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gender equity today.  

In an effort to spur a worldwide movement around gender equality, the United Nations created 
CEDAW – the Convention on the Elimination of All Forms of Discrimination Against Women. 
Even though the United States as a country has not signed on to this convention, leading cities 
across our country have taken it upon themselves to champion this important work in the spirit 
of CEDAW.  

In May 2017, the City of Cincinnati became the eighth local government in the nation and the first 
in Ohio to pass a CEDAW-related ordinance, signaling the importance of recognizing gender 
equality in city operations. 

The tenets of the CEDAW work are to commission a gender analysis of city departments and 
commissions, and to appoint an oversight body to oversee the work and make 
recommendations to the Mayor and Council about issues that would promote gender equity. The 
14-person task force comprising women from diverse fields and perspectives was appointed by 
Mayor Cranley in November 2017.

The task force worked diligently to design a gender analysis which was carried out by a team of 
researchers at the University of Cincinnati. This two-phase study, which took nearly two years to 
complete, examined the composition and pay differentials in departments using HR resources, 
and the second phase examined five City departments in more detail. We are grateful for the 
researchers’ time and expertise, much of which was donated. This study would not have come to 
fruition without their above-and-beyond dedication. 

Research alone cannot move culture and policy. We are deeply grateful for the thoughts and 
leadership of the Gender Equality Taskforce, who examined the findings, mined the country for 
best practices, lent their voices and expertise to the project, and thoughtfully curated the 
recommendations contained in this report. 

We know that by building upon our strengths and taking a constructive and open-minded view 
to the areas where we can improve, we can achieve true gender equality in our City. This report 
provides a roadmap to how can we become a fair and equitable city in this regard. 

Sincerely, 

Susan Noonan   Meghan Cummings 

Dear Mayor Cranley and Cincinnati City Council, 



CREATE A PERMANENT GENDER EQUITY DEPARTMENT 
AND COMMISSION 

ELEVATE COMMUNITY VOICE DURING 
DECISION-MAKING 

INCREASE IMPLICIT BIAS AND CULTURAL COMPETENCY 
TRAINING FOR ALL CITY EMPLOYEES 

IMPLEMENT STRATEGIC POLICIES AND PROGRAMMING 
FOR FEMALE AND PEOPLE OF COLOR CAREER 
ADVANCEMENT 

CONDUCT ASSESSMENTS OF EMPLOYEES’ BIASES ON 
GENDER AND RACE IN THE POLICE AND FIRE 
DEPARTMENTS 

INCREASE DOMESTIC VIOLENCE TRAININGS FOR 
POLICE OFFICERS AND PROSECUTORS

BROADEN MATERIALS AND PROGRAMMING 
CONCERNING FEMALE HEALTH AND CAREGIVERS 

IMPROVE WAYS TO REPORT DISCRIMINATION OR 
HARASSMENT CITY-WIDE

REQUIRE GENDER AND RACE PAY STANDARDS IN CITY 
CONTRACTS AND DEVELOPMENT DEALS   

EXECUTE GENDER AND RACE EQUITY BUDGETING 

recommendations  



The taskforce recommends creating a permanent division for gender 
equity. This division will take the lead on recommending, 
implementing and maintaining gender and race-based 
decision-making in the City of Cincinnati (City) as well as suggest 
ways government should be involved in Cincinnati’s overall gender 
equity progress. Dedicated staff resource and funding should be 
allocated. This department should be supported by a taskforce that 
will continue the work of this body and advocate for gender equity in 
the City. The gender equity department and commission should 
appoint liaisons within each department for ongoing input and 
analysis. Of note, a similar recommendation came out of the 
Hamilton County Commission on Women and Girls. This division 
could be a shared resource splitting time between the two entities. 

