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Background
Under the Gender Equality Act 2020, all Victorian Organisations are required to progress gender equality through the implementation of Gender Impact Assessments and the creation and delivery of a Gender Equality Action Plan (GEAP). To ensure compliance with this framework organisations are required to complete a report of their progress. 
The City of Melbourne has completed their 2023 progress report using the standard template provided by the Victorian Gender Equality Commission. This document is a copy of the contents of the template and include a summary of:
Gender Impact Assessments (GIA) completed
Strategies and Measures progress
Allocation of resources to implement the strategies and measures in Gender Equality Action Plan 2022-25 
Workplace Gender Equality Indicators progress 




[bookmark: _Toc200707110]Gender Impact Assessments 
Gender Impact Assessments (GIAs) were completed on City of Melbourne policies, programs and services. A detailed overview of GIAs completed including a description, status, action taken description, confirmation and explanation of how intersectionality has been considered is included in the Appendices. 
[bookmark: _Toc200707111]Policies, programs and services:
Project Night Justice 
Inclusive Melbourne Strategy 2022-32 and Implementation Plan 2022 -2024 
Creating Communities of Equality and Respect: Women's Safety and Empowerment Action Plan (2021-24) 
Draft Future Streets Framework 2030 
Neighbourhood Planning Framework and Neighbourhood Portals 
Draft Greenline Project Master Plan (Community Engagement phase) 
Royal Park Community Safety Audit
Community Engagement Framework 
Sustainable Procurement Framework 
Development of the Free Period Care Pilot Program
Evaluation of the Free Period Care Program
CoM Peer Support Program
Urban Forest Precinct Plan Renewal (community consultation phase)
Draft Fair Access Sport and Recreation Allocation and Use Policy; Draft Fair Access Sport and Recreation Action Plan
Draft Food City Policy 
Celebrating Women in Melbourne's History - community consultation phase
Riverslide Skate Park Redevelopment and Reference Group
Design Competition Guidelines
Heat Safe City 
Community Disaster Resilience Assessments (Prepare Melbourne)
Domestic Animal Management Plan 
Active Melbourne Recreation Facilities Contract
Active Melbourne Plan 
Make Room Project



[bookmark: _Toc200707112]Strategies and Measures 
The below outlines the status on City of Melbourne strategies and measures, including complete, in progress, ongoing, not started and void. A detailed overview of strategies and measures including status description, evaluation of success, timeline, responsible and indicators is provided in the appendices. 
[bookmark: _Toc200707113]Completed 
3.2.3 Analyse the diversity of the community to understand the diversity we are aiming for.
4.1.3 Map the policies and processes that can impact the pay gap.
[bookmark: _Toc200707114]In progress 
1.1.3 Leaders ensure that employees access training and support to increase gender equality outcomes in their projects and work.
1.1.7 Provide training and support to leaders on gender equality, working with diversity and in inclusive ways.
1.1.8 Plan for and implement strategies in gender equality and diversity projects and activities that mitigate and address resistance and backlash.
1.1.9 Recognise, promote and celebrate the strength and skills that our diversity in the workplace brings, and in service of community, through employee and project recognition.
1.2.1 Regular updates to ELT, MLT, Councillors and staff on GEAP progress and projects delivered.
1.2.2 Provide a dashboard that includes workforce and gender equality statistics across the organisation, division and branches.
1.3.2 Develop and deliver training for leaders in gender equality and working with diversity.
1.3.4 Support membership by Councillors in networks and associations aimed at promoting diverse participation and leadership in local government.
2.1.1 Provide an anonymous reporting platform for experiences of sexual harassment, bullying and discrimination which also includes information on supports, services and referral options.
2.1.4 Provide and promote the People Assist Program that can support those who have experienced harmful behaviours, and provides supports for a range of diversities.
2.1.5 Provide Contact Officers who are representative of our diversity, promote their availability and expertise to staff.
2.1.6 Provide support to and ongoing development opportunities for Contact Officers.
2.2.1 Increase the likelihood that employees would take action when they see sexual harassment, discrimination and bullying through campaigns, policies, role modelling, training, and providing support to bystanders and whistle-blowers.
2.2.4 Review policies and procedures to ensure best practice including prevention and response to sexual harassment bullying and discrimination for employees, including when working with community.
2.2.7 Provide learning and development opportunities for Councillors in areas such as sexual harassment and discrimination, gender equality and inclusiveness.
2.2.8 Provide policy, training and support mechanisms to employees that raise awareness of standards of behaviour, encourage behaviours to prevent harmful behaviours and support when they occur.
2.2.11 Investigate and implement ways to engage a wider range of employees from all areas of council in gender equality and diversity training and development.
2.2.12 Provide and promote events, awareness raising activities, training and development opportunities in gender equality and prevention of violence against women.
3.1.2 Provide a Bystander Policy and toolkit with training to support implementation.
3.1.3 In partnership with the Melbourne Pride Network, write and approve a policy and toolkit for transition and affirmation of gender in the workplace.
3.1.5 Ensure gender impact assessments on new or reviewed services and programs that impact community incorporate support of gender equality for employees.
3.1.6 Ensure that any new or revised internal policy, process or program that can increase gender equality undergoes a gender impact assessment and encompasses human rights, LGBTIQ+ and diversity lenses.
3.2.1 Increase employee diversity data collected, analysed and used to inform activities to increase equality.
3.2.2 Assign ANZSCO Codes to roles to ensure compliance with 2023 workplace audit requirements.
3.2.4 Report on recruitment, training, workplace flexibility, gender representation in all levels and employment types for each branch, informing branch plans for diversity and equality.
3.3.1 Advertise in media and with employment agencies that reach diverse communities to increase the diversity of applicants.
3.3.2 Build training and systems in to the recruitment process that minimise bias and unconscious bias.
3.3.5 Review and scope for a systemised solution to assist with the consistent application of gender neutral language in position descriptions and advertisements.
3.3.6 Review and amend recruitment procedures and policies to remove barriers to employment for people of all genders and diversities.
3.3.7 Track the pathway of employees that enter leadership positions and design strategies informed by that data.
3.3.8 Produce reports on participation rates in training and development for people of all genders, diversity and in part-time and flexible work, consult with employees and implement strategies that address the findings.
3.3.9 Update the Parental Leave Policy and process of application to ensure that it does not exclude any gender from taking up paid and unpaid parental leave.
3.3.12 Develop opportunities for employees to change careers within the organisation, especially in to gender dominated industries, and provide support as they do that.
3.3.13 Establish a leadership program for emerging leaders, ensuring representation of women and diversity.
3.3.14 Celebrate and acknowledge the different types of leadership at many levels of the organisation, particularly of women.
3.3.15 Support local government sector initiatives and programs seeking to increase participation by women in 2024 council election.
3.3.18 As part of review of Councillor Protocol, explore opportunities to promote gender equality in the sharing of city representation opportunities.
3.4.2 Review and communicate family violence leave policy and processes to ensure they are survivor / victim-centric.
3.4.6 Promote services, supports and the availability of Contact Officers to employees that may be experiencing family violence.
3.4.8 Audit for, develop and maintain a range of spaces that support our diversity including, but not limited to, easily modifiable workspaces, all gender toilets, reflection room, change spaces, nursing and family rooms.
3.4.9 Collect data on formal and informal flexible working, including feedback from employees, to better reflect and understand their experiences.
3.4.10 Increase confidence that requests for flexible work would be given due consideration through leadership promotion of flexible work and transparency.
4.1.1 Complete a gender pay gap assessment on reporting level to CEO.
4.1.2 Complete a gender pay gap analysis across employee diversity data.
4.2.3 Provide reports to branch leaders on branch gender pay gaps.
4.2.4 Leaders indicate strategies in their work areas to decrease the gender pay gap.
[bookmark: _Toc200707115]Ongoing 
1.1.1 Internal promotion and communication about commitment to and progress on gender equality, including some being led by ELT and MLT.
1.1.2 Leaders promote and celebrate projects and employees that are working to increase gender equality.
1.1.5 Provide a calendar of events, and ensure employees are supported to attend these, for gender equality, prevention of violence against women, and other days of significance.
1.1.6 Support Councillors to play leadership and spokesperson roles in events and communication activities that tackle gender equality and celebrate diversity.
1.1.10 Ensure induction covers CoM activities in and commitments to progress gender equality and inclusion.
1.1.11 Ensure that images and communications reflect City of Melbourne’s commitment to diversity, inclusion and gender equality including through use of the City of Melbourne and WHV’s Gender Equality Advertising and Communications: Guidelines for Local Government.
1.3.3 Equip employees to carry out gender impact assessments with resources, opportunities to learn, access training, support and connect with colleagues at other councils.
2.2.2 Ensure the gender impact assessments on programs, policies and projects that impact community include prevention of sexual harassment, bullying and discrimination for employees and community.
2.2.3 Refresh CoMWeb pages about sexual harassment, respectful behaviours at work, related polices and supports.
2.2.10 Cultural safety, diversity, LGBTIQ, unconscious bias, positive ageing/ageism and human rights training delivered.
2.3.1 Analyse workplace safety and wellbeing data by gender and where relevant develop strategies to increase equality based on the findings.
3.1.1 Have in place and implement the Gender Equity Policy.
3.3.3 Ensure that advertising of roles and on boarding information includes diversity, accessibility and inclusion options and information.
3.3.4 Ensure gender representation on interview and selection panels.
3.3.19 Provide increased opportunities to participate in the decision-making process of Council through virtual participation in meetings and holding meetings in community locations across the municipality.
3.4.3 Ensure access to information about family violence leave is easily sourced and relevant to employees and leaders.
3.4.4 Provide a culture of support for employees to ensure that those that disclose experiences of family violence are supported, issues raised are taken seriously and dealt with appropriately and effectively.
[bookmark: _Toc200707116]Not started 
1.1.4 Report to leaders on branch employee uptake of training in gender equality, reconciliation, cultural safety and awareness, diversity and inclusion, bystander action and bias and unconscious bias.
1.3.1 Training on gender equality and intersectionality is provided to employees.
2.1.2 Utilise the data from the anonymous reporting platform to inform strategies to prevent harmful behaviour from taking place and inform response and support.
2.1.3 Include the data from the anonymous reporting system in GEAP workforce data analysis.
2.2.5 Provide training to staff, leaders and Contact Officers on how to prevent and respond to sexual harassment, bullying and discrimination.
2.2.6 Review the Councillor Code of Conduct and supporting policies including Respectful Conduct Policy and access to an Independent Respectful Conduct Adviser.
2.2.9 Bystander action resources and training refreshed, provided and promoted.
2.3.2 Include 2023 workplace safety and wellbeing data in the Gender Equality Action Plan workplace audit.
3.1.4 Promote and monitor the transition and affirmation of gender in the workplace policy to ensure employees can confirm their gender identity in a supportive environment.
3.2.5 Analyse exit surveys and feedback by gender and by diversity and based on the results implement findings.
3.3.10 Identify key industries or branches with gender segregation and implement pilot projects to reduce gender segregation.
3.3.11 Provide graduate programs, traineeships, scholarships and work experience opportunities that see more diverse candidates enter in to non- traditional careers.
3.3.16 Undertake a review of Council’s ‘Diversity Policy - Appointments to key Melbourne City Council advisory committees, bodies and boards of subsidiary companies’.
3.3.17 As part of a review of Council Expenses Policy explore opportunities to further enhance access to resources and services to support a diverse and inclusive Council.
3.4.1 Review and promote the workplace adjustments policy and process and ensure employees know how to request a review.
3.4.5 Provide specialist training to leaders regularly about family violence support, workplace safety planning and leave and flexibility arrangements to support employees experiencing family violence.
3.4.7 Provide training for Contact Officers and union delegates on family violence as a workplace issue and LGBTIQ+ awareness.
4.2.1 Based on the mapping of policies and procedures that impact the gender pay gap, implement revisions and interventions that reduce the pay gap.
4.2.2 Collect data from and report on the impact that the policies that reviewed polices have on the gender pay gap.

[bookmark: _Toc200707117]Resourcing our Gender Equality Action Plan 
The City of Melbourne's first Gender Equality Action Plan (GEAP) is supported by a significant allocation of staff time and includes involvement of a variety of teams with high levels of engagement, which reflects the City of Melbourne’s ongoing commitment to implementing impactful gender equality initiatives to propel progress. GEAP actions are being supported and led by a range of teams and roles including: 
People, Culture and Leadership teams including Safety and Wellbeing, Talent Acquisition, Systems and Payroll, Learning and Organisational Development, People and Performance, Diversity and Inclusion. 
Executive Leadership Team
Management Leadership Team
Governance
Strategic Communications
Community Development 
Facilities Management 
Melbourne Pride Network
The analysis, writing, delivery, monitoring and reporting on the GEAP is currently allocated to the City of Melbourne’s Class 6 Diversity and Inclusion Senior Adviser (D&I) role. The D&I role is based in the Culture and Development team in People, Culture and Leadership and is also responsible for all other workplace diversity portfolios. The role has led GEAP projects and has provided project support, culture, learning and development advice, facilitated ongoing staff engagement and has drafted policy. During the reporting period the D&I role supported the gender impact assessment roll out across the organisation in partnership with the Senior Policy Officer Diversity and Equality in Community Development. The level of FTE required for the GEAP was initially underestimated as at times GEAP drafting and reporting have been the only activity able to be delivered by the D&I role meaning at those times this resource has not been available to deliver or support strategies in other inclusion portfolios. It is estimated that the GEAP has been supported by 0.7 FTE of the D&I role during the reporting period and a significant number of hours across the organisation.
The first year of GEAP delivery has seen a foundation established with the commencement of a majority of the identified strategies, of which a significant number will continue into and be completed in 2024-25. This means that at the time of reporting, some of the resources that will be invested in the delivery of the GEAP will not have been expended in this reporting period. There have also been challenges in capturing and measuring the total amount resources and staff time invested to date as many activities have been delivered within existing roles and incorporated into planned and ongoing work across the organisation. 
During the reporting period, the expenditure that could be identified as solely contributing to elements of the GEAP totalled $45,400. This included:
$20,700 for GIA rollout and raining which was supported by Community Development and the Learning and Organisational Development budgets.
$12,000 used for International Women’s Day events.
$10,000 for the design and publication of the GEAP.
$1,500 allocated to a portion of Pride in Diversity Membership which supports GEAP delivery as advice and training for LGBTIQA+ awareness and inclusion.
$1,200 as a portion of the cost of the inappropriate behaviours campaign addressing gender based issues.
Many GEAP strategies under way, and not yet complete, have budget and resources allocated to them, including:
Refresh of the Peer Support Program.
Implementation of the anonymous reporting platform and the roll out of training to support reporting and support provided to staff. 
Delivery of planned culture programs that support safety, equality and inclusion. 
Increasing training and development to staff and leaders in gender equality, diversity, inclusion, bystander action, bullying, harassment and sexual harassment.
A training and development program to support the implementation of gender impact assessments. 
A project to extend understanding of the gender pay gap and develop recommendations for further progress. 
Further awareness gender equality, diversity and inclusion awareness activities.
Delivering the planned review of policies that support participation, safety, equality and respectful work environments.  
Increasing the number and type of spaces that support the diverse experiences of staff. 
The staff time, collaboration and multidisciplinary involvement in GEAP delivery has meant that the City of Melbourne is on track to complete all actions by the conclusion of the GEAP period. This will continue to be supported by a range of teams and branches along with looking to different models to support the number and variety of activities in the GEAP and the wider diversity and inclusion portfolio. These models include building the capacity of staff across the business to lead and deliver actions, increasing budget allocation for consultancy and project work, ensuring sustainability in projects and the utilisation of training and development budget to resource ongoing training and development across the organisation.
[bookmark: _Toc200707118]Workplace Gender equality indicators progress 
The below outlines the City of Melbourne’s workplace gender equality indicators and confirms whether progress has been made. A detailed overview of progress on indicators including progress description, factors and factors discussion is included in the appendices. 
[bookmark: _Toc200707119]Progress made 
Gender composition of all levels of the workforce
Equal remuneration for work of equal or comparable value across all levels of the workforce, irrespective of gender
Sexual harassment in the workplace
Recruitment and promotion practices in the workplace
Availability and utilisation of terms, conditions and practices relating to:
family violence leave; and
flexible working arrangements; and
working arrangements supporting employees with family or caring responsibilities
Gendered segregation within the workplace
[bookmark: _Toc200707120]No progress made 
Gender composition of governing bodies. 


Appendices 
[bookmark: _Toc200707121]Appendices 1 – Gender Impact Assessment progress 
	Title
	Subject
	Description
	Status
	Confirm if actions taken
	Describe actions taken
	Confirm intersectionality considered
	Explain intersectional lens applied

	Project Night Justice 
	Program
	A two year project delivered in partnership with Victoria Police, Crime Stoppers Victoria, Full Stop Australia and the University of Melbourne and funded by the Victorian Government under the Building Safer Communities Program. The project was developed to address a growing concern that women and trans and gender diverse people do not feel safe in the city late at night. The following activities were delivered: 
- Night safety summit 
- Night safety charter and toolkit 
- Good night out accreditation and training offered for free to 20 licensed venues, and 
- Bystander awareness campaign promoted on social media and public transport hubs. 
	New
	Yes
	Analysis of reported crime data and City of Melbourne's Community Indicators Survey highlighted that women and gender diverse people experience higher levels of sexual violence and harassment and do not feel safe visiting the Melbourne CBD at night. 

A broad range of stakeholders were invited to be part of the project advisory group and to provide feedback on the draft charter and toolkit including industry and subject matter experts, local service providers and advocacy groups representing the needs of women and trans and gender diverse people.

A night safety summit was held to seek input and feedback from industry experts, late night licensed venues, business and authorities on the draft night safety charter.

Local and international experts on the Night Time Economy and those working on best practice in promoting women and trans and gender diverse people's safety at night were invited to present at the Night Safety Summit.

Information on the experiences and needs of women of colour, women with a disability, trans women, and Aboriginal women, was incorporated in the Night Safety Charter and Toolkit.   
	Yes
	People with diverse gender identities and lived experience were invited to present at the Night Safety Summit and to provide feedback on the draft and final Night Safety Charter and Toolkit.
 
Information on the safety and inclusion of women of colour, women with a disability,  Aboriginal women, and trans and gender diverse people has been included in the Night Safety Charter and Toolkit.

The Crime Stoppers Step Up Speak Up sexual violence awareness campaign included images of night time scenes (i.e. city skyline by night, martini glass in bar and laneway with catenary lighting) rather than people so that we were not seen to highlight one particular group or identity at the exclusion of another.  

Two commitments were added to the charter to promote diversity and inclusion: 

Commitment 4. Be inclusive: Improve the inclusivity of your business or organisation through diverse hiring practices so that the workforce better represents the diversity of the community. In addition, improve access and inclusion for Aboriginal and Torres Strait Islander people, culturally diverse people, LGBTIQ+ and people with disability, undertake anti-racism and Aboriginal cultural awareness and safety training, become a member of the Welcome Here Project and adopt disability guidelines and standards. 

Commitment 7. Promote diversity, equality and consent: 
• Reject the use of advertising and marketing campaigns that denigrate, sexualise or objectify women. Show people of all genders with equal value, status and respect. 
• Reject the use of advertising and marketing campaigns that discriminate against, vilify or are demeaning to any person or section of the community on account of race, ethnicity, nationality, sex, age, gender identity, sexual orientation, religion, disability or political belief. 
• Educate staff and patrons on the importance of affirmative consent.

	Inclusive Melbourne Strategy 2022-32 and Implementation Plan 2022 -2024 
	Policy
	The 10-year Inclusive Melbourne Strategy is the overarching organisational strategy that ensures inclusion is at the forefront when we undertake any policy, program, facility and service development across the municipality. The Strategy focuses on three priority areas:
1. Organisation, services, programs and places for all – a diverse and inclusive workforce underpins our delivery of services, programs and places that are accessible and meet the needs of our diverse communities.
2. Sustainable and fair recovery – The city’s recovery and regeneration from COVID-10 provides an opportunity to build back better for all. A diverse and resilient community is at the centre of a liveable city.
3. Empowered participatory communities – we want to encourage participation from all community members, ensuring that people feel heard, and their needs are addressed.
The first Implementation Plan for the 10-year Inclusive Melbourne Strategy has a two-year timeframe. 
	New
	Yes
	The Inclusive Melbourne Vision is that "Our city is where people of all cultures, backgrounds, ages, genders, sexualities, beliefs, and abilities are welcomed, celebrated, and protected".
Development of the Inclusive Melbourne strategy involved research, participation and feedback from people across Melbourne's diverse community.  International research and community engagement was undertaken with Muslim women, transgender and non-binary community members and community members who identify as lesbian, gay, bisexual, pansexual or queer to understand their experiences of inclusion, exclusion, disadvantage  and discrimination. The draft was also reviewed by Transgender Victoria to ensure inclusive language throughout the document. 
Actions included in the Implementation plan include:
- Increase inclusivity of our facilities and diversity of participation within City of Melbourne recreation and community services facilities, starting with a pilot at North Melbourne Community Centre. A women's health and wellbeing program has been co-designed with multicultural women at North Melbourne and a women's only swimming program has commenced at the City Baths which provides privacy during participation.
- Review and refresh the City of Melbourne's Internal Workforce Diversity, Equity and Inclusion strategy
- Map existing all-gender and accessible toilets (including Changing Places toilets) and develop a policy to ensure that all-gender and accessible toilets are available in Council administration buildings and community facilities
- Partner with industry and government to support the entrepreneurial efforts of people from diverse ages, backgrounds and identities, with a focus on international students, new migrants and female entrepreneurs. 
	Yes
	An intersectional lens was applied across the Inclusive Melbourne Strategy and Implementation plan as the purpose of the two documents is to reduce systemic barriers for communities.  Development of the Inclusive Melbourne strategy involved research, participation and feedback from people across Melbourne's diverse community. International research and community engagement was undertaken with Muslim women, Aboriginal people, multicultural communities, transgender and non-binary community members and community members who identify as lesbian, gay, bisexual, pansexual or queer to understand their experiences of inclusion, exclusion, disadvantage  and discrimination. 

