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OFFICIAL: Sensitive 

(a) a copy of your guide that includes examples of both inclusive language AND exclusive/offensive to LGBTQ people 
(b) details of how this guide is made available to employees 

(a) There is a varied range of communication activities (internal and external) that are utilised by Victoria Police. Publications on policy, process and best practice 
regarding reference groups are available to all employees. Any internal communication developed by Victoria Police staff must comply with the organisational 
Style Guide – Writing and Language, which includes information on inclusive and exclusive language, and the Victoria Police Corporate Brand Guidelines, which 
includes examples of correct use of gender pronouns. The LGBTIQ Inclusive Language Guide is also available to Victoria Police employees and is published on 
the intranet. Additionally, the Victoria Police Trans and Gender Diverse Inclusion Policy also includes information on appropriate internal and external 
communication and points of contact (see section 4 of the policy). Priority Communities Division also make a LGBTIQ communities fact sheet available to the 
organisation via the intranet. The Workforce Diversity and Inclusion unit also regularly engages with all areas of the organisation and promotes consultation to 
ensure considerations regarding inclusivity are considered for development of any material.  

Attachments: 

Standing Submission Q1-24 – Question 7 [a] 1 – Excerpt Victoria Police Style Guide – Inclusive Language 

Standing Submission Q1-24 – Question 7 [a] 2 – Excerpt – gender pronouns style guide 

Standing Submission Q1-24 – Question 7 [a] 3 – LGBTIQ Inclusive Language Guide 

Standing Submission Q1-24 – Question 7 [a] 4 – Trans and gender diverse inclusion Policy 

Standing Submission Q1-24 – Question 7 [a] 5 – LGBTIQ communities Factsheet PCD 

 

(b) All guides and policies are available to employees via the intranet.  
 
Standing Submission Q1-24 – Question 7 [b] 1 – Intranet Location of Victoria Police Style Guide Writing and Language + logo guide 
Standing Submission Q1-24 – Question 7 [b] 2 – Intranet Resources – LGBTIQ Inclusive Language Guide 
Standing Submission Q1-24 – Question 7 [b] 3 – Intranet location of trans and gender diverse policy and guidelines 
Standing Submission Q1-24 – Question 7 [b] 4 – Intranet location of LGBTIQ communities factsheet  
 

 
 
STANDING SUBMISSION: LGBTQ BULLYING/HARASSMENT & SUPPORT 
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Documentation within our bullying and harassment policy/guidelines provide clear behavioural examples of what constitutes bullying/harassment in terms of sexual 
orientation, gender identity/expression AND examples of behaviour that constitutes bullying/harassment of intersex people. 
 
For full points, please provide evidence of behavioural examples given within your documentation in terms of: 

(a) behaviour that constitutes bullying/harassment in regard to one’s sexual orientation 
(b) behaviour that constitutes bullying/harassment of trans or gender diverse employees 
(c) behaviour that constitutes bullying/harassment of intersex people 

(a) The Victoria Police Manual – Workplace behaviours policy provides information on what constitutes bullying and harassment. It goes on to provide detailed 
definitions of discrimination and lists protected attributes including gender identity, lawful sexual activity and sexual orientation.  

Excerpt from Victoria Police Manual – Workplace behaviours (refer to attachment: Standing Submission Q1-24 – Question 9 [1] – Victoria Police Workplace 
Behaviours Policy): 
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(b) The Victoria Police Manual – Workplace behaviours policy also provides a detailed definition of harassment and includes a number of examples which covers 
the following: “Harassment can also occur if someone is working in a hostile or intimidating environment. An example of potentially hostile working environment 
is where crude, racist, homophobic or transphobic conversations, innuendo, displays of pornography or offensive jokes are part of the accepted culture.”  
 

Excerpt from Victoria Police Manual – Workplace behaviours (refer to attachment: Standing Submission Q1-24 – Question 9 [1] – Victoria Police Workplace 
Behaviours Policy): 
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Additionally, the Victoria Police – Trans and gender diverse inclusion policy outlines the potential discrimination, harassment and bullying that may be 
experienced by trans and gender diverse employees and states “Managers and employees should be aware that discrimination may take the form of 
deliberately using incorrect pronouns, invasive and/or inappropriate questioning about a person’s physical characteristics, or sex life, any form of harassment or 
bullying (including ridiculing or ignoring someone) based on their gender identity, and changing the nature of someone’s job based on their gender identity.”  