CREATE A PERMANENT GENDER EQUITY 
DEPARTMENT & COMMISSION 

University of Cincinnati researchers for the Department of City 
Planning found that there was not an explicit effort to diversify the 
commission working with the department. The City Planning 
Commission emphasized the need for community input and 
engagement during the planning process, but there is not specific 
data collection on women’s participation and the differential impact 
on female and people of color communities. In 2017, the Cincinnati 
City Council conducted a survey of current board and commission 
members and found the respondents were majority white, male, 
wealthy and suburban. Women make up only 33 percent of board 
and commissions. In the last three years, there have been significant 
steps taken by the City to address this disparity including reporting 
current board demographics during the appointment process. 
 
However, the taskforce recommends conducting an audit of all 
current board and commission members with a gender, race and 
socio-economic lens. Then use this data to create a strategic, 
multi-year plan to correct the representation gap in our community 
decision-making through community engagement, deliberate 
recruitment and addressing barriers to participation. The goal should 
be that City boards and commissions reflect the demographics of 
Cincinnati. There are several resources for the City to utilize: 
The International Association for Public Participation has developed 
three pillars for effective public participation processes and 
implementation. The City of Minneapolis has implemented this model 
and is a best practice example of community engagement for 
diversity on their boards and commissions. 

ELEVATE COMMUNITY VOICE DURING 
DECISION-MAKING  
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Throughout survey and interviews, respondents requested more and 
better cultural competency and implicit bias trainings beyond the 
current trainings offered. They felt this would help them be aware of 
the experiences and perceptions of their coworkers and the 
community members they serve. In the Health Department, 
employees noted that many of the workers are older and need help 
understanding generational and cultural differences between 
themselves and their client population. The taskforce recommends 
implementing implicit bias and cultural competency trainings for City 
employees. These should be conducted by outside experts, and the 
City should pay the employees for their time participating. Trainings 
should be ongoing and not just once during onboarding. 
 
In 2020, according to the City Manager’s Office, the City will conduct 
implicit bias training with the Police Department, as well as 
implement a “train the trainer” program for ongoing training. 
Following CPD’s rollout, the implicit bias training will be implemented 
city-wide including City Council.

INCREASE IMPLICIT BIAS & CULTURAL COMPETENCY 
TRAINING FOR ALL CITY EMPLOYEES 

University of Cincinnati researchers found little gender or racial pay 
discrepancies when they examined pay across similar jobs at the City, 
controlling for such factors as education and seniority. However, the 
pay gap analysis City-wide shows that women and people of color 
are less likely to be in high-paying positions within the City, while 
men and white employees are disproportionately represented at the 
top. Since this study was conducted, the City has stopped asking job 
candidates past salary history which has a disproportionate negative 
impact on female candidates.

IMPLEMENT STRATEGIC POLICIES AND PROGRAMMING 
FOR FEMALE AND PEOPLE OF COLOR CAREER 
ADVANCEMENT 

Assessing potential implicit bias in the recruitment, selection 
and promotion process by reviewing the career paths and 
the organizational cultural impact within the City. 
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Conducting and reporting an internal pay equity audit every 
two to three years.

Implementing strategic programming centered on the 
career advancement for women and people of color, 
including a mentor program, so that they can have the tools 
and support to professionally advance within the City. 

The taskforce recommends: 



Survey results from the Police and Fire Departments reveal 
significant, negative perceptions of females and people of color. UC 
researchers identified considerable discrepancies between the 
respondents’ results and the actual data in the department. For 
example, many Police Department employees expressed concern that 
women and people of color are given special treatment and often 
professionally advance without merit. This is in contradiction to the 
data, which shows a leadership gap for women and people of color in 
the department. The Police and Fire Departments have more frequent 
interaction with the Cincinnati population than any other 
departments. The taskforce recommends conducting internal 
assessments of employees’ biases on race and gender and work with 
a third-party expert to evaluate the departmental culture. In addition, 
both departments should audit their organization and processes to 
identify any barriers to professional advancement for women and 
people of color. 

Since our phase one research was conducted with the Fire 
Department, the department has taken steps to be more inclusive to 
women by creating an ERG and conducting a training session on 
implicit bias and gender-based violence. Last year, Fire officials 
announced that they will purchase female uniforms for their female 
firefighters. Currently they are wearing uniforms designed for men. 
This is a great step for the Fire Department. The taskforce 
recommends the Fire Department continue their work to improve the 
culture for women in Fire via the ERG established and do further 
assessment on the needs for the women in the department. 