	Creating Communities of Equality and Respect: Women's Safety and Empowerment  Action Plan  (2021 - 2024) 
	Policy
	Three year plan with priority themes and high level actions aimed at preventing violence against women and promoting gender equality in the Melbourne municipality.  
	For Review
	Yes
	The plan's themes and actions were developed utilising local and international research and policy frameworks as well as input and feedback from peak bodies, women's health and advocacy groups, business and community leaders.  

Annual action plans have been developed in collaboration with internal and external stakeholders to deliver on the following four broad themes:
1, Advance women and gender diverse people's participation in economic, social and civic life across the municipality
2.  Promote the safety of women and gender diverse people in our communities and public spaces
3. Engage men and boys to shift unhealthy norms of masculinity and condoning of violence
4. Achieve sustainable primary prevention for our municipality. 
	Y
	"A number of activities were designed and delivered to support women with intersecting identities including:
- Migrant and refugee women (e.g. Women, Business and Culture Fair), 
Culturally diverse women (e.g. City Swimm(her) program; AnOther's Collective Art event) 
- Young women (e.g. Tomorrow women workshops; Your Stories Matter; Go Girls skating board lessons),  
- Women who play sport (e.g. Brens sporting pavilion upgrades; Melbourne Conversation on Fairer Footy; Club respect workshops), 
- Women with a disability (Sunflower); 
- Trans women and gender diverse people who visit the city late at night (e.g. Project Night Justice, Creating safer spaces), 
- Women experiencing homelessness and poverty (e.g. Free Period Care Service and Make Room),  
- LGBTIQA+ community (e.g. Midsumma festival; Melbourne Awards - LGBTIQA+ category; Queer bachata/salsa at Microlabs community space).  
Another priority theme is engaging men and boys as allies (e.g. Gender Justice Allies Project; Modelling Respect and Equality; Tomorrow Man workshops)."

	Draft Future Streets Framework 2030 
	Policy
	The draft Future Streets Framework 2030 and Beyond proposes a long-term strategic vision for how street space in the Hoddle Grid can be equitably managed for decades to come, as Melbourne grows to a projected 9 million people by 2056.
The Framework proposes potential design principles and opportunities to maximise safe and equitable access and improved amenity in the central city, for a diverse and growing residential, worker and visitor population.
Informed by consulted strategies, data and research, the Framework proposes to ensure that Melbourne remains an attractive place for residents, workers, visitors and businesses to come to and spend time in. By proposing ways for our streets to be equitably accessed, the Framework will enable the city to function better for deliveries, emergency services and businesses while providing efficient access for people of all ages, abilities and backgrounds.
	New
	Yes
	1 Project set up - Through the development of Future Streets Frameworks team, a gender balance has been sought within the Project Team, Project Control Group and Project Working Group. This has been achieved, aiding in providing a balanced participation to guide the project development.
2 "Street for a safe, accessible and equitable city" is one of the six Project Goals (referred as influence in the Draft Framework). This goal lists under key directions the requirement to: 
  - Conduct gender impact assessments for streetscape renewal projects in accordance with the Gender Equality Act 2020.
  - Address gendered differences in experience of place and apply an intersectional approach to address perceptions of safety.
3 Community engagement - curation of an online survey to seek detailed data and feedback on how people of different genders and backgrounds access and experience the central city. 
4 Survey Reponses have been disaggregated to understand differences in the use and perception of Central City streets. The analysis also provided an insight to how street features are valued differently across gender diversity.
  - The survey results showed that participants that identified as females value safe and well-lit streets 6 times more than males and non-binary people.
  - The survey disaggregated findings are being included in the participation summary. The findings also inform the refinement of the Framework “Goals” and “Street typologies” to include gender and intersectional principles and key moves respectively.
  - The survey had lower participation of women and young or old age. The project team is addressing the gap through supportive research and utilising Knowledge Bank to explore the gap further.
	Yes
	The draft framework is being refined to consider an intersectional approach to safety, accessibility and equity. Key considerations included are:
- Experience of disability and care – Insight from GIA research outlined the disproportionate burden of care, in the form of unpaid child care or unpaid care to a person with a disability, long term illness, or old age. The Framework will provide insights to street place features to better support carers in the CBD.
- Space for younger and older people - The framework explores how the design of streets, such as the Melbourne Square street typology, can provide room for play spaces in Melbourne’s CBD. This will further support people of all ages and carers to come into the city as well as bring a sense of vibrancy and playfulness.
- Gender and cultural diversity - Through the exploration of street modes and places specific guidelines, the framework will look at how streets and laneways can support festivals and protests, allowing room for the expression of cultural and gender diversity. 
- Inclusive cycling culture - Cycling and pedestrian participation rates in Melbourne are lower amongst women and non-binary people, a difference also evidence in relation to country of birth of participants. By providing safer and more inviting cycling options, the framework aims to improve cycling ridership across cultural diversity and gender diversity.
- Streets for an Aboriginal City is included as another Goal in the Framework. The goal establishes key directions to work in partnership with Traditional Owners and Aboriginal community to identify opportunities to reflect valued culture and history. The aim of this goal is to develop Central City streets to be welcoming spaces for Aboriginal Peoples.

	Neighbourhood Planning Framework and Neighbourhood Portals 
	Policy
	The Neighbourhood Planning Framework forms an integral part of the neighbourhood approach, helping us to deeply understand our communities and to engage them in shaping our current and future plans. The Neighbourhood Planning Framework details the continuous cycle of listening to community and connecting the knowledge we gather to inform Council work, investment and advocacy.

Neighbourhood Portals are interactive online web pages for each neighbourhood, which provide up-to-date location specific information to community and serve as a key communication channel between community and the organisation. They include information on the strengths and priorities identified by each neighbourhood, details of projects planned or underway, demographic data, links to community resources, and showcase community stories. The Portals include Traditional Owner acknowledgments and also provide a place for community to interact with the Council and their Neighbourhood Partner. There is an interactive map inviting people to share what’s happening in their neighbourhood and a comments section, encouraging ideas and insights to be continually gathered. A key feature is the list of identified neighbourhood priorities aligned to the Council Plan. This section will also capture future priorities that emerge in community and house regular updates on progress.
	New
	Yes
	Detailed stakeholder mapping was undertaken to ensure the consultation reached a representative population of each neighbourhood and to make sure we heard from those we don’t normally hear from.

Almost 7000 residents, businesses, workers, students and visitors were included, representing most population groups. Of those that engaged with us 82% of people were doing so for the first time.

We heard from significantly more women than men during the consultation. 63% identified as female, 35% identified as male, and 2% identified as non-binary and gender diverse. 

For our two pilot neighbourhoods, CBD and Kensington, we analysed the survey responses and provided call-out boxes in the thematic analysis with a gender lens applied. 

This identified insights such as that "women were 17 per cent more likely than men to define safety as being able to confidently or freely move around the city without feeling anxious or fearing crime, harm, or abuse, particularly alone or at any time of day or night" or that "women were 7 per cent more likely to feel that parks or green spaces were missing in the CBD than men". These segmented insights have impacted the development and implementation of neighbourhood priorities.
	Yes
	User-testing of Neighbourhood Portals was undertaken to ensure that the websites meet the needs of people of different ages and genders and promote gender equality and intersectionality. User-testing sessions were hosted with older people, young people, parents, international students, people from culturally and linguistically diverse backgrounds and members of the Disability Advisory Committee. Illustrations commissioned for the Neighbourhood Portals aim to provide inclusive representation of the diverse people in each of the neighbourhoods across gender, age, cultural backgrounds and abilities. Traditional Owners were engaged and permission was granted for City of Melbourne to use Woi-wurrung and Boon Wurrung words throughout the neighbourhood portals. Plain language is used throughout the portals and a function that translates the portals into 10 different community languages. Neighbourhood Partners attend community meetings and community venues in person to provide information to those who may not have digital access or literacy.

	Draft Greenline Project Master Plan (Community Engagement phase) 
	Policy
	The Greenline Project is the planned revitalisation of the north bank of the Yarra River Birrarung in the heart of Melbourne, connecting a 4km stretch of riverfront spaces between Birrarung Marr and Victoria Harbour.    It is a significant city project, involving the collaboration of various government, agency, private land holders and the community to realise its aims. The project's business case demonstrates a strong case for 'triple bottom line' benefits, delivering positive economic, social, and environmental impacts. Central to this is inclusivity, ensuring benefits reach all residents regardless of age, gender, etc.

The public consultation and stakeholder engagement phase for the Draft Greenline Project Master Plan is the third engagement phase for the Greenline Project.  Previous engagement with the community and stakeholder was undertaken during the Greenline Implementation Plan 2021, followed by engagement in early 2023 to inform the preparation of the draft Master Plan.  The engagement approach reflects transparency and a willingness to consider diverse viewpoints, vital for refining the plan. Informing and seeking feedback from across the diversity of the community demographics is crucial, ensuring the project can create a welcoming and accessible environment that supports diversity of participation. By involving people of different ages, genders, etc., the project strives to consider the needs of all members of the community, and supports the project in planning for spaces and experiences that consider everyone. 

The Greenline Project team prioritised gender balance to guarantee decision-making within the Project Control Group and Working Group is well-rounded and inclusive, fostering balanced participation throughout the project's development.

As a major investment in our public space, the Greenline Project is a chance to be bold in creating a better future for all Melburnians, irrespective of age, race, or gender. Central to this initiative is the 'social' lens, one of the four goals highlighted in the Greenline Project Master Plan. The design of the Greenline Project will be based on equitable access and inclusivity principles, in line with City of Melbourne’s Inclusive Melbourne Strategy 2022–32 and other international best practice standards, the project aims to increase public activity, health and cultural well-being through:
 • increasing the number of safe, welcoming and inclusive outdoor spaces in the city for people to come together
 • promoting universal accessibility and inclusive design principles.
	New
	Yes
	During the community engagement phase to develop the Master Plan, the approach to the engagement sought to gather insights from a broad spectrum of the community.  Broad and targeted promotion was used to ensure that residents, visitors, stakeholders and others interested in the Greenline Project could share their ideas.  Public consultation spanned 6 weeks from April to May, and another 4 weeks from August to September 2023.  This included online and in person engagement, and communication through a variety of digital and traditional channels.  

The survey feedback was categorised based on gender and age groups. This approach facilitated a detailed analysis of distinct needs within different segments of the community. This segmentation revealed key insights, guiding the project to meet the distinct requirements of different groups, insights that will be integrated into the project's design and implementation stages.

Throughout the engagement, 882 online surveys were collected. Additionally, paper surveys reached broader demographics, including seniors over 70 and international students under 25, identified as ESL, ensuring comprehensive community representation.

We received with responses reinforcing some of the following considerations related to inclusion: 
- Develop spaces that accommodate everyone, irrespective of age, ability, gender, or cultural background.
- Adopt innovative, best-practice, universal design principles shaped by consultations with relevant user groups to address their unique needs.
- Ensure accessibility for people of all abilities is incorporated into the design, both in access to and along the north bank
- Ensure a safe and comfortable experience for all uses at different times of day
- Provide a diverse range of experiences supported by amenities that suit different user needs
	Yes
	Throughout the Master Plan's design and consultation stages, the Greenline Project team addressed diverse community needs, collaborating closely with Community Development and Neighbourhood partners to ensure extensive project outreach and active participation across varied demographics.

During consultations, interactive walking tours and discussions engaged distinct groups, including the City of Melbourne's Disability Advisory Committee, Mandarin-speaking communities, and special interest organisations, leveraging the CoM's community Advisory Committees to gain nuanced insights.

From the data obtained in previous rounds of engagement, it was evident that younger people under the age of 25 and older adults over the age of 75 were two groups that were not fully reached. Consequently, a pilot community engagement tool was developed with the goal of engaging younger participants through handheld devices such as i-phones. Additional resources will be allocated to traditional engagement channels, such as newspapers, to effectively reach the older demographic.  

The Greenline Project team has been working closely with Wurundjeri as the Traditional Owners throughout the project. Consideration was also given in the process to create greater visibility of the project and support input from Wurundjeri and the broader Aboriginal community.  This included circulation of the online material through community networks and inclusion of a survey option to support Wurundjeri community feedback to be identified should they wish. 

The Greenline Project team engaged Gehl Architects to conduct a comprehensive public space study of the Greenline Project area. This study, integrating both quantitative and qualitative analysis, identified key user groups (women, families with young children, young people, older people and people with disability) to capture their specific needs to develop the Master Plan.

	Royal Park Community Safety Audit. 
	Policy
	In response to concerns raised by community members, in particular women and girls, and as part updating the Royal Park Master Plan, a program of community safety audits was designed and implemented in early 2023. The goals of the process were to understand how safe the park feels from a range of perspectives, align with other council policy and develop a set of tools and processes that could be used in future safety assessments of public spaces in the municipality. Between May and June 2023 community insights were gathered via a range of methods including comments on an online map (41), participation in person safety audits (72) and a co-design workshop (26) and over 150 calls and emails to community members.   
	For Review
	Yes
	Between 18 May and 14 June 2023, we gathered community safety insights via a range of feedback methods (both online and in person). Participants included 90% female participation, including women aged 18-80, across sport, recreation, Friends of Royal Park, Royal Children’s Hospital, Melbourne Zoo and State Sport Centre and women from the North Melbourne and Flemington Housing estates. 72 audit participants undertook 25 audits, and then 26 participants nominated to participate in the co design workshop. The co-design workshop helped to inform recommendations for improvements across the 10 hotspot sites. These recommendations and the final consultation report are now available on Participate Melbourne (https://participate.melbourne.vic.gov.au/royal-park-community-safety-audit/royal-park-safety-audit-consultation-summary). These recommendations will form part of the draft Royal Park Master Plan that will go out to wider community consultation in June/July of 2024.  
	Yes
	An intersectional lens was applied to the stakeholder mapping and both the audits and co-design workshop had strong participation from a range of girls and women who use the park including older women, younger women,  mothers with children, and women from culturally and linguistically diverse backgrounds. We were unable to engage with disability advocates and children due to time constraints however we gained potential contacts for future engagement activities.

	Community Engagement Framework 
	Policy
	Our Community Engagement Framework guides the way City of Melbourne engages with the broader community on various projects. It is made up of four pillars (policy, people, practice and performance) and includes a range of tools and templates to ensure best practice community engagement approaches are being adopted by the organisation. 
	For Review
	Yes
	A range of tools and approaches supporting the Framework have been developed and adopted to support the Gender Impact Assessment process, including incorporating a gender lens in identifying appropriate stakeholders and engagement activities, developing an inclusive engagement checklist and changing our practice around data analysis and disaggregating data
	Yes
	The inclusive engagement checklist supports the Framework to consider a range of inclusion and accessibility requirements to ensure our engagement practice is reflective of our diverse community.

	Sustainable Procurement Framework 
	Policy
	The Sustainable Procurement framework is a suite of guides and resources to support CoM’s strategic use of procurement to drive social, and environmental outcomes.  The priorities set within this framework aim to contribute to a fair inclusive community that is environmentally and socially sustainable for all.

This framework aims to provide support and guidance throughout the contract life cycle for both tenders and quotes to assist with achieving real, long term sustainable outcomes from our procurement decisions.  It represents a  focus on procurement practices to ensure decisions are based not only on the immediate value for money, but also to increase the longer-term social, and environmental outcomes.  This framework aligns to the United Nationals Sustainable Development Goals.  The framework supports the Sustainability section of the Procurement policy.
	For Review
	Yes
	Sustainable Procurement Framework, and Procurement tender and RFQ templates were updated to ensure gender equality is met by our suppliers and encouraged.  The framework encourages supporting women led businesses and business that promote and support gender equality.  Evaluation guidelines were also updated.
	Yes
	It was applied both within the framework and in the RFQ and tender templates that suppliers are required to respond to our diverse community.  Evaluation guidelines have also been updated to reflect the changing needs of our community. An intersectional lens has been applied with cultural diversity, Aboriginality, disability also considered as part of the framework and template updates.

	Development of the Free Period Care Pilot Program
	Service
	To help address period poverty, the City of Melbourne agreed to explore the provision of free period products in council facilities for a 12 month period. 
	New
	Yes
	Free period pads and tampons were made available in a limited number of public facilities as part of a 12 month pilot.

Period product vending machines were installed within the female toilets of six public facilities. It was acknowledged that this limited the use of the vending machines to those who identified as female, however there was limited budget to deliver the pilot and we wanted to place them in locations which reached the most number of people impacted by period poverty.

Inclusive and plain English language was used in all communications. 

The pilot was promoted on social media, community and business newsletters, City of Melbourne website, and on A3 posters displayed in the facilities where the vending machines were located. 

Sites were selected based on being open for extended hours, easily accessible by public transport, and used by a diverse range of people including people of all ages, genders, cultures and socio-economic backgrounds.
	Yes
	Inclusive and plain language was used in all communications. 

Posters with information about the pilot was translated in community languages and displayed near the dispensers. 

Information about the pilot was shared with local service providers including those supporting young people, people experiencing or at risk of homelessness and family violence and those living in public housing.

Sites were selected based on being open for extended hours, easily accessible by public transport, and used by a diverse range of people including people of all ages, genders, cultures and socio-economic backgrounds.

	Evaluation of the Free Period Care Program
	Service
	An evaluation of the Free period care product service was conducted in 2022 to better understand awareness, demand and effectiveness of the service.
	For Review
	Yes
	A formal evaluation was conducted on the free period care pilot program. This included an analysis of services usage data, service delivery costings and consultation with internal and external stakeholders including local women's health and homeless agencies, site managers and service contractors and service users or potential services users (including women and gender diverse people of varying age and ability).

Key findings from the evaluation suggested demand for free period products was high and there was overwhelming support for the continuation of the program from all stakeholders including facilities managers, service providers, users and the broader community.  

Key recommendations included providing dispensers in all‐gender / unisex /male and accessible bathrooms and providing a wider range of period care products and services such as a rebate scheme for reusable sanitary products.

The City of Melbourne's Free Period Care program was extended to January 2024 pending the roll out of Victorian Government Free Pads and Tampon program. The Victorian Government has committed to installing 1500 pads and tampon machines across 700 sites including public hospitals, courts, TAFEs, libraries, train stations and major cultural institutions.

The City of Melbourne is supporting the roll out of the statewide free pads and tampon program by sharing our evaluation findings and recommendations.
	Yes
	Feedback on the pilot was gathered using a variety of means including workshops and interviews with health and welfare service providers and  venue facility managers. Existing and potential service users and members of the public in particular women and gender diverse people who menstruate were invited to take part in an online survey. 
Venue facility managers were encouraged to record and report verbal feedback from users of the service who had limited English language skills and no digital access or literacy. 

	CoM Peer Support Program 
	Program
	Introduction of a new internal City of Melbourne Peer Support Program that provides peer to peer support to CoM workers in need of information to assist their wellbeing and don't feel comfortable going to their people leader or People, Culture and Leadership branch.
	New
	Yes
	For the program to be accessible to all CoM workers across multiple locations and shift times, a targeted call out and selection process was put in place to  facilitate the recruitment of Peer Support Officers from a range of work areas with diverse lived experience.
The Peer Support Officers will be provided with comprehensive training, ongoing support and operate in an team environment to maintain their mental health and wellbeing.
All peer to peer interactions will be recorded to inform longer term workplace strategies and future training and professional development for the Peer Support Officers.
Specific training modules will be delivered to ensure Peer Support Officers are able to support diverse staff experiencing harassment, discrimination, bullying, family and domestic violence, and mental health issues by building in understanding about and planned responses and services that have considered Aboriginality, sexuality, cultural and religious diversity, gender, age, and/or disability.
	Yes
	A working group made up of diverse employees including people who identify as being from the LGBTIQA+ community, identify as Aboriginal and broad representation of different genders was established to provide counsel and advice across a range of diversities and experiences to ensure people of all demographics have been considered in the design of the program. Expert advice was also sought from the Employee Assistance provider on diverse experiences and how their services and peer support training can support the program diversity objectives. 
Key recommendations included to maximise the diversity of Peer Support Officers, and the areas of support and referral they are trained including LGBTIQA+ awareness and family violence which were the direct result of applying a diversity lens.
18 Peer Support Officers have been recruited in the first cohort and the team is made up of a diverse group of people. This diversity includes a mix of age, nationality, gender and members from the LGBTIQA+ community. Another recruitment drive will take place in early 2024 aiming for another 20 Peer Support Officers.

	Urban Forest Precinct Plan Renewal (community consultation phase)
	Policy
	The Urban Forest Precinct Plans are the implementation policies that underpin the globally renowned Urban Forest Strategy. This Strategy aims to have 40% canopy cover across the city by 2040. To do this the Precinct Plans prioritises which trees are going to be planted where and why over a ten-year timeframe and at the scale of individual precincts (neighbourhoods) within the municipality. Fundamental to success of these strategies is the community engagement, which makes up one of the data layers that is used to prioritise planting areas within neighbourhoods. The 10 Urban Forest Precinct Plans are being renewed for each precinct over the next four years (2023-2026). 
	For Review
	Yes
	The GIA for this project focuses on two parts 1) the review of the existing plans and 2) the community consultation undertaken to inform the new plans. Examples of actions highlighted in this GIA include:
- Promoting the workshops to a wide range of stakeholders to get a proper representation of the cross section of the community at our community engagement events including Residents Associations, Senior Citizen Groups, Public Housing Estate groups, International Student forums, and ESL groups that operate out of Neighbourhood Houses.
- Hosting smaller sessions with specific community groups such as the Carlton Housing Estate residents and Traditional Owners.
- Holding public events in accessible and welcoming venues. 
- Ensuring workshop activity or feedback encouraged all voices at the table. 
The outcomes of these conversations will directly influence our tree planting prioritisation maps and by ensuring a diverse range of voices contribute to developing the future of the Urban Forest and that our tree planting is equitable across the municipality. 
	Yes
	We applied an intersectional lens by working with Traditional Owners, ensuring our promotional material was in Plain English and hosting our events at accessible venues.

