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Introduction  
In 2021, revelations of sexual harassment, misogyny, bullying and even criminal behaviour 
between and among parliamentarians and political staff rocked Australia and sparked mass 
protests across the nation.  

In response to these revelations, an Independent Review into Commonwealth Parliamentary 
Workplaces (Review) was established. Conducted by the Australian Human Rights Commission 
and led by the Sex Discrimination Commissioner Kate Jenkins, the Review made 28 
recommendations to ensure that Commonwealth parliamentary workplaces are safe and 
respectful and that the nation’s Parliament reflects best practice in prevention and response to 
bullying, sexual harassment and sexual assault.  

The recommendations were universally welcomed and seen as an effective package of reforms 
that could genuinely transform Australia's Parliament from a notoriously unsafe workplace, to 
one that Set the Standard for Australia. 

While all parties welcomed the Jenkins Review when it was released in November 2021, safety in 
Commonwealth Parliamentary Workplaces has not been a key focus of the federal election 
campaign for any of the major parties.  

GIWL calls on all political parties and candidates to commit to full implementation of the 
Jenkins Review of Commonwealth Parliamentary Workplaces. Over the course of the federal 
election campaign, GIWL has run a social media campaign on Twitter, posting about each of the 
28 recommendations, the evidence and research that sits behind it and why it’s so important. 

This document brings together the tweets into a single document that explores and explains 
the evidence base that sits behind each of the 28 recommendations - bolstering the case for 
their full implementation and a continued commitment from all political parties and 
Parliamentarians to deliver this. 

As this document is a consolidated document of a series of Twitter posts, the Independent 
Review into Commonwealth Parliamentary Workplaces is most commonly referred to in this 
document as the 'Jenkins Review' for the sake of brevity.  

Images and quotes from the report, are taken from Australian Human Rights Commission (2021), 
Set the Standard: Report on the Independent Review into Commonwealth Parliamentary 
Workplaces.  

A copy of the full report, can be found at: Set the Standard: Report on the Independent Review 
into Commonwealth Parliamentary Workplaces (2021) | Australian Human Rights Commission 

Further details on the Parliamentary Leadership Taskforce established to oversee 
implementation of the Report's recommendations as well as updates on implementation of each 
recommendation can be found at: Parliamentary Leadership Taskforce – Parliament of Australia 
(aph.gov.au)  
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Context 
 

As a reminder about why the 
Jenkins Review is so 
important, 37% of 
respondents currently in 
Commonwealth 
Parliamentary Workplaces 
had been bullied, and 33% 
had been sexually harassed. 

 

While Australian 
parliaments were early 
adopters of some practices 
to ensure parliament was a 
more gender-equal 
workplace, in other areas 
they lag behind the rest of 
the world. 

 

It is time for Australia to 
once again take the lead. 

 

Making parliament house a 
safe place for women to 
work is essential to creating 
a gender-equal parliament, 
as well as ensuring our 
parliament serves as an example of best practice for other Australian workplaces and 
parliaments around the globe. 

 

This is a culture that is not safe for any employee, but especially women – women still make up 
only 38% of parliamentarians, and while there are more ministerial staff who are women, the 
bulk of these are in lower paid, lower status positions. 

 

This is a culture that is not safe for any employee, but especially women – women still make up 
only 38% of parliamentarians, and while there are more ministerial staff who are women, the 
bulk of these are in lower paid, lower status positions. 

 

Our parliament should set the standard for Australian workplaces and the culture must be 
changed. The Jenkins Review sets out a clear, evidenced based path to do this. All candidates 
must commit to implementing the recommendations in full – not just doing the bare minimum. 
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Recommendation 1 - Status: Implemented 
 

A Joint statement was delivered in the 
Australian Parliament on 8 February 
2022, acknowledging the unacceptable 
history of workplace bully, sexual 
harassment and assault in 
Commonwealth Parliamentary 
Workplaces.  

Why does it matter? Apologies validate 
the experience of those who have been 
harmed and recognise the accountability 
of leaders and institutions.  

 

Research shows the practice of apologising contributes to a culture of accountability and 
rebuilds trust. Alice MacLachlan wrote in the Transitional Justice Review in 2013 “Given the 
relegation of women’s experiences of harm, there is moral and political significance to the 
recognition offered by the sheer fact of public apology.”  

“An official apology has the power to name harms to women as wrongful harms, when they have 
not previously been publicly recognized as such. At the same time, it also asserts public… 
responsibility for what are often seen as private, apolitical matters” 

“Public apologies can thus potentially play a role in changing problematic gender dynamics and 
public conceptions of gender, and these social changes, in turn, may be an important part of 
post-conflict social and political repair” 

BUT “If women are present only as the objects of apology (that which is apologized for) and not 
the subjects of apology (either as speaker or hearer), then their subjectivity and agency is 
undermined, and the private/public division is reinforced and not challenged.” 

“Solutions … rest in how practices of public apology prioritize the agency of victims…we need to 
examine who is in a position to offer such apologies, how and where they are offered…and the 
extent to which the agency of the victims is prioritized, in the periods leading up to and 
following the apology.” 

