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Foreword 

I commend this Annual Report of CASS Diversity and Inclusion Committee and congratulate the team 
on its achievements. 

I feel that it is important to note at the outset that CASS’ Committee interacts with many of CSIRO’s 
diversity programs, such as Science in Australia Gender Equity (SAGE), and is not intending to 
duplicate those efforts, but is ensuring awareness of, and ready access, to opportunities and 
resources already available. Of course, the Committee has also developed its own programs to 
complement corporate programs, such as the mentoring program now available to all staff and the 
buddy system for new starters.  

This year I was proud to appoint Jane Kaczmarek as CASS’ inaugural Diversity Champion in response 
to an open call for applicants. The two-year role comes with a time allocation of 20% FTE and a 
dedicated budget, allowing for adequate support and time to plan, implement and deliver actions 
aimed at improving diversity, inclusion and equity within CASS. 

We strive to communicate the progress CASS is making in improving our workplace culture, as 
recognised by our independent Business Unit review in 2017 and by the ATNF Steering Committee. 
However, as our unsuccessful application for Bronze Pleiades status shows, we still have work to do 
in convincing elements of the broader astronomy community of this.  

The CASS Executive, this Committee and I are committed to building a diverse, inclusive and 
supportive work environment. I look forward to working with the Committee on its activities this 
year. 

  

Douglas Bock 

Director 
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1 Executive summary 

Historically, the CSIRO Astronomy and Space Science (CASS) Diversity and Inclusion (D&I) Committee 
has reported on the annual diversity statistics and happenings at the end of the calendar year. It is 
now the intention of the Committee to generate this report in line with the financial year. The report 
presented here is the first such report to reflect this new timeline. As such, some of the statistics 
provided cover 2018 (in full) to June 2019 separately as well as covering the 2018-2019 financial 
year, exclusively.  

During the 2018 – 2019 Financial Year, the CASS Diversity and Inclusion Committee continued its 
focus on promoting diversity, inclusion and equity in the workplace. This was carried out through 
the introduction of new programs, relevant training, the creation of an inaugural “Diversity 
Champion” and through increased communication with the broader CASS community. 

The Committee has developed and initiated new programs aimed at increasing comradery and 
mentorship within the workplace. The “buddy program” assigns a helpful colleague to all new staff 
members so that the new employee may feel more comfortable and knowledgeable about the 
goings on in and around our places of work. We have also started a mentoring program that is 
available to all who work in CASS. 

The Diversity and Inclusion Committee retains an active and strong membership. All committee 
members have now undergone equity training and there will be an increased focus on family and 
domestic violence and abuse training. Furthermore, CASS has newly acting Ombudspersons and a 
refreshed Equity Contact Officer network. 

This year saw many focused efforts on increasing communication between the Diversity and 
Inclusion Committee and the CASS community. This was done through updates in the fortnightly 
CASS newsletter, the creation of anonymous feedback outlets, regular talking slots at CASS ATNF 
Science meetings and the delivery of the 2019 CASS Culture Survey (scheduled for August 2019). 
This survey was run to help the CASS Diversity and Inclusion Committee to measure our 
performance in the areas of equity, diversity and inclusion and to provide information on perceived 
changes in CASS culture.  The survey results will help define where CASS will focus its efforts in these 
spaces in the year to come. It will also be informed by the broader CSIRO Staff Survey in the domain 
of Diversity and Inclusion. 
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2 Our Committee and our mission 

The CASS Diversity and Inclusion Committee was established in 2014. We are proud to sponsor a 
mission to identify, implement, and monitor issues and initiatives around Diversity and Equity within 
CASS to ensure that all staff are treated fairly and equitably within our workplace regardless of 
gender, age, ethnicity, culture, sexual orientation, religion, family responsibility or physical/mental 
impairment. 

2.1 Committee membership 

Members of the CASS Diversity and Inclusion Committee are dedicated to the betterment of 
colleagues, collaborators and visitors within the entirety of CSIRO. Our members are leaders in the 
LGBTI staff network, contribute towards the broader CSIRO Science in Australia Gender Equity 
(SAGE) program action plan, and work with the CSIRO Learning and Development group to improve 
diversity and inclusion training modules and development of culture surveys. The group is also 
committed to ensuring diversity and equity in the 
international Square Kilometre Array project and other 
international collaborative astronomy projects that staff 
are involved with.  

In addition, our committee representatives have broad 
involvement in equity and diversity within the Australian 
astronomical community. Diversity committee 
members serve as steering committee members on the 
Inclusion, Diversity, and Equity in Astronomy (IDEA) and 
Early Career Researchers (ECR) chapters within the 
Astronomical Society of Australia (ASA).  

As part of the successful broader CSIRO SAGE Bronze 
application, all members of diversity and inclusion 
committees across the CSIRO business units were to 
undertake equity training. Motivated by this and the 
desire to expand the impact of committee, all members of the CASS D&I committee have now taken 
Equity and Contact Officer training. Additionally, it has been recommended that all members 
undertake training regarding family and domestic abuse. 

The CASS D&I Committee meets regularly. Historically, meetings have been held approximately 
every two months. With an aim to increase the progress of action items, starting in 2019, meetings 
are now held roughly every four weeks. Table 2-1 lists all of the meeting dates for 2018 – 2019. 

The members of the CASS Diversity and Inclusion Committee in 2018 and 2019 are listed in Table 2-
2. Our committee is comprised of members representing nearly every CASS location – the exception 
being ATNF-Narrabri, where the most recent member has retired.  From February 2018 to January 
2019, the CASS D&I Committee was jointly chaired by Jimi Green and Michelle Storey. In January 
2019, Jane Kaczmarek took over the role as part of her CASS Diversity Champion appointment. 