	Draft Fair Access Sport and Recreation Allocation and Use Policy; Draft Fair Access Sport and Recreation Action Plan
	Policy
	The City of Melbourne has commenced the development of a Fair Access Sport and Recreation Policy and Fair Access Sport and Recreation Action Plan, which seek to address known barriers experienced by women, girls and others in the community, in accessing and using community sports infrastructure. The policy and action plan aim to assist City of Melbourne identify, and eliminate the systemic causes of gender inequality, ableism and cultural bias in relation to the allocation and use of community sports infrastructure.
	New
	Yes
	A Fair Access Statement of Intent was prepared, which outlines principles that provide clear direction for the development of the City of Melbourne's Fair Access Sport and Recreation Allocation and Use Policy and Action Plan. These principles are as follows:
- Community sport infrastructure and environments are genuinely Welcoming, safe and inclusive.
- Women and girls can fully participate in all aspects of community sport and active recreation, including as a player, coach, administrator, official, volunteer and spectator.
- Women and girls will have equitable access to and use of community sport infrastructure, including: of the highest quality available and most convenient; at the best and most popular competition and training times and locations; to support existing and new participation opportunities and a variety of sports.
- Women and girls will be equitably represented in leadership and governance roles
- Encourage and support all user groups who access and use community sport infrastructure understand, adopt and implement gender equitable access and use practices
- Prioritise access, use and support to all user groups who demonstrate an ongoing commitment to gender equitable access and use of community sport infrastructure.

A community engagement plan for this project was developed in order to seek community feedback on current issues and barriers to participation, including from existing and new users of community sport infrastructure.
	Yes
	The Fair Access Statement of Intent acknowledges that gender inequality is often compounded by other forms of disadvantage or discrimination that a person may experience due to other characteristics, such as: race, Aboriginality, religion, ethnicity, disability, age, sexual orientation and gender identity. This has been factored into the upcoming community consultation phase of the development of the Fair Access Sport and Recreation Allocation and Use Policy and the Fair Access Recreation and Sport Action Plan, with a focus on increasing participation of women and girls, people living with disability, multicultural communities, Aboriginal peoples, LGBTIQA+ and gender diverse community members.

	Draft Food City Policy 
	Policy
	The aim of Food City is to improve community health and wellbeing by supporting and promoting a food system that is secure, healthy, fair, sustainable, thriving and socially inclusive.  The policy provides an overarching vision and framework for the City of Melbourne that guides coordinated action and decision-making to strengthen our food system and provide the foundation to meet the challenges of the coming years.  
	For Review
	Yes
	The following priorities have been included in the draft Food City 2024 - 2034 Policy:
Food justice: good food for all
Access to nutritious, fair, safe and culturally appropriate food for all people is a human right and the cornerstone of a just food system. Growing numbers of community members in our city struggle to consistently get the food they need on a daily basis to support their health and wellbeing. Food insecurity is caused by poverty and exacerbated by other intersectional factors, including family violence, being a single parent household, age, disability and chronic illness. Food security, and the vision of a just food system, can be strengthened when communities are empowered by supportive local and state government programs to shape their local and regional food system. 
Priority actions include:
• Advocacy to state and federal government for the appropriate measures to address poverty including continuing our advocacy agenda to raise welfare benefit levels as a key measure to tackle food insecurity.
• Establish programs and pilot initiatives that not only factor in access to food but are inclusive of social cohesion programs such after school healthy and culturally appropriate cooking programs for children from low-income families. The provision of food vouchers redeemable at the Queen Victoria Market through our services encouraging connection to broader City of Melbourne programs, for example expanding local lunch clubs that include food growing and opportunities for community to connect who may be isolated. The issue of dignified access is a key principle of the draft food policy. 

City of Melbourne’s commitment to participatory democratic approaches to decision-making will ensure marginalised and disenfranchised communities benefit from the implementation of Food City. 
	Yes
	An intersectional lens was applied to the focus groups that were conducted as part of the development of the Food Policy community engagement to ensure inclusivity in the research.  Engagement included working with a consultant to develop a methodology that factored in indigenous women, women with a disability and the LGBTIQ+ community. Our consultants heard from different age groups including young women and older women.  We also engaged  women with refugee status and others from CALD backgrounds through AMES. The application of the gender lens also included in a balance between male and female voices. The process highlighted inequities in food access based on intersectionality, for example refugee community's ongoing challenges with access to culturally appropriate food, including the economic and structural means to access services; and women with a disability, who may be a single parent and on a lower wage or on benefits finding good food options through food relief services that are easy to consume or prepare for their families.  

	Celebrating Women in Melbourne's History - community consultation phase
	Program
	The City of Melbourne is committed to ensuring our city is an inclusive and welcoming place for everyone. To feel included, it is important that we see ourselves represented in the life of the city. At present, of the 580 statues in Melbourne’s public spaces, fewer than 2 per cent represent women. Only five of the 25 statues on City of Melbourne land depict women.  We are taking action to start addressing this significant under-representation by commissioning three new statues of remarkable Victorian women. 
	New
	Yes
	Melbourne City Council agreed to identify three new statues of women to be commissioned within the municipality to address gender inequality in statues.
Community were invited to nominate women who had a lasting contribution to Melbourne and Victoria, and reflect the strong values, diversity and inclusive nature of our city. Consultation closed 19 April 2023.                           
Around 180 individual women were nominated by just over 1000 members of the public. Six hundred votes were received for one woman; the result of a campaign by her sports club. Women who are living, fictitious characters, or never lived in Victoria were disqualified, leaving 102 eligible nominations.

An Advisory Panel of eminent Melburnians was established. It comprised:
6.1. Professor Clare Wright OAM (Chair) – historian, author, broadcaster, public commentator
6.2. Antoinette Braybrook AM – First Nations CEO of Djirra, advocate for Aboriginal women’s voice, visibility and self-determination and was 2022 Melburnian of the Year (joined in September)
6.3. Tasneem Chopra OAM – cross-cultural consultant, speaker, broadcaster, activist
6.4. Russel Howcroft – businessman, brand advisor, media personality
6.5. Carol Schwartz AO – business and community leader 

Selection Criteria were:
Criterion 1: Historical significance of their contribution to the political, economic, social or cultural life of Melbourne or Victoria  30%
Criterion 2: Leader in their community  30%
Criterion 3: Represent the diversity of Melbourne’s story  30%
Criterion 4: Reflect the values of contemporary Melbourne (inclusive, progressive, diverse and bold)  10%                                                                                                           

The Advisory Panel's recommendations were made to Council in December 2023, and Council endorsed management to commission one statue of the most highly regarded woman, suffragist Vida Goldstein, once a site is secured and a funding strategy is established.
	Yes
	Diversity was considered in selection of longlisted nominees (for example, disability, First Nations, LGBTIQA+).
Diversity was a priority in appointing the Advisory Panel, with members with diverse intersectional experiences from diverse backgrounds. 

	Riverslide Skate Park Redevelopment and Reference Group
	Policy
	The Skate Park Project Reference Group was established in 2022 through an Expression of Interest.   The group bring a diversity of skills, age and gender in addition to their knowledge of skating. During 2022-23 the group met three times to provide input to the development of a schematic design for the redevelopment of the Riverslide Skate Park.  
Skate was traditionally a sport dominated by males.  The City of Melbourne has funded additional programs through the Y (who manage the skate park) to grow women and girls participation in the sport.   This includes dedicated weekly sessions. 
Through engagement with women and girls for the skate park redevelopment we are seeking to improve safety, particularly addressing safety of access to the public toilets which is being redesigned. 
	New
	Yes
	Specific encouragement given to women and girls to apply for the skate reference group.  With 30% female representation on the reference group. Additionally a female skate design consultant was requested and engaged on the project team to connect with female skaters.
Specific attention to design of the public toilets to create safe access and a visible link from the skate park and cottage to the toilets. 
Additional funding has been allocated to initiate and continue to deliver skate programs designed specifically for women and girls.  
There is evidence of a significant increase in participation as result of actions taken. 
	Yes
	Skate has a diverse community.  Riverslide skate park is the only fully supervised skate park in Australia.  
Seven male staff and two female staff are on site 7 days a week.  The team are highly experienced in working with the skate community.  Staff working at the skate park were consulted about the needs of the skate community in the design, and also in the process of establishing the skate reference group.
A number of programs have been introduced to support and encourage girls of all ages, abilities, cultural backgrounds and lifestyles to participate in skating. 
People experiencing disadvantage are also able to access programs at a subsidised rate.

	Design Competition Guidelines
	Policy
	The Design Competition Guidelines are an invitation for site owners, developers and designers to collaborate with the City of Melbourne, on excellent design outcomes for significant and/or high profile sites in the municipality. The Guidelines apply to both public and private development. The Guidelines also provide the procedural basis for a City of Melbourne endorsed design competition. Developed in consultation with targeted industry stakeholders, and building on the rounded experiences of the city’s design experts, the Guidelines are underpinned by principles of equity, transparency and integrity.         
Design competitions are a globally established mechanism for improving design diversity, quality and innovation in the built environment, particularly for developments on large and/or prominent sites with considerable impact on public amenity, connectivity and the place experience. 
	New
	Yes
	The following diversity and equity information was added to the Principles:
- Champion diversity: Entrant and Jury compositions are informed by a thorough consideration of experience, culture, gender, ability and age, to ensure inclusive and amenable built outcomes.
   - Action: Undertake qualitative assessment of entrant diversity.
   - Measure: 40/40/20 gender balance on jury teams.

Design teams submitting an EOI must identify how they will deliver on compliance with the following:
- Gender Equity Act 2020
- UN Sustainable Development Goals
- City of Melbourne Innovate Reconciliation Action Plan 2021-23

Designing with Country, and Sustainability and innovation form part of the Evaluation Criteria which all members of the Jury are to assess and score entrants. Relevant criteria and weightings are listed below:
5. Sustainability and innovation: A written response outlining how the project delivers on sustainability objectives, and an innovative design, process and/or outcome for Melbourne. (15%)
6. Designing with Country: A written response articulating the extent to which the project responds to Aboriginal people’s engagement. (15%)

Innovation and corporate responsibility is included in the interview selection criteria which all members of the Jury are to assess and score entrants. Relevant criteria and weightings are listed below:
4. Innovation and corporate responsibility: Approach to Innovation, Inclusion, First Nations engagement and Gender Equity (20%)
	Yes
	In the architecture field, private practice and project team leads are white-male-dominated at the senior levels. 

The qualitative assessment of entrant diversity will consider culture, gender, ability and age. In addition, involvement of Traditional Owners, Aboriginal and First Nations peoples is embedded in the following Principle:
- Designing with Country: Respect for, and collaboration with Traditional Owners and Aboriginal participants is at the forefront of the design competition process.
   - Actions: Consider the potential for engagement and collaboration with Traditional Owners. Identify relevant Aboriginal cultural heritage and consider how cultural narratives will be supported. Consider how the project will affect Country and listen to any concerns by Traditional Owners. Aspiration for Traditional Owners engagement and collaboration. Undue cultural load needs to be considered when establishing the competition brief. Traditional Owners involvement in the development of the brief and the competition process. Aspiration for Aboriginal peoples or First Nations representation in jury and adviser roles.
   - Measures: 15% weighting for Traditional Owner and designing with Country considerations in the evaluation criteria. Number of Aboriginal peoples or First Nations representatives in jury and adviser roles.

The Guidelines consider cultural load and include a provision for Aboriginal Traditional owners to opt in or out of competitions, depending on the cultural significance and capacity. 

	Heat Safe City 
	Policy
	The City of Melbourne is committed to reducing the risks from extreme heat for all, particularly those most vulnerable. A vision and set of ‘Heat Safe City’ principles have been developed to guide future policy and program development; underpin CoM’s advocacy; and help to communicate the action CoM is taking to reduce heat risk. 
	New
	Yes
	Women are disproportionally affected by climate change, in particular extreme heat. Creating safe, accessible and inclusive spaces for all as well as providing resources that build community members resilience to the impacts of extreme heat are critical actions to support reducing gender inequality.
To inform the development of the heat safe city principles we undertook community engagement with a wide range of stakeholders to learn about lived experience of those most vulnerable to extreme heat. This included mothers with young children, Peer Education and Support Program workers from the Council to Homeless Persons, senior citizens and public housing residents.  
Principles that address meeting the needs of people of different genders include: 
1. How we work at Council and adapt operations - 'We prioritise the most vulnerable members of the community in decisions about heat risk', 'We partner with other organisations to maximise our impact and advocate for change', 
2. How we prepare people for heat waves - 'Every member of community understands their heat risk and knows what action to take to reduce risk',  'Every member of the community can access a cool public place within walking distance of their home' and 'Every resident has a cool place in their home'.
The Heat Lab project to be delivered in 2023/24 will demonstrate the application of these principles through various heat risk reduction interventions. A GIA will be completed for the Heat Lab project to ensure we are implementing gender-informed interventions, investments, policies and research.
	Yes
	The vision and principles will guide City of Melbourne's efforts in reducing heat risk with a particular focus on the needs of those most vulnerable to extreme heat including mothers with young children, people experiencing or at risk of homelessness, older people and those living in public housing.  Consultation and engagement will continue with these groups to ensure they receive adequate care and support during extreme heat events.

	Community Disaster Resilience Assessments (Prepare Melbourne)
	Program
	Prepare Melbourne aims to engage and prepare residents and communities to enhance their resilience to hazards, disasters and the health impacts of climate change. Between November 2022 and October 2023, Community Resilience Assessment (CRA) workshops were conducted in six neighbourhoods (Southbank, Kensington, Carlton, North and West Melbourne, Docklands). During these workshops, City of Melbourne sought to understand the experiences of people living in each neighbourhood, where community members see the major vulnerabilities and strengths of their neighbourhood and opportunities to improve community resilience to future shocks and stresses. 
	New
	Yes
	City of Melbourne recognises that some community members are more at risk than others when it comes to facing and recovering from disasters. Workshop activities, materials and community engagement for the Community Resilience Assessments were developed with diversity in mind to ensure inclusive participation. City of Melbourne recognises that women play an important role in building community connection and resilience. This support and leadership role is often provided in a volunteer and non-remunerated capacity, therefore we took a range of measures to be as inclusive as possible in the design of our activities and will continue to incorporate further thinking into the sustainability of the community awareness program for our diverse community. 
	Yes
	Workshop venues were carefully selected so that they would not create a barrier for community members to participate by being easily accessible by public transport, and used by community members of all ages, genders and safe for all cultural and socio-economic backgrounds.
Communication material (information and resource packs, workshop reports) used inclusive and plain language. 
We used our local networks and community events to engage with a wide range of community members, visiting public housing estates, local schools and markets, and tapping into international students networks. 
The majority of workshop participants were women, including older women, women from Culturally and Linguistically Diverse backgrounds, and women with disability. 
We included a gift voucher to thank people for their time and participation in the workshop.
The workshops were facilitated by City of Melbourne staff, including women, with experience in creating a friendly, inclusive, kind and respectful environment for all. 
The community consultation report findings represented the diverse range of perspectives shared. 

	Domestic Animal Management Plan 
	Policy
	All Victorian councils are required to prepare a domestic animal management plan at four-yearly intervals. Domestic Animal Management Plans focus on cats and dogs specifically and outline the key issues, objectives and priorities for how these will be managed.

City of Melbourne's Domestic Animal Management Plan 2022–2025 covers issues such as registration and identification, nuisance, dog attacks, dangerous menacing and restricted breed dogs, overpopulation and domestic animal businesses. The plan aims to minimise the nuisance and possible danger created by some cats and dogs.
	For Review
	Yes
	Community consultation included an online survey, email and contact with key stakeholders. 489 contributions were received through Participate Melbourne, respondents were asked to complete a questionnaire. We received 2 pieces of feedback via direct email.

Most of the respondents were dog owners (81 per cent), cat owners (22 per cent), City of Melbourne residents (82 per cent), users of local parks, reserves and playgrounds (78 per cent) and female (70 per cent). 

Key themes arising from the feedback were:
- The management of dogs in public space is a top priority. 
- Recognition of the benefits of pet ownership for people’s health and wellbeing. Pets play a significant role in the lives of pet owners
- There is a demand for more dog off leash areas. 
- There is need to review infrastructure in parks i.e. dog waste bag dispensers, signs, lighting, bins, seating and dog play equipment. 
- Promotion of dog leashing rules and responsibilities.
- Promotion of general rules and responsibilities of owning pets in community languages.

The following actions have been included in the Domestic Animal Management Plan to promote diversity and inclusion, support pet owners during disasters and emergencies and those experiencing family violence and homelessness:
• Investigate the need for information to be published in multi-lingual formats.
• Review all website, promotional and registration material ensuring it is accessible and inclusive.
• Develop a process and ensure adequate training of officers in dealing with matters relating to family and domestic violence.
• Collate information and procedures on planning and providing for pets during a range of different emergencies.
• Understand the needs of and services available for pet owners experiencing homelessness.
• Develop an information pack for pet owners who are experiencing homelessness.
	Yes
	The City of Melbourne is dynamic in its dealings with and support of pets owned by people experiencing homelessness or domestic violence, ensuring the pet and owner have the care and support they need to be healthy and compliant with relevant laws. This includes pet registrations and emergency boarding for pets where required.

The City of Melbourne Animal Management Team will continue to work closely with homelessness support agencies such as Launch Housing and the Salvation Army to provide support and referrals to appropriate care and support where required. 

	Active Melbourne Recreation Facilities Contract
	Service
	The Active Melbourne Recreation Facilities (AMRF)  Contract includes the management of 12 City of Melbourne recreation, aquatic and leisure facilities. The contract outlines how facilities are  to deliver requirements of the Active Melbourne Plan 2021-25, the broader strategic plans of the City of Melbourne and have a positive impact on the health and wellbeing of our community.  In particular, focus is on the delivery of programs and services to maximise use of the facilities by community members from underrepresented cohorts with a focus on women and girls who may not traditionally participate in sport and active recreation.
	New
	Yes
	AMRF contract outlines the requirements of our contract partner to deliver a suite of programs and services for disadvantaged members of our community and people in targeted community cohorts who are typically underrepresented in participation as outlined in the Active Melbourne Plan, including women and girls.  A full time Community Connections Officer has been employed to support the delivery of these programs and services, in particular women and girls to participate in physical activity, reduce barriers to participation and to increase their use of our aquatic and recreation facilities. 
A provision within the contract budget is made annually to support the pilot delivery of programs and services to these underrepresented cohorts to encourage participation. A number of programs are piloted annually targeted at women and girls.    
Annual contract KPI's require our contract partner to deliver a range of programs and services to identified underrepresented cohorts to respond to community need. Agreed contract KPI's require our contract partner to employ a diverse workforce within recreation and leisure facilities that is representative of the local neighbourhoods.
Marketing and promotional materials are designed to reflect the diversity of customers and communities to increase awareness and use of the facilities by all members of our community.
Ensuring affordability of recreation, aquatic and leisure centre users through fees and charges with consideration of all community user groups and subsidised access for disadvantaged members of the community by accepting a range of State Government concession cards at all facilities.
	Yes
	AMRF contract outlines the requirements of our contract partner to deliver a suite of programs and services to a range of identified underrepresented cohorts  and priority populations outlined in the Active Melbourne Plan including women and girls, young people, older adults, people living with disability, LGBTIQ+, CALD, social disadvantaged, rough sleepers, children, people with chronic health conditions, aboriginal peoples, international students.

	Active Melbourne Plan 
	Policy
	The Active Melbourne Plan (2011-15) is our City of Melbourne Strategic Plan which describes how we will deliver sport, recreation and waterways places, facilities, programs and services that connect communities and support them to lead healthier and more active lives. Regular physical activity can contribute to positive health and wellbeing outcomes across a person's lifespan and our community's physical activity profile highlights the significant decrease in participation in organised physical activity over the last three years, and urgency required to turn this around.   
	For Review
	Yes
	"Inclusion and Access" has been added as a priority outcome in the Active Melbourne Plan. The aim of this outcome is to ensure services are equitable and accessible and supports all people to actively participate, resulting in improved physical and mental health and social connectedness of our community.
Key actions under this outcome include:
2.1 Diversity and inclusion: Eliminating barriers and supporting people who are underrepresented in participation.
2.2 Active women and girls: Support women and girls to recreate and be more physically active.
2.3 Program and service delivery: Providing services and programs that are equitable and accessible which support all people to actively participate 
	Yes
	The Active Melbourne Plan has resulted in the development of a number of programs and services  within City of Melbourne's sport, recreation and waterways delivered specifically for women and girls with diverse needs and interests, these include:
- Melbourne City Baths - City Swimm(her) women only unstructured swimming and lessons, Stronger Women Screening, Women's Weights Workshops,
- North Melbourne Community Centre - Women's only gym sessions, Sports Junior Women's program, Female Sports Tournaments.
- Carlton Baths -  Women's only gym sessions, Q Fit fitness classes, Gym Sensory Hour.
- Riverslide Skate Park - Women’s Progression skate sessions, Go Girls weekly skate boarding lessons.
- Waterways -  Women on Water event
- Community Sports - Club Respect sessions for sporting clubs, support the development of female sports teams 

	Make Room Project
	Service
	The Make Room project is a partnership between the City of Melbourne, the Victorian Government, Unison Housing and key philanthropic and corporate  organisations to address the critical needs of people experiencing rough sleeping and homelessness in the City of Melbourne.