READ MORE: https://ir.lib.uwo.ca/cgi/viewcontent.cgi?article=1025&context=tjreview 
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Recommendation 2 - Status: Implemented in Part 
 

A cross-party Parliamentary 
Leadership Taskforce, led by 
Independent Expert Chair Ms Kerri 
Hartland, was established in February 
2022 to oversee the implementation of 
the Report’s recommendations.  

Cross-party steering groups and 
special advisory boards were 
established in both the UK and NZ as 
they implemented reforms to their 
parliamentary cultures. An 
independent chair will bring rigour to 
the work of the taskforce and ensure 
effective and timely delivery of the full 
suite of recommendations.  

The United Nations identified the 
establishment of dedicated 
mechanisms or infrastructure such as a 
parliamentary committee that focuses 
the attention of the parliament on the 
goal of gender equality as a key 
mechanism to create gender sensitive 
parliaments.   

 

 

At its first meeting on 3 Feb 2022, Australia’s leadership taskforce committed to an 
annual public report of progress in implementing the Jenkins’ recommendations as well 
as public statements after each meeting. We look forward to following the progress of 
the taskforce’s. 

READ MORE: Microsoft Word - GUIDANCE NOTE Strategies and good practices in 
promoting gender equality outcomes in parliaments (ohchr.org) 
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Recommendation 3 - Status: Not Implemented 
 

An external review of the 
implementation of the report 
recommendations within 18 months of 
its tabling in parliament will ensure the 
integrity of the review has been 
retained and reforms made in the way 
they were intended.  

 

 

The Governance Institute of Australia’s submission to the review noted the need for ‘greater 
transparency and visibility of workplace issues’ to ensure ‘processes are improved and public 
trust is restored’.  

Whoever forms government in May will need to work hard to build public trust with 41% of 
respondents to an ANUPoll believing people in government usually looked after themselves & 
only 21% believing people in government could be trusted to do the right thing nearly all the 
time 

At GIWL, we believe ensuring the full implementation of the Jenkins recommendations and a 
commitment to genuine change and a safer workplace would be a great place to start.  

READ MORE: Not corrupt but still not trustworthy - What Australia Thinks 
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Recommendation 4 - Status: Not Implemented 
 

Rec 4 calls for stronger leadership from 
parliamentarians and senior staff to create 
a safe and respectful work environment. 
Leaders must take their obligations to 
provide a safe work environment seriously, 
undertake training and take responsibility 
for people management. 

Research shows that sexual harassment 
occurs more in workplaces where 
employees think sexual harassment is not 
taken seriously. But there is also evidence 
to show that leaders have the power to shift 
these views and change organisational 
culture. 

A 2018 study by Hart, Crossley and Correll 
shows that ‘participants were significantly 
more likely to consider sexual assault, 
sexual harassment… important problems 
when they read a message in which the 
leader emphasized the importance of the 
issue.’ 

‘recognising sexual violence as a problem 
within an organisation is a critical action 
toward enacting meaningful change’ and 
‘leaders have tremendous power in 
affecting the reality of sexual violence in 
their organisations by shaping the very 
interpretation of that reality.’ 

“…persuading members of an organisation 
that sexual assault and harassment are 
high-priority problems is thus essential in 
creating a culture in which sexual violence 
is not tolerated.” 

READ MORE: Leader Messaging and Attitudes toward Sexual Violence - Chloe Grace 
Hart, Alison Dahl Crossley, Shelley J. Correll, 2018 (sagepub.com) 
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Recommendation 5 - Status: Not Implemented 
 

Rec 5 calls for political parties to 
commit to a long term plan for 
greater diversity of parliamentarians 
– as noted in the Jenkins Review, our 
national decision makers should 
‘reflect the interest and needs of the 
community’.  

There is a wide range of evidence 
showing the effectiveness of quotas 
in increasing gender equality, but 
quotas or targets have to be 
implemented in a meaningful way to 
flow through to diverse 
representation. 

 

 

 

The idea of women candidates as ‘sacrificial lambs’ put forward in unwinnable seats is well 
established, with Stambough and O’Regan noting women are put forward in hopeless elections 
where the party faces an unbeatable incumbent or in an attempt to ‘shake up’ a contest. 

Ryan, Haslam and Kulick also explore the glass cliff effect for women running for office and 
note that ‘simply opening the door for female candidates pays mere lip-service to equality if 
women are not given reasonable opportunities to be elected and then contribute to politics, 
government, and public decision making.  

Their findings suggest active affirmative action can pave the road to the elimination of these 
glass cliffs, supporting the importance of this recommendation being implemented in a way 
that will see genuine improvements in diversity, not simply an increase in ‘sacrificial lambs’. 

While ideally all parties will introduce targets to increase diversity, there is some evidence from 
Martinez i Coma and Lago that “quotas not only affect the parties that implement them, but also 
opposition parties… as they [also] condition the nomination behaviour of those parties that 
reject them” 

Finally – gender is only one characteristic of diversity. The Jenkins Review calls for specific 
actions to increase representation of First Nations people, people of CALD backgrounds, people 
with disability and LGBTIQ+ people – calling on parties to take an intersectional approach to 
diversity. 

