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Acknowledgement of Country
Monash Health respectfully acknowledges the peoples of the Kulin Nation, the Traditional Custodians and  
owners of the lands where our healthcare facilities are located and programs operate. Monash Health 
recognises the ongoing spiritual link Aboriginal People have to their lands, culture and lore; and acknowledge 
that their connections build healthier families and communities. Monash Health pays respect to the Elders  
of the Kulin Nation; past, present and emerging. Monash Health extends our respect to our Aboriginal  
and Torres Strait Islander employees, our consumers and stakeholders.
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We aim to provide fair
opportunities to enable
equal outcomes for
individuals regardless
of their gender
identities by 2025.
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Message from the Chair of Board 
and Chief Executive
We are delighted to introduce our Gender Equality Action Plan, 2022-2025.

As the largest health provider in Victoria, we proudly deliver healthcare to one-quarter of Melbourne’s diverse 

population. To realise our strategic intent of the relentless pursuit of excellence it is important that we foster a workplace 

environment that enables all employees to realise their full potential. This requires Monash Health to be a workplace 

where employees feel safe, respected, included and treated fairly without bias and discrimination. 

Over the last few years, we have made significant progress in gender equality and further progress requires enduring 

attention and sustained action. Therefore, in line with the Victorian Government’s Gender Equality Act 2020, we have 

developed this plan. 

The Gender Equality plan outlines the actions that we will take over the next three years in the areas of Leadership  

and Governance, Systems and Processes, Career Development, and Workplace Culture. It recognises that gender 

is not binary and includes actions for achieving gender equality for all employees regardless of their individual  

gender identities. 

The Plan will continue to evolve and be updated, and we encourage our employees to provide their feedback and 

suggestions to the Gender Equality Committee.

We thank the Gender Equality Committee for its hard work in developing the plan and we encourage you to read 

it carefully and keep it handy. We look forward to celebrating key milestones of the plan. 

Dipak Sanghvi 
Chair of Board

Andrew Stripp
Chief Executive
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How we developed this plan
Monash Health undertook an evidence-based approach in developing our Gender Equality Action Plan, 2022-2025  

to promote and enhance gender equality in the workplace. The Plan springboards off Monash Health’s existing 

organisation-wide Equity and Inclusion Strategy while also meeting requirements of the Gender Equality Act 2020. 

The Plan has been co-designed and co-created through organisation-wide stakeholder engagement sessions from 

March to September 2021. Our consultation process reflects the requirements set out in the Victorian Gender Equality 

Act (2020). As part of this process, our team consulted with, and sought input into, the development of the Gender 

Equality Action Plan from the Monash Health Board of Directors as its governing body, findings from our stakeholder 

consultation process, employees from diverse work areas, committee and subcommittee members, relevant trade 

unions (ANMF) and/or their employee representatives. 

Further information regarding the stakeholder process, can be found here. Following the consultation, the objectives and 

actions have been tailored to specific cohorts and craft groups. The Plan will be reviewed and updated every four years 

to achieve the long-term strategy. 

The case for change

Women are underrepresented in leadership, in proportion to the workforce. Evidence reveals barriers including reduced 

capacity due to career disruptions and family responsibilities, credibility assumptions, and perceived capability and 

confidence1. For example, women are five times more likely to have family-related career disruptions, which can affect 

their career progression. 

Trans and gender diverse people may feel forced to hide their gender identity when using services, at school or at work2. 

They are at greater risk of mental illness, verbal and physical abuse and social exclusion. Women with disabilities are 

more likely to experience family violence and assault2. Many workplaces do not offer men extended parental leave or 

flexible hours, they are less likely to seek professional help or talk about their problems with friends or family. Gender 

inequality affects everyone.

Gender inclusive language and terms

Gender refers to the characteristics of women, men, girls and boys that are socially constructed. This includes norms, 

behaviours and roles associated with being a woman, man, girl or boy, as well as relationships with each other. As a  

social construct, gender varies from society to society and can change over time.

We recognise that gender categories are not limited to the male-female binary. People who do not identify with any 

gender, who are trans and non-binary genders, are included in this Plan. The terms used in this document “women, 

men” have been used to align to obligations under the Gender Equality Act 2020, and in no way meant to exclude or 

discriminate any identities that do not fall within the binary frame. 

As an inclusive organisation, we adopt an intersectional approach and consider social characteristics such as sex,  

gender identity, sexual orientation, language, religion, and economic status. 

We expect this plan to evolve, with regular updates, and our employees are encouraged to provide feedback  

and suggestions.