Make Room is re-purposing and converting a Council-owned building located at 602 Little Bourke Street, into 50 transitional supported housing units. The building will house residents for up to 12 months, with wrap-around onsite services and support to secure longer term housing.
	New
	Yes
	Project will deliver 50 studio apartments with support services, communal areas, a 24 hour onsite concierge and a social enterprise.
Dedicated floor for women to address gender-specific needs including family visitation and security.
Unison  will ensure that support services are trauma-informed, flexible, client centred and safety and security are prioritised.
Gender-appropriate staff and streamlined access to specialist gender-specific services and activities will be offered.  24-hour on-site security and other best-practice measures, including:
Physical deterrence: Strict building access via either fob or manual operations, as well as unique fob access to the women’s floor.
Psychological deterrence: CCTV cameras installed in prominent spots for on-site and off-site monitoring. 
Support for observation and surveillance: Clear lines of sight in corridors and around buildings, apartment entry doors include peep-holes, and a unique fob audit trail system to monitor renters / movements if required. 
	Yes
	Careful consideration has been given to the diverse and unique needs of future residents at Make Room. 
This approach is underpinned by trauma informed therapeutic models of health, alongside gender and Aboriginal and Torres Strait Islander cultural safety. This applies to both the architectural design and service model. 
The overall design of Make Room has been developed in consultation with people with a lived experience of homelessness and supported by a specific set of cultural safety design guidelines. 
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Gender composition of all levels of the workforce.
Gender composition of governing bodies.
Equal remuneration for work of equal or comparable value across all levels of the workforce, irrespective of gender.
Sexual harassment in the workplace.
Recruitment and promotion practices in the workplace.
Availability and utilisation of terms, conditions and practices relating to:
- family violence leave
- flexible working arrangements
- working arrangements supporting employees with family or caring responsibilities
Gendered segregation within the workplace
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	Strategies and Measures
	Status
	Status Description
	Evaluation of Success
	Timeline
	Responsible
	Indicator 1
	Indicator 2
	Indicator 3
	Indicator 4
	Indicator 5
	Indicator 6
	Indicator 7

	1.1.1 Internal promotion and communication about commitment to and progress on gender equality, including some being led by ELT and MLT.
	Ongoing
	CoM communicates regularly to staff about gender equality when there are projects, events, strategies or activities. During the reporting period communications from leaders included promotion of the Gender Equality Action Plan commitment and consultation, two International Women's Day events, IDAHOBIT Day event and staff training opportunities, launch of the Gender Equality Action Plan, Pride Month staff events and training, Melbourne Pride Network activities, launch and meetings of the Gender Equality Staff Group, promotion for participation in the Australian Workplace Equality Index Survey and People Matter Survey and launch of equity and diversity data options for staff. The Women's Leadership Programs has also been promoted and celebrated. 

Methods used have included in the all staff weekly email newsletter CoMNews, CEO presentations, Director of PC&L presentations, communications to leadership in newsletters, intranet pages and highlights (CoMWeb) and computer locked screens for promotion and hosting of information. The Yammer groups (all staff, gender equality and pride) have all been used as part of formal communications and staff post spontaneously on items of interest to them or current media activities (examples include women in sport, menopause, equal pay, violence and prevention of violence against women). 

There are opportunities to improve engagement of workers in locations other than central offices and ensuring having equality and inclusion appear regularly in communications. There is a focus on communications being for activities, this could be broadened to include strategic or long term commitments. Some solutions include increasing the number of champions and projects profiled by creating platforms for those workers to show their work on equality. Next steps to guide communications for gender equality include increasing the number of workers active in communications and establishing an annual themed communications calendar. 
	950 people were reached in CoMNews for GEAP development. 1,600 people were reached for the GEAP launch. 

The computer locked screen used for People Matter Survey, AWEI Survey, International Women's Day reached 1,000 office workers each time it was used. 

In 2021 58% of staff agreed that senior leaders actively support diversity and inclusion in the workplace. In this data we know that women and people with self-described gender agree at lower rates than men, with 55% of women agreeing, 33% of people with self-described gender and 72% of men. Data for 2023 is not available as the question was not included in the People Matter Survey.
	Years 1, 2, and 3
	ELT and MLT

Strategic Communications 

Diversity and Inclusion Senior Adviser
	1
	
	3
	4
	5
	6
	7

	1.1.2 Leaders promote and celebrate projects and employees that are working to increase gender equality.
	Ongoing
	Specific activities were profiled in leader communications through the year including the launch of a new Gender Equality Staff Group, Gender Impact Assessment Roll Out project launch, the Gender Justice Allies project, Melbourne Pride activities and engagement opportunities in the development of the GEAP and International Women's Day events.

At one of the International Women's Day events for staff the Gender Justice Allies Project was profiled. In this event the Manager of Culture and Development, and other men, highlighting the work undertaken in providing the Gender Justice Allies Program for CoM employees, the role of those that have taken part and their projects. Staff shared their personal learnings and experiences as a people who identify as having privilege and identifying things they could be doing differently moving forward.

This is only an assessment of formal communication as it is hard to track all promotion and communications across the size and diversity of the business. 
	A large number of people have given positive feedback on the content, quality and leadership presence and support of internal staff events. Some reflections have reflected the open, honest and vulnerable conversations that took place. These events and communications build awareness of the commitment to and need to work on gender equality. 

In 2021 58% of staff agreed that senior leaders actively support diversity and inclusion in the workplace. In this data we know that women and people with self-described gender agree at lower rates than men, with 55% of women agreeing, 33% of people with self-described gender and 72% of men. Data for 2023 is not available as the question was not included in the People Matter Survey. in 2023 women have the highest level of agreement that they feel like they belong, at 74 per cent, again people with self-described gender agree the least, and 73 per cent of men.
	Years 1, 2, and 3
	ELT and MLT

Melbourne Pride Network

Diversity and Inclusion Senior Adviser

Strategic Communications
	1
	
	3
	4
	5
	6
	7

	1.1.3 Leaders ensure that employees access training and support to increase gender equality outcomes in their projects and work.
	In progress
	In the reporting period Gender Impact Assessment training was provided to 167 staff as part of the GIA Roll Out Project in which many of the participants were referrals from leaders. During the reporting period there was no formal training or education program provided for gender equality and no mechanism to capture workers who have accessed training and development outside of City of Melbourne. There has not been a formal program of diversity, equity and inclusion training for a while at City of Melbourne. 

This action can be classified as underway, but not complete for the reporting period as GIA training was provided and a gender equality and prevention of violence against women learning pathway is currently in design in consultation with gender equality subject matter experts in partnership with Learning and Organisational Development. 
	99 staff members have attended Gender Impact Assessment Training as either Champions or Responsible Officers . A majority of these participants were referrals from leadership to ensure that their staff were across the new obligations and have the skills they need. 
	Years 1, 2, and 3
	Learning and Organisational Development
	1
	
	3
	4
	5
	6
	7

	1.1.4 Report to leaders on branch employee uptake of training in gender equality, reconciliation, cultural safety and awareness, diversity and inclusion, bystander action and bias and unconscious bias.
	Not started
	This action is not due until Year 2 and requires a range of gender equality and diversity and inclusion training and development opportunities being available to staff. These are currently in design and will be launched in the 2023-24 financial year. 

Work to increase the amount and breadth of training has commenced with cultural diversity and LGBTIQ+ training put in place in the reporting period. Provision of ongoing and accessible gender equality, prevention of violence against women and diversity and inclusion learning pathways is yet to be in place. This will be supported by the development of a learning pathway being designed in 2023-24. Reporting will be available for courses provided and underway at the end of Year 2. 
	Action not started 
	Year 2 and 3
	Learning and Organisational Development
	1
	
	
	4
	
	
	7

	1.1.5 Provide a calendar of events, and ensure employees are supported to attend these, for gender equality, prevention of violence against women, and other days of significance.
	Ongoing
	During the reporting period City of Melbourne hosted activities for International Women's Day and LGBTIQ+ pride events. International Women's Day saw two key events hosted, one with a guest speaker and the other a panel discussion. The Melbourne Pride Network ran Midsumma Pride March, a 5 Year Anniversary of Melbourne Pride event and marriage equality. Social functions and awareness activities were also hosted for workers. Staff in their departments and branches also run their own events around Harmony Day, Wear it Purple, 16 Days of Activism and Diwali. The Learning and Organisational Development team coordinate and publish a learning calendar that includes cultural diversity and Aboriginal awareness session around theme days. The first calendar was published in March 2023 and included events covering diversity, race and racism provided by Polykala, Aboriginal cultural awareness by a variety of Aboriginal providers. CoM also delivers six LGBTIQ+ awareness and ally training sessions delivered by Pride in Diversity as part of ongoing membership. Future offerings, currently in development, will include sexual harassment to support a new anonymous reporting platform and policy update, gender equality, prevention of violence against women, and allyship in the workplace. Learning and Organisational Development will continue to support days of significance by scheduling relevant development opportunities and publishing them in the calendar. These opportunities will be marketed in consultation with Strategic Communications and promoted thematically. 
	Number of attendees at International Women's Day events - 300 and 400 people at two events. 

Melbourne Pride run a variety of activities through the year to promote and celebrate LGBTIQ+ inclusion. Over 200 staff attended Pride March with colleagues and families. 80 staff attended LGBTIQ+ awareness sessions provided by PC&L in 2022. The LGBTIQ+ awareness sessions are rated highly by participants who value the expertise provided by Pride in Diversity, the material is pitched at the right level. The biggest learning is that people want more time to reflect and think about how to apply the information while in the sessions. 

Measurement of the total number of event and activities are difficult to measure due to the size and physical spread of CoM staff. 

The outcomes or impacts of events are not measured. 
	Years 1, 2, and 3
	Multiple branches
	1
	
	3
	4
	5
	6
	7

	1.1.6 Support Councillors to play leadership and spokesperson roles in events and communication activities that tackle gender equality and celebrate diversity.
	Ongoing
	Councillors regularly attend and support forums, events and functions that support gender equality, inclusion and diversity. Implementation of this action has highlighted gaps in being able to collect data that counts the number of activates supported by Councillors and the impact. Mechanisms will be explored in Year 2 of the GEAP.
	It is identified that there are not adequate data collection and impact measures for this action. 
	Years 1, 2, and 3
	Governance
	 
	2
	 
	 
	 
	 
	 

	1.1.7 Provide training and support to leaders on gender equality, working with diversity and in inclusive ways.
	In progress
	This action is not due until Year 2 and 3, however work to deliver this action is underway. 

At the commencement of the reporting period there were online learning opportunities for cultural diversity, unconscious bias and LGBTIQ+ awareness at all times, however, no training or material available for gender equality. This activity can be considered underway as there has been uplift in the training provided with current offerings including Cultural Awareness for Leaders (developed by Aboriginal Melbourne), Cultural Awareness (developed by Learning and Organisational Development, provided by Polykala), Gender Impact Assessment training delivered as part of the GIA Roll Out Project, and 6 LGBTIQ+ awareness sessions delivered to staff with two of these being for leaders. 

This action will be further supported with new activities in development that will be delivered in Year 2 including:
- Diversity, equity and inclusion learning pathway strategy that provides ongoing development through access to internal programs and scheduled offerings for formal learning events
- Prevention of gender-based violence learning pathway funded
- Sexual harassment training to support new sexual harassment policy and anonymous reporting platform
- Facilitating employee wellbeing conversations in a masterclass format for leaders to develop skills supporting employee wellbeing and safety
	The awareness of the need to provide a range of gender equality and diversity training has been embraced and strategies are in place that see the training now available and more in development. 

The training that is provided is rated highly by participants and the reputation of the quality and impact is growing. 

In 2021 84% of responders to the People Matter Survey agreed that their manager works effectively with people from diverse backgrounds. Men agree at the highest level with 92% agreement, 83% of women agree and people with self-described gender agree at the lowest rate with 70% in agreement. 
	Year 2 and 3
	Learning and Organisational Development

Diversity and Inclusion Senior Adviser
	1
	
	3
	4
	5
	6
	7

	1.1.8 Plan for and implement strategies in gender equality and diversity projects and activities that mitigate and address resistance and backlash.
	In progress
	While this strategy is not due until Year 2 it has commenced. 

Considerations of equity and safety for staff are items to be considered in the City of Melbourne Gender Impact Assessment template and process. Backlash and resistance has been included in the training that has been delivered to those who will be completing GIAs - both Responsible Officers and Champions. Those that have attended GIA training have been introduced to and explored how to plan for and respond to backlash and resistance. All attendees and those completing GIAs have access to resources and internal contacts to support them and the newly developed GIA Hub (CoMWeb page) has resources accessible at all times. The GIA template recommends considerations for staff in the implementation of the policy, program or service in respect to what they may experience in the implementation of the GIA or program, policy or service, in equality, skills, safety and respectful environments.

Those trained in backlash and resistance is also being considered in the design of the learning pathway in gender quality - where there will strategies in place to ensure learning and development activities build support and manage and reduce resistance and backlash in the sessions. 
	This activity is on track to be delivered as two strategies have been implemented ahead of scheduled time.

It was included in GIA training - evaluation provided excellent feedback from attendees, and the inclusion of backlash and resistance in GIA work has been well received.

It will take some time for the impact of considering backlash and resistance in either doing a GIA or implementing the recommendations to be visible or measurable.
	Year 2 and 3
	Diversity and Inclusion Senior Adviser
	1
	
	3
	4
	5
	6
	7

	1.1.9 Recognise, promote and celebrate the strength and skills that our diversity in the workplace brings, and in service of community, through employee and project recognition.
	In progress
	The richness that diversity brings and the strength and skills that it brings to CoM is celebrated in communications. Leaders regularly speak to the strength that workplace diversity brings, projects are often promoted and celebrated at their commencement, and some when they have a significant outcomes on their impact on community. Events for staff and community that promote inclusion are always profiled.  
	 People Matter Survey responders increased agreement that the organisation uses inclusive and respectful language increased by three per cent to 87 per cent, 71 per cent agree that they feel that they belong, 
	Years 1, 2, and 3
	Strategic Communications 

Diversity and Inclusion Senior Adviser
	1
	 
	 
	 
	 
	 
	 

	1.1.10 Ensure induction covers CoM activities in and commitments to progress gender equality and inclusion.
	Ongoing
	Induction for new staff is hosted monthly and in every session, in the reporting period over 350 new staff have attended induction. There are presentations by the workplace diversity and equity portfolio alongside the Community Development team highlighting City of Melbourne's commitment to progress gender equality belonging, diversity and equality. The sessions highlight activities under way at the time - such as consultation for development of the GEAP, People Matter Survey, International Women's Day events, IDAHOBIT and Pride Month. The Melbourne Pride staff group also present and promote their role, opportunities for involvement and membership for all staff. This is a low cost, time efficient and effective way to introduce new staff to City of Melbourne's commitment to gender equality, diversity, equity and inclusion and the Diversity and Inclusion Senior Adviser. 
	During the reporting period a total of 400 new starters have attended this presentation since the GEAP was launched.

When the induction sessions are evaluated the diversity and inclusion sessions are rated as one of the most engaging and interactive sessions. 
	Years 1, 2, and 3
	Learning and Organisational Development 

Diversity and Inclusion Senior Adviser

Community Development Branch
	1
	 
	 
	 
	 
	 
	 

	1.1.11 Ensure that images and communications reflect City of Melbourne’s commitment to diversity, inclusion and gender equality including through use of the City of Melbourne and WHV’s Gender Equality Advertising and Communications: Guidelines for Local Government.
	Ongoing
	City of Melbourne have a library of images that staff are to use for internal communications which intentionally include images of a diverse range of staff in a variety of roles - some promoting diversity in gender dominated industries. This image library has recently had additional images added to it which have had diversity as a priority. Strategic Communications use a wide range of images on internal messaging and strategic documents are growing in their representation of staff diversity. 

CoM has an editorial Style Guide that includes information on the use of inclusive language, gender, working with diverse communities, acronyms and appropriate terms. This is promoted to staff through the year and is highlighted in the diversity and inclusion session in Induction. 
	It is difficult to measure what is delivered as the data on use of images is not collected. 

The People Matter Survey indicates that 87% of staff agree that the organisation uses inclusive and respectful images and language. This is an increase from 84% in 2021. Women have increased their level of agreement from 80% in 2021 to 89% in 2023. People with self-described gender have increased their agreement from 67% in 2021 to 82% in 2023. Men's level of agreement has decreased from 89% to 87% between 2021 and 2023.
	Years 1, 2, and 3
	Strategic Communications 
	 
	 
	 
	4
	 
	 
	 

	1.2.1 Regular updates to ELT, MLT, Councillors and staff on GEAP progress and projects delivered.
	In progress
	The GEAP is in its first year of delivery and about to undergo a mid-point review. An update on progress made in gender equality and GEAP actions will be provided to ELT in September 2023. They will be invited to comment on progress and approve a formal update to the Commission and all staff. Senior leaders receive updates on survey outcomes (People Matter Survey and Australian Workplace and Equality Index Survey) and culture surveys that include reflections on belonging and equality.  

There have been GEAP projects and activities presented to MLT with announcements of new equity and diversity data options for staff in April 2023, an LGBTIQ+ awareness session program, and promotion of the People Matter Survey in May 2023. A specific LGBTIQ+ session was held with ELT in May 2023 to provide the Australian Workplace Equality Index Survey results and recommendations for the next steps in LGBTIQ+ workplace inclusion. 
	Mechanisms for engagement with leadership have been used for GEAP activities.

Senior leaders have received updates on three survey results in the reporting period that contribute to inclusion and equality.

There will be detailed reporting to ELT between September and October 2023
	Years 1, 2, and 3
	Director People Culture and Leadership 
	1
	
	3
	4
	5
	6
	7

	1.2.2 Provide a dashboard that includes workforce and gender equality statistics across the organisation, division and branches.
	In progress
	Work for this action has commenced. Consultation has been undertaken with all stakeholders, data and integrity audits are completed, refreshed data controls and dashboard build has commenced.  

A showcase of the dashboards to PCL stakeholders was completed and after feedback was received, the dashboards are undergoing refinement, in preparation for the initial launch Q1 2023-24 (July-Sep 2023).
	Dashboard expected to be delivered in Q1 of FY24 (July-Sep 2023)
	Year 2 and 3
	Systems and Payroll 
	1
	
	3
	4
	5
	6
	7

	1.3.1 Training on gender equality and intersectionality is provided to employees.
	Not started
	This has not started as it is dependent on the design and implementation of a gender equality and prevention of violence against women learning pathway for workers. Implementation has been delayed as the result of challenges in sourcing expertise from the learning and development / gender equality employment market and alternatives are needing to be explored, likely the engagement of a consultant. A partnership between People, Culture and Leadership and Community Development and a scope of works is complete. This action will be complete in Year 2. 
	Action not started 
	Years 1, 2, and 3
	Learning and Organisational Development
	1
	
	
	4
	
	
	

	1.3.2 Develop and deliver training for leaders in gender equality and working with diversity.
	In progress
	This activity is underway but not yet delivered. The procurement process is underway for a formal leadership development program which will include diversity, equity and inclusion in the learning activities for leaders. This will be complete in the second quarter of Year 2 of the GEAP. 
	Employee experience will be monitored - in 2021 84% of responders to the People Matter Survey agreed that their manager works effectively with people from diverse backgrounds. Men agree at the highest level with 92% agreement, 83% of women agree and people with self-described gender agree at the lowest rate with 70% in agreement.

Leadership participation will be tracked along with effectiveness and impact of training. 
	Years 1, 2, and 3
	Learning and Organisational Development
	1
	
	3
	4
	5
	6
	7

	1.3.3 Equip employees to carry out gender impact assessments with resources, opportunities to learn, access training, support and connect with colleagues at other councils.
	Ongoing
	The roll out of Gender Impact Assessments commenced in March 2023. This was supported with a project group overseeing organisation wide engagement, provision of training to staff, establishment of an internal CoMWeb page to support staff and commencement of provision of a range of resources to staff undertaking GIAs.

A total of 26 staff were trained as GIA champions, 24 staff were trained as Responsible Officers, 58 staff are members of a GIA Community of Practice where ongoing support and shared learning takes place. 49 People Culture and Leadership staff undertook GIA Training in April 2023 with a focus on internal GIAs, .
 
A second wave of GIA training is anticipated to commence in September 2023 to grow the number of Responsible Officers trained and to respond to the learning needs of those completing GIAs. Data demonstrates the need to explore ways to increase male participation in training to be reflective of their representation in the organisation (40%). 
	A total of 99 staff have been trained as either Responsible Officers or Champions, 198 hours of staff time.

78% of those that have undertaken GIA training identify as women, 22% as men. This is a consistent pattern for participation in career development with 75% of participants being women in 2020-21. 
	Years 1, 2, and 3
	Diversity and Inclusion Senior Adviser
	1
	
	3
	4
	5
	6
	7

	1.3.4 Support membership by Councillors in networks and associations aimed at promoting diverse participation and leadership in local government.
	In progress
	This activity is underway with Council membership of groups and associations such as the Municipal Association of Victoria (MAV), Victorian Local Governance Association (VLGA) and Australian Local Government Women’s Association (ALGWA) providing access to networks and forums fostering diverse participation and leadership within the local government sector. ALGWA participation also included individual membership by three Councillors and participation in its annual conference.
	Active membership by Councillors and engagement in specific events. The impact of this activity is difficult to measure and will be looked at for reporting at the conclusion of the GEAP. 
	Years 1, 2, and 3
	Governance
	 
	2
	 
	
	
	
	

	2.1.1 Provide an anonymous reporting platform for experiences of sexual harassment, bullying and discrimination which also includes information on supports, services and referral options.
	In progress
	An interdisciplinary working group is working across People, Culture and Leadership to deliver an anonymous reporting platform. 
 
Project considerations to date have included: A number of perspectives are being taken into consideration: from safety and wellbeing, from a diversity, equity and inclusion perspective, and also from a people advisory perspective. City of Melbourne has looked at some current provider options, but have not made a decision as yet, while we consider all stakeholder perspectives and undertake a formal procurement process.  

Our current hazard and incident reporting platform (launched in March 2023) allows for confidential reporting, but this is not to replace an anonymous reporting platform. We are aiming to align the launch of an anonymous reporting platform with associated current works like the recruitment and training of a new peer supporter officers, the review of key people policies (Sexual Harassment Policy and Procedure) and the inclusion of contingent workers (labour hire staff) to have full access to City of Melbourne supports, such as EAP.  

While the project will be delivered ahead of schedule, there have been challenges in the timelines for the delivery of this project. These have included the number and wide range of strategies that need to be delivered and the interconnected nature of them, meaning that challenges or failure to  progress in one activity has impacted on the timeframes. For example, it’s is important to have a Peer Support Program in place before the anonymous reporting platform is launched. Part of the impact on timelines has included working within existing staff availability and multiple priorities for all team members.