CONDUCT ASSESSMENTS OF EMPLOYEES’ BIASES 
ON GENDER AND RACE IN THE POLICE AND FIRE 
DEPARTMENTS 

INCREASE DOMESTIC VIOLENCE TRAININGS 
FOR POLICE OFFICERS AND PROSECUTORS
During the analysis of the Police Department’s domestic violence 
(DV) policies and procedures, researchers found that police officers 
receive training at the Police Academy, but there is no periodic, 
mandatory survivor-centered DV training throughout their career. If it 
is not already included in the Women Helping Women partnership, 
the taskforce recommends implementing an annual training for 
police officers that handle domestic violence cases to better work 
with gender-based violence survivors. These trainings should be 
conducted by a third-party survivor support organization 
credentialed by the Ohio Peace Officer Training Academy. Domestic 
violence prosecutors should also receive more training in 
consultation with a survivor support organization. 
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The textual analysis of the Health Department’s materials revealed that 
women‘s and girls’ health is typically described in terms of motherhood 
and reproductive health. Further, Health Department survey responses 
indicated that employees are concerned that there is a perception that 
care work is a female responsibility. In the first phase of this project, 
Health employees perceived being a caretaker as having a negative 
consequence on some measures. Materials and programming should be 
changed to address other female health topics, such as aging women’s 
health needs, breast cancer, osteoporosis, etc. Changes in the materials 
should also broaden the images and text to showcase other caregivers, 
like single fathers or grandparents. The Health in All Policies (HIAP) 
mainstreaming initiative should also better reflect gender identity and 
sexual orientation health in relation to the health of racial minorities and 
the economically disadvantaged. 

BROADEN MATERIALS & PROGRAMMING 
CONCERNING FEMALE HEALTH & CAREGIVERS  

IMPROVE WAYS TO REPORT DISCRIMINATION OR 
HARASSMENT CITY-WIDE   

Through interviews and open-ended survey results, employees 
expressed concerns for the City’s reporting procedures for 
discrimination and harassment claims. They shared that the procedures 
were not easy to find on the Human Resources website and were not 
visited after initial employee onboarding. Exit interviews are optional 
and conducted by supervisors, so if there was discrimination or 
exclusion in the department, it may not be shared. Further, within the 
Police and Fire departments, discrimination is reported through the 
chain of command, which has larger implications on formal processes 
and disciplinary action. 

Since this research was conducted, the City has partnered with Women 
Helping Women and its WorkStrong® program to enhance its policies 
addressing gender-based violence. This effort will include training City 
employees and department directors and reviewing City policies to 
ensure consistency with best practices. The taskforce recommends 
implementing a formal, centralized reporting process for all employees 
to use. Exit interviews should be conducted by a member of the Human 
Resources department, not departmental supervisors. City employees’ 
options for reporting discrimination or harassment should be advertised 
throughout the employees’ tenures with the City. If departments with 
chain of command structures cannot use the centralized reporting 
structures, they should reevaluate their formal reporting processes and 
implement best practices from the military. 
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The City should consider implementing gender and racial equity 
qualifications for development incentives and City contracts. All 
companies that work with the City should be required to submit a 
pay equity audit for their organization, and the City should set a pay 
differential acceptable to do business with the vendors. Further, for 
development projects looking to the City for tax breaks, all 
construction and new jobs from the development should provide a 
living wage for the employees. The developer(s) and construction 
partners looking for the tax break should also submit pay equity 
audits with minimal gender and racial pay disparity to qualify for any 
City incentives. 

REQUIRE GENDER & RACE PAY STANDARDS IN 
CITY CONTRACTS & DEVELOPMENT DEALS 

Throughout the research study a similar theme emerged: while the 
departments are doing work that should have a positive impact on the 
lives of female and people of color residents, there is a lack of explicit 
data to support the efforts. Further, gender and race are rarely 
mentioned in operational and project documents, including the City’s 
budget. 
 