READ MORE: Republican Lambs and the Democratic Pipeline: Partisan Differences in the 
Nomination of Female Gubernatorial Candidates | Politics & Gender | Cambridge Core 

*‘Sacrifical lambs’ or candidate mimicking? Gender-based nomination strategies in 
elections (sagepub.com) 

Politics and the Glass Cliff: Evidence that Women are Preferentially Selected to 
Contest Hard-to-Win Seats - Michelle K. Ryan, S. Alexander Haslam, Clara Kulich, 2010 
(sagepub.com) 
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Recommendation 6 - Status: Not Implemented 
 

The issue of underrepresentation extends 
beyond our parliamentarians. There are 
over 2200 employees covered under the 
Members of Parliament (Staff) Act. As with 
political representatives, it is not enough to 
look at raw numbers of women. Across 
diversity measures MOP(S) Act staff do not 
fare well. 

[pic] This infographic from the Jenkins 
Report shows that while women actually 
make up a majority (56%) of MOP(S) Act 
employees, they make up only 17% of 
Chiefs of Staff but 60% of electoral staff 
and 67% of Executive Assistants 

 

 

Ensuring parliamentary staff reflect the diversity of the community is essential in ensuring not 
only equality of opportunity and fairness, but also leads to better decision making.  

Phillips, Liljenquist and Neale found that bringing diverse voices into a group led to greater 
effectiveness. While newcomers did bring new ideas to the group, they also made the ‘oldtimers’ 
in the group question themselves and their ideas resulting in better decisions overall. 

READ MORE: Is the Pain Worth the Gain? The Advantages and Liabilities of Agreeing 
With Socially Distinct Newcomers - Katherine W. Phillips, Katie A. Liljenquist, Margaret 
A. Neale, 2009 (sagepub.com) 
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Recommendation 7 - Status: Not Implemented 
 

Tabling an annual report on the diversity of 
parliamentarians and staffers will provide a 
consistent measure of progress over time, 
hold political parties accountable for their 
actions and keep the issue of diversity of 
representation front of mind. 

Research also shows that transparency, such 
as regular publication of information that may 
not always paint an organisation in a positive 
light, also has the potential to improve 
stakeholder trust.  

Schnackenberg and Tomlinson assert that 
“greater transparency from organisations (in 
the form of greater disclosure, clarity and 
accuracy) will facilitate higher stakeholder 
trust in the organisation.” 

“Disclosure, clarity, and accuracy also enable accountability, whereby the organization can be 
rewarded for trustworthy behavior and punished for untrustworthy behaviour… Thus, 
transparency (i.e., information quality) informs the extent to which an organization is regarded 
as trustworthy . 

As noted in an earlier post, only 21% of respondents to an ANUPoll thought people in 
government could be trusted to do the right thing. Transparency through the tabling of clear 
and accurate data would be a step towards re-building trust in political institutions. 

READ MORE: https://journals.sagepub.com/doi/10.1177/0149206314525202 
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Recommendation 8 - Status: Not Implemented 
 

Rec 8 seeks to bring non-political 
staff who work in Commonwealth 
Parliamentary workplaces into line 
with the diversity and inclusion 
arrangements for politicians and 
political staff.  

Parliamentary service staff are 
essential to make Parliament House 
work, but they are often an 
afterthought when considering 
Parliament as a workplace so today 
we take a deep dive into who they are 
and why the Jenkins Review is 
important for them too. 

 

As shown in this infographic, this 
group includes around 1800 staff 
primarily employed to support 
the Parliament, ie. chamber and 
research support, Hansard staff, 
HR, admin and maintenance. 
Public servants include 
Departmental Liaison Officers 
(DLOs) working within Ministerial 
offices.  

While the gender profile of 
parliamentary service and public 
service staff in CPWs is relatively 
balanced, 36% experienced 
bullying. Experiences of sexual 
harassment were lowest in this 
group, but this still reflected 
nearly 3 in 5 or 28% of 
employees.  

While less high profile, requiring 
leaders of the Parliamentary 
services workforce to take 
concrete actions and report on 
diversity is important in ensuring 
the full Parliamentary workforce 
both represents the Australian 
community and acts in a way that 
sets the standard for us all.  



 

The Australian National University 15

Recommendation 9 - Status: Not Implemented 
 

 

Having and retaining a more diverse 
parliament relies on a workplace that is 
inclusive and accessible. The Jenkins 
Review identified major barriers in the 
parliamentary workplace for both working 
parents and people with disability.  

 

In terms of actions for working parents, breastfeeding in the House of Representatives chamber 
was only made lawful in 2016 – with an earlier concession made in 2008 that breastfeeding 
mothers could vote by proxy instead of bringing their children into the HOR chamber.  

Despite these changes, a number of female ministers including Kate Ellis and Kelly O’Dwyer 
with young children have resigned over the past few years noting the challenges of balancing a 
political career with a young family. 

Rowe (@mamapia) argues that progress in making parliament inclusive has been glacial – with 
squash courts and a pool included in the new parliament house when it opened in 1988, but a 
childcare centre wasn’t opened until 2009. 