We are aiming to launch the anonymous reporting platform by the end of 2023.
	A dedicated solution has not been implemented yet, but confidential reporting has been included in Riskware, our incident, hazard, and near-miss reporting platform. Since launching Riskware in March 2023, we have had 20 confidential incident reports made, all relating to some form of inappropriate behaviour, two of which have become formal complaints.

The total number of reports in regards to sexual harassment during the reporting period total one.
	Year 2 and 3
	Safety and Wellbeing 

People and Performance

Diversity and Inclusion Senior Adviser 
	 
	 
	 
	4
	
	
	

	2.1.2 Utilise the data from the anonymous reporting platform to inform strategies to prevent harmful behaviour from taking place and inform response and support.
	Not started
	This item is not due to start until Year 2 and it is dependent on action 2.1.1, which is the establishment of the anonymous reporting platform being launched. 

The framework design has started, as has consideration on what and how to collect data from the platform. 

We have commenced exploration of how instances of inappropriate behaviour and sexual harassment are addressed when they are not formal reports.
	Action not started 
	Year 2 and 3
	Safety and Wellbeing 

People and Performance

Diversity and Inclusion Senior Adviser 
	 
	 
	 
	4
	 
	 
	 

	2.1.3 Include the data from the anonymous reporting system in GEAP workforce data analysis.
	Not started
	This action is not required to start until Year 3, as it is dependent on actions 2.1.1 and 2.1.2 being completed. Once anonymous reporting is live, data can be captured, which means reporting can commence.
	Action not started 
	Year 3
	Safety and Wellbeing 

People and Performance

Diversity and Inclusion Senior Adviser 
	 
	 
	 
	4
	
	
	

	2.1.4 Provide and promote the People Assist Program that can support those who have experienced harmful behaviours, and provides supports for a range of diversities.
	In progress
	The Employee Assist Program (EAP) at City of Melbourne provides a wide range of services for all staff to help resolve problems that are negatively impacting them, including experiences of harmful behaviours. It also has customised services for Aboriginal and LGBTIQ+ staff. The program has been in place at CoM for several years, and most recently, received fresh promotion with the redesign of our People Hub intranet site, having no less than 15 hyperlinks to the EAP booking page or content page. The EAP service is regularly promoted throughout the year to all staff, including at extraordinary times (for example during events and people surveys being live). There is now an uplift on information about the services of ‘Manager Assist’, ‘Money Assist’ and ‘Legal Assist’ which are part of the EAP offering.
	The uptake of all services is tracked - 2023 saw a slightly higher number of new cases (223 compared to 209 in 2022). 
	Years 1, 2, and 3
	People, Culture and Leadership 
	 
	 
	 
	4
	
	
	

	2.1.5 Provide Contact Officers who are representative of our diversity, promote their availability and expertise to staff.
	In progress
	The Contact Officer Program has been reviewed and is being replaced with a Peer Support Program.

This new program has undergone comprehensive planning and a GIA. It was clear that
- there is a need the program to respond to and support personal and workplace issues
- that the program is connected to other workplace safety and respect activities
- that it has a role to play in encouraging reporting of workplace issues
- there is a need for diversity in the Peer Supporters and their areas of knowledge, and this will be built in to the recruitment of Peer Supporters and delivery of the program over the medium term.
- that there be support mechanisms for Peer Supporters to ensure they are safe and well in their roles and the importance of the role of the wider People Culture and Leadership branch in support and response.

The program is important for tracking workplace and wellbeing issues. There will be comprehensive reporting on usage of the service, types of issues and support provided.

Promotion will be carried out on launch with an update CoMWeb page launched. 
	The Peer Support Program is on track to be delivered in Year 2.

It officially launches in July 2023 with EOIs for Peer Support Officers opening and will be launched to CoM workers in August 2023.

Mechanisms will be in place to measure the number of contacts and reasons for contact.

Tranche 1 will see us launch with 20 Peer Support Officers - by September 2023.

Following a review of this first implementation we will look at incorporating a further up to 20 peer support officers by March 2024.
	Years 1, 2, and 3
	Manager Culture and Organisational Development 

Safety and Wellbeing Team

Peer Support Working Group
	 
	 
	 
	4
	 
	
	

	2.1.6 Provide support to and ongoing development opportunities for Contact Officers.
	In progress
	The new Peer Support Program Training will commence with two days of initial training for participants. There will be ongoing regular refresher training every 3 to 6 months providing access to a broad range knowledge across the diverse experiences of staff.

To support Peer Supporters  mechanisms include:
- Safe Select Assessment done by Converge to select Peer Support Officers who are able to carry out their roles
- Reporting system enabling identification of Peer Support Officers who are providing support - this allows Safety and Wellbeing Team and Converge to proactively reach out and provide support.
- Group check in session provided by Converge every 2 months (1-2 hours)
- Three individual consults per person/per year provided by Converge through Peer Support Program
- 1:1 support through EAP - 3 per year
- Training in responding to domestic and family violence, LGBTIQ+ awareness, bullying, harassment and discrimination
- 1:1 support Safety and Wellbeing Team and PCL Business Partner
	This is on track to be delivered because:

There will be a data capture and reporting system on number of contacts and the reasons for contact which will inform the development of Peer Supporters

Number of Training or Development Opportunities: 2 days foundational training, refresher training every 3 - 6 months, introduction of new topics every 6 months approximately.

There will be three support sessions in place per year.

Ongoing support for Peer Supporters by PC&L staff with regular conversations and delivery of solutions and support, regular meetings of Peer Supporters will also take place. 
	Years 1, 2, and 3
	Manager Culture and Organisational Development

Safety and Wellbeing Team
	 
	 
	 
	4
	 
	 
	

	2.2.1 Increase the likelihood that employees would take action when they see sexual harassment, discrimination and bullying through campaigns, policies, role modelling, training, and providing support to bystanders and whistle-blowers.
	In progress
	This activity has partially commenced through planning and actions for the anonymous reporting platform and all the supporting activities underway. There will be opportunity to lift awareness, support and conversations about sexual harassment bullying and discrimination when the anonymous reporting platform is launched and then repeated once in place (2.1.1). 

This strategy encompasses and is supported with sexual harassment, discrimination and bullying policies being refreshed and training included in the mandatory training for all new employees and refreshes required during worker employment at City of Melbourne. Prevention training and Bystander Training will be refreshed and delivered periodically to staff.

With such a small decrease in the experiences of staff in sexual harassment, bullying and discrimination (People Matter Surveys)  increased support to and conversations about prevention, reporting and bystander action require continued effort and strategy implementation. 
	People Matter Survey responder agreement that the organisation takes steps to eliminate bullying, harassment and discrimination increased four per cent to 68 per cent, feeling safe to challenge inappropriate behaviour increased four per cent to 69 per cent. 
	Years 1, 2, and 3
	People, Culture and Leadership 
	 
	 
	 
	4
	
	
	

	2.2.2 Ensure the gender impact assessments on programs, policies and projects that impact community include prevention of sexual harassment, bullying and discrimination for employees and community.
	Ongoing
	The GIA template includes a recommendation to reflect on the impact of the activity for staff, whether in the development of the activity or the ongoing implementation. Staff are supported in their GIAs with backlash and resistance included in training, and where to go for support and planning information. 
	The impact of GIAs completed at the time of reporting and the inclusion of impact for staff are yet to be seen.  

The number of staff experiencing harmful behaviours will be measured in the workplace audit and People Matter Survey completed in mid-point and end of GEAP reporting. 
	Years 1, 2, and 3
	Diversity and Inclusion Senior Adviser

Senior Policy Officer Diversity and Equality
	 
	 
	 
	4
	
	
	

	2.2.3 Refresh CoMWeb pages about sexual harassment, respectful behaviours at work, related polices and supports.
	Ongoing
	The recently redesigned People Hub site has been updated to enable easier access to information about sexual harassment, respectful behaviours, related policies and resources. Subject matters such as these are more visible in the information architecture, and content for these intranet pages has been updated. The bystander policy, gender equality policy, sexual harassment, bullying and discrimination policies are profiled there and highlighted on numerous relevant pages, also easily accessible in a new policy register. There will be further updates and new communication activities implemented when the current review of these policies is complete.
	All People Hub pages relating to sexual harassment and respectful behaviours at work were refreshed in May 2023. Page visits can be counted however, these are not wholly accurate as many users are PC&L based, these will be tracked over time especially when communications are underway as a measure of the success of communications.
	Year 1
	Safety and Wellbeing 
	 
	 
	 
	4
	
	
	

	2.2.4 Review policies and procedures to ensure best practice including prevention and response to sexual harassment bullying and discrimination for employees, including when working with community.
	In progress
	This action is underway ahead of schedule. The review of the Sexual harassment and Bullying and Discrimination Polices are part of a program which will see 18 policies updated. The work is being undertaken by a law firm to assist City of Melbourne to ensure legal compliance. Three policies are currently at draft stage, are being reviewed by subject matter experts and awaiting sign off by PCL Director. We anticipate all policies will be completed by September 2023.

Next steps:
- Create a timeline for the remaining policies to be reviewed.
- Develop a Policy Framework that outlines a process for reviewing policies and ensures review on a rotating schedule.
- Develop a communications plan to promote the refreshed policies
	Action not complete
	Year 2
	People and Partnership

Safety and Wellbeing

Learning and Organisational Development
	 
	 
	 
	4
	
	
	

	2.2.5 Provide training to staff, leaders and Contact Officers on how to prevent and respond to sexual harassment, bullying and discrimination.
	Not started
	This item has not started as it reliant on the anonymous reporting platform being in place and the refresh of the Sexual Harassment and Prevention of and Response to Bullying and Discrimination policies being complete. 
	Action not started 
	Year 1
	Organisational Development
	 
	 
	 
	4
	
	
	

	2.2.6 Review the Councillor Code of Conduct and supporting policies including Respectful Conduct Policy and access to an Independent Respectful Conduct Adviser.
	Not started
	This action is not due to start until Year 2. Councillor code of Code of Conduct is earmarked for review in 2024 and part of transition and induction of a new Council after the 2024 elections. 
	Action not started 
	Year 2
	Governance
	 
	 
	 
	4
	
	
	

	2.2.7 Provide learning and development opportunities for Councillors in areas such as sexual harassment and discrimination, gender equality and inclusiveness.
	In progress
	Councillors were provided with access to training and development programs offered by peak bodes and organisations including the Municipal Association of Victoria, Victorian Local Governance Association. Opportunities included gender equality training. 
	Programs specific to the roles of Councillors have been offered. 
	Years 1, 2, and 3
	Governance
	 
	2
	 
	4
	
	
	

	2.2.8 Provide policy, training and support mechanisms to employees that raise awareness of standards of behaviour, encourage behaviours to prevent harmful behaviours and support when they occur.
	In progress
	Policies are in place such as the bystander policy, sexual harassment, bullying and discrimination, and some culture activities carried out. However not all training is in place to support policies (such as bystander and gender equality). There is a learning strategy under development for diversity and gender equality, that will see this activity progress further in 2024. 
	in progress as a learning pathway is under development that will support gender equality. 
	Years 1, 2, and 3
	People, Culture and Leadership 
	 
	2
	 
	4
	
	
	

	2.2.9 Bystander action resources and training refreshed, provided and promoted.
	Not started
	This item has not been able to be progressed as it is reliant on the Sexual Harassment, Bullying and Bystander policies review being complete. Bystander training will be updated to reflect the new policy and is planned for 2024. This training will form part of the diversity, equity and inclusion learning pathway strategy providing opportunities for workers to develop their knowledge across diversity and inclusion as well as being a bystanders.
	Action not started 
	Year 1
	Learning and Organisational Development
	 
	 
	 
	4
	
	
	

	2.2.10 Cultural safety, diversity, LGBTIQ, unconscious bias, positive ageing/ageism and human rights training delivered.
	Ongoing
	Cultural Awareness training (by Polykala) is delivered and available to all staff as awareness and bias training. Pride in Diversity delivered six LGBTIQ+ sessions to 80 staff in 2022 as part of City of Melbourne's ongoing membership. There is also a consultancy aspect to Pride in Diversity membership that is promoted to leaders. 

Masterclass sessions have been identified and are being developed for all staff to access and will begin to build a library of resources. For example, Sustainable Development Goals (SDGs) training sessions are currently available via eLearning with a leader workshop in design and support these learning offerings.
	While the action has commenced the evaluation is not yet complete
	Year 2 and 3
	Learning and Organisational Development
	1
	
	
	
	
	
	

	2.2.11 Investigate and implement ways to engage a wider range of employees from all areas of council in gender equality and diversity training and development.
	In progress
	Learning and Organisational Development use training calendars, email communications to branches and internal promotion (CoMNews and Yammer) to reach the organisation. Further development is underway with Strategic Communications team members to improve and extend the reach of marketing and communications for all relevant offerings and opportunities. The success of these new communication strategies will be evaluated with feedback from staff and analysis of attendance and People Matter Survey results.
	Effectiveness will be assessed as part of program evaluation. 
	Year 1
	Learning and Organisational Development
	1
	 
	 
	4
	
	
	

	2.2.12 Provide and promote events, awareness raising activities, training and development opportunities in gender equality and prevention of violence against women.
	In progress
	Gender equality activities are promoted by CoM and staff across days of significance and spontaneously, and often with assistance from Strategic Communications. Methods include staff hosting events in their work areas, formal or worker lead posts in Yammer, resources being available to all staff at all times in Learning Hub and on CoMweb, articles in CoMNews, using staff groups and networks, People Business Partners talk to strategies and activities, leaders have key activities and strategies highlighted di the communications and meetings. 
	100 per cent of activities have been promoted to all workers. 
	Years 1, 2, and 3
	Strategic Communications 
	 
	 
	 
	4
	 
	 
	



	2.3.1 Analyse workplace safety and wellbeing data by gender and where relevant develop strategies to increase equality based on the findings.
	Ongoing
	All data that is received (for example, via workers compensation claims, incident reporting, hazard reporting) is gender desegregated to facilitate a gender lens being applied to the assessment of these cases. This is also informing our practice. Depending on the case, we are able to change our approach to dealing with cases, for example, asking the question of who the appropriate person to report to should be, based on gender. We can also look at the line manager when assessing the gender balance for gender safety issues. 

Since the launch of Riskware (incident reporting platform) in March 2023, reporting has increased by nearly 100%. Analysis of data is ongoing, and since March 2023, we look at work areas and gender footprint to help us understand if there may be a factor in the lack of equality influencing, which involves a good reporting culture, as well as good response culture.  

We’re currently in a triage stage, but we are focussed on prevention; this is ongoing and there's still work to do. The launch of Riskware in March 2023 has allowed the review of every incident in real time, looking for the appropriateness of the response.
	There has been an increase in the number of reports for inappropriate behaviours (bullying, sexual harassment and decimation) through the provision of a confidential option in Riskware. Part of the success has been the communication about Riskware launch and related user training. These learnings will be applied to communications for the anonymous reporting platform. 
	Year 2 
	Safety and Wellbeing 
	1
	
	
	
	
	
	

	2.3.2 Include 2023 workplace safety and wellbeing data in the Gender Equality Action Plan workplace audit.
	Not started
	This action was dependant on the implementation of Riskware. Now that Riskware has been in use for one quarter (March - June 2023), this can commence. 

Prior to Riskware being launched in March 2023, the previous platform used to report incidents, hazards, and near-misses was our HRIS, which was very limited for reporting purposes. From the HRIS reports, there were no reports related to sexual harassment made.  
	In the reporting period there were no active workers' compensation claims that are related to sexual harassment, but there were active claims that are related to inappropriate behaviour.
	Year 3 
	Safety and Wellbeing 
	1
	
	
	
	
	
	

	3.1.1 Have in place and implement the Gender Equity Policy.
	Ongoing
	This is an ongoing action that is underway. The Gender Equity Policy is in place and is a clear articulation of the commitment of City of Melbourne and behaviours expected in the workplace. It is used as a reference point in the review of connected policies, such as sexual harassment, bullying and discrimination and if a foundation document in the planning of culture activities in the workplace 

The policy is published and available to all staff at all times on People Hub, and promoted to staff in communications about the organisational commitment to gender equality and cultures of safety and respect. Examples include around days of significance like International Women's Day, Gender Equality Action Plan development and consultation, when strategies are being developed, internal communications for staff engagement and used as a foundation in the development of internal culture programs.

A training and development program in gender equality will strengthen the intent and outcomes of having a gender equality policy, the gender equality learning pathway will assist with this and the policy will be referred t in the training and sessions delivered. 
	Overall measure will be progress in gender equality in the workplace.

Measure will include policy inclusion in gender equality training. 
	Years 1, 2, and 3
	People and Partnership and Safety and Wellbeing in People, Culture and Leadership 
	1
	 
	 
	 
	
	
	

	3.1.2 Provide a Bystander Policy and toolkit with training to support implementation.
	In progress
	The 'Preventing Violence Against Women Bystander Policy and Procedure' is currently available to all staff on People Hub and is promoted in staff events and training through the year.

A standalone Bystander Policy is being drafted with assistance from a law as part of our review of 18 key policies (2.2.4) which is currently under way.

We have a toolkit - 'Bystander Action at CoM - don't walk past toolkit' available to staff on People Hub to support implementation of the Policy. Planning is underway for the delivery of bystander training to support these documents and increase the likelihood that staff would take action when they see disrespect or harmful behaviours taking place. 
	Bystander policy is in place and available to staff at all times. Refreshed training will be available to staff after the policy refresh. 

Staff confidence in feeling safe to challenge inappropriate behaviour at work has increased from 65% to 69%, people with self-described gender agree the least at 55%. 
	Years 1, 2, and 3
	People and Partnership and Safety and Wellbeing in People, Culture and Leadership 
	1
	 
	 
	4
	 
	 
	7

	3.1.3 In partnership with the Melbourne Pride Network, write and approve a policy and toolkit for transition and affirmation of gender in the workplace.
	In progress
	Work has commenced with the Melbourne Pride Executive Committee and with advice from Pride in Diversity to develop a Gender Diversity and Affirmation of Gender Policy and Affirmation of Gender Toolkit.
 
Consultation has been undertaken with people with lived experience, the Melbourne Pride Network and Executive, and consultation and guide from the Relationship Manager at Pride in Diversity. There has been a project group that has overseen the content and process to draft the policy and toolkit. 

The draft is ready to progress to consultation with ELT, Consultative Committee and staff. 
	This policy and toolkit have been directly informed by people with lived experience and has had input from Pride in Diversity.

It is on track to be delivered early in Year 2. It is justified as being 'In progress" because the first draft of both documents is complete and is going through refinement within PC&L for the normal policy approval and endorsement process.

Staff sense of inclusion and supportive cultures will be monitored in the People Matter Survey and Australian Workplace Equality Index Survey data each year. 
	Year 1 
	Diversity and Inclusion Senior Adviser
	1
	 
	 
	4
	
	
	

	3.1.4 Promote and monitor the transition and affirmation of gender in the workplace policy to ensure employees can confirm their gender identity in a supportive environment.
	Not started
	This action is not due until Year 2, and it is reliant on the Gender Diversity and Affirmation of Gender Policy and Toolkit being in place
	Staff sense of inclusion and supportive cultures will be monitored in the People Matter Survey and Australian Workplace Equality Index Survey data each year.
	Year 2 and 3
	Diversity and Inclusion Senior Adviser
	1
	 
	 
	4
	 
	 
	

	3.1.5 Ensure gender impact assessments on new or reviewed services and programs that impact community incorporate support of gender equality for employees.
	In progress
	The GIA template includes a prompt to reflect on the impact of the activity for staff, whether in the development of the activity or the implementation. City of Melbourne aims to build in prevention of violence against women and equality in to the design of services and programs for staff as well as community. Staff are supported in their GIA and work with awareness of backlash and resistance, and where to go for support and planning information. Staff who are undertaking their first GIA have been provided with access to the Diversity and Inclusion Senior Adviser for advice on workplace experiences and gender equality in training and the ongoing Community of Practice. 
	The item is in the GIA template - it will take some time for GIAs to be completed and reported on to see the impact of the strategy 
	Year 2 and 3
	Community Development 
	1
	 
	 
	 
	 
	6
	

	3.1.6 Ensure that any new or revised internal policy, process or program that can increase gender equality undergoes a gender impact assessment and encompasses human rights, LGBTIQ+ and diversity lenses.
	In progress
	GIAs on internal activities have commenced with People, Culture and Leadership commencing them. Training for all PC&L staff was completed in April 2023 with 90% attendance across the branch. Three GIAs have commenced on the Study Assistance Policy, Peer Support program and the Family and Domestic Violence Policy.

A community of practice has been established to support People Culture and Leadership staff commencing or supporting GIAs. The Community of Practice meet every six weeks and are supported by the Diversity and Inclusion Senior Adviser.
	This is in progress with training complete, templates available and three GIAs underway. At the time of reporting there was one GIAs complete to be incorporated in to the GIA reporting. 
	Years 1, 2, and 3
	Diversity and Inclusion Senior Adviser
	1
	 
	 
	4
	5
	6
	

	3.2.1 Increase employee diversity data collected, analysed and used to inform activities to increase equality.
	In progress
	While this action is not due until Year 2, phase one has been completed. 

With the People Culture and Leadership branch and special interest groups (e.g. Melbourne Pride, Gender Equality Staff Group and people with lived experience of diversity) being consulted, a new employee self-service section in our existing HRIS was implemented to capture the diversity data. We launched the new employee self-service section of the HRIS to the organisation via a communications campaign, also holding focused sessions with PC&L and staff diversity groups across CoM in February 2023. 

We have now completed an initial analysis and gathered insights of the data to inform reporting. Reports have been sent to PC&L leadership team, Aboriginal Melbourne (for RAP), and the data will also be supporting annual reporting. 

Completion rates by staff remain low so ongoing communication and inclusion in Onboarding materials are required.
	The options for staff to confidentially complete equity and diversity data is complete in My Aurion ESS. This will be promoted to staff through the year, especially around workplace diversity and inclusion activities.