The taskforce recommends the City implement gender and race equity 
budgeting. Equity budgeting is a method for governments to promote 
equality using administrative and fiscal policy, and it allows officials to 
understand the different needs of their constituents and plan, execute 
and monitor effectively. In each budget session there should be a 
gender and race analysis to understand the impact funding decisions 
will have on women and people of color. Conducting ongoing gender 
and race impact analysis on projects, operations and budgetary 
recommendations can help City officials make informed decisions on 
the impact of policy and practice for all community members. This 
should be a permanent addition to the City’s budgeting process and 
managed by the newly established gender equity department. 
 
The taskforce also recommends the City participates in the 
Government Alliance of Racial Equity (GARE), which helps 
governments implement a racial equity toolkit. The City should utilize 
gender and racial-based budgeting resources through GARE. 

EXECUTE GENDER & RACE EQUITY 
BUDGETING  
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cincinnati  



city wide findings.  

Males (65.8%) and 
whites (63%) are 
over-represented in the 
city employee sector in 
comparison to the 
general population of 
the City of Cincinnati 
(52% female and 51% 
non-whites).

11 DEPARTMENTS MAJORITY MALE

6 DEPARTMENTS MAJORITY FEMALE

4 DEPARTMENTS ARE GENDER BALANCED 

In the first phase of the study, UC researchers used City Human 
Resource data on employee demographics and wages from 2013 to 2017 to 
analyze department composition and pay differentials. Following the initial 
analysis, the researchers conducted an online survey of employees in five 
departments, determined by gender composition, to understand how race and 
gender might impact the workplace experience. The five departments are: Police, 
Fire, Health, Community and Economic Development and City Planning. Below are 
the results of the City Human Resource data analysis. Department-specific findings 
are on individual department pages. 

On average, female employees made $2.83 less per hour than male employee, 
but when controlling for key variables, this was reduced to a $0.09 pay 
differential.

On average, non-white employees made $4.10 less per hour than white 
employees, but when controlling for key variables, this was reduced to a $0.13 
pay differential.

Overall pay differentials appear to be mostly a function of women and 
non-whites not being in higher-paying positions on average. When tested 
further in department-intensive analysis, researchers found being a man 
increases the likelihood that you are in a high-paying position across all these 
departments.

Race does not appear to impact promotions or the probability of being in a 
high-paying position.

11



fire department  
The Fire Department was included in the online survey 
of employees which asked about their relative happiness, sense of 
advancement and respect, comfort in reporting misconduct and 
harassment, and their department’s inclusiveness in terms of 
employees and stakeholders. With respect to survey findings for 
this department (which was not included in further in-depth 
research in the second phase of the study.):

In the Fire Department, being a woman is negatively 
associated with all variables, indicating women feel 
consistently less positive about their work/ department. 
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White people, on average in this department, do rate it lower 
in terms of how they perceive opportunities for advancement 
and comfort reporting harassment.

People of color, on average in this department, do rate it 
lower in terms of their perceptions of workplace respect and 
the level of inclusiveness within the department and its 
responsiveness to diverse public stakeholders.

Caretakers, on average in this department, do rate it lower in 
terms of their perceptions of opportunities for advancement.



Since the findings of phase one were reviewed by the Fire 
Department, an ERG has been established to implement a 
plan to be more inclusive for women. This group should 
continue, and the department should conduct yearly, 
internal surveys of employees to measure improvement on 
culture. 

Training sessions on implicit bias and gender-based violence 
should be routinely conducted department-wide. 

Last year, Fire officials announced they would purchase 
female uniforms, as they were wearing uniforms designed 
for men. This is an excellent to step to improve the 
experience of women in the department. Fire should 
continue to identify and address the needs of female 
firefighters, especially those who are caregivers. 

89% Male

11% Female

77% White

33% Non-White

13

% of employees who participated 
in survey. 