2018 2019 

26 February 2018 2 February 2019 

16 April 2018 22 March 2019 

18 June 2018 03 May 2019 

20 August 2018 04 June 2019 

15 October 2018 18 July 2019 

12 December 2018 

Table 2-1:  D&I Committee meeting dates in 
2018-19. 
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2.2 CASS Diversity Champion 

In late January 2019, CASS sought to appoint the first “Diversity Champion”. This leadership 
opportunity is a part-time role for a CASS staff member and the appointee will act to implement and 
deliver on actions aimed at improving inclusivity, diversity and equity across CASS and the whole of 
CSIRO. Jane Kaczmarek was appointed as the inaugural CASS Diversity Champion.  The complete 
description of the role, as given in the call for nominations is included in Appendix A.1. 

The role requires an approximately 20% time allocation, subject to negotiation, and the term is up 
to 2 years (and is renewable). A budget has been established from the CASS Business Unit funding 
to assist in the role, including travel costs and funding of events/meetings and other initiatives, 
including training.  

 
Table 2-2: D&I committee membership for 2018 – 2019. 

MEMBER RESEARCH PROGRAM LOCATION MEMBERSHIP DURATION 

Danica Chandra Human Resources Marsfield Feb 2019 - now 

Kate Chow SKA Centre Marsfield Feb 2016 - now 

Rochelle Desmond Operations Geraldton Apr 2019 - now 

Vicki Drazenovic Operations Marsfield July 2015 - now 

Kerry Fereday CDSCC Tidbinbilla Dec 2016 – now 

Jimi Green (past-chair) ATNF Science Kensington Dec 2016 - now 

Gulay Gurkan Uygun ATNF Science Kensington Sep 2016 - July 2019 

Lisa Harvey-Smith ATNF Science Hobart May 2014 - Oct 2018 

Minh Huynh ATNF Science Kensington Dec 2016 - now 

Suzy Jackson Operations New Norcia Nov 2014 - now 

Jane Kaczmarek (chair) ATNF Science Parkes Nov 2017 - now 

Lesley Kliska Human Resources Clayton Nov 2017 - now 

Ed Kruzins CDSCC Tidbinbilla Aug 2016 - now 

Sarah Pearce Senior Management Marsfield Jan 2014 – now 

Michelle Storey (past-chair) SKA Centre Remote May 2014 – Jul 2015; 
Nov 2016 - now 

Tasso Tzioumis Technologies Marsfield May 2014 - now 

Carol Wilson Technologies Marsfield Sep 2015 – Jan 2019 
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3 Current Demographics 

CASS is comprised of 290 staff members across two major entities, Australia Telescope National 
Facility (ATNF) and Canberra Deep Space Communications Complex (CDSCC), as well as two 
(currently smaller) entities, the SKA Centre and Space. This number does not include CASS affiliates, 
fellows, students, nor ATNF users.  

3.1 Gender breakdown within CASS 

Gender is one of the most visible measures for diversity and equity in the workplace. As a result, 
there are many metrics against which we can compare gender ratios. Due to low number statistics 
of non-binary gendered people at CASS, we limit this section to comparing and contrasting male 
and female genders. 

CASS is an active supporter of the CSIRO SAGE action plan and many aspects of the SAGE Action Plan 
target gender in the workplace. One such initiative is Business Unit specific gender targets. From 
the CSIRO SAGE application: 

SAGE action 3.1(i)  
Rationale: Whilst it would be easy for CSIRO to set a prescriptive gender parity 
target by a certain timeframe (e.g.  50:50 by 2030) the reality is that CSIRO will be 
partly constrained by discipline-specific pipelines. A more realistic aspirational 
target, therefore, is that CSIRO commits to exceed agreed Business Unit relevant 
benchmarks across every CSOF level by 2025. 
Output: Business Unit-specific benchmarking against gender diversity in matched 
disciplines/organisations, and strategies to exceed external benchmarks by 10% 
by 2025.    
Outcome: Business Units have relevant strategies to exceed external gender 
benchmarking aspirations. 

For more information on SAGE application, along with aspirations and progress, see the SAGE Action 
Plan (available through the my.csiro intranet). 

Currently, 23.8% of the staff are female, this is an improvement from 2017 when it was 20.1%. Figure 
3-1 shows how the gender demographic has changed each year, starting from 2015, when the CASS 
Diversity Committee first started reporting on these metrics.  

Note: Unless otherwise stated (e.g. Figures 3-3 and 3-5 ),  all figures in this section will use the same 
colour-based association with gender, i.e. male is light blue, female is navy and the green trend line 
indicates the percentage of females in the population. When comparing and contrasting years, the 
solid green line will represent 2019 and the dashed purple line represents the percentage of females 
in 2015, when applicable. 
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Figure 3-1: Gender breakdown of the past 4.5 years within CASS. 

3.1.1 Gender across CASS programs 

Figure 3-2 shows the gender breakdown per CASS program. We are unable to confidently compare 
all of the 2015 program demographics; so we only report the statistics for the programs in which 
we are confident.  Of these four program areas (CDSCC, Operations, Science and Technologies), the 
percentage of female staff in each has remained nearly constant over the time range.  

This is accompanied by Figure 3-3 which shows the overall change in staffing levels (light blue) and 
the overall change in female staffing levels (dark blue)  since 2015 across all CASS programs where 
reporting is possible. We note that while the SKA Centre group did exist in 2015, reporting on this 
demographic was mixed with other speciality areas and we are unable to confidently report on the 
overall change within this specific group. Similarly, the two space-related programs did not yet exist 
within CASS during the time of reporting in 2015. 