What data is gained through surveys and workplace audits will be shared with staff to demonstrate City of Melbourne’s commitment to using the data and hopefully build confidence and trust.
	Year 1 and 2
	Systems and Payroll 
	 
	 
	 
	 
	 
	 
	7

	3.2.2 Assign ANZSCO Codes to roles to ensure compliance with 2023 workplace audit requirements.
	In progress
	This action has commenced. ANZSCO codes are ready for Gender Equality Act Reporting which will commence in July 2023. 

The project included conducting an assessment of the initial reporting landscape (the same assessment as in 1.2.2), extraction of all City of Melbourne people data and undertaking a data integrity audit. 

In consultation with other People Culture and Leadership stakeholders (leadership team), we completed a data remediation and validation program of work. We implemented refreshed data governance controls and periodic data integrity reviews. The build of dashboards, housed in Power BI commenced, feedback was gathered and to be reviewed on the first version. We are now refining the dashboards based on stakeholder input in preparation for the initial launch. We anticipate completion in Q1 FY24
	ANZSCO codes have been applied to the 2023 workplace audit, results are pending and are due in February 2024. 
	Year 1
	Systems and Payroll 
	1
	
	
	
	
	
	

	3.2.3 Analyse the diversity of the community to understand the diversity we are aiming for.
	Complete
	The analysis of People Matter Survey Data 2021 and Census data is complete with insights being used to develop the People Strategy and Diversity, Equity and Inclusion Strategy. 

There were challenges in not having diversity data for all staff - the solution was to use People Matter Survey diversity data as an estimate of the workforce. This made comparison of age and disability difficult due to groupings and definitions. For example, the age groupings between the PMS and Census are different and the rates of disability are not comparable as the Census has a different definition as the self-identifying questions in the PMS.

Overall, the City of Melbourne workforce is not as diverse as the community that it serves. This is particularly notable in cultural diversity, age - with the community of Melbourne being very young, and education levels. Recommendations from this work are to continue to progress strategies that attract and retain a diverse workforce including options to train young people, increasing the diverse range of applicants to roles and removing barriers in the recruitment process. 
	When looking at the PMS for 2023 diversity of responders remains steady with no visible increase in diversity, however this is not necessarily representative of the organisation.
	Year 1
	Diversity and Inclusion Senior Adviser
	1
	
	
	
	
	
	

	3.2.4 Report on recruitment, training, workplace flexibility, gender representation in all levels and employment types for each branch, informing branch plans for diversity and equality.
	In progress
	Tracking progress in these workplace activities is a measure of the uptake of strategies that progress and benefits that support gender equality. This is undertaken every two years in a workplace audit and the results analysed and reported on. 

To assist, in Year 2 Learning and Organisational Development commence reporting to branches on learning activities completed by gender. Data collection in talent acquisition process will increase to monitor the diversity of applicants. The People Matter Survey and Australian Workplace Equality Index Survey results will be available to leaders and staff groups. The dashboard created by Systems and Payroll will be available to all branches to People Leaders to support designing strategies to increase equality specific to their areas.
	This activity is in progress as gathering data and it's presentation is underway for workplace and survey data. It is not complete as there is further activity to commence and data to be gathered and made available to the wider organisation. One group of people leaders are accessing data and survey results for their work areas and partnering with People, Culture and Leadership with a view to understanding the experiences of staff, uptake of flexibility and their gender pay gap. 
	Years 1, 2, and 3
	Learning and Organisational Development
	1
	 
	 
	 
	5
	6
	

	3.2.5 Analyse exit surveys and feedback by gender and by diversity and based on the results implement findings.
	Not started
	Currently, no analysis is taking place. This is because there was a pause on conducting exit surveys, but they have recommenced and reporting will commence in 2024. 
	No exit surveys have been analysed.

Workplace audit data for 2023 suggests that women (at 64% when they are 60% of the organisation) continue to be overrepresented in exits from CoM 
	Year 1 and 3 
	Talent Acquisition
	1
	 
	 
	 
	5
	 
	

	3.3.1 Advertise in media and with employment agencies that reach diverse communities to increase the diversity of applicants.
	In progress
	We are currently reviewing the number and type of employment advertising platforms that are currently used and looking to new ones to reach diverse communities. At times, this will be in partnership with agencies that specialise in types of diversity and are working on projects with councils. Work is underway getting to know these agencies and their offerings. 
	The diversity of applicants will be tracked over time. Currently, we don't have percentage of gender and diversity of applicants and we have not selected specialised agencies yet to gather that data.
	Years 1, 2, and 3
	Talent Acquisition
	1
	 
	 
	 
	 
	 
	7

	3.3.2 Build training and systems in to the recruitment process that minimise bias and unconscious bias.
	In progress
	Although this is not due to commence until Year 2 and 3, we have started work. The recruitment workshop (3 hr workshop with recruitment theme) on how you conduct an interview, how to give feedback etc. has included consideration of reducing unconscious bias. The first training course (face to face) will commence in September 2023, and is targeted at people leaders. 
	The planning for delivery on this action is underway which justifies this action being in progress. 

Numbers of staff participating in each type of training session will be gathered and analysed. 
	Year 2 and 3
	Talent Acquisition
	1
	 
	 
	 
	 
	 
	7

	3.3.3 Ensure that advertising of roles and on boarding information includes diversity, accessibility and inclusion options and information.
	Ongoing
	We promote ourselves as a diverse and inclusion organisation who are committed to equality and inclusion. A statement on our commitment, including diversity and inclusion information, is included in our job advertisements and interview guides. This includes how to request modifications at any point of the process.
	This is an ongoing activity that will be refined as barriers are reduced in the recruitment process. 
	Years 1, 2, and 3
	Talent Acquisition
	1
	
	
	
	
	
	

	3.3.4 Ensure gender representation on interview and selection panels.
	Ongoing
	Equal gender representation in the interview panel is included in the Recruitment Policy and is implemented. This is also delivered through Talent Acquisition partners when interviews are booked. We advise the hiring manager that there should be gender balance and diversity on interview panels.
	Currently we do not collect, monitor, or report panel information, but will begin to in 2023-24.
	Years 1, 2, and 3
	Talent Acquisition
	1
	 
	 
	 
	 
	 
	7

	3.3.5 Review and scope for a systemised solution to assist with the consistent application of gender neutral language in position descriptions and advertisements.
	In progress
	This activity is not due to be completed until Year 2 but is underway - ongoing solutions are currently be considered and will be implemented in Q2 2023-24, in the meantime gender language checkers are often used. 
	Action not complete
	Year 2
	Talent Acquisition
	1
	 
	 
	 
	 
	 
	7

	3.3.6 Review and amend recruitment procedures and policies to remove barriers to employment for people of all genders and diversities.
	In progress
	This has commenced with the Talent Acquisition team driving this action. It has been decided for this project to be progressed over time. Policies are currently being reviewed and TA team members are accessing networks and learning opportunities to increase their knowledge. People Leaders across the organisation are partnering with the Talent Acquisition team on different ways of recruiting - at times with a view to increase diversity. Learnings from these are being captured and assessed for effectiveness. 
	Action not complete
	Year 2 and 3
	Talent Acquisition
	1
	 
	 
	 
	 
	 
	7

	3.3.7 Track the pathway of employees that enter leadership positions and design strategies informed by that data.
	In progress
	This action has commenced. An assessment of the initial reporting landscape is complete. City of Melbourne data is extracted and a data integrity audit has been undertaken (same as in 1.2.2). In consultation with other People Culture and Leadership (leadership team) completed a data remediation and validation program of work. Initial planning for the People Scorecard is underway - this will be reporting on core people metrics for the Corporate Strategy and KPIs for the business to use.
	We have this data and it will be incorporated into the dashboard, expected in Q1 2023-24.
	Year 2 and 3
	Systems and Payroll 
	1
	 
	 
	 
	 
	 
	7

	3.3.8 Produce reports on participation rates in training and development for people of all genders, diversity and in part-time and flexible work, consult with employees and implement strategies that address the findings.
	In progress
	Reports are produced for the workplace audit under the Gender Equality Act 2020 and included in analysis. The first People and Performance Report is complete, Learning and Organisational Development will report back to branches on learning activities completed (both professional development and compliance). There is not adequate diversity data in council employment systems, so only gender, age and level analysis is available. 
	Uptake of career development training in 2021 showed that 75% of participants were women - an overrepresentation of women who are 60% of the organisation. 2023 workplace audit data will show any changes. However, what is offered each year will differ so variations will need to be carefully represented. 
	Years 1, 2, and 3
	Learning and Organisational Development
	 
	 
	 
	 
	5
	 
	 

	3.3.9 Update the Parental Leave Policy and process of application to ensure that it does not exclude any gender from taking up paid and unpaid parental leave.
	In progress
	This policy is to be updated in partnership with a law firm as part of our review of 18 key policies (2.2.4) which is currently under way. The review will include the outcomes of the GIA that is undertaken as the impacts for a diverse workforce must be considered. We anticipate the policy review and update will be completed by September 2023.
	Consulting law firm engaged
	Year 1
	People and Partnership 
	 
	 
	 
	 
	 
	6
	 

	3.3.10 Identify key industries or branches with gender segregation and implement pilot projects to reduce gender segregation.
	Not started
	This item is not due until Year 3, however the foundation work of understanding the gender representation in industries and branches is underway with ANZSCO Codes being used and data from 2021 available and 2023 under development and to be used in GEAP reporting. 
	One group of people leaders are accessing data and survey results for their work areas and partnering with People, Culture and Leadership with a view to understanding the experiences of staff, uptake of flexibility and their gender pay gap. 
	Year 3 
	Safety and Wellbeing
	 
	 
	 
	 
	 
	 
	7

	3.3.11 Provide graduate programs, traineeships, scholarships and work experience opportunities that see more diverse candidates enter in to non- traditional careers.
	Not started
	This activity has been paused pending a larger project to commence in partnership with the Talent Acquisition team to explore opportunities across City of Melbourne. There has been initial research undertaken for a specific branch, however the results are not available in this reporting period. 
	Action not started 
	Years 1, 2, and 3
	People, Culture and Leadership 
	1
	 
	 
	 
	 
	 
	 

	3.3.12 Develop opportunities for employees to change careers within the organisation, especially in to gender dominated industries, and provide support as they do that.
	In progress
	This activity has commenced ahead of schedule. Learning and Organisational Development have mapped learning pathways for employees that assist with selection of internal development opportunities, exploring career paths and enabling cross-functional skill development. For example, Business Essentials, Customer-Centric Learning Path, diversity, equity and inclusion learning pathways and a selection of masterclass sessions will support staff to progress their aspirations while assisting CoM to retain skilled and knowledgeable staff. The full program is due to be available in 2024. 
	This is underway as the learning and development foundation to support this has commenced. 
	Year 2 and 3
	People, Culture and Leadership 
	1
	 
	 
	 
	 
	 
	 

	3.3.13 Establish a leadership program for emerging leaders, ensuring representation of women and diversity.
	In progress
	This activity is planned for early 2024 and will follow the implementation of frontline and manager to leader programs. Currently a Women in Leadership program is being procured and individuals are being referred to external suppliers and internal masterclass sessions for leadership development.
	This is considered in progress because the design and procurement has commenced.
	Years 1, 2, and 3
	Learning and Organisational Development
	1
	 
	 
	 
	 
	 
	 

	3.3.14 Celebrate and acknowledge the different types of leadership at many levels of the organisation, particularly of women.
	In progress
	At the time of reporting new training is about to be rolled out for women's leadership and this strategy can be included and embedded into the diversity, equity and inclusion learning pathway, added to the Management Essentials masterclass or development plan and areas of the business where this is a priority activity will be supported to access training relevant to their industry.

Internal communications activities have profiled women and their work in CoM, especially around the time of International Women's Day there are numerous articles and profiles celebrating women and their work. The recent acting arrangement and following appointment of a woman as CEO was acknowledged as a milestone for CoM both internally and externally. 
	Some actions are in progress. Next steps include increasing the profile of women and diverse team members in a wider range of leadership positions. 
	Years 1, 2, and 3
	 
	1
	 
	 
	 
	 
	 
	 

	3.3.15 Support local government sector initiatives and programs seeking to increase participation by women in 2024 council election.
	In progress
	This activity has commenced ahead of schedule. City of Melbourne has supported State Government and sector led programs around increasing participation by women in local government elections. This has included supporting the Advancing Women’s Leadership Summit (September 2022) at Melbourne Town Hall, and the Women Leading Locally Program including promotion of the program through social channels and the staging of an information session in March 2023 which saw registrations by approximately 100 participants. 
	Ahead of schedule with two events supported in the reporting period. 
	Year 3 
	Governance
	 
	2
	 
	 
	 
	 
	 

	3.3.16 Undertake a review of Council’s ‘Diversity Policy - Appointments to key Melbourne City Council advisory committees, bodies and boards of subsidiary companies’.
	Not started
	This action is due in Year 2 when City of Melbourne will review the operation and composition of advisory committees. This is due to be complete in 2024.
	Action not started 
	Year 2
	Governance
	 
	2
	 
	 
	 
	 
	 

	3.3.17 As part of a review of Council Expenses Policy explore opportunities to further enhance access to resources and services to support a diverse and inclusive Council.
	Not started
	This is action is not due until Year 2. Council Expenses Policy is earmarked for review in first half of 2024 and will explore further enhancing access to resources and services to support a diverse and inclusive Council.
	Action not started 
	Year 2
	Governance
	 
	2
	 
	 
	 
	 
	 

	3.3.18 As part of review of Councillor Protocol, explore opportunities to promote gender equality in the sharing of city representation opportunities.
	In progress
	City of Melbourne’s corporate processes have incorporated gender considerations in requests for Councillor attendance at forums, events and functions. Event organisers are asked to consider achieving gender balance particularly where panels or multiple opportunities are a feature. The Councillor Protocol will be reviewed in 2024 and opportunities to further formally embed these principles will be explored.
	Action not started 
	Year 2 
	Governance
	 
	2
	 
	 
	 
	 
	 

	3.3.19 Provide increased opportunities to participate in the decision-making process of Council through virtual participation in meetings and holding meetings in community locations across the municipality.
	Ongoing
	The City of Melbourne continued to offer access to the Future of Melbourne Committee (to view and participate through questions and submissions) by providing virtual meetings and the hosting in local community venues to increase community participation in decision making processes.
	In 2023, 10 meetings were held throughout the municipality which saw 393 registered attendees, 87 public questions and 1786 livestream views.
	Years 1, 2, and 3
	Governance
	 
	2
	 
	 
	 
	 
	 

	3.4.1 Review and promote the workplace adjustments policy and process and ensure employees know how to request a review.
	Not started
	This action is not due until year two and has not commenced. The current policy is published and promoted to CoM staff. All eligible employees are aware of their entitlement and how to request a review. 
	The PMS indicates that around 5% of workers have a disability, not all will need and adjustment and others may need it due to short term conditions. The satisfaction of workplace modifications will be monitored in the PMS (57% satisfaction in 2021). 
	Year 2 
	Safety and Wellbeing
	 
	 
	 
	 
	 
	6
	 

	3.4.2 Review and communicate family violence leave policy and processes to ensure they are survivor / victim-centric.
	In progress
	This activity has commenced ahead of schedule. 

Changes have been made to the existing policy and the process for applying for Family Violence Leave partly in response to new legislation to commence later in 2023. This included a Gender Impact Assessment undertaken to support the review of the policy, this includes involvement of subject matter experts, people with lived experience, current research and workforce data. Early learnings from the GIA demonstrate a broad range of people impacted by, and diverse experiences of family and domestic violence, the need to be victim centric, the use of plain language and terminology in the policy and supported by regular communications to workers and leaders. 
	Uptake of Family Violence Leave usage will be tracked over time in workplace audits under the Gender Equality Act 2020. In the 2021 reporting period five people used Family Violence Leave. 
	Year 2 
	People and Performance
	 
	 
	 
	 
	 
	6
	 

	3.4.3 Ensure access to information about family violence leave is easily sourced and relevant to employees and leaders.
	Ongoing
	Family and domestic violence support and services information, along with workplace entitlements, has been refreshed and is available on the new People Hub. The page now has a quick exit button, the policy and procedure can be found there along with a range of diverse services and helplines. The new Peer Support Program will be added to this when it is launched. 

Addressing access for staff without regular access to computers is an ongoing communications challenge, the Peer Support program in a variety of locations will assist with information distribution. 
	Internal communication strategy is implemented at key times through the year on family violence leave policy and procedures, along with service and support information. Key times include in and around gender equality events, 16 Days of Activism, staff engagement groups, and with incorporation in to the Peer Support Program. 
	Years 1, 2, and 3
	Diversity and Inclusion Senior Adviser and Safety and Wellbeing
	 
	 
	 
	 
	 
	6
	 

	3.4.4 Provide a culture of support for employees to ensure that those that disclose experiences of family violence are supported, issues raised are taken seriously and dealt with appropriately and effectively.
	Ongoing
	The Peer Support program is being implemented to encourage a culture of response and support. This will assist employees to feel supported while integrating a culture of trust. This will progress more when the policy update is complete and a new wave of communications are rolled out, including sessions for staff and refreshed training.
	Family violence leave policy is published and promoted to CoM staff. Services and supports are promoted to staff at all times on People Hub and specifically around key events or dates through the year. 
	Years 1, 2, and 3
	Diversity and Inclusion Senior Adviser and Safety and Wellbeing
	 
	 
	 
	 
	 
	6
	 

	3.4.5 Provide specialist training to leaders regularly about family violence support, workplace safety planning and leave and flexibility arrangements to support employees experiencing family violence.
	Not started
	This item is not due to commence until Year 2 and 3 as it is reliant on an update of the Family Violence Leave Policy currently underway. 
	Action not started 
	Year 2 and 3
	Learning and Organisational Development
	 
	 
	 
	 
	 
	6
	 

	3.4.6 Promote services, supports and the availability of Contact Officers to employees that may be experiencing family violence.
	In progress
	Information about Family Violence Leave, supports and services available to staff are available on People Hub. Leaders and People Culture and Leadership staff use this information when working with staff that may be experiencing family violence. The People Assist Program is also available and this is promotes to staff numerous times through each year and is available 24/7. Planning for the promotion of and information about the new Peer Support program is underway with a refreshed People Hub page under development and communications plan to recruit Peer Supporters is underway. 
	People Hub page is available to staff with relevant information about Family Violence Policy, People Assist Program and specialised supports and services. 
	Years 1, 2, and 3
	Culture and Development 
	1
	 
	 
	 
	 
	 
	 

	3.4.7 Provide training for Contact Officers and union delegates on family violence as a workplace issue and LGBTIQ+ awareness.
	Not started
	This action will commence with the delivery of the Peer Support Program commencing August 2023. Family violence training will be scheduled for Peer Support Officers in their development program to which union delegates will be invited to participate. 
	Action not started 
	Year 1
	Culture and Development
	1
	 
	 
	 
	 
	 
	

	3.4.8 Audit for, develop and maintain a range of spaces that support our diversity including, but not limited to, easily modifiable workspaces, all gender toilets, reflection room, change spaces, nursing and family rooms.
	In progress
	While this item is not due until Year 2 work has commenced on a new breast feeding and expressing room for parents. This has been lead by the Safety and Wellbeing team with a group of staff with lived experience. People, Culture and Leadership have supported the development and implementation by Facilities Management.
	One space will be complete in July 2023
	Year 2 
	Facilities Management
	1
	 
	 
	 
	 
	 
	

	3.4.9 Collect data on formal and informal flexible working, including feedback from employees, to better reflect and understand their experiences.
	In progress
	This item is not due until Year 2 however data collected to support the task is underway with workplace audit data from 2021 and 2023 being compared. This action will be included in the consultation with staff in the drafting of a new Diversity, Equity and Inclusion Strategy in Year 2. 
	This is considered underway as workplace data and People Matter Survey results will be gathered in July 2023 and compared to 2021 data. The next steps include staff engagement as part of the development of the new Diversity, Equity and Inclusion Strategy. 
	Year 2
	People, Culture and Leadership 
	 
	 
	 
	 
	 
	6
	

	3.4.10 Increase confidence that requests for flexible work would be given due consideration through leadership promotion of flexible work and transparency.
	In progress
	Confidence in workplace flexibility has increased. Part of that has been directly connected with the planned return to the office after pandemic lock downs, during this time there was considerable communication about the support for and need to have conversations about flexible work as part of the return to work strategies. The recent People Hub upgrade included a refresh of the information about flexible work. City of Melbourne now also uses all worker data, not just formal flexible work arrangements, to understand flexible work which is a better reflection of the diverse ways work life balance is supported.
	The People Matter Survey 2023 shows an increase in confidence from 74% agreement to 77% in 2021 that they are confident that a request for flexible work would be given due consideration. Women have increased their agreement from 71% to 81% and people with self-described gender from 62% to 64%.
	Years 1, 2, and 3
	People, Culture and Leadership 
	 
	 
	 
	 
	 
	6
	

	4.1.1 Complete a gender pay gap assessment on reporting level to CEO.
	In progress
	In 2021, gender pay gap analysis was completed using banding as levels to CEO. This provided good insight to the gap by levels and types of employment. However, analysis by classification is only one aspect of the gender pay gap. Therefore, City of Melbourne has committed to complete a pay gap analysis on the best approximation of equal pay for comparable work, which will require an analysis of the gender pay gap by reporting level to the CEO. This will require detailed data work which has commenced by ensuring that the data drawn down for the 2023 workplace audits can be used for this purpose. This action will be complete in the first quarter of 2023-24.
	Underway as the data is ready. The action will completed in Q1 2023-24. 
	Year 1 and 3
	Systems and Payroll 
	 
	 
	3
	 
	 
	 
	 

	4.1.2 Complete a gender pay gap analysis across employee diversity data.
	In progress
	While not due to be complete until Year 3 this action has commenced.