Excerpt from Victoria Police Manual – Trans and gender diverse inclusion (refer to attachment: Standing Submission Q1-24 – Question 9 [2] – trans and 
gender diverse policy):  
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(b) where this has been communicated on an LGBTQ intranet page 
 

(a) Victoria Police has a designated position-based email account titled POLICE PSYCHOLOGY-GLLO-MGR that provides LGBTIQ employees with an entry point, 
should they decide to use it, when they require EAP support. Victoria Police provide trained psychologies that have the required understanding and experience 
to respond to and provide support in relation to LGBTIQ issues. VicPol Wellbeing Services supplement what the EAP has with identifying appropriate external 
clinicians. Wellbeing Services are in contact with several LGBTIQ specialist clinicians that have been identified over the last few years that are utilised as 
required. 
 
Victoria Police provides unique access to EAP. All employees and their family members (fully inclusive of LGBTIQ) have access EAP services which includes 
unlimited number of free sessions. In 2019, Victoria Police re-tendered its EAP provider and included a requirement for the successful provider to have the 
capability to respond to and support LGBTIQ employees as well as employees with other protected attributes. Acacia Connections and SMG Health were the 
successful suppliers in this tender process. Both EAP providers have shown evidence that they are able to refer to clinicians specialising in assisting LGBTIQ, 
however geographical location sometimes limits availability of such clinicians. In these circumstances the EAP provider will assist the employee in finding a 
specialist clinician that is willing to be on-boarded by the EAP provider.  
 

(b) As above 
(c) The LGBTIQ Support Services intranet page provides information regarding the Victoria Police wellbeing services hub and specifies that EAP providers can refer 

to services and clinicians that specialise in LGBTIQ support.  
 
Refer to attachment Standing Submission Q1-24 – Question 10 [c] – LGBTIQ Support Services Intranet.  
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(b) A detailed practice guide – trans and gender diverse inclusion – is also available to all employees. The practice guide also includes a number of additional 
resources for employees and management. Refer to attachment – Standing Submission Q1-24 – Question 12 – practice guide trans and gender diverse 
inclusion 

(c) The practice guide - trans and gender diverse inclusion – includes information regarding support/educational documentation for managers, peers and 
colleagues. This includes links to related documents and additional resources. Refer to attachment – Standing Submission Q1-24 – Question 12 – practice 
guide trans and gender diverse inclusion 
 

Victoria Police also provide all employees with access to resources and additional documentation via the LGBTIQ intranet page. Refer to attachment – Standing 
Submission Q1-24 – Question 12 [c] – Trans and Gender Divers Support Services 
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Annual Submission – Question 37  
 
 
 
 
NEW EVIDENCE: 
 
Equal, Safe and Strong – Victoria Police’s 
Gender Equality Strategy 2020-2030  
 
 
Restorative Engagement and Redress 
Scheme 
 
 
 
 
 
 
 
 
 
2023 LGBTIQ Criminal Justice Professionals 
Conference 
 
 
 
 
 
 

The Victoria Police Peer Support Program strives to provide employees with initial support in times of personal or work-
related difficulty when requested. Employees can request specific Peer Support members that identify as LGBTIQ or 
have undergone PiD training.  
Refer to attachment – Additional Evidence – Annual Submission – Question 25 – Peer Support Program 
 
 
Refer to attachment – Additional Evidence – Annual Submission – Question 37 – Sexual orientation data – 
communication to WDI 
 
 
 
 
Equal, Safe and Strong – Victoria Police’s Gender Equality Strategy launched in December 2020.  
Refer to attachment – Additional Evidence – Other Items – 001 Equal Safe and Strong Victoria Police Gender Equality 
Strategy 2020 – 2030 
 
The Restorative Engagement and Redress Scheme was launched in July 2020 and is available to former and current 
Victoria Police employees who have experienced workplace sex discrimination or sexual harassment. Members of VP 
Pride contributed to the Scheme’s development to ensure inclusiveness of LGBTIQ. The Scheme has seen a number of 
current and former members apply that identify as LGBTIQ.  
Refer to attachment – Additional Evidence – Other Items – 002 Restorative Engagement and Redress Scheme – 
communications 
Refer to attachment – Additional Evidence – Other Items – 003 – Restorative Engagement & Redress Scheme – RE VP 
Pride Council Meeting 
Website for more information: https://www.vic.gov.au/redress-police-employees 
 