 

 

Figure 3-2: Gender breakdown across all CASS programs. 
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Figure 3-3: Net change in CASS staffing levels level from 2015 – 2019 per CASS program. The total change per 
program is shown in light blue and the net change in female employment is shown in dark blue. For example, 

CDSCC now has 2 fewer employees now than in 2015, but one more female staff member. 

3.1.2 Gender across CASS sites 

CASS has employees located at numerous sites across Australia. Figure 3-4 shows the gender metrics 
as a function of site. The lines represent the percentage of female staff at each location. The ‘other’ 
category includes eight sites with one CASS staff member each: Black Mountain, Fortitude Valley, 
Lindfield, Clayton, Dutton Park, Hobart and Waite Campus.  

The solid green line represents the staffing as of June 2019; whereas the purple dashed line 
represents June 2015. Of the sites that have more than 10 employees, Kensington has the highest 
percentage of female staff (48%); whereas Tidbinbilla has the lowest percentage (12%). Kensington 
also saw the largest increase in female staff between 2015 and 2019 (23% increase), the next largest 
increase in female staffing percentage is Geraldton (11% increase) and all remaining sites stayed 
roughly consistent over this time range. 

Figure 3-5 focuses on the five CASS sites with more than 10 staff members (Marsfield, Tidbinbilla, 
Kensington,  Parkes and Narrabri) and shows how the number of female staff has changed relative 
to the total number of staff between 2017 and 2019. Most notably, of the seven new hires in 
Kensington, six have been female (86%). 

 

Figure 3-4: Gender breakdown by CASS site. 
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Figure 3-5: Change in total and female staffing population in CASS from 2017-2019. 

 

3.1.3 Gender and employment type 

Gender and employment type and staffing levels show clear, troubling, trends within CASS. Figure 
3-6 shows the breakdown of gender versus employment level. Only CSOF2 has more female than 
male employees with a decreasing representation of women with employment level above CSOF3. 

 

 

Figure 3-6: Gender breakdown of CASS staffing levels for the 2018-2019 financial year. 
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Figure 3-7: Change in staffing level population between June 2015 and June 2019.  
Note: there was a net gain of 10 staff between 2015 -2019.  

 

We continue to explore employment type by looking at a gender versus staff role as either manager 
or staff. Figure 3-8 compares the gender of managers and employees from June 2015 to June 2019. 
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2015 to just 16% in 2019. (Figure 3-8, left) while the overall female-employee percentage has stayed 
relatively constant over this same time period (Figure 3-8, right).  
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Figure 3-8: Gender comparison of managers (left) and employees (right) between 2015 and 2019. 

0

10

20

30

40

50

0

10

20

30

40

50

2015 2019

N
um

be
r o

f p
eo

pl
e

Managers

0

10

20

30

40

50

0

50

100

150

200

2015 2019

N
um

be
r o

f p
eo

pl
e

Employees



 

CASS Diversity & Inclusion Committee Annual Report  |  13 

 

Figure 3-9: Gender breakdown of employment contract type. The trendlines shows the 
overall percentage of females within each contract category.  

 

3.1.4 Gender and age 

Figure 3-10 shows the correlation between age and gender. The green line clearly shows a negative 
correlation between female representation and age within CASS. The largest drop in representation 
occurs between age ranges of 25 - 34 years of age, where females represent 40%, to accounting for 
only 23% of the staff who are ranged 35-44 years of age. This percentage stays roughly consistent 
until the eldest age bracket. 

 

 

Figure 3-10: Gender breakdown by age range. 
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3.1.5 CASS Students 

As of June 2019, there are 36 CASS co-supervised students. Of these, 29 are male and 7 (19%) are 
female.   

In addition, CASS sponsors numerous summer vacation scholarships for summer months. In 2017-
2018, CASS hosted 13 students: 8 male, 5 female (38%). During the 2018-2019 scholarship period, 
we had a total of 12 students participate: 5 male, 7 female (58%). 

 

3.2 Speaker demographics 

3.2.1 CASS astrophysics colloquium series speakership 

The CASS colloquium is held most weeks throughout the year, usually at the Marsfield lecture 
theatre (occasionally hosted in Perth). Speakers include both CASS staff as well as national and 
international visiting astronomers and engineers. We actively encourage visiting observers, newly 
hired staff and CASS co-supervised PhD students to give colloquia. 

The gender breakdown for colloquium speakers over the past eight years is shown in Figure 3-11. 
The number of male and female speakers are shown in light and dark blue, respectively, and scales 
with the axis on the left-hand side. The percentage of female speakers per year is represented by 
the green line, scaling with the axis on the right-hand side of the figure.  

 

Figure 3-11: Gender breakdown for CASS colloquium speakers for the past eight years to-date. The 
speaker population is scaled by the scale on the left. The percentage of female speakers per year is 
shown by the green line and is scaled by the axis on the right. 

In 2016, the D&I Committee identified an under-representation of women among CASS invited 
speakers and placed an action to increase female representation. Figure 3-11 shows that CASS has 
maintained higher female representation amongst its invited speakers since this action was first 
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3.2.2 Co-learnium and journal club talk series 

In March 2018, a series of short presentations, known as “Co-learniums”, began. Ideally, the series 
runs weekly. The goal was that the co-learniums will enable the engineering, science, operations, 
outreach and computing staff within CASS to get together and for someone to share their 
knowledge on a particular topic of interest.   

 

Figure 3-12: Gender breakdown for the entirety of the co-learnium talk series. Gender frequency scale 
with the axis on the left-hand side and percentage female speakers scales with the axis on the right. 

Co-learniums have been spearheaded by George Hobbs and Georgios Bekiaris of CASS – Marsfield. 
These talks have received wonderful reviews from all areas of CASS. The talks were opened up to all 
CSIRO employees at the Kensington ARRC building in June 2019. 