Rowe notes that while the provision of childcare and allowing MPs to breastfeed are welcome 
reforms, there is more to care than supporting very young children and a broader range of 
caring responsibilities need to be considered. 

As the terms of reference for a review to implement this recommendation are settled, a broad 
definition of caring must be used and these considerations must extend beyond politicians to 
the other occupants of parliament house. 

READ MORE: https://www.aspg.org.au/wp-content/uploads/2021/11/Essential-Part-of-
Life-or-Essentially-Ignored.pdf 
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Recommendation 10 - Status: Not Implemented 
 

As well as ensuring the Parliament as a 
whole is an inclusive workplace, this 
recommendation seeks to reform the 
practices within the Parliamentary 
chambers to remove sexist, 
discriminatory and exclusionary 
behaviours. 

Both the ‘Standing Orders’ that govern 
how the chambers operate as well as the 
unwritten conventions that have 
developed over time need examining to 
make them a place of safety and respect 
for all.  

In 2016 Childs wrote the Good Parliament 
report in the UK – providing a blueprint to change the House of Commons from an 
unrepresentative body reflecting the traditions and preferences of its historically wealthy, male 
occupants to something that meets a new democratic standard 

The Good Parliament put forward recommendations to change sitting times to reflect normal 
business hours, to allow for remote voting and to group divisions together into a single time slot 
for predictability. 

It described Prime Minister’s Questions, the equivalent of our Question Time, as the ‘epitome of 
the masculinised style of the House’. Childs notes research showing that little of substance is 
gained from the questions asked, answered, or avoided. 

Options to fix this include alternative or additional formats which challenge ‘scrutiny by 
screech’ with more committee sessions or questions provided by the public with the key focus 
being different ways of holding govt to account. 

In our submission to the Jenkins Review, GIWL also called for the parliament to make a public 
commitment to gender equality through a Gender Equality Action Plan. 

While Standing Orders and conventions are an important part of parliamentary traditions, as 
one participant in the Good Parliament report noted, ‘history should be our inspiration, not our 
jailor’. 

READ MORE: good-parliament-report-july-2016.pdf 

Full Submission to Jenkins Inquiry.pdf (anu.edu.au) 
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Recommendation 11 - Status: Not Implemented 
 

Establishing an Office of Parliamentarian 
Staffing and Culture (OPSC) to provide HR 
support to parliamentarians and their staff is 
designed to overcome a complex web of 
employment and support arrangements. 

Similar recommendations for improved HR 
arrangements have been part of reviews of 
parliaments in NZ and the UK as well as 
states such as South Australia. 

The Parliamentary Leadership Taskforce 
overseeing implementation of the Review 
notes that progressing the OPSC should be a 
priority. The recommendation proposes this 

be established within 12 months or by December 2022 – meaning it will require quick action 
from whoever forms government after 21 May. 

 

READ MORE:  

Independent External 
Review into Bullying and 
Harassment in the New 
Zealand Parliamentary 
Workplace - Final Report - 
New Zealand Parliament 
(www.parliament.nz) 

Report-Review-of-
Harassment-SA-
Parliament-Workplace.pdf 
(eoc.sa.gov.au) 
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Recommendation 12 - Status: Not Implemented 
 

The Jenkins Review calls for new standards 
and processes to professionalise 
management practices for political staff – 
from merit-based recruitment, inductions, 
performance management, dealing with 
misconduct and respectful workplace 
behaviour. 

These basic workplace practices are found in 
most major workplaces across the country, 
yet the complex employment arrangements 
and political nature of the parliamentary 
workplace means they have been lacking. 

With high staff turnover likely following the 
election regardless of who forms 
government, the Department of Finance has 
committed to have a new induction program 
in place post-election.  

The Respect@Work report also led by 
Commissioner Jenkins notes that ‘induction 
of new workers provides an important 
opportunity for employers to set standards 
and expectations for workplace behaviour’.  

Induction ‘can pre-emptively address sexual harassment by taking new workers through 
relevant policies and codes of conduction, as part of ongoing reinforcement of the importance 
of cultures of respect’. 

With the actions in this and other recommendations falling under the proposed Office of 
Parliamentarian Staffing and Culture, it is even more urgent that this be established as soon as 
possible. 

READ MORE: file:///C:/Users/u1105675/Desktop/ahrc_wsh_report_2020.pdf 
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Recommendation 13 - Status: Not Implemented 
 

The Jenkins Review heard that there were 
limited career pathways for political staff, 
with promotions heavily dependent on 
reputation and connections.  

Staff are in a catch 22 with no professional 
development or career planning provided 
while working in roles that are high-pressure 
and high-stakes, and therefore not a long 
term career option for many.  

While it may seem challenging to release 
staff for professional development when they 
are in high-pressure roles, the review argues 
‘allowing staff to invest time in attending 

training…will deliver significant benefits in increased safety, health and productivity.’ 

Hedge and Rineer note that “people must make career decisions within an increasingly 
uncertain organisational, societal, and global environment” – this is especially the case for 
political staffers who are subject to high levels of job insecurity 

Professional development and effective career pathways “promote career growth and success 
for individuals” and “help reduce bias and enhance organisational performance by supporting 
the advancement of their employees.” 