1. https://www.sciencedirect.com/science/article/pii/S2589537021003643 Mousa M. et al. (2021) Advancing women in healthcare leadership: A systematic review  
 and meta-synthesis of multi-sector evidence on organisational interventions
2. https://www.vic.gov.au/gender-inequality-affects-everyone
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Our aim is to provide fair opportunities to enable equal outcomes for individuals regardless of their 
gender identities by 2025.

What this looks like:

• We will have gender diversity and gender balance at all senior workforce levels. We are committed to closing the 

gender gap in areas that are affected by gender imbalance.

• Our work environment will be free of unconscious and conscious bias including gender bias, where all employees 

feel safe and respected. 

• Our leaders will actively promote and encourage a fair and positive attitude towards flexible work arrangements 

and our policies will be informed by best practice standards. We are committed to empowering all genders and 

ensuring that workplace flexibility arrangements support all to balance family and caring responsibilities. 

• We will be recognised for gender equality excellence. We will do this by acknowledging, understanding and 

addressing gender-based barriers that prevent our employees and volunteers from realising their full potential.
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What we have achieved so far
Monash Health has already accomplished a great deal since we developed our Equity and 
Inclusion Strategy 2018-2023. Our key achievements include:

• Reporting annual gender ratios for each discipline

• Conducting a gender pay gap analysis

• Developing and implementing gender-neutral and transparent processes for selection into leadership positions

• Developing a communication strategy to increase awareness about identifying, reporting, and addressing sexual 

harassment and discrimination

• Providing unconscious bias training for employees and volunteers 

• Family violence training for managers to build awareness and support for employees 

• Implementing breast-feeding rooms at all main hospital sites 

• Implementing all-gender toilets across main hospital sites

• Implementing sex and gender diverse employees procedure, available to all employees via PROMPT 

• Developing an LGBTI+ support group for all employees to connect and share experiences 

• Celebrating days of significance such as International Day Against Homophobia, Biphobia, Intersexism and 

Transphobia (IDAHOBIT), International Day of People with Disability (IDPwD), International Women’s Day, Harmony 

Day and National Sorry Day
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Our key areas of focus
Focus 1 – Leadership and Governance

Focus 2 – Systems and Processes

Focus 3 – Career Development

Focus 4 – Workplace Culture

Focus 5 – External requirements

Monash Health acknowledges gender diversity within its workforce, including trans and gender diverse people,  

who may require specific approaches to ensure their inclusion and access to opportunity. The Plan should be read  

in conjunction with Monash Health’s Equity and Inclusion Strategy.
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Focus 1 – Leadership and Governance
Our priorities include publishing the gender composition of our workforce to our employees, 
improving the gender balance in medical leadership roles, and developing a system to measure  
our progress.

In addition, Monash Health leaders will model and promote a respectful workplace, and we will improve the diversity  

of the Gender Equality Committee membership. 

Objective GEI* GAD* Key Actions Key Milestone/Deliverable Responsible Date achieved

Leadership/Governance

L-1 Gender composition of the 
workforce will be published 
annually to the workforce.

Gender distribution of employees 
across all employee groups 
(horizontally and vertically) 
will be mapped to obtain 
baseline gender composition 
profile of the organisation.

There will continuous improvement 
in gender balance in medical 
leadership roles over time (3 years) 
to be proportional to the professional 
workforce group demographics. 

1,2 1.1
1.2
2.1

• Conduct annual audit on 
gender composition for 
leadership levels (Executive 
Director, Directors) and Board 

• Document baseline gender 
composition based on 
employee groups

• Identify target cohorts with 
unequal distribution of 
gender to understand and 
address modifiable causes 

• Hiring managers for Medical 
Leadership positions (Program 
Directors, Deputy Program 
Directors, Service Directors, 
Unit Directors and Deputy 
Unit Directors) will report 
on the following indicators 
for each appointment:

 ⚪ Gender composition 
of all applicants

 ⚪ Gender composition of 
shortlisted applicants

 ⚪ Gender composition 
of selection panel

L-1.1 Annual Gender report 
submitted to Board

L-1.2 Horizontal and vertical 
gender composition 
report of employee groups 
(Allied Health, Medical, 
Nursing, Support Services, 
Administration) submitted to 
Gender Equality Committee  

L-1.3 Annual report on 
Medical Leadership 
appointments submitted 
to Monash Doctors 
Leadership Committee

Director, 
People and 
Culture

Director, 
People and 
Culture

Chief Medical 
Officer

Sep (annually)

Sep (annually)

Sep (annually)

L-2 Develop a system to measure and 
collect Workplace gender equality 
indicators as identified by the 
Gender Equality Act 2020 to measure 
progress against obligations according 
to the Gender Equality Act 2020.
Indicators include:

1. gender composition of all 
levels of the workforce;

2. gender composition of 
governing bodies;

3. equal remuneration 
for work of equal or 
comparable value across 
all levels of the workforce, 
irrespective of gender;

4. sexual harassment in 
the workplace;

5. recruitment and promotion 
practices in the workplace;

6. availability and utilisation 
of terms, conditions and 
practices relating to—

 a. family violence leave; and

 b. flexible working  
 arrangements; and

 c. working arrangements  
 supporting employees with  
 family or caring responsibilities.