Figure 3-12 gives the gender breakdown for the entirety of the co-learnium talk series. The gender 
frequency, which shows males in light blue and females in dark blue, is scaled by the axis on the left. 
The percentage of female speakers is shown by the green trend line and is scaled by the axis on the 
right. 

We note that due to breadth of topics and backgrounds, co-learniums open up new avenues for 
achieving diversity amongst speakers. This talk series has seen numerous speakers from outside 
astrophysics, such as from engineering and operations. It has also hosted speakers from CSIRO-
corporate and CSIRO-communication teams. A full breakdown of speakers’ backgrounds is shown in 
Figure 3-13. Furthermore, due to the nature of the talks, the audience is often a diverse mix of CSIRO 
staff and affiliates. 

 
Figure 3-13: Breakdown of employment background for Co-learnium speakers. 
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3.3 Other diversity metrics 

We recognise that there are many metrics by which a workplace can measure their diversity. In 
the following sections, we provide statistics on the indigenous identity, disabled status and age 
demographic of staff,   

3.3.1 Indigenous staff 

Eight CASS employees identify as Aboriginal and/or Torres Strait Islander. Of these eight staff, one 
is in a managerial role. There has been significant efforts by CASS and the broader CSIRO to attract 
and retain Indigenous staff. 

3.3.2 Disability 

There are a total of fourteen CASS employees that identify as having a disability – this corresponds 
to 4.8% of the entire CASS workforce. 

3.3.3 Age 

Figure 3-14 shows the age breakdown of CASS employees by employment type. 

A recent CSIRO Wellbeing survey identified that CASS has a disproportionately high number of aged 
workforce compared to the other business units. 29.4% of CASS Staff are 55 or older, and most of 
these employees reside in regional areas or in ACT (where they comprise the majority of the site 
based workforce). 

CASS as a whole leans towards an aging demographic, although when looking by program this could 
be attributed to Technologies and CDSCC - 33.3% and 32% of staff in each program are 55 and older, 
respectively. By comparison, ATNF Science also has a younger workforce and in Kensington, the 
majority of staff are under 44 years of age (roughly 75%). 

 

 

Figure 3-14: Age breakdown by employment type within CASS. 
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4 Responses to 2017 annual report 
recommendations 

4.1 2019 CASS Culture Survey 

In April 2019, the Committee began a follow-up to the 2016 CASS Culture Survey to help assess the 
impact of the original project. This year’s survey was nearly identical to the survey ran in 2016 so to 
be able to measure our performance by comparing results and set new benchmarks within the 
diversity and inclusion space. In total, there were 134 respondents. 

These results will allow CASS to highlight any areas in need of attention and will help determine 
where the D&I Committee’s efforts are focused in the coming year. Results of the survey will be 
presented to all CASS members in August 2019 along with a renewed action plan. 

4.2 Raising the D&I profile within CASS 

This year, the D&I Committee has made it a priority to increase communication with the broader 
CASS community. In order to do this, all relevant committee and/or diversity-related updates are 
summarised in the fortnightly CASS newsletters.  

To facilitate access to information regarding the Committee, we have created a CASS D&I 
Confluence page that is accessible to all CSIRO staff. Here one can access meeting minutes and 
annual reports, track on-going initiatives and find an up-to-date list of committee members.  
Similarly, we have created a single-page public CASS D&I website that is accessible through the ATNF 
homepage. Here anyone is able to find resources relating to diversity and inclusivity amongst our 
committee, our sites and our goals.  

At the corporate level, members of the committee regularly engage with the larger CSIRO Diversity 
and Inclusion Community of Practice (D&I CoP) through regular meetings and web-hosted events, 
including also representing CASS at the inaugural CSIRO D&I day (where there were four Committee 
members in attendance and a poster presented). Furthermore, the CASS D&I committee has relayed 
all relevant information pertaining to our actions, meetings and goals to the broader CSIRO SAGE 
Self-Assessment Team. 

4.3 ASA Pleiades Application 

The Inclusion, Diversity and Equity in Astronomy (IDEA) chapter of the Astronomical Society of 
Australia (ASA), of which the CASS committee has two steering committee members,  has run the 
Pleiades Awards for several years, inviting applications on a two yearly basis, and serving as a 
measure of the performance of an organisation or institute in the Diversity and Inclusion space 
(originally inspired by the Athena Swan awards in the UK). CASS previously held the Bronze award 
from a 2014 submission, but withdrew their Silver application in 2016 due to a Radio National 
programme broadcast highlighting culture issues within CASS and resultant ongoing work through 
the CASS Culture Project. A new application was then resubmitted for a Bronze award in late 2018. 
Unfortunately, CASS was unsuccessful in their application and the feedback received is currently 
being reviewed. Our complete application is shared in Appendix A.2. 
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5 Highlights of 2018 – 2019 activities 

5.1 Exclusive CASS initiatives and activities 

5.1.1 Buddy and mentoring programs 

One of the major actions of the Committee this year has been the establishment of a ‘buddy’ 
program for all new starters. Having a ‘buddy’ at work can make a huge difference to the speed at 
which new starters manage to settle into their role, the Business Unit and CSIRO. 

A buddy is a supportive colleague who is not expected to act as a mentor to the new employee and 
is not responsible for the growth or development of the individual. The program is managed by CASS 
Human Resources, who work with Program Directors to select buddies, running reports to keep up 
to date of new starters, providing one-on-one training to the buddies (if required). 

Similarly, but as a separate endeavour, the Committee also established a mentoring and mentee 
program available to all staff members. The program identifies mentors and mentees, makes 
appropriate matches and trains all those participating. The program is available to all staff across 
CASS to participate as mentees. Mentors are encouraged from within the CASS as well as supporting 
departments, other business units and from our honorary fellows and visiting scientists.   