READ MORE: https://www.rti.org/rti-press-publication/improving-career-
development/fulltext.pdf 
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Recommendation 14 - Status: Implemented in part 
 

This recommendation calls for 
mandatory training on respectful 
workplace behaviour. Optional Safe 
and Respectful Workplaces training 
for Parliamentarians and staff began 
to be rolled out in September 2021 
following a recommendation of the 
Foster Review in June 2021.  

Crucially, this recommendation calls 
for training to be ‘best practice’ and 
delivered by the new Office of 
Parliamentarian Staffing and Culture. 
Given the speed at which the training 
was rolled out, the new OPSC will need 
to evaluate the quality of the course. 

Rec 14 also calls for training on 
people management and inclusive 
leadership. Hollander identifies 
inclusive leadership as a process of 
active followership emphasizing 
follower needs and expectations, with 
the principle of ‘doing things WITH 

people, not TO people’ in a two-way influence relationship.  

As elected officials, politicians are expected to be inclusive leaders in the community, 
performing duties consistent with public needs. The Jenkins Review shows a clear need 
for training to support politicians and senior staff to engage in inclusive leadership as 
employers too.  

READ MORE: https://www.routledge.com/Inclusive-Leadership-The-Essential-Leader-
Follower-
Relationship/Hollander/p/book/9780415648455?gclid=Cj0KCQjwpcOTBhCZARIsAEAY
LuUajY176ymuco8u9eDike1D4rXPxou4NevKW4u8Oxmiz-MvvS3DL3gaAiDwEALw_wcB 

https://link.springer.com/chapter/10.1057/9781137472038_12 
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Recommendation 15 - Status: Not Implemented 
 

Jenkins noted a lack of clarity around the 
termination of staffers creates imbalances of 
power and can prevent individuals from reporting 
misconduct. Worse, together with unclear 
employment relationships, it acts as a risk factor 
for bullying, sexual harassment and assault. 

Today – instead of a piece of formal research, the 
words of the staff who participated in the Jenkins 
Review offer a powerful justification for this 
recommendation.  

“The ability of an MP to terminate a staff member 
without due grounds should be significantly reined 
in, as I believe the fear of being sacked is 
fundamentally what prevents staff from reporting 
workplace bullying and harassment” 

 

“It does really depend a lot on the … the 
personality and the character of the MP that you 
work for, because you’re very much there at their 

whim … they can pretty much fire you at the drop of a hat. So it’s not an incredibly secure 
workplace” 

“[I]n these sorts of offices where you don’t have any rights or protections you could be gone 
after the first week without a whim” 

“…you were completely disposable at any moment in time, and it’s literally sort of built into the 
[MOP(S)] Act that if you lose the faith or the trust, or something very vague and undefinable that 
you can be fired and that was something that you constantly were cognisant of.“ 

This recommendation seeks to reduce these risk factors and power imbalances by providing 
clear guidance and processes on when a staffer can be fired. It clarifies that the Fair Work Act 
applies to these employees. READ MORE: https://humanrights.gov.au/set-standard-2021 
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Recommendation 16 - Status: Not Implemented 

As outlined yesterday, political 
staffers operate in an 
inherently insecure working 
environment where their 
employment is subject to 
election cycles, but also where 
they can be fired with ease due 
to a loss of confidence or a 
restructure 

As well as the Review 
confirming the Fair Work Act 
does apply to Commonwealth 
Parliamentary Workplaces, 
amendments have recently 
been made to the act to allow 
the Fair Work Commission to 
issue a 'stop sexual 
harassment order'. 

Appleby and Nanda write for 
Australian Public Law on 
guiding principles for 
workplace reforms in courts 
and parliaments, noting the 
similarities in the two 
workplaces. 

 

 

"Courts and parliaments also hold a distinct public status – as public institutions, 
maintenance of their institutional integrity, and public confidence in that integrity, is 
vital." 

"Revelations of sexual harassment and bullying in these workplaces is likely to lead to 
loss of public confidence in these institutions, as is the failure of these institutions to 
have an appropriate system for receiving and responding to complaints of conduct of 
this kind." 

Implementing the full suite of recommendations for the Jenkins Review as a package is 
essential to ensure all parts of the system work together - from clearer guidance on HR 
issues and codes of conduct to changes to legislation. 

READ MORE: https://www.auspublaw.org/blog/2022/04/workplace-reforms-in-courts-
and-parliaments-some-guiding-principles 
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Recommendation 17 - Status: Implemented 

 
The Parliamentary Workplace 
Reform (Set the Standard Measures 
No. 1) Bill passed Parliament on 15 
February 2022. 

While the Jenkins Review found that 
the Fair Work Act and unfair 
dismissal DID apply to political staff, 
this recommendation and the 
legislative changes that resulted 
from it provide absolute legal clarity 
that proper processes must be used 
in terminating staff. 