 
Deputy Commissioner Neil Paterson has taken on the responsibility for Melbourne to host the 2023 LGBTIQ Criminal 
Justice Professionals Conference (last held in Toronto and attended by Neil Paterson and to present on 
Proud, Visible, Safe).  
Refer to attachment – Additional Evidence – Other Items – 004 2023 LGBTIQ Criminal Justice Professionals 
Conference – SC Minutes 
Refer to attachment – Additional Evidence – Other Items – 005 2023 LGBTIQ Criminal Justice Professionals 
Conference Steering Committee  

33(1)
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Support Message – Kew Deaths 
 
 
 
 
 
VP Pride Communications – Accessible and 
inclusive screening  
 
 
 
Neil Paterson LinkedIn Posts 
 
 
 
VP Pride Liaison with NSW 
 
 
 
VP Pride and WDI Presentation to 
Ambulance Victoria 
 
Full Time GLLO Officer Position 

Victoria Police tragically lost four of its members in a freeway accident in April 2020. One of the members was a 
member of the Victoria Police LGBTIQ community and his loss deeply affected many within the organisation. A message 
of support was sent by then Assistant Commissioner Neil Paterson shortly after the accident.  
Refer to attachment – Additional Evidence – Other Items – 006 Kew Deaths – message from Assistant Commissioner 
Neil Paterson 
 
VP Pride sent communications to its members informing them of Breast Screen Victoria’s safe space for people to 
screen individually or as a group among other LGBTI people. 
Refer to attachment – Additional Evidence – Other Items – 007 LGBTQ community screening sessions at Breast Screen 
Victoria 
 
In 2020, Deputy Commissioner and LGBTIQ Executive Sponsor Neil Paterson was quite actively engaged in promoting 
LGBTIQ initiatives and his involvement via his LinkedIn profile as a member of Victoria Police.  
Refer to attachment – Additional Evidence – Other Items – 008 Neil Paterson – LinkedIn Posts 
 
During 2020, the VP Pride Network has been engaging with NSW to assist in their establishment of their own LGBTIQ 
employee network  
Refer to attachment – Additional Evidence – Other Items – 009 VP PRIDE liaison with NSW Police 
 
In August 2020, VP Pride and the Workforce Diversity and Inclusion team presented Victoria Police LGBTIQ initiatives to 
the Ambulance Victoria Diversity and Inclusion council.  
Refer to attachment – Additional Evidence – Other Items – 010 VicPol Presentation – Ambulance Victoria D&I Council 
 
In 2020, a new full time LGBTIQ Liaison Officer (GLLO) position was established in Southern Metro Division 1. This is only 
the second full time GLLO position to be established in Victoria Police.  
Refer to attachment – Additional Evidence – Other Items – 011 GLLO Position Description SD1 
Refer to attachment – Additional Evidence – Other Items – 012 Email correspondence -  

 

AWEI 2021 SUBMISSION DATES 
 

We can accept AWEI submissions between Monday 4th January – 5pm Friday 12th March 2021 (or midnight Saturday 13th March 2021 for large file transfer URL). 

• No later than 5pm, Friday 12th March 2021 for hand-delivered, couriered or mailed submissions (hard copies, USB, etc). 
• Deadline for large file transfer program URL (including but not limited to Dropbox, Google Docs, Parcel Post, SharePoint or any other internally approved large file 

transfer system) midnight Saturday 13th March 2021  
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• Important: File attachments within emails will not be accepted. Pride in Diversity will take no responsibility for attachments sent via email. 
• All file transfers and access to various systems must be sent to AWEI@prideindiversity.com.au; with a copy to @acon.org.au  

 
IMPORTANT INFORMATION FOR SUBMITTERS 

Please ensure that you have signed up to the following newsletter – this will ensure that you receive all relevant information and updates in terms of the up and coming 
AWEI period.  Click here to sign up or go to: http://eepurl.com/tT7vf  

OPTIONAL AWEI EMPLOYEE SURVEY 

Participating in the AWEI optional Survey? You will be able to request your unique survey URL as of 1st December 2020.  You will receive this link when the survey goes live 
on Monday 4th January 201 and will remain open until the close of submissions on Friday 12th March 2021. 

Participation in the survey allows you to balance the results of your AWEI with the views and lived experiences of your employees.  While survey data is linked to your 
organisation enabling us to provide you with a comprehensive high-level analysis of responses, individual respondent data is not collected 

INDIVIDUAL AWARD NOMINATIONS 

Please consider nominating your colleagues, networks, etc. for an LGBTQ Inclusion Award. Award categories can be found within the Participation Details of this 
Submission or on the AWEI website: http://www.pid-awei.com.au/submission-documents/ 
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