5.1.2 Female engineering initiatives 

Since 2016, CASS has had an engineering visitors program that has a focus on supporting female 
engineers. One of our Committee members is dedicated to creating multiple pathways to inspire, 
educate, recruit and maintain women engineers. They spearheaded this effort as well as others 
together with Macquarie University. 

5.1.3 Multi-function and parenting rooms 

Extensive effort has been invested into establishing and updating parenting rooms at the major 
CSIRO sites, Marsfield and Kensington. Funds to support the improvement at the Marsfield site have 
been allocated for this project both from the CASS and CBIS budgets. We will design the Marsfield 
site with the intention of having this stand as an example of best practice for other sites to follow 
(the Kensington site leader has verbally committed to matching the specifications of the Marsfield 
site). This project is currently underway with aims for its completion in early 2020.  

5.1.4 Continuing family-friendly hours 

It is the aim that all essential staff meetings within CASS are held between the hours of 9:30am – 
4pm daily. This goes for all of our sites, and as we are a regionally diverse organisation, we take into 
account time differences for joint-site meetings that still adhere to this policy. If a meeting must be 
held outside of these core hours, it has the support of the persons that are disadvantaged. For 
example, there may be an exception to this policy when attendance to a workshop or offsite 
meeting requires same-day travel, lending itself towards a later finish time. 
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Whenever possible, CASS tries not to schedule multi-day meetings to begin on Mondays in order to 
discourage the need to travel on weekends. When this option is not feasible, meetings start late on 
Mondays in order to accommodate same-day travel.  

5.1.5 New feedback platforms 

In order for the CASS community to build a better census of our visitors and their experiences while 
at CASS, we have introduced an anonymous, optional survey which is presented to each visitor at 
the end of their time at CASS. Responses and feedback are collected every six months for 
consideration.   

Additionally, CASS has implemented Exit surveys, which we conduct now in the Science ATNF 
community and all women irrespective of program. This is a proactive way of listening to and 
responding to concerns from staff on cessation. 

 

5.2 CASS within the broader CSIRO D&I space 

5.2.1 Inaugural CSIRO Diversity and Inclusion Symposium  

On 21 November 2018, four members of the CASS D&I Committee represented the larger CASS 
community at the inaugural CSIRO Diversity and Inclusion Day. It was a fascinating day in which 
representatives from each of the BU’s D&I committees were able to learn, discuss and interact 
around relevant topics. The Committee also presented a poster on our actions and membership, 
which was well received. 

Figure 5-1: Members of the CASS D&I Committee in attendance at the 
CSIRO D&I Symposium in November 2018. 
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5.2.2 CSIRO and the Sydney Gay and Lesbian Mardi Gras parade 

In celebration of CSIRO’s inaugural participation tin the Sydney Gay and Lesbian Mardi Gras parade, 
CASS engineer and D&I committee member, Suzy Jackson, worked with other local staff to light up 
six of the ASKAP dishes in a rainbow.  

The stunning photograph, and subsequent time-lapse video as the sun set, of the rainbow dishes 
with the Galaxy in the background was wildly popular during the lead-up to the celebrations as well 
as on the day itself. The photograph is shown on the cover of this report. 

5.2.3 CASS Wellbeing initiatives 

In February 2019, CASS undertook a well-being survey of its workforce, which has resulted in the 
creation of numerous CASS wellbeing initiatives that aim to address eight different dimensions of 
wellbeing in the workplace. One of the highlights of the Wellbeing Survey was the ageing workforce 
within CASS. Members of the Committee have teamed up with CSIRO to support existing staff and 
establish transition pathways for congruity of site-based knowledge and skills.   

5.2.4 Indigenous Engagement 

CASS has a dedicated partnership with the Indigenous Employment Network. This year, CASS 
received $40k in funding this year for Indigenous capability development.  One of our LSTI also 
received an Aboriginal & Torres Strait Islander Impact Award for continually striving to ensure the 
Aboriginal community are represented, involved, and heard throughout CSIRO’s engagement and 
expansion activities within Western Australia’s Mid-West, and specifically the Murchison region. 

The theme for this year’s NAIDOC week was “Voice, Treaty, Truth- Let’s work together for a shared 
future.” At Marsfield, an Indigenous staff member, Stacy Mader, provided a personal viewpoint on 
the three themes, and introduced an Indigenous cultural Astronomer from the 1800s! Stacy’s 
presentation was also accessible via Webex across all CASS sites, and was tweeted through the 
CSIRO Twitter feed.  

Figure 5-2: Metropolitan Local 
Aboriginal Land Council Nathan 
Moran, unveils the plaque 
acknowledging the traditional 
owners of Marsfield, the 
Wallamuttagal people – with 
Director Douglas Bock and Mark 
Hedley looking on. 
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To mark National Reconciliation Week, all CASS sites unveiled plaques that acknowledge and pay 
respects to the Traditional Owners of the land that each site is located on. At Marsfield, a morning 
tea with a native Australian ingredient theme (lemon myrtle shortbread, macadamias and 
wattleseed Anzac biscuits, pepperberry lamingtons, finger lime curd tarts and mini wattleseed 
pavlovas) was held in conjunction with the plaque unveiling (with the treats crafted by Nic Svenson 
and Kate Chow). The CEO of the Metropolitan Local Aboriginal Land Council, Nathan Moran, 
unveiled the plaque acknowledging the traditional owners of Marsfield, the Wallamuttagal people, 
after an excellent Welcome to Country.  