Survey particpant demographics:



department of community 
& economic development   

Results were reported for the second phase of the 
project: interviews with employees and documentation evaluation 
for the Department of Community and Economic Development. 
The researchers found: 

The programs with the intentionality in advancing women’s 
and racial minorities’ economic participation, including Cincy 
PopShop, Scholar House  and Advancing Diversity in 
Development initiative, are targeted and helpful. 

Mayor Cranley’s Hand Up Initiative (constituting 5.5% of the 
DCED budget) for job readiness provides transportation and 
child care. This program considers the needs of women with 
family and work obligations. 

DCED does make an effort to include diverse stakeholders in 
their selection and consultation work. However, there are no 
formal mechanisms for regularly ensuring gender parity or 
diversity in this, raising gender issues, or considering gender 
effects “at the outset” in economic and community 
development planning.

According to the DCED employees we spoke to, DCED has 
done an admirable job ensuring that the department is itself 
diverse, which makes a difference in the accomplishment of 
projects that seek to help different communities. 
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Community and Economic Development Department Composition  

Increase publicity for the programs that are helpful to 
women, such as Scholar House, Cincy Pop Shop and Hand 
Up. 

More explicit and nuanced attention to gender (via record 
keeping, reflection on these records, and regularized 
questions about program impacts on women) can enhance 
gender diversity by attending to intersectionality.

With respect to the climate for gender equity within the 
department, we suggest taking measures to operationalize 
the good environment that has been established by current 
leaders, so that it can be sustained as leaders and 
personnel change over time. 

43% 
Female 57% 

Male

42% 
NON-WHITE 58% 

WHITE

Gender  Race
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health department  
Results were reported for the first and second phase of 
the project: quantitative survey, interviews and focus groups with 
employees and documentation evaluation. The researchers found: 

Health does seek to serve the most vulnerable populations in 
the City, employs primarily women and women of color as 
direct service providers for client population of primarily 
women and people of color, and does have several programs 
directed at women’s reproductive health through a model 
reproductive justice approach and a more recent men’s 
health initiative.
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Health has recently instituted better data gathering on 
clients which now include sexual orientations and gender 
identities and has enlisted some episodic training by 
community experts to sensitize intake workers and service 
providers to the need to identify and serve sexual and 
gender minorities. The model Health in All Policies (HIAP) 
mainstreaming initiatives also needs attention to gender 
identity and sexual orientation health. 

The leaders of gender and reproductive health divisions and 
programs are highly committed to equity and inclusion and 
seeking, and when possible implementing, innovative and 
empowering ways to advance them in the workplace and in 
the field.

Textual analysis reveals that most references to women in 
gender and reproductive program web materials: reduce 
them to mothers, confuse gender with sex, and do not 
include the range of gender and sexual identities. 



Focus groups suggest that there is a resistant culture in the 
department to consider gender diversity in health approaches, 
consider gender health beyond the binary, consider women’s 
health beyond their caretaking roles as biological mothers, 
consider men’s health as caretakers, and consider gender health 
beyond the reproductive years. Textual analysis supports this 
finding. We recommend elevating current materials and culture 
to support a variety of women’s/ gender health matters and 
other types of caregivers. 

Employees tend to be older and come from similar backgrounds 
as a result of low turnover and intragenerational hiring. Consider 
prioritizing diverse candidates when recruiting personnel and 
ensure onboarding processes emphasize an “intentional culture” 
of equity and inclusion. 

According to focus groups, the department has insufficient 
cultural competency and equity and inclusion training. We 
recommend implementing yearly trainings for all Health 
Department employees performed by outside experts. 

The Health in All Policies (HIAP) initiative needs to be more 
inclusive of gender identity and sexual orientation health. 

on average in this 
department, do not rate it 
lower in terms of how they 
perceive their work 
experience on any of these 
measures.

on average in this department, do 
rate it lower in terms of their 
perceptions of workplace happiness 
and respect and the level of 
inclusiveness in the department and 
in its responsiveness to diverse 
public stakeholders.

on average in this 
department, do not rate it 
lower in terms of how they 
perceive their work 
experience on any of these 
measures.
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Department Rating on Work Experience 
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police department  
Results were reported for the first and second phase of 
the project: surveys and documentation evaluation. The 
researchers found: 

With respect to employment equity, employee demographics do not 
reflect the City’s, with significantly less women and people of color 
than in the population and sworn officer diversity has not changed 
since 1980, despite more diversity welcoming recruitment efforts.