To see the commitments made by all 
sides of politics to implementing the 
Jenkins Review, you can read all the 
second reading speeches from the 
debate on the Bill here.  
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Recommendation 18 - Status: In progress 
 

As well as immediate amendments to 
clarify the application of the Fair Work 
Act and other key legislation around 
safety and discrimination apply to 
political staffers, Jenkins also 
recommended a more fulsome review 
of the MOP(S) Act 

The Government announced that the 
Department of Prime Minister and 
Cabinet had been asked to conduct a 
review in February. The review is 

seeking submissions until 8 June on changes that should be made to the Act 

PM&C will report by 30 September to whoever is in govt. There is a broad commitment to 
publish the review, however it will be important to not only publish the report, but to act upon its 
findings 

READ MORE (and make a submission): https://pmc.gov.au/government/review-members-
parliament-staff-mops-act-1984… 
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Recommendation 19 - Status: Not Implemented 
 
This rec calls for the development of a 
monitoring and evaluation framework with 
key indicators on preventing and 
responding to bullying sexual harassment 
and sexual assault.  

This transparency was a key 
recommendation in the GIWL submission to 
the Jenkins review. In that submission, GIWL 
and @APSA called for annual reporting of 
the types of complaints raised, the 
processes of resolution, and additional data 
on satisfaction with the procedure and 
outcome.  

Our submission also called for regular surveys to capture workplace experience, which when 
compared to complaint data may document incidents that haven’t been reported due to fear of 
retribution. The surveys would reveal the level of confidence in complaint handling and the 
effectiveness of the systems put in place.  

READ MORE: 
https://giwl.anu.edu.au/sites/default/files/docs/2021/7/Full%20Submission%20to%20J
enkins%20Inquiry.pdf  
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Recommendation 20 - Status: Implemented 
As an interim step in establishing an 
Independent Parliamentary Standards 
Commission, Jenkins recommended a rapid 
expansion of the scope of the Parliamentary 
Workplace Support Service.  

This expanded service is now available to all 
those who work or volunteer in CPWs, 
includes resources on bystander 
disclosures, includes a digital platform for 
anonymous reporting and accepts 
complaints relating to past incidents. 
https://pwss.gov.au/  

As an interim step, this is important but the 
longer term approach of incorporating the 
PWSS into a broader Independent 
Parliamentary Standards Commission is 
essential.  

Pender argues that ‘If Parliament establishes a reporting framework that is solely focused on 
sexual harassment, that very feature will serve as a moat around it, a barrier that must be 
overcome before it can be used.’ 

‘Some incidents might not be reported through stigma or fear or uncertainty about the process. 
Others will not be reported because targets feel that their experience was not severe enough to 
warrant a formal process.’ 

‘In contrast, if reporting channels are normalised and intended to be used in a range of 
circumstances, and staff are encouraged to speak up about incidents, however ‘minor’, that 
design will go a long way towards fostering a culture where it is psychologically safe to raise 
concerns.’ 

READ MORE: https://www.aspg.org.au/wp-content/uploads/2021/11/Improving-
Workplace-Culture.pdf 
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Recommendation 21 - Status: Not Implemented 

 

The Jenkins Review recommended the 
development of 3 separate codes of 
conduct for parliament house – covering 
politicians, staff, and others in the 
parliamentary precinct. A Joint Select 
Committee on Parliamentary Standards was 
established in February to lead this work.  

A code of conduct was the primary 
recommendation in GIWL’s and @ASPAus’s 
joint submission to the Jenkins Review, 
noting this is an essential first step in 
setting standards.  

Codes of conduct ‘transcend established 
practices and unwritten norms such as 
Westminster traditions of ‘robust 
parliamentary debate’ and personal attacks. 
They make it clear that sexual harassment 
or sexual misconduct is inappropriate 
parliamentary behaviour and will not be 
tolerated.’ 

 “To date, the Parliament… has avoided 
taking responsibility for the conduct of its 
Members and Senators. Privileges 
Committees of both the House (2011)… and 
Senate (2012) have respectively determined 
that a code of conduct was not warranted.” 

A code of conduct has been strongly resisted in the past, and the development of these codes 
will be a major step forward for parliamentary workplaces. It is a testament to the quality and 
compelling evidence put forward by the Jenkins Review that the development of these codes 
has cross-party support.  

The committee leading this work is currently seeking submissions until 31 August, and will 
report in November. To make a submission, go to: 
https://www.aph.gov.au/Parliamentary_Business/Committees/OnlineSubmission 

READ MORE ON CODES OF CONDUCT: 
https://giwl.anu.edu.au/sites/default/files/docs/2021/7/Full%20Submission%20to%20J
enkins%20Inquiry.pdf 
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Recommendation 22 - Status: Not Implemented 
Part of the new architecture recommended 
by Jenkins, was an Independent 
Parliamentary Standards Commission. The 
IPSC would operate a fair, independent and 
confidential system to receive disclosures 
and handle complaints about breaches of 
the Codes of Conduct. 

The most important element of the 
commission will be its independence. Given 
the highly politicised nature of the 
parliamentary workplace, this is essential in 
ensuring the Commission is trusted and 
able to do its job. 