The foundation action for this activity has been completed with establishment of diversity options for staff in My Aurion ESS being made available. At the time of reporting the numbers of staff that have used the diversity options is too low to be able to complete a gender pay gap analysis that results in reliable data and presented in a way that protects confidentiality (in many cases the sample sizes are too small). The option to disclose diversity data will continue to be promoted to staff and the action will look to be delivered in Year 3 as anticipated. 
	Analysis is underway although not possible with diversity data until there is an increase in the number of staff sharing their diversity data. The options will be promoted to staff through the year. 
	Year 3 
	Systems and Payroll 
	 
	 
	3
	 
	 
	 
	 

	4.1.3 Map the policies and processes that can impact the pay gap.
	Complete
	A cross-functional People, Culture and Leadership working group completed this work by mapping out all elements within City of Melbourne's control that can impact the Gender Pay Gap. We assessed the elements we had direct control over, and used this information as a catalyst to investigate CoM polices and processes e.g. CoM recruitment practices and how they impact the gender pay gap.

This work is now being used with branches as they commence work on gender equity. Additional steps include understanding how to progress equal pay in what have traditionally been gendered industries and looking to implement controls and measures in recruitment, performance review and out of cycle review. 
	This project is complete with an assessment of the policies and practices identified in City of Melbourne's control that will be explored for their impact on the gender pay gap in 2023-24 in action 4.2.1. 
	Year 1
	Systems and Payroll 
	 
	 
	3
	 
	 
	 
	 

	4.2.1 Based on the mapping of policies and procedures that impact the gender pay gap, implement revisions and interventions that reduce the pay gap.
	Not started
	This action is not due to be started until Year 2. The preparation work in 4.1.3 is complete to support this action being completed on schedule. 

In 2023-24 there will be at least one project in partnership between People, Culture and Leadership with a branch to see what will see a change in the pay gap and what further recommendations there are. A range of data is being used including workplace audit, sector averages from the Commission for Gender Equality in the Public Sector Insights Portal, workplace audit, People Matter Survey, Employee Experience Survey, Australian Workplace Equality Index Survey. 
	There are learnings to implement from 4.1.3 and new questions that emerged that will continue to be developed. CoM also participated in wider local government research and is anticipating the results will assist. 
	Year 2 and 3
	People and Performance
	1
	 
	3
	 
	5
	6
	 

	4.2.2 Collect data from and report on the impact that the policies that reviewed polices have on the gender pay gap.
	Not started
	This action is not due until Year 3 and is reliant on 4.2.1 being completed and learning implemented.

There will be projects in branches that provide the opportunity to assess the impact of policy and practice changes or implementation. Data will continue to be monitored and reported, particularly in areas of the business that have carried out projects or on policies that have been reviewed. 
	Action not started 
	Year 3
	Systems and Payroll 
	 
	 
	3
	
	
	
	

	4.2.3 Provide reports to branch leaders on branch gender pay gaps.
	In progress
	This item is in progress as the initial set up to produce reports on workplace data is underway. This will be supported by making survey data (People Matter and Australian Workplace Equality Index) available to leaders to inform their projects and activities. Once these reports are completed, this item will then be ongoing, the action is on track to deliver in Year 2 and 3.
	Although this is not due until Year 2, work has commenced with potential to have this data in the dashboard under development. 
	Year 2 and 3
	Systems and Payroll 
	 
	 
	3
	
	
	
	

	4.2.4 Leaders indicate strategies in their work areas to decrease the gender pay gap.
	In progress
	While this action is not due to start until Year 3 there some leaders have commenced projects that explore gender equality, inclusion and diversity in their work areas.

Projects include
- Responding to differing experiences of staff in Pulse Survey, which lead to completing a gender pay gap analysis, looking at recruitment practices and increasing visibility of workplace flexibility for men.
- Developing recruitment practices that increase the diversity in successful applicants where there has been low diversity representation.
- Conducting a GIA on a position description which will alter the PD, has outcomes that could increase the diversity of applications, and has  recommendations for the recruitment and Onboarding processes for that role.  
	While there are not formal plans in place there are actions underway to capture what is done and learnt to develop a resource for the wider organisation
	Year 3
	Multiple branches
	 
	 
	3
	
	
	
	



[bookmark: _Toc200707125]Appendices 3 – Indicators  
[bookmark: _Toc200707126]Table 3 – Factors key 
a	The size of the defined entity, including the defined entity's number of employees.
b	The nature and circumstances of the defined entity, including any barriers to making progress.
c	Requirements that apply to the defined entity under any other Act, including an Act of the Commonwealth.
d	The defined entity's resources.
e	The defined entity's operational priorities and competing operational obligations.
f	The practicability and cost to the defined entity of making progress.
g	Genuine attempts made by the defined entity to make progress.
[bookmark: _Toc200707127]Table 4 – Workplace gender equality indicators progress 
	Indicator
	Confirm if progress made
	Progress description 
	Factor a
	Factor b
	Factor c
	Factor d
	Factor e
	Factor f
	Factor g
	Factors discussion 

	Gender composition of all levels of the workforce
	Yes
	A comparison of the workplace audits of 2021 and 2023 show that the City of Melbourne’s overall workforce gender representation has remained the same since 2021. Men are 40 per cent of the organisation and women are 60 per cent. As the number of people with self-described gender is low, they are not able to be represented as a percentage of the workforce. 
The workforce data shows there is mixed progress in the gender balance and representation of women in types of employment: 
• The representation of women in full-time ongoing employment increased from 52 per cent in 2021 to 53 per cent in 2023. 
• Women’s representation in full-time contract work has increased from 59 per cent in 2021 to 62 per cent in 2023. 
• Men remain overrepresented in full-time ongoing employment as they hold 47 per cent of the full-time ongoing roles while representing 40 per cent of the organisation. 
• In 2021 women were 82 per cent of the part-time permanent workers and there was a slight decrease to 80 per cent in 2023. 
• In part-time contract employment the representation of women has increased from 70 per cent in 2021 to 74 per cent in 2023. 
• The representation of women in causal employment has decreased from 67 per cent to 59 per cent in 2023, with this percentage being a closer representation of the gender ratio of men and women in the workforce. 
The representation of women by classification in the organisation also has mixed progress. It is important to note there are small numbers of workers in some levels, leading to percentages and changes that need to be understood in context. Realising a gender balance can also be difficult with small numbers. Workforce data shows:
• In executive-banded roles representation has decreased between 2021 and 2023. There was a reduction in women’s representation in Executive 4 from 50 to 44 per cent, however the total number in this level is nine, and this change is an increase of one women and two men. • In Executive 2, as there are 27 people in that level, an increase of one women and three men results in a decrease from 57 to 50 per cent. 
• There were small decreases in women’s representation in Class 6 (down two per cent), Class 3 (down one per cent), and Class 1 (a decrease of four per cent), and an increase in Class 7 (one per cent), Class 5 (one per cent), 4 (one per cent), and 2 (two per cent). 
Overall the changes in representation of women in levels are small and not uniform enough to confidently state there is an increase of representation of women in higher levels of the organisation. 
The City of Melbourne is not able to report on workforce data for people with self-described gender due to low numbers and the wide range of diverse identities data as it is not available. The City of Melbourne launched is self-reporting diversity options in 2023 to increase the diversity data that can be used. This self-reporting option will continue to be promoted to staff, the value of the data communicated and examples of its use shared. In the meantime the People Matter and Australian Workplace Equality Index surveys are used to understand experiences of a range of diversities and inform strategies and activities to progress inclusion. 
Comparing the 2021 and 2023 People Matter surveys, some areas of diversity are increasing, as either a result of an increase in the diversity of the workforce, or an increased confidence in workers sharing their diversity data. Both of these contributing factors are positive for the goal of being a diverse workforce. The 2021 and 2023 survey results show: 
• In 2021, five per cent of respondents identified as having a disability, this increased to nine per cent in 2023. 
• The representation of people that identify as non-binary or transgender, remains at one per cent. 
• In 2021, three per cent identify as bisexual and in 2023 this increased to six per cent.
• The representation of people who identify as gay or lesbian remains at six per cent and at two per cent for those that identify as pansexual. 
• In 2021, 22 per cent spoke a language other than English with family or community, in 2023 this rose to 25 per cent. 
• In 2021, 36 per cent identified as having a religion, in 2023 this increased to 43 per cent.  
In this reporting period the City of Melbourne commenced a range of strategies to progress gender representation across the different types of employment and levels: 
• Communication that emphasises our commitment
There has been clear and frequent communication across the organisation about the commitment to and tracking of gender equality progress by senior management in speeches, events and communications sent to staff, communication about the Gender Equality Action Plan and staff events. 
• New appointments
Leaders and hiring managers are responding to the communication about the City of Melbourne’s commitment evidenced by an increase in the number of promotions, secondments and acting arrangements awarded to women. These are likely to result in an increase in women’s representation in higher levels in the next reporting period. 
• Women’s Leadership program. 
A women’s leadership program was designed during, and launched after the reporting period. The program will be evaluated and its impact will be tracked over time. 
• Ongoing staff engagement 
The City of Melbourne engaged with staff in reference groups to inform and guide strategies for equality and inclusion. This includes the Melbourne Pride staff group which has been in existence since 2018, and a new Gender Equality Staff Group which was established in 2023. These staff reference groups aid the City of Melbourne’s progress in LGBTIQA+ inclusion and gender equality through direct engagement with staff. 
• Visual representation of diversity 
There has been a refresh and update of images available and used in communications to increase diversity representation in communications and publications. This has successfully increased staff feeling that the workplace uses inclusive and respectful images to 87 per cent, an increase of three per cent since 2021. 
• Training 
In the reporting period training offerings to staff about gender equality, diversity and inclusion were increased. This includes new disability awareness modules being designed and rolled out, and the launch of Mind Tools, which is a self-development platform that includes a range of equality and inclusion modules. 
• Embedding diversity, equity and inclusion 
Diversity, equity and inclusion is being embedded in the leadership training that was designed in the reporting period and the uptake and impact of leaders leading gender equality work will be tracked over time. 
• Addressing bias and unconscious bias
Diversity and addressing bias and unconscious bias has been incorporated in to the recruitment process for hiring leaders. 
The City of Melbourne will continue to deliver strategies outlined in Theme 3 of the GEAP – Participation and representation. These strategies are specific to increasing women’s participation in all levels and industries and closely aligns with, and will be supported by, the work undertaken to address traditional gender stereotypes in industries. Activities include:
• Enhancing data collection and reporting: The self-reporting diversity option will continue to be promoted to staff to increase the depth of diversity data. Promotion will include demonstrating how the data is used in strategy planning, tracking progress and in promotion of the ongoing organisational commitment. 
• Diversity in leadership: Continue and expand efforts to promote and support gender diversity in leadership positions through targeted programs, such as the women's leadership and mentoring programs. There will be evaluation of the impact of these programs and tracking the progression of women who moved into higher-level roles over time.
• Staff engagement and reference groups: Work with and incorporate advice from staff reference groups, the Melbourne Pride staff group and the Gender Equality Staff Group. The City of Melbourne will continue to foster direct engagement with staff to ensure their perspectives contribute to shaping gender equality initiatives.
• Communication and representation: Communications across the organisation about the commitment to and progress in gender equality, using speeches, events, and internal communications, will continue. The updated image library will support communications in ensuring a diverse representation, fostering an inclusive visual narrative.
• Training and development: Training offerings on gender equality will be expanded, as will diversity and inclusion training. This will promote awareness and understanding, and provide opportunities for workers to increase their knowledge and skills. We will also monitor the impact of training initiatives and track the uptake of leaders leading gender equality work over time to measure success. 
• Embedding equality and diversity in leadership training: Work has commenced and will continue to embed diversity, equity, and inclusion principles in leadership training, ensuring that leaders are equipped to champion and progress gender equality and inclusion efforts. 
• Evaluate and refine strategies: Through the delivery of the GEAP, the City of Melbourne will evaluate the impact of implemented strategies and refine them based on data and results to ensure they align with the goal of creating a diverse and inclusive workforce. This will include monitoring the experiences of staff in the results of the Australian Workplace Equality Index and People Matter Survey.
	Yes
	No
	No
	Yes
	No
	No
	Yes
	(a) The City of Melbourne is an organisation with a diverse range of industries, some of which have traditionally gendered roles for both men and women, and historically these have had male dominated leadership positions, all of which will take time and effort to change. At this stage there is not one particular strategy or program underway to increase gender balance in industries and across levels, rather range actions that support incremental and sustainable change are having an effect. Increasing the skills and awareness in the recruitment process, and increasing conversations with and support for leaders who want to progress equality and diversity, have been the key strategies implemented so far. Recruitment and promotion occur over a large leadership team and a range of teams and industries, therefore it will take time for the impact of these strategies to be evidenced in the workforce data. 
(d) Resources allocated to addressing gender and diversity representation have been carried out within existing resources and strategies have focussed on small and steady improvements.
(g) The City of Melbourne data demonstrates there is progress in the representation of women in some types of employment, that there are increases in diversity in the organisation, and that there are strategies being delivered that will impact the representation of women across levels. However, during the reporting period the positive results could not be directly attributed to strategies, and it will take time for the positive impact of the strategies commenced to be seen in data. There has been strong demonstration of commitment to gender equality through communication at all levels. The implementation of a women's leadership and mentoring program reflects a proactive approach to address gender disparities. The programs will undergo evaluation to assess effectiveness over time. Additionally, there has been an expansion of training offerings on gender equality, diversity, and inclusion, including a new disability awareness module and the incorporation of relevant modules in the Mind Tools self-learning program. The leadership training designed during the reporting period embeds diversity, equity, and inclusion, with plans to track the impact and leaders' involvement in gender equality initiatives over time. The ongoing and increased engagement of staff in reference groups shows the organisation's dedication to involving employees in shaping equality and inclusion strategies. The City of Melbourne will continue to deliver the strategies outlined in the GEAP, apply new learnings, and continue with those already in place that ensure a high level of awareness of the commitment to progress gender equality. 

	Gender composition of governing bodies
	No
	The governing body of the City of Melbourne is democratically elected by the community, placing the selection of its members beyond the direct control of the City of Melbourne. However, various strategies are actively employed to augment the representation of women and individuals from diverse backgrounds within the democratic process.
As of June 2023, there were no changes in the composition of the council, with no new elections or resignations since 2021. Currently, 36 percent of councillors are women, and all councillors fall within the age range of 25 to 64, with the average age exceeding the community average of 28 years. While diversity data is not presently collected from councillors, potential future analysis may be constrained by the limited number of councillors.
Ongoing strategies, spanning 2024 and 2025, are dedicated to amplifying the representation of women within the governing body. These initiatives include:
• Active support for sector-wide programs that will emerge aiming to bolster women's participation in the 2024 council elections. 
• Facilitating community access to council decision-making through public and virtual meetings.
• Reviewing the Councillor Code of Conduct Policy to ensure respectful conduct within the council and enhancing the Council Expenses Policy to better support diversity.
• Ensuring diverse representation in networks, associations, and the allocation of roles within council advisory committees, bodies, and boards. 
• Promoting gender equality in the distribution of representation opportunities amongst councillors.
• Providing councillors with training and development opportunities in areas such as sexual harassment, discrimination, and gender equality.
These comprehensive strategies collectively contribute to fostering an inclusive and representative governing body that aligns with the values and diversity of the broader community.
Factors discussion
(b) The nature and circumstance of the defined entity, including any barriers to making progress
There has not been a Council election nor any councillor resignations during the reporting period, therefore there has been no change in the gender representation or diversity in the governing body. 

(c) Requirements that apply to the defined entity under any other Act, including the Act of the Commonwealth. 
The City of Melbourne does not have direct influence over who is elected by community, therefore the focus of action remains on the pathways for community members to stand for election and the support and opportunity given to diverse experiences and identities of councillors while in office. 
	No
	Yes
	Yes
	No
	No
	No
	No
	(b) There has not been a Council election nor any councillor resignations during the reporting period, therefore there has been no change in the gender representation or diversity in the governing body. 
(c) The City of Melbourne does not have direct influence over who is elected by community, therefore the focus of action remains on the pathways for community members to stand for election and the support and opportunity given to diverse experiences and identities of councillors while in office. 

	Equal remuneration for work of equal or 
comparable value across all levels of 
the workforce, irrespective of gender
	Yes
	In the 2023 workforce data there was a promising reduction of the median annualised base salary gap to 5.7 per cent, down from 8.2 percent in 2021. However, the median total remuneration pay gap remained unchanged at 10.9 percent. At the time of drafting this report the driver behind the reduction in the median annualised base salary and lack of decrease in the total remuneration pay gap could not be explained. To address this a focused project has been approved for 2024 to unpack the data, polices and processes and create a roadmap for improvement of both pay gap measures.
The gender pay gap is also inconsistent across employment levels and types: 
• The most significant gap in employment type for women exists in full-time permanent roles at 8.4 percent, contrasting sharply with the -25.6 per cent seen in part-time contract roles, and 13.6 percent in part-time permanent roles.  
• The gender pay gap also varies across levels, ranging from 9.6 percent in Executive 4 to -5.4 percent in Executive 3. 
An in-depth analysis of the gender pay gap across other diversity dimensions is currently not feasible due to limited diversity data available. 
While the organisation has annual Enterprise Agreement salary increases, and a remuneration increase system tied to a performance appraisal process, the specific impact of these strategies on the gender pay gap has not been thoroughly examined. Although there has been a process mapping exercise to identify factors within the organisation's control that might contribute to the gender pay gap, significant actions, new strategies, policies, or process changes have yet to be implemented. In response to the 2023 data, the City of Melbourne is committed to a comprehensive project to analyse and model the impacts of policies, processes, and behaviours on the gender pay gap. It will leverage insights from engagement with leaders in other gender equality projects, and deliver recommendations and actions to the Executive Leadership Team in 2024–25.
Despite the challenges the gender pay gap results show, the City of Melbourne reiterates its commitment to delivering the strategies outlined to close the gender pay gap in the GEAP. These include efforts to increase women's representation in higher roles, reduce gender segregation in industries, and enhance fairness in recruitment, promotion, and entitlement access to support gender equality.
	No
	Yes
	Yes
	No
	No
	No
	No
	(a) Traditionally gendered roles, historically male dominated leadership, and industry awards and benefits across traditionally gendered industries influence the gender pay gap. These factors have led to a focus on examining the internal policy and process levers within the control of the City of Melbourne and looking at medium-term strategies. 
(d) Resources allocated to addressing the gender pay gap have been carried out within existing resources that are allocated to policy, process and delivery of the GEAP. 

	Sexual harassment in the workplace
	Yes
	Our 2021 and 2023 People Matter Survey data show that 7 per cent of responders experienced some form of sexual harassment in the 12 months before each survey. Workforce data shows no reported cases in the 2021 reporting period, and one by a woman in the 2023 period. The survey also shows that these experiences are different for people with diversity:
o 18 per cent of people who identify as non-binary or who use a different term experienced sexual harassment in the previous 12 months. 
o 7 per cent of women in 2021 and 6 per cent in 2023 had experienced sexual harassment in the previous 12 months. The responses for men remained constant at 5 per cent. 
o Experiences by people with disability decreased from 17 per cent in 2021 to 6 per cent in 2023. 
o People with diverse sexual orientation experienced sexual harassment at a higher rate (11 per cent) than heterosexual responders (7 per cent). 
o The most common actions that responders undertook when sexual harassment occurred was to avoid the person (this was the response by 53 per cent of responders). Other responses included: 
o 43 per cent laughed it off or forgot about it
o 39 per cent pretended it didn’t bother them
o 31 per cent told a family member
o 24 per cent told a manager
o 20 percent avoided the location where the behaviour might occur
o 18 per cent told the person who carried out the behaviour 
o 18 per cent told a colleague 
o 6 per cent told the Employee Assistance Program.

There has been a positive uplift in responders to the People Matter Survey that feel safe to challenge inappropriate behaviour, up from 65 per cent in 2021 to 69 per cent in 2023. Women increased their level of agreement by 5 per cent, while agreement for men and people with self-described gender remained the same (75 per cent and 55 per cent respectively). 
There is significant increase in levels of agreement that the organisation encourages respectful workplace behaviours from 75 per cent in agreement in 2021 to 83 per cent in 2023. Both men and women experienced increases in their levels of agreement (women from 61 per cent to 73 per cent and men from 74 per cent to 85 per cent). There was a one per cent decrease in agreement by people with self-described gender. Conversations with the Melbourne Pride staff reference group suggest that the impact of social media and public demonstrations against trans and gender diverse people in the reporting period negatively impacted staff members’ overall feelings of safety and inclusion, in and outside of work. This feedback confirms to the City of Melbourne the need to progress strategies that address behaviours of concern, provide organisational support, reinforce the importance of workplace safety and inclusion, and ensure support services are available to staff. 
The City of Melbourne believes the positive changes seen to-date reflect the work done in increasing conversations around reporting harmful behaviours, celebrating diversity, inclusion, and supporting respect and safety. This results have been contributed to with the implementation of Riskware, a new safety and incident reporting system which includes a confidential reporting option. The launch of Riskware was supported with a campaign that included information on when and how to report behaviours of concern, the implementation of a poster campaign for appropriate behaviours in the workplace, especially focused in areas working with the public, leaders openly talking about the need to plan for and build environments for safety and respect and encouraging people to talk about and report inappropriate behaviours. The City of Melbourne notes that the People Matter Survey results represent only a small change in the experiences of staff and believes the full impact of strategies is yet to be seen. Work will continue that will reduce the experiences of sexual harassment in 2024 and 2025 with the design and delivery of a range of associated strategies including:
• Building safe and inclusive cultures by increasing diversity, equality and inclusion training for all staff.
• Launching an anonymous reporting platform in 2024. 
• Supporting the anonymous reporting platform with a detailed communications strategy. 
• Refreshed policies and procedures detailing support and response to sexual harassment, bullying and discrimination. 
• Increased training on sexual harassment and bystander intervention. 
• The delivery of the Above and Below the Line behaviours program. 
• An uplift in psychological safety training, policies and programs to support the recent changes in the work health and safety regulations.
	Yes
	No
	No
	No
	No
	No
	Yes
	(a) The City of Melbourne is an organisation of more than 1,780 workers across 96 locations, and it is made up of a diverse range of industries. Prevention planning and responses to safety concerns are carried out across the business, alongside provision of reporting systems, support and sound communications about safety, standards and respect. 
(g) The City of Melbourne attributes positive changes in addressing workplace concerns to increased systems and conversations on reporting behaviours, a poster campaign promoting appropriate conduct with the public, and open discussions about safety and respect in business and service planning. While acknowledging the improvements in the People Matter Survey results, there remains a need to bridge the gap between staff experiences and the low number of formally reported cases of sexual harassment. The City of Melbourne is committed to ongoing efforts with plans for 2024 and 2025 that include diversifying inclusion and equity training, launching an anonymous reporting platform, implementing comprehensive communication plans, refreshing associated policies, and enhancing support and response procedures. The initiatives include increased training in sexual harassment and bystander intervention, incorporating cultural transformation through the Above and Below the Line behaviours program, and uplifting and emphasising psychological safety training. 