The plaques are a small, but highly visible, part of CSIRO’s Reconciliation Action Plan. The design on 
the plaque features five rotating shapes that simulate movement and progression. These shapes 
combine imagery relating to boomerangs and eucalyptus leaves – well-known icons with strong 
associations with indigenous culture and practices. The colour version of the design uses colours 
reflective of Aboriginal and Torres Strait Islander peoples’ connections to land and sea. It was 
created by Karajarri man Marcus Lee from WA’s Kimberley region. 

In Kensington, a flag raising ceremony was held along with the Traditional Owners plaque unveiling, 
followed by a morning tea. 
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6 Future Work 

The CASS D&I Committee has a continued commitment to the SAGE action items and will support 
and respond to any calls for action to help CSIRO reach their promised targets. The Committee also 
recognises the continued interest by staff for training against unconscious bias. 

The timing of this annual report is such that the results of the 2019 CASS Culture Survey are to be 
presented on 23 August 2019 along with the focus on areas within the diversity, inclusion and equity 
space that need increased attention. We therefore propose to attach an addendum with a focused 
action list for future work by September 2019. The addendum will be added here and made public 
for comments and feedback from the wider CASS community. 
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A.1 CASS Diversity Champion role description 

The following text appeared with an email from the CASS Director Douglas Bock calling for 
Expressions of Interest for the CASS Diversity Champion role. 

Overview 

 The aim of the CASS Diversity Champion is to plan, implement and deliver actions aimed at 
improving diversity and inclusion in CASS. 

Role Description 

It is expected that the person will undertake the following duties and activities – 

• Chair the CASS Diversity Committee, managing committee meetings, tracking and enabling 
actions and initiatives. 

• Work with the members of the CASS Diversity Committee, CASS Deputy Director and the 
Human Resources Manager, to develop a CASS Diversity Plan. 

• Lead the implementation of the agreed plan, working with the Diversity Committee and 
reporting to the CASS Executive on progress. 

• Lead CASS’s response to SAGE recommendations and initiatives. 

• Lead CASS’s submissions to the ASA Pleiades award. 

• Provide inputs and insights to the CASS Executive on diversity and inclusion issues directly 
relevant to CASS. 

• Provide a perspective from a diversity and inclusion position on aspects of CASS strategy 
development and management. 

• Ensure that there is strong representation for CASS in cross-Business Unit interactions and 
CSIRO Corporate activities relevant to diversity and inclusion. 

•  Provide leadership that enables a change process around diversity and inclusion in CASS. 

•  Monitor implementation of the CASS Culture Project recommendations. 

Selection Criteria 

• CASS or CASS-Affiliated staff member. 

•  Proven interest and experience in diversity and inclusion issues relevant to CASS. 

• Proven ability in collaborative teamwork, and strong organisational and people 
management skills. 

• Capacity to think strategically and lead planning and practical implementation of activities 
relevant to the Diversity Committee. 

•  An ability to work and communicate effectively with, and influence, staff and managers on 
diversity and inclusion issues, both within CASS and the broader CSIRO teams. 

•  Strong integrity and ability to manage sensitive and confidential issues. 

•  Demonstrated leadership potential. 
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A.2 2018 Pleiades Awards application 

 

 

1 

Pleiades Bronze Application Criteria 
This application is from CSIRO Astronomy and Space Science (CASS). Collectively, we are a  team of 
257 spread across six primary locations within Australia: Sydney, Parkes, Narrabri, Canberra Perth 
and Geraldton/Murchison Radio-astronomy Observatory. Within CASS there are six `research 
programs’ encompassing ATNF Science (formerly ‘Astrophysics’), Operations, Engineering, the 
Square Kilometre Array, the Canberra Deep Space Communication Complex (CDSCC), and Space. 
The strength the CASS is reflected in our diverse community and successful incorporation and 
cooperation between our numerous sites and various research programs. 

In 2017, CASS undertook a deep review of our workplace culture and structure in response to 
allegations of misconduct. As a result, CASS has implemented an extensive range of actions to 
improve workplace procedures, policies and philosophy. Acknowledging that there is still scope for 
improvement in a number of areas, CASS is proactive in creating an environment that works for 
everyone and we strive to be responsive to new insights and opportunities for improvement.  

CASS had been previously awarded Bronze Pleiades status in 2014. We are proud of what progress 
we have made recently and are constantly working to improve. now re-applying for Bronze status. 
Below we address each of the criteria relevant to the Bronze award: 

Philosophy 
P1 - Examined the conduct of the organisation in relation to equity and inclusion, and identified 
several specific areas in which there are opportunities to improve. 
 
CSIRO is placing increasing emphasis on removing barriers to inclusion of diversity; a well-resourced 
central team has been established and CSIRO recently submitted an application under the SAGE 
initiative. Ninety actions have been identified to improve gender diversity in CSIRO and 30% of these 
have already been successfully completed. Within CASS we are committed to implementing the 
SAGE initiatives to be actioned at our level, including increasing female representation on our 
external advisory committees and improving the gender balance of our staff. In 2016 CASS 
undertook a staff culture survey and in December 2016 CASS initiated the CASS Culture project. The 
CASS Culture project included consultation within the astronomy community, industry, CSIRO and 
CASS, in order to improve the working environment within CASS for all staff, and a list of 
recommendations from a resulting report is now being implemented.  
 
The CASS Culture Project identified three principal issues that should be addressed in order to 
ensure that CASS offered the most supportive environment for staff. These issues, and examples 
of specific actions that have been completed to address them are: 

• Reality and perceptions of culture in CASS 
• An annual transparent report indicating statistics on bullying and 

harassment is now produced by CSIRO and made available to the 
community. An example of the report is provided as Appendix 1 to this 
application. CASS believes that it is important to provide the most 

CSIRO ASTRONOMY AND SPACE SCIENCE 
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information possible to staff and the community as a way of ensuring 

accountability and a continued focus on improving the working 

environment for staff and visitors.  