Appleby’s work on the importance of 
independent mechanisms to oversee 
integrity institutions outlines the need for 
key elements to be built into the design – 
arm’s length appointments, tenure, security 
of funding, clear mandate and ability to 
make public recommendations. 

 

 

Once up and running, the IPSC would absorb and build on the existing Parliamentary Workplace 
Support Service by being able to make independent recommendations and impose sanctions.  

READ MORE: 
https://www.tandfonline.com/doi/abs/10.1080/1323238X.2017.1363372?journalCode=rj
hu20 
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Recommendation 23 - Status: Not Implemented 
 

This recommendation calls for the 
extension of the Public Interest Disclosure 
Act (2013) protections to Members of 
Parliament (Staff) Act employees. This act 
protects public officials from adverse 
consequences of making a disclosure of 
wrongdoing in the public interest. 

The Public Interest Disclosure Act does 
not apply to political staffers. The Jenkins 

Review reinforced an earlier recommendation from a 2016 Review of the Act by Philip Moss AM 
that it be extended to elected representatives and their staff. 

Alice Drury from the Human Rights Law Centre welcomed this recommendation, noting that it 
would make it a criminal offence to take retaliatory action against a staffer who speaks up 
about wrongdoing, including sexual harassment.  

READ MORE: https://www.hrlc.org.au/news/2021/11/30/morrison-government-must-act-on-
jenkins-review-and-introduce-code-of-conduct-for-
mps#:~:text=Jenkins'%20also%20recommended%20that%20the,about%20wrongdoing%2C%2
0including%20sexual%20harassment 
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Recommendation 24 - Status: Implemented 
 

This recommendation seeks to clarify 
that the Age and Disability 
Discrimination Acts apply to political 
staff. These changes were passed on 
February 15 2022 as part of the 
Parliamentary Workplace Reform (Set 
the Standards Measures No. 1) Bill.  

The Review was told by participants 
that their identity as a First Nations 

person, culturally and linguistically diverse (CALD) person, lesbian, gay, bisexual, 
transgender, intersex and queer (LGBTIQ+) person or person with a disability, meant 
that they were excluded or seen only through the lens of their identity.  

This recommendation, combined with recommendations 5 and 6 to increase 
representation of a more diverse group, seeks to ensure our Parliament reflects the 
diversity of our community and in doing so create a culture of inclusion and respect 
that will improve safety for everyone in these workplaces. 

The accessibility of Parliament House is an issue, particularly for people with disability, 
which the Review identified as not only challenging for people in physically accessing 
areas of the building, but sending a message about who belongs. While not a formal 
recommendation, the Review considered that a disability audit of infrastructure was 
warranted.  

Willing to work: National Inquiry into Employment Discrimination against Older 
Australians and Australians with Disability chaired by the late Hon Susan Ryan in 2016 
found that when older people and people with disability are employed, businesses get 
better results, staff have a wider range of skills and experiences, and they have a 
better reputation. 

Willing to Work: National Inquiry into Employment Discrimination Against Older 
Australians and Australians with Disability (2016) | Australian Human Rights 
Commission 
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Recommendation 25 - Status: Not Implemented 
 

This recommendation seeks to review and 
clarify WHS obligations and duties across 
Parliamentary workplace, ensuring no one 
falls through the cracks in the maze of 
current arrangements across departments 
and office holders and treating bullying and 
sexual harassment as core WHS issues. 

The Department of Finance told the Review 
that current WHS arrangements include 
overlapping and shared duties between 
departments and parliamentarians and act 
as a barrier to safe workplaces due to 
confusion about who holds authority to act 
on WHS risks.  

Ensuring that sexual harassment, assault 
and bullying are considered WHS issues is 
also a priority in creating cultural change. 
Smith, Schleiger and Elphick argue that the 
potential of WHS laws to impose 
obligations to prevent harm to workplace 
participants complements sex 
discrimination laws. 

 

They argue WHS laws may reduce sexual harassment as they don't merely prohibit 
harm, but include a proactive duty to ensure health and safety. "…the focus of WHS laws 
is not on individuals and isolated incidents of misbehaviour; the focus is on systems and 
cultures".  It is this systemic change that the Jenkins Review puts forward, and that must 
be implemented in full. 

READ MORE https://papers.ssrn.com/sol3/Papers.cfm?abstract_id=3299784 
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RECOMMENDATION 26 - STATUS: Not Implemented 
 

If you find yourself exhausted by the election 
campaign, imagine how candidates and their 
staff are feeling. While campaigns are 
particularly tough, the Review heard generally 
about a ‘work hard, play hard’ culture, high 
levels of stress, long & irregular hours, 
extensive travel & regular alcohol use.  

One participant said 'I left the office after 
basically having a nervous breakdown. When my 
performance faltered I was just encouraged to 
work harder and stop embarrassing everyone.' 

Others said 'I've been suicidal on and off from 
that job. I mean, it's really taken its toll, and no 
job should actually do that to someone, and 
those people… didn't care about my wellbeing.' 

 

'I'm currently seeking professional counselling because I'm having Issues in my subsequent 
workplaces around trusting the people around me.' 

'I would cry on the way to work, and I'd cry in the bathrooms at work, and I was just in such a bad 
spot, in terms of my mental health.' 