	Recruitment and promotion practices in the workplace
	Yes
	Gender representation in recruitment remains steady between 2021 and 2023. 60 per cent of workers recruited in 2021 were women and they were 61 per cent in 2023. 
Between the reporting periods of 2021 and 2023, the representation of women recruited in various classes changes in the following ways:
• Class 6 increased from 54 to 57 per cent
• Class 4 increased from 59 to 68 per cent
• Class 3 increased from 63 to 69 per cent 
• Class 1 increased from 45 to 51 per cent
• Class 5 decreased from 67 to 50 per cent 
• Class 2 decreased from 83 to 65 per cent
When looking at 2023 data alone, women were overrepresented in Executive 1 appointments, and classes 4, 3, and 2. In Executive 1, this is assisting to increase women’s representation. In Class 4 the trend will continue to increase the representation of women when they are already overrepresented (at 65 per cent). Similarly, in Class 3, trends will continue the overrepresentation of women, and the under representation of women in Class 2.  
Workforce data also shows women were 64 per cent of the workers that exited the City of Melbourne in 2023, down two per cent from 2021. 
• In 2023 women were overrepresented in exits from Class 6, with an increase from 62 per cent in 2021 to 66 per cent in 2023. 
• In Class 5 the representation of women exiting increased from 64 in 2021 to 71 per cent in 2023. 
• Women were 75 per cent of people in Class 4 who exited in 2021 and this rose to 75 per cent in 2023. 
• In Class 1 there has been an increase in women being 48 per cent of workers that leave to 68 per cent in 2023. In 2023 women were underrepresented in exits from Executive 2 (33 per cent), Executive 1 (46 per cent) and Class 7 (51 per cent). 
The City of Melbourne has seen an increase in the number promotions awarded to women between the two reporting periods. In 2021, 11 women were awarded promotions (48 per cent of those awarded). This rose to 16 in 2023, meaning women received 64 per cent of the promotions awarded. All of the promotions occurred between Class 1 and Class 6. There was also an increase in the number of higher duties awarded to women. In 2021 there were 46 higher duties opportunities awarded to women – who made up 56 per cent to those awarded. The majority of higher duties awarded are between Class 1 and Class 7. In 2021 women were awarded 60 per cent of internal secondments, and in 2023 this rose to 63 per cent. Most secondments occur between Class 5 and 7 and are awarded to mostly people who are in full-time ongoing employment. 
There was a significant lift in men’s participation in career development in 2023 compared to 2021. In 2021 men were 25 per cent of those who participated in career development, this rose to 37 per cent in 2023. The number and variety of career development offerings between 2021 have altered significantly, which has impacted the data results. 
The City of Melbourne is not able to report data for people with self-described gender or the wide range of diverse identities of staff as this data is either too low to be represented or is not available in the workforce data. The City of Melbourne is aiming to improve the data with self-reporting diversity options launched in 2023. This self-reporting option will continue to be promoted to staff and the value of the data communicated and examples of its value shared. 
There is little change in the People Matter Survey results that support this indicator between 2021 and 2023. The City of Melbourne notes that the experiences are not the same for all diversities. In respect to the perception that the City of Melbourne offers fair recruitment, 54 per cent of responders agreed in 2023, with men’s agreement at 56 per cent, women’s agreement at 57 per cent, and 27 per cent agreement from people of self-described gender. Furthermore, 38 per cent of people with disability agreed, 54 per cent of those who use workplace flexibility agreed, and 42 per cent of those who were born overseas agreed. 
In 2023, when responders were asked their level of agreement that their learning and development needs were being met, 51 per cent of respondents agreed, which is similar to the 2021 result of 52 per cent. When broken down by gender, 58 per cent of men agreed as did 48 per cent of women. People with self-described gender agreed at a lower rate of 45 per cent, people with disability at 42 per cent, people who use workplace flexibility at 51 per cent, and people who were born overseas at 55 per cent. 
The People Matter Survey asked whether people feel they have an equal chance at promotion: 45 per cent of all responders agreed they do have equal chance. However only 18 per cent of people with self-described gender agreed, 48 per cent of women agreed, and 47 per cent of men agreed. Thirty per cent of people with disability agreed, 45 per cent of those who use flexible work arrangements and 46 per cent of those born overseas agreed they have equal chance at promotion. Thirty-eight per cent of responders believed promotion practices are fair.
Strategies underway that support this indicator:
• Refreshing learning and development opportunities provided to workers: During the reporting period the Mind Tools platform was made available to all staff, which includes diversity and equality training. A mentoring program was introduced, a women’s leadership program launched and there was an increase in the range of training and development opportunities available. These changes have all taken place alongside a refresh of the compulsory and optional online learning suite, which is available at all times. The Pulse Check survey that the City of Melbourne uses to track employee engagement, conducted in September 2023, found that the level of satisfaction with learning and development opportunities at the City of Melbourne had increased from 48 per cent in December 2022 to 65 per cent in September 2023. 
• Refinement of the City of Melbourne’s recruitment policy and practices: The recruitment processes are undergoing incremental improvements which include inclusion of bias and unconscious bias training for hiring leaders, ensuring gender representation on panels, and the promotion of flexible work arrangements and the ongoing commitment to diversity promoted to potential applicants. These will positively impact gender equality over time. 
• While there have not been any specific strategies implemented that have directly increased the representation of women in higher duties, promotions and secondments there is clear evidence that progress is being made with the results outlined above. This is likely the result of the increased communication and leadership response to organisational commitment to gender equality.  
The City of Melbourne will continue to implement a range of strategies, including: 
• Targeted outreach programs to encourage a diverse pool of candidates to apply for positions. 
• Training for recruiting people leaders that will include bias and unconscious bias awareness.
• Gender representation will continue in interview panels. 
• Any policy or process review will include a gender impact assessment. This will ensure that opportunities to increase gender quality and support diverse experiences are identified. 
• Exit surveys have been re-introduced to understand the experiences of workers that leave and the results will be incorporated into work to improve employee experience and retention of diverse, skilled and knowledgeable workers. 
• The impact of learning and development opportunities, along with higher duties, secondments, and promotions will be tracked over time to gather evidence of their impact and to inform future strategies. 
• Mentoring, women’s leadership development opportunities and career development offerings will continue to be developed to ensure a variety of options that cater to the diverse needs and aspirations of employees. These will be respond to the need to increase men's participation in career development, ensuring equal opportunities for people of genders for growth opportunities.
• Increasing diversity data by promoting the self-reporting diversity options for workers. This will be done by communicating the value of diversity data and providing examples of how it contributes to a more inclusive workplace.
• Gender Equality Act reporting has become part of the monitoring and evaluation of workplace diversity, equality and employee experience projects.
• Fostering an inclusive and transparent communication culture to keep employees informed about initiatives and progress across gender equality, and about the existing and new support and entitlements available to them in their entitlements.
• Encouraging open discussions about diversity, equity and inclusion within the organisation to promote understanding and collaboration.
	No
	No
	No
	No
	No
	No
	No
	(a) The City of Melbourne is an organisation with a multiple locations and a diverse range of industries and leaders that recruit, promote and develop employees. Improvements have been made in the consistency of application of policies and processes in the recruitment process and training provided to leaders.
(e) This work has been delivered within existing resources and in line with a commitment to continuous improvement of existing policies and practice. The data shows that incorporation of reflections and strategies into existing policies, processes and processes can stimulate progress. 
(g) The City of Melbourne is confident that the communications, leadership engagement in equality and incremental changes that are being made in the recruitment process are supporting the positive progress being seen in this indicator. In addition, increased conversations around diversity, equality and inclusion, safety, respect and building positive cultures by senior leaders are having a positive impact on feelings of fairness and belonging. It will take time for the cumulative impact of these strategies to be seen. These activities are sustainable over time and will be built on with ongoing delivery of GEAP actions in 2024–25.

	Availability and utilisation of terms, 
conditions and practices relating to:
- family violence leave; and
- flexible working arrangements; and
- working arrangements supporting 
employees with family or caring 
responsibilities
	Yes
	The City of Melbourne has seen a surge in the uptake of flexible work arrangements, and entitlements that support equality, by workers. This is attributable to increased conversations, support and active policy use across the organisation, and a broader definition of flexible work arrangements used in analysis of workforce data. 
The 2023 workforce data shows that:
• Currently 83 per cent of the City of Melbourne workers have some form of flexible work arrangement in place, a substantial increase from 43 per cent in 2021. 
• Women are 61 percent of those who have a flexible work arrangement in place, a rise from the 56 percent recorded in 2021. 
• Most flexible work arrangements fall below Class 7, but there is a commendable 30 percent uptake in Executive 2 and 1 positions.
• Men have increased their utilisation of parental leave from 33 per cent in 2021 to 42 per cent of users in 2023. 
• Women take the majority of parental leave, averaging 21.9 weeks paid leave, compared to men using 12.6 weeks. Unpaid leave sees women averaging 14.2 and men 1.57 weeks. 
• Carers leave sees women being 59 per cent of the workers using it, consistent with their representation in the organisation (60 per cent). 
The People Matter Survey shows good organisational support is felt by workers for leave that supports gender equality, although there are differing experiences between the diverse groups. Pleasingly, 86 per cent of responders in the People Matter Survey think the organisation would support them if they needed to take family violence leave, an increase of two per cent from 2021. People with self-described gender agreed at the highest rate at 91 per cent, 81 per cent of women and people with disability agreed, and 76 per cent of men agreed. Encouragingly, people with flexible work arrangements have a high level of agreement at 86 per cent, as do people born overseas at 88 per cent.  
In terms of managerial support for workplace flexibility, the People Matter Survey reveals that 78 percent of respondents affirm their managers' backing. While men, women, and those with self-described gender exhibit agreement rates of 83 percent, 81 percent and 82 percent respectively, people with disability show a slightly lower rate at 75 percent. Those with flexible work arrangements and those born overseas both express high agreement rates at 82 percent. 
The People Matter Survey also reveals that 77 per cent of workers agreed that they are confident that their request for a flexible work arrangement would be given due consideration, which is an encouraging increase of 19 per cent from 2021. Seventy-six per cent of men agreed, women agreed at a higher rate of 82 per cent, and only 64 per cent of people with self-described gender agreed. People with disability also agreed at a lower rate of 69 per cent. Those that have a flexible work arrangement in place agreed at the highest rate of 81 per cent, and 79 per cent of people that are born overseas agreed. 
Strategies underway that support this indicator include: 
• Flexible Work Policy and Process: The City of Melbourne has a comprehensive policy and process to provide and support flexible work arrangements. This initiative ensures that employees have a clear framework within which they can explore and implement flexibility.
• Communication and leadership support: Acknowledging the importance of clear communication and leadership support, the City of Melbourne has actively promoted open conversations regarding flexible work arrangements. This was particularly evident during the return-to-office process after the conclusion of COVID work-from-home requirements. By integrating discussions on flexible work arrangements into the return-to-office protocol, both employees and leaders were afforded the opportunity to engage in meaningful conversations, fostering a more adaptable and supportive work environment.
• Family Violence Leave Policy: The City of Melbourne has implemented a robust Family Violence Leave Policy. In a recent update, increased privacy measures were incorporated into the leave application process. This ensures that employees facing challenges related to family violence can avail themselves of the support provided while maintaining the confidentiality and sensitivity required during such circumstances.
• Inclusive Parental Leave Policy: The City of Melbourne has a well-established Parental Leave Policy that goes beyond the conventional approach. This policy is designed to accommodate diverse experiences and relationships among workers, explicitly supporting same-sex relationships and acknowledging a variety of pathways to parenthood. By doing so, the City of Melbourne lays a strong foundation for the provision of paid and unpaid leave, ensuring inclusivity for individuals of all genders and backgrounds. This approach aligns with the organisation's commitment to recognising, respecting and supporting the diversity of its workforce.
The City of Melbourne will progress equality for staff under this indicator by:  
• Monitor and continue to communicate and support the flexible work policy: The usage and uptake of flexible work arrangements will be monitored, as will the diversity of workers that have flexible work arrangements to ensure it remains adaptive and inclusive. 
• Use communication channels: Communication strategies will continue to be used to highlight leadership support for gender equality and flexible work arrangements. This includes reinforcing the expectation that there are frequent and clear communication channels dedicated to flexible work arrangements conversations between employees and leaders.
• Build capacity: Leaders are key in ensuring that effective conversations around flexible work arrangements and leave entitlements to support equality take place. This is supported by easy-to-follow policies and processes and these topics embedded in-to training. 
• Ongoing family violence leave support: Monitoring and promotion of the Family Violence Leave Policy to align with evolving needs and to ensure uptake and diversity of workers that use it. This is supported by delivery of communications to ensure employees are aware of the policy, how to access sit and understand the increased privacy measures in place.
• Optimise Inclusive Parental Leave: Monitor and assess the Parental Leave Policy to ensure equitable and inclusive support for diverse experiences and relationships. This will include increasing the information and support to leaders on how to implement the policy and plan for return-to-work of parents.
• Gender impact assessments: Ensure gender impact assessments are carried out on internal policy and process reviews, which will include feedback from employees and staff reference groups to identify areas for improvement.
• Address diverse experiences of workers: The data shows that messaging and implementation can improve support to a wider range of diverse groups and there is opportunity to increase the visibility of leadership support. 
• Peer Support program and Employee Assistance Program: Peer support and counselling will be provided to all workers to support challenges they may have around family violence, work life balance and options to support them including supports, modifications and flexible work arrangements. 
	No
	No
	No
	No
	No
	No
	Yes
	(g) This indicator demonstrates that clear communication of support from leadership, and good policy and process that is applied consistently across a diverse business, can support uptake of terms and conditions that support gender equality. The impact of planning for and having conversations about flexible work arrangements in the return to the office after COVID restrictions, ongoing conversations, policy and approval processes are positively impacting workforce data and culture. Communications, conversations in teams and visible support for family violence leave are also supporting confidence of workers. By proactively taking these steps, the City of Melbourne is progressing and enhancing its commitment to creating a flexible, inclusive, and supportive work environment for all employees.

	Gendered segregation within the workplace
	Yes
	The City of Melbourne has a variety of industries across functions and services that support the community, including arts and cultural programs, community services, health, safety, business development, tourism, urban planning, capital works and maintenance, environment and resource management, regulation, social strategies, recycling and waste management. Historically some industries have had higher representation of one gender or another, which has generally been based on traditional gender stereotypes. 
Overall, the City of Melbourne is 60 per cent women and 40 per cent men and there currently is variety in the rates of gender representation in industries. High level Australian and New Zealand Standard Classification of Occupations (ANZSCO Codes) reveal that:
• In 2021, the City of Melbourne community and personal service workers were 69 per cent women, in 2023 that increased to 70 per cent. 
• Sales workers were 67 per cent women in 2021, this reduced to 50 per cent in 2023. 
• Clerical and administrative workers were 62 per cent women in 2021 and 60 per cent in 2023. 
• Women as professionals remained at 61 per cent between the two reporting periods. 
• Representation of women in technical and trade roles increased from 60 per cent in 2021 to 63 per cent in 2023. 
• There was a three per cent increase in the representation of women as managers between 2021 and 2023.
• From 2021 to 2023 there was a two percent increase or women’s representation as labourers. 
The industry segregation is not able to be analysed by wider diversity as there is currently not enough workforce diversity data available. New systems are in place to increase data with the provision and promotion of confidential diversity data collection mechanisms for paid workers. 
The People Matter Survey in 2023 shows that:
• Men continue to experience higher levels of agreement that work is allocated fairly with 85 per cent agreement, compared to women at 80 per cent and people with self-described gender at 63 per cent on agreement. 
• The rates of experiences of bullying have not changed between 2021 and 2023. Fifteen per cent of responders had experienced bullying in the previous 12 months. Bullying is a gendered experience with people with self-described gender experiencing the highest rate at 27 per cent. Women’s experiences reduced from 18 per cent to 15 per cent in 2023, men’s increased from 7 per cent in 2021 to 13 per cent in 2023. 
• Experiences of discrimination decreased from 10 per cent in 2021 to eight per cent in 2023, with women’s experiences decreasing from 11 per cent to 6 per cent in 2023, and men experiences slightly increasing from 6 per cent in 2021 to 7 per cent in 2023. 
• Between 2021 and 2023, feelings of cultural safety have increased at the City of Melbourne with an increase from 73 per cent to 81 per cent. Women experienced the greatest increase with a lift from 72 per cent to 84 per cent, and people with self-described gender level of agreement remained the same at 36 per cent in both 2021 and 2023. 
• When survey participants were asked whether they agreed that managers treat employees with dignity and respect, 100 per cent of people with self-described gender were in agreement, while 88 per cent of women and 84 per cent of men agreed. 
• People with self-described gender agreed at much lower rates that they can be themselves at work (only 45 per cent agreed). Their feeling of belonging is also lower than men and women, with 45 per cent in agreement compared to 74 per cent of women and 73 per cent of men. This is the first time that this question has been asked in the People Matter Survey and indicates a very different result from the 2023 City of Melbourne Australian Workplace Equality Survey where 74 per cent of responders feel a sense of belonging. The City of Melbourne will work through these results and potential actions to lift belonging, safety and inclusion in partnership with the Melbourne Pride staff group. 
• There was a three per cent increase between 2021 and 2023 in the perceived use of respectful images and inclusive language with 87 per cent of responders in agreement. 82 per cent of people with self-described gender agreed, 87 per cent of men and 89 per cent of women agreed. 
Overall there is strong positive agreement in feelings of safety and being treated with respect at the City of Melbourne. There continues to be clear gendered differences in experiences, with people with self-described gender experiencing lower levels of safety and inclusion, except in regard to being treated with respect by leaders. 
During the reporting period the City of Melbourne continued to focus on building collaborative, safe cultures of inclusion with increased communications about equality, diversity and respect. The Above the Line and Below the Line program design and values refresh was carried out in the reporting period. In that process there was wide communication about the aspiration for a culture where all staff were valued and staff participated in consultation workshops and surveys to design the agreed behaviours, and ultimately the Above the Line and Below the Line program. Diversity, equality and inclusion have continued to be promoted and celebrated and staff engagement has continued with the Melbourne Pride staff group. A second staff representative group, the Gender Equality Staff Group, has also been formed. Increased reporting options for behaviours of concern were launched in the reporting period with the launch of Riskware, which included confidential reporting, and supporting communications about safety in the workplace including respect and behaviours of concern. The City of Melbourne also delivered a campaign raising awareness about inappropriate behaviours and support for staff who work with community. 
There is good evidence of leaders considering and working to increase diversity and representation in their industries and teams during their recruitment activities. Examples include leaders completing gender impact assessments on position descriptions to inform job design and the recruitment process to increase diversity and representation. Another team of leaders are analysing their gender representation, pay gaps by level and their decision making to gain a deeper understanding of how behaviours, policy, practice and pipeline talent strategies could positively impact gender balance in their teams. 
All of these activities, and the ongoing development and increasing involvement of leaders in inclusion and equity, are contributing to building staff confidence and cultures of safety and respect and over time will see changes in what have been traditionally gender stereotyped roles in the City of Melbourne. Over the remainder of the GEAP the City of Melbourne will:
• Combat bullying and discrimination with increased activities around prevention and response including the launch of an anonymous reporting platform which includes the revision of related policies and procedures, increased communications and training to support the roll out of the platform. Alongside this the Above the Line, Below the Line program that will continue to improve cultures across the organisation. 
• Continue to support hiring managers on diversity attraction and recruitment strategies and their gender equality projects in industries and branches.  
• Increase diversity data that will assist in gaining insights into the representation of various demographic groups, beyond gender, within the workforce.
• Continue to develop cultural safety and belonging, especially for individuals with self-described gender, through policy revision using gender impact assessments, communications, ensuring representation in communications and by working with the staff representative groups to tailor initiatives and supports.
• Continue to promote inclusive language and the use of respectful images and inclusive language in the Editorial Style Guide. This document supports staff to ensure that communication materials and platforms reflect an inclusive, diverse and respectful workplace.
• Collaborate with the staff engagement groups, Melbourne Pride and the Gender Equality Staff Group, to drive initiatives that promote inclusion and equality, fostering a workplace that celebrates diversity and responds to experiences and needs by getting diverse input on policy and processes.
• Continue with, and expand, training and development programs on diversity, equity, and inclusion for all workers, emphasising continuous learning and awareness will continue to be delivered, refined and increased.
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	No
	No
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	No
	Yes
	(a) The City of Melbourne is an organisation with a diverse range of industries, some of which have traditionally gendered roles for both men and women. It will take time for the strategies and activities that have commenced to be seen in data, however the impact on culture and confidence of staff in leadership and the organisation is being evidenced across the organisation.
(b) Resources allocated to addressing gender and diversity representation have been carried out within existing resources and focussed on incremental and steady improvements. 
(g) Genuine attempts made by the defined entity to make progress. 
In the reporting period there were a range of strategies underway that support progress in gender representation across industries, increased cultures of inclusion, safety and respect. While the impact of these are yet to be seen in the workforce data, the People Matter survey demonstrates a positive change in culture. These positive changes are the result of increases in, and sustained communications and conversations about cultures of safety and respect, reporting options and campaigns. 
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