• Managers are directed as part of their formal Annual Performance 

Appraisals, to “walk the talk” and call out inappropriate behaviour. Staff 

members are encouraged to speak out whenever they witness or 

experience perceived misconduct, and CSIRO has introduced a policy of 

mandatory reporting to ensure that victims are supported and that any 

incidents of misconduct are investigated without the victim alone needing 

to carry the whole burden of carrying a case forwards. 

• The CASS management structure has been modified to provide staff with 

extra support in addition to that provided by their direct research 

supervisors. 

• Training and policy 

• A buddy system for new starters has been introduced, so that each 

employee feels supported and has a friendly trained person to approach if 

they have questions or experience problems. 

• CSIRO policy has been clarified for staff, students and visitors, with 

information made more readily available on the Internet 

• CASS staff have worked with CSIRO management on policy development in 

the inclusion of diversity and reducing harassment and bullying. 

• Stress in the workplace 

• The CASS vision has been updated and endorsed by CSIRO senior 

management 

• CASS participates in the CSIRO family-friendly policies and work-life balance 

initiatives, including allowing staff to work flexibly from home 

• CASS has encouraged staff to undertake mental health awareness training 

as part of our culture where all staff look out for and support each other. 

P2 - Devised ways to measure the impact (or lack thereof) of planned initiatives within the 

organisation. Ideally the implemented initiatives will be Specific, Measurable, Achievable, Relevant 

and Timebound and should be monitored over time. 

A CASS culture survey was conducted in 2016 and will be repeated in the first half of 2019. The 

progress with implementation of the CASS Culture Project recommendations is regularly reviewed 

by the CASS Executive, the ATNF Steering Committee and the ATNF Users Committee. CSIRO 

conducted a staff survey in 2017, with specific reference to Diversity & Inclusion and results for CASS 

have been analysed and presented to staff. CSIRO has established a Diversity and Inclusion 

Community of Practice, in order to share ideas, results and experiences across CSIRO. CSIRO is 

devising an inclusive reporting system for tracking demographic changes within all the areas of 

CSIRO, including CASS. 

Strategy 

S1 - Established a committee to identify, implement and monitor positive changes in equity and 

inclusion within the organisation. Planned for committee members to undertake relevant diversity 

training as soon as possible within the next 2 years. 
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The CASS Diversity Committee was established in 2014  and we strive to include representatives 
from all of our sites and from many different groups and employment levels..  The Committee has 
recently evolved to include both a broad committee membership (currently sixteen people) and a 
smaller pro-active dynamic team to focus on the implementation of current issues. Given that staff 
members change roles and locations, we constantly monitor the membership of the committee, 
ensuring appropriate representation across the organisation. Our members have either done 
diversity training previously or are scheduled to do so in the coming months. All members have 
conducted CSIRO Code of Conduct e-learning training. Committee members are scheduled to meet 
every two months on average, with the newly established working group team meeting more 
frequently. 

Since its inception, the committee has actioned many initiatives, including: 

• Compiling and analysing the demographics of staff  
• Assessing our impact and seeking staff feedback via an anonymous all staff Culture Survey 
• Implementing behaviour guidelines for conferences and colloquium speakers 
• Establishing a high profile for CSIRO Pride Day celebrations 
• Providing a breastfeeding/prayer room 
• Establishing an engineering visitor program for female engineers. 

S2 - Demonstrated a credible commitment to implement a range of initiatives during the coming 2 
years that will promote equity and inclusion and demonstrate best practice. 

The CASS Culture Project report included 24 recommendations for action. All were accepted: twenty 
are completed, and the remaining four are underway. As CASS Director, Douglas Bock has 
committed to implement the relevant actions within CASS identified by CSIRO in its SAGE 
application. The CASS Diversity Committee has worked to ensure that CASS, and CSIRO as a whole, 
promotes diversity and inclusion in the workplace. Members of the Diversity Committee have been 
actively engaged in: CSIRO’s work to submit a SAGE application; initiatives to ensure that members 
of the LGBTIQ communities experience a positive working environment within CASS, and; 
undertaking several practical initiatives within CASS to ensure a positive workplace culture. The 
committee efforts were acknowledged within the broader CSIRO through receipt of the CSIRO 
Digital, National Facilities and Collections Inclusion and Diversity Award for 2017. Our external 
committees such as the Australia Telescope Steering Committee and users Committee have 
oversight of progress we are making. 

Current action items of the CASS Diversity Committee include: 

• Resolving multi-purpose “quiet” room availability at potential future CASS sites 
• Organising to conduct a new culture survey 
• Monitoring our visitors and colloquium speakers for feedback on equity and diversity 

matters 
• Developing strategies to cope with an ageing workforce at CASS sites 
• Supporting overall CSIRO policy development in Inclusion of Diversity. 

The CASS Executive has recently resolved to offer a 20% internal appointment for a CASS staff 
member to work on the implementation of CSIRO initiatives to reduce barriers to diversity and 
inclusion. 
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4 

 

S3 - Ensured all staff are aware of the University’s or institution’s code of conduct as well as the 
process for reporting cases of misconduct. 

All staff do mandatory training in CSIRO’s code of conduct when they start working for CSIRO and 
refresher courses on a regular basis. Copies of the Code of Conduct and Misconduct Procedure are 
located visibly throughout the CASS sites and readily available on the CSIRO Intranet site. When staff 
start work at CASS their “buddy” helps to familiarise them with reporting procedures and where 
they can go if they ever need assistance. 