7. gendered segregation 
within the workplace

- - • Develop indicators to 
measure progress of Gender 
Equality Action Plan 

• Submit report to show 
progress of Gender 
Equality Action Plan and 
performance against agreed 
indicators to the Board 
and Public Sector Gender 
Equality Commissioner

L-2.1 Suite of indicators 
developed and endorsed 
by Equity & Inclusion 
Committee/Monash Health 
Executive Committee 

L-2.2 Gender Dashboard 
developed 

L-2.3 Biennial Progress 
Update Report published 

People and 
Culture, 
Gender 
Equality 
Committee

Business 
Intelligence

Gender 
Equality 
Committee

Dec 2022

Oct 2023

Oct 2023

* GEI – Gender Equality Indicators
* GAD – Gender Audit Data
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L-3 Behaviour, communication, and 
actions of Monash Health leaders 
consistently model and promote 
a Respectful Workplace

- - • Respectful Workplace 
Program developed 
and implemented

• Quarterly all employee 
communication from 
Executive Director, People 
& Culture on importance of 
respectful communication 

• Communication strategy 
including stakeholder 
engagement activities, 
public statements, internal 
communications, awareness 
campaign, which will inform 
the workforce of the of the 
Gender Equality Action 
plan and outcomes

L-3.1 Actions on Respectful 
Workplace program run 
by People and Culture 
completed (including 
L-3.2 and L3.3)

L-3.2 Annual presentations 
at Senior Leadership 
Team meeting 

L-3.3 Quarterly 
communication sent to all 
employees by first week of 
Mar, Jun, Sep and Dec

L-3.4 Communication 
Strategy and Plan on Gender 
Equality actions (respectful 
workplace, recruitment and 
selection, promotion, flexible 
work policies) developed

Executive 
Director, 
People and 
Culture

Executive 
Director, 
People and 
Culture

Executive 
Director, 
People and 
Culture

Gender Equality 
Committee, 
Communication 
and 
Engagement 

As per 
Respectful 
Workplace plan

To be 
determined

Mar, Jun, Sep,  
Dec

Dec 2022

L-4 Improve the diversity of gender 
representation on Gender Equality 
Committee (GEC) membership

- - • Implement plan to 
improve diversity of 
gender representation 
on the Gender Equality 
Committee membership

L-4.1 Review and renew 
Gender Equality Committee 
membership to reflect 
diversity of the workforce

Chair Gender 
Equality 
Committee

Mar 2022

* GEI – Gender Equality Indicators
* GAD – Gender Audit Data
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Focus 2 – Systems and Processes
We will ensure freedom from bias in recruitment and selection, promotion, and flexible work, and 
aim for equal work for equal pay. We will develop processes to audit and monitor compliance and 
ensure managers understand best practice.

Objective GEI* GAD* Key Actions Key Milestone/Deliverable Responsible Date achieved

Systems and processes

S-1 Continuous improvement of 
key systems and processes to 
ensure freedom from bias

• Recruitment and selection

• Promotion 

• Flexible work

5 5.1
5.2
6.1

• Develop process to audit 
and monitor compliance 
with recruitment and 
selection procedure

• Launch a communication, 
education, and engagement 
strategy to increase 
awareness and skills of 
managers on best practice 
recruitment/promotion 
practices/policies 

• Develop Flexible work 
promotion strategy for 
Doctors in Training

S-1.1 Process for 
audit developed. First 
audit completed

S-1.2 Enhance awareness 
on key systems and 
processes as part of 
Communication Strategy 
and Plan as per L-3.4

S-1.3 Annual education 
session for Managers in the 
fortnightly Managers forum

S-1.4 Flexible work strategy 
and plan for Doctors in 
Training developed

Gender 
Equality 
Committee/
People and 
Culture

Gender 
Equality 
Committee/
People and 
Culture

Executive 
Director, 
People and 
Culture

Director, 
Monash 
Doctors 
Workforce

Jun 2023

Dec 2022

Jun 2023

Dec 2022

S-2 Equal pay rates for the same  
role/job done

3 3.1
3.2

• Annual Gender Pay 
gap analysis

• Develop remuneration 
framework and guidance for 
medical leadership positions

S-2.1 Gender pay gap 
analysis reported as 
per Biennial Progress 
Update Report in L-2.3