An analysis of qualitative responses to the employee survey done in 
Summer 2018 revealed that women and racial minorities face 
assumptions from some of their white male peers that their positions 
are unwarranted and unearned; perceptions of “reverse 
discrimination” voiced by some white males distracts and detracts 
from the fact that white men continue to hold most positions and 
most higher levels positions. This sentiment has made employees of 
color and women feel less respected and that the department is not 
responsive to diverse stakeholders in the public.

The Domestic Violence Enhanced Response Team (DVERT) is an 
innovative best practice and collaborative effort between the CPD 
and Women Helping Women. Interviews with both officers and DV 
advocates suggest DVERT is working by increasing warrants and 
arrests for DV and helping survivors access services. This service 
should be expanded and supported. 

Inconsistencies and shortfalls in the arrests and convictions of 
domestic violence perpetrators as well as in the issuance of protective 
orders require more uniform policy adherence and evidence-based 
prosecution. 
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CPD should expand efforts to recruit diverse candidates to the 
force who reflect the demographics of the community served. 
Further, we recommend implementing a mentorship program to 
improve representation at all ranks. 

CPD should strategize to address inaccurate perceptions among 
some officers that women and African Americans are 
disproportionately and/or unfairly promoted, limiting 
advancement opportunities for white men. The resentments 
generated by these perceptions are detrimental to an equitable 
workplace culture and risk spilling over into officers’ ability to 
impartially serve women and minorities in the community.

There is no mandatory additional survivor-specific training for 
CPD officers beyond that received on domestic violence in the 
Police Academy. We recommend implementing ongoing training 
for officers from a survivor-support agency credentialed by the 
Ohio Peace Officer Training Academy. 

Ensure adequate staffing of the Prosecutor’s Office, a Special 
Prosecutor for domestic violence, more continuity in prosecutors 
assigned domestic violence cases, evidence-based prosecution, 
greater training on domestic violence of prosecutors and a 
database on domestic violence case outcomes. 

POLICE DEPARTMENT COMPOSITION  

2017 Sworn & Non-Sworn Employees

65% Male

35% Female

66% White

34% Non-White

78% Male

22% Female

68% White

32% Non-White

2019 Sworn Employees



Results were reported for the second phase of the project: 
interviews with employees and documentation evaluation. The 
researchers found: 

Department of City Planning members, of which there are 
very few but who are relatively diverse in terms of normative 
gender, race, and sexual orientation and are led by a woman 
(one of the few female department directors in the City), do 
adhere to the ethics and professional responsibilities of the 
American Institute of Certified Planners (AICP) which include 
seeking “social justice” in the planning process through 
planning for “the needs of the disadvantaged” and 
promoting “racial and economic integration” and increasing 
the opportunities for “members of underrepresented groups” 
to become and advance as planners.

Gender equity and inclusion is not explicitly mentioned in 
such ethics, but staff members pointed to current female 
leadership as a source of encouraging gender awareness and 
ensuring hiring and advancement are fair in the department.

City Planning staff as a whole are sensitive to gender and 
intersectional equity issues and seek to balance the needs of 
all stakeholders in the planning process.
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More specific data collection by city planning staff and 
commission on women’s participation in decision-making, 
and the differential impact of policies and decisions on 
women and minority communities. This should probably 
extend to the interconnected departments of building and 
inspections, zoning, and historical preservation.

Equity training for the City Planning Commission and 
neighborhood councils to extend the reach of the AICP’s 
ethical guidelines to those groups making planning and 
policy decisions.

Changes in planning and zoning application forms to reflect 
the need to consider gender and racial equity in the 
application stage of development projects and 
city/neighborhood plans.

82% 
WHITE

18% 
NON-WHITE

Department of City Planning Composition  

44% 
MALE

56% 
FEMALE

Gender  Race
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