 

S4 - Provided safe avenues for staff to report issues or make suggestions without risk of 
repercussions, typically outside of formal reporting options provided through organisational Human 
Resources channels. All staff should be aware of how to make any report, what happens to that 
report once it is made and whether it is possible to make a report anonymously. 

CASS has Equity and Diversity Officers at all our sites who are available to assist any staff member. 
All staff, including our Equity and Diversity Officers, are bound by the CSIRO policy and regulations, 
including reporting obligations in certain defined circumstances. Staff training outlines procedures 
and all staff have access to the misconduct procedures and the code of conduct. CSIRO is committed 
to ensuring that those who report incidents of misconduct are not subjected to any discrimination 
or negative repercussions. A confidential Employee Assistance Program is available for all staff and 
students to discuss matters outside of the CSIRO management structure. CASS has also introduced 
a buddy program so that every new staff member is appointed a trained contact person who can 
answer queries and provide advice and guidance to the new staff member. Visitors to our sites are 
also able to report any issues, share their concerns and leave general feedback via an optional, 
anonymous survey that they are given at the time of their departure. This form clearly states that 
any incident described in the form will be reported if required, as is mandatory CSIRO policy.   

 

Outcomes 
O1 - Announced a credible commitment from the head of the organisation to achieving equity and 
inclusion goals set out by the organisation. 

Several communications to staff and the broader astronomical community were sent from the 
Director of CASS, Douglas Bock, following a 2016 ABC radio program that reported on alleged 
misconduct within CASS.  The CASS Culture Project report was sent by Douglas Bock to all staff and 
affiliates in June 2017 (including the Australia Telescope Users Committee) with the opportunity for 
feedback. Douglas committed to implementing all the recommendations of the CASS Culture Project 
and is an active member of CSIRO’s SAGE Self-Assessment Team. The CSIRO CEO Larry Marshall is a 
Male Champion of Change and has voiced his support to staff on numerous occasions.  

 

O2 - Established the number of reported cases of misconduct, the number resolved and the 
average time to resolution over the past year. If the applying organisation is a new entity, plans for 
such reporting should be clearly outlined. Where an organisation is restricted in what can be 
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reported, these constraints should be explicitly stated, and, where appropriate, supported by 
additional documentation. 

As an outcome of the CASS Culture Project, CASS now reports annually to the community and staff 
on incidences of bullying and harassment through a report that is as transparent as possible given 
legal constraints to maintain confidentiality. We believe that the statistics now reported by CASS 
are a leading example nationally of an appropriate compromise between transparency and 
confidentiality. (See Appendix 1 below). Like all institutions, CASS is restricted by the legislative 
requirements to maintain confidentiality. CSIRO’s interpretation of the legislative requirements is 
articulated clearly for staff in the CSIRO Code of Conduct and Misconduct Procedure, available on 
the CSIRO website.. 

 

O3 - Publicised the commitment to work towards best practice by circulating specific plans to all 
staff and students within the organisation including sharing this application with all staff and 
students for their comment at least 2 weeks prior to submission. 

CSIRO publications to all staff contain regular updates on CSIRO’s implementation of new policies 
to remove blockages to diversity and inclusion. CEO Larry Marshall is a Male Champion of Change 
and initiatives in this area are regularly reported. This application has been shared with staff prior 
to submission and all feedback received was welcome and considered. The CASS Culture project 
report was circulated to all CASS staff and external advisory committees, together with CASS’s 
commitment to implement the recommendations therein. 

 

Appendix 1. CASS Annual transparent report on bullying and harassment statistics, which 
provides information to satisfy people’s desire for information, while balancing the need to ensure 
privacy and confidentiality of parties involved. 
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We are committed as an institution to supporting an inclusive and equitable culture, but note that 
the complexities of cases and legislated processes can mean that resolution times vary on a case by 
case basis and may not be indicative of the commitment of the organisation to treating cases 
seriously and treating everyone fairly. For example, using external investigators, and/or allowing 
complainants time to manage mediation at a pace that suits them, can add delay but lead to a fairer 
and more sensitively delivered outcome. CSIRO’s policy of mandatory reporting of perceived 
incidents can lead to a larger number of less serious cases being investigated that can be resolved 
quite quickly, which could skew an “average” resolution time to a shorter time than the median. 
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Glossary  

  

CASS CSRIO Astronomy and Space Science 

ASKAP Australia Square Kilometre Array Pathfinder 

D&I Diversity and inclusion 

ATNF Australia Telescope National Facility 

FY Financial year 

CSIRO Commonwealth Scientific and Industrial Research Organisation 

SAGE Science in Australia Gender Equity 

ECR Early career researcher 

IDEA Inclusivity, diversity and equity in astronomy 

SKA Square Kilometre Array 
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CONTACT US 
t  1300 363 400 
 +61 3 9545 2176 
e  enquiries@csiro.au 
w  www.csiro.au 

AT CSIRO WE SHAPE THE FUTURE  
We do this by using science to solve real 
issues. Our research makes a difference to 
industry, people and the planet. 

As Australia’s national science agency 
we’ve been pushing the edge of what’s 
possible for over 85 years. Today we have 
more than 5,000 talented people working 
out of 50-plus centres in Australia and 
internationally. Our people work closely 
with industry and communities to leave a 
lasting legacy. Collectively, our innovation 
and excellence places us in the top ten 
applied research agencies in the world. 

WE  ASK, WE SEEK AND WE SOLVE 

 FOR FURTHER INFORMATION 
CSIRO Astronomy & Space Science 
Dr Jane F Kaczmarek 
t  +61 2 6861 1763 
e  jane.kaczmarek@csiro.au 
w  www.atnf.csiro.au/resources/diversity.html 
 
 

 


