 60 public 
consultations, 460 submissions, and global research and economic modelling on the cost of 

sexual harassment. The world first Inquiry brought recognition and scale to this pervasive 

problem, which in Australia cost the economy approximately $3.8 billion in 2018 and 

approximately $2.6 billion in lost productivity (p. 25). Other implications for victims include 

loss of income and long term health and wellbeing issues. 

Section 3.4(a) of the report identified inequality identified as the key power imbalance driving 

sexual harassment in the workplace. The 2018 National Survey revealed that almost two in 

five women (39 per cent) and just over one in four men (26 per cent) have experienced sexual 

harassment in the workplace in the past five years. Aboriginal and Torres Strait Islander people 

were more likely to have experienced workplace sexual harassment than people who are non-

Indigenous (53 per cent and 32 per cent respectively) (p. 8). 

Power imbalance drives workplace sexual harassment; this means that structural reform is 

necessary to change the cultural and systematic barriers equality that enable it.  

What are the 2021 Budget impacts on women? 

The Government so far has committed resources and funding for a few of the key areas 

identified in Respect@Work. This includes addressing data and research gaps to determine 

the nature of sexual harassment and the effectiveness of program initiatives. Funding should 

also support the prevention of sexual harassment through education of employees and 

employers responsible reporting of incidents in the media and private sector initiatives.  

However it is the regulatory reforms to the existing legal framework which will have 

substantive benefit for women.  

Respect@Work found that existing systems administered by the Fair Work Commission, the 

Fair Work Ombudsman, work health and safety and workers’ compensation agencies, and 

individual state and territories industrial relations and human rights commissions were 

complex for workers and employers to navigate. The report recommended ‘a refocused legal 

and regulatory framework, which recognises the mutually reinforcing roles of workplace, 

safety and human rights laws’.  

The Australian Government has agreed to many of the law reforms recommended in 

Respect@Work. In the Road Map to Respect, the Government supports the amendment of 

the Sex Discrimination Act to ensure it applies to sexual harassment, and the removal of the 

exemption for judges and members of parliament and state public servants. The Government 

also agreed to amend the definition of serious misconduct in the Fair Work Act as 

recommended by Respect@Work.   

• The Government has, however, failed to agree to impose a positive duty on employers to 

take reasonable and proportionate measures to eliminate sexual harassment 

(recommendation 17). NFAW, together with many other interested organisations, has 

expressed concern at this critical omission. Federal work health and safety laws impose 

https://theconversation.com/the-governments-roadmap-for-dealing-with-sexual-harassment-falls-short-what-we-need-is-radical-change-158431
https://theconversation.com/the-governments-roadmap-for-dealing-with-sexual-harassment-falls-short-what-we-need-is-radical-change-158431
https://humanrights.gov.au/our-work/sex-discrimination/publications/respectwork-sexual-harassment-national-inquiry-report-2020#fn3
https://humanrights.gov.au/our-work/sex-discrimination/publications/respectwork-sexual-harassment-national-inquiry-report-2020#I3Uc9
https://humanrights.gov.au/our-work/sex-discrimination/publications/respectwork-sexual-harassment-national-inquiry-report-2020#I3Uc9
https://humanrights.gov.au/about/news/media-releases/launch-respectwork-report-national-inquiry-sexual-harassment-australian
https://nfaw.org/news/governments-respect-road-map-still-has-a-way-to-go-nfaw-opinion-piece-smh-9-april-2021/
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such a positive duty, so it is difficult to see why the government would not align the Sex 

Discrimination Act with them. This is one of the recommendations that the government 

‘noted’, indicating that it would assess whether such amendments would create further 

complexity, uncertainty or duplication in the overarching legal framework.  

• The Government has not agreed to give the Sex Discrimination Commission powers to 

audit workplaces for compliance with the positive duty, and to initiate inquiries into sexual 

harassment (recommendation 18). This is another ‘noted’ response, which is left to hang 
on the response to recommendation 17. 

Recommendations 

NFAW recommends that the government: 

• Agree to and implement recommendations 17 and 18 of Respect@Work, putting a positive 

duty on employers to take reasonable measures to eliminate sexual harassment, and 

empowering the Human Rights Commission to audit employer compliance with this duty  

• Reinstate meaningful funding for working women’s centres and community legal centres 

as a matter of urgency 

• Ensure that the fifth National Survey on Sexual Harassment in Australian workplaces 

includes and reports on people living with disability, people from CALD backgrounds, 

Aboriginal and Torres Strait Islander people, and people living in regional and rural areas 

• Publicly announce in 2021 a timeframe for legislative reforms, and  

• Report annually to Parliament on its progress in implementing all recommendations of 

Respect@Work. 
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