'I ended up getting really shocking chest pains and… I had shocking anxiety. I ended up in the 
Emergency Department a couple of times in hospital… I was just a mess at the end of it.' 

It is also a challenging environment to get help in - 'We are locked in that place…you get 
there…seven o'clock at the latest, and you do not, you cannot leave until eight o'clock at 
night…There is no lunch break. You cannot leave. You cannot go and have a discreet GP's 
appointment.' 

The Review recommended a new Parliamentary Health & Wellbeing Service be established 
within 12-18 months. This would align with employee assistance programs in other large 
organisations and the public service. 

The proposed service would be independent, confidential and take a proactive approach to 
wellbeing - fostering a culture where everyone has a role to play before health concerns arise.  

READ MORE: https://humanrights.gov.au/set-standard-2021 
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RECOMMENDATION 27 - STATUS: Not Implemented 
 

Building on Rec 10 to review Standing 
Orders to reduce sexism and increase 
everyday respect, this Rec seeks to look at 
how the sitting calendar and daily routine 
of business in the chambers could be 
reshaped to improve wellbeing, balance 
and flexibility. 

While there will always be a need for 
representatives to travel to Canberra to 
physically sit in the Parliament at times, 
COVID showed that hybrid arrangements 
and virtual participation can work.  

In the last Parliament, the House of Reps sat until 8pm Mon-Wed and until 5pm on Thursdays, 
while the Senate sits anywhere between 6pm-10:30pm and often even later. During these times, 
it is difficult for politicians and their staff to leave the building, as they can be required in the 
Chamber to vote at any time.  

It doesn't have to be this way. After conducting an inquiry in 2016 into making it a family friendly 
workplace, the ACT Legislative Assembly sits until 6:30pm with a break over lunch. 
Internationally, other parliaments have stopped sitting at night.  

@KateEllis' book Sex, Lies and Question Time outlines in excruciating detail the challenges 
faced by parents of young children - like the time Natasha Stott Despoja had to have her child 
taxied to her during the night to be breastfed as she wasn't allowed to leave the building. 

In places like Norway and Denmark the order of business in the chambers were changed so that 
all votes are saved up to occur within a particular window of time during the week, or avoid 
voting after a certain time in the evening.  

The Inter-Parliamentary Union has being doing extensive work on Gender Sensitive Parliaments 
for over a decade, including the development of toolkits and self-assessment tools that would 
be a great starting point for this review.  

READ MORE: https://www.ipu.org/our-impact/gender-equality/gender-sensitive-parliaments 
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RECOMMENDATION 28 - STATUS: Not Implemented 
 

The final recommendation relates to 
changing the culture of Parliament when it 
comes to alcohol. The Review found alcohol 
use is ubiquitous when socialising and 
when networking with stakeholders after 
hours, and is used as a coping mechanism 
to deal with stress and burnout. 

As well as the risks and inappropriateness 
of politicians and staff being intoxicated 
during working hours (which extend into 
the evening), alcohol use is identified as a 
key risk factor for sexual assault, 
harassment and bullying. 

The Foundation for Alcohol Research and 
Education (FARE) notes more than 10 per 
cent of workplace accidents generally 
involve higher risk alcohol use, and that it 
contributes to anxiety and poor mental 
health. 

FARE recommended that people who are 
affected by alcohol do not attend work, and 
be asked to leave the chambers or their 
offices if they become intoxicated. 

The review stopped short of recommending a ban or alcohol testing in the workplace, noting the 
potential for it to be counterproductive with limited evidence for testing in reducing harm or 
deterrence.  

A holistic approach is recommended with the goal of harm minimisation, with clear standards 
enshrined in codes of conduct, a proactive focus on wellbeing and education as well as changes 
to networking and engagement to provide alcohol free options such as breakfast.  

While there is a lot of work to be done to deliver this rec, the Review did identify that some 
parliamentarians have already taken a lead, instituting 'dry office' requirements. Catering 
providers are also now increasing the number of no and low alcohol drinks they offer.  

READ MORE: FARE-Submission_AHRC_Review_Parliamentary_Workplaces.pdf 
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Conclusion 
With the election now imminent, it is essential that whoever forms the next government maintains 
momentum and a commitment to delivering on the full suite of recommendations from the Jenkins 
Review.  

To date, the cross-party Parliamentary Leadership Taskforce has been refreshingly transparent 
and consultative in driving the implementation of the full package of reform and ensuring this is 
done in a non-partisan way.  

While some recommendations will take longer to implement than others, the beginning of the 
next Parliament provides as opportunity for a fresh start and a safer, more respectful culture for 
everyone in these workplaces.  

Sparked by the courage of Brittany Higgins speaking out in February 2021 and building on a series 
of revelations of sexism, misogyny, harassment and assault in these workplaces more broadly, 
the Jenkins Review heard from more than 1700 people. We must listen to them and do better. 

For a consolidated copy of the all the tweets GIWL has sent out about the evidence sitting behind 
the Jenkins' recommendations over the election campaign, please visit our website:  
https://giwl.anu.edu.au 

 

 

  

 