S-2.2 Remuneration 
framework for medical 
leadership positions 
developed

People and 
Culture

Director, 
Monash 
Doctors 
Workforce

Oct 2023

Dec 2022

* GEI – Gender Equality Indicators
* GAD – Gender Audit Data
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Focus 3 – Career Development
As well as continuing to provide the Women in Leadership training and evaluation of the course, we 
will develop a learning and development program for administrative and support employees such as 
ward clerks, patient services and security. We will recognise academic status of employees across 
groups including medical, allied health and nursing.

Objective GEI* GAD* Key Actions Key Milestone/Deliverable Responsible Date achieved

Career Development

C-1 Leadership development 
opportunities are offered to 
enable realisation of potential

- - • Continue providing Women 
in Leadership (WIL) 
training and Intentional 
Leadership Program

• Evaluate WIL course

• Promote leadership 
development opportunities 
for all genders in the 
cohorts where gendered 
segregation is identified 
by the gender report

C-1.1 Two Women in 
Leadership (WIL) courses 
offered in 2022 

C-1.2 WIL course 
evaluation report to Gender 
Equality Committee

C-1.3 Leadership training 
needs analysis conducted 
in predominantly female 
work groups. 

Chief Medical 
Officer 

Chief Medical 
Officer 

Executive 
Director, 
People and 
Culture

Dec 2022

Dec 2022

Dec 2022

C-2 Promote career progression 
supports in the workplace

- 5.1
5.2
5.3
5.4
5.5
5.6
5.7
5.8

• Evaluate current 
Mentorship Program

• Promote recognition of 
academic status of staff 
across craft groups (medical, 
allied health, nursing)

• Develop Learning & 
Development program for 
administrative and support staff 
(i.e., Allied Health assistants, 
food services, patient services, 
ward clerks, security) 

C-2.1 Existing 
mentorship/shadowing 
program evaluated

C-2.2 Report on number 
of staff with academic 
appointments (Medical, 
Allied Health) as part of the 
annual Gender Equality 
Committee report

C-2.3 Publicise and 
communicate Learning 
& Development Program 
to respective groups

C-2.4 Promote job-sharing  
and part-time Nurse Unit  
Managers and senior 
leadership roles in 
nursing/midwifery

Senior Manager, 
Learning and 
Development 

Chief Medical 
Officer/Chief 
Allied Health 
Officer

Director, 
Learning and 
Development/ 
Chief Allied 
Health Officer

Executive 
Director, 
Nursing and 
Midwifery

Dec 2022

Sep 2022

Dec 2022 

Dec 2023

* GEI – Gender Equality Indicators
* GAD – Gender Audit Data
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Focus 4 – Workplace Culture
As part of promoting fairness, respect and inclusion, we will improve the experience of employees 
returning after parental leave, promote flexible working arrangements and leave entitlements, and work 
towards a family and gender friendly workplace. Importantly, we will develop a family violence awareness 
campaign, including training in family violence and publicising links and drivers for family violence.

Objective GEI* GAD* Key Actions Key Milestone/Deliverable Responsible Date achieved

Workplace Culture

W-1 Promote a culture of fairness 
and respect where staff feel safe 
and included in the workplace

4 4.1
4.2
4.3

• Identify barriers to reporting 
of discrimination, sexual 
harassment, and sexism 
(Survey and focus groups)

• Review how bystander 
interventions can be 
included within training and 
communication materials 
to encourage reporting 
of sexual harassment 

• Determine trends in sexual
harassment incidents 
to develop training and 
education strategies

W-1.1 Barrier analysis 
on reporting gendered 
discrimination, sexual 
harassment and bullying 
in the Medical Workforce

W-1.2 Continued quarterly 
communication on gender 
safety; how to report gender-
related discrimination, 
sexual harassment and 
information about how many 
claims were substantiated. 

W-1.3 Annual review of 
all reported incidents of 
sexual harassment

Chief Medical 
Officer 

Executive 
Director, 
People and 
Culture

Executive 
Director, 
People and 
Culture

Dec 2022

Mar 2022

Sept 2022

W-2 Improve experience of employees
returning to work after parental leave

6 6.2
6.3

• Re-launch Monash Doctors 
perinatal support program 
to support doctors returning 
to work after parental leave

W-2.1 Review and 
evaluation of the Monash 
Doctors current Perinatal 
Support Program 

W-2.2 Revision of the plan 
based on the evaluation 
submitted to Monash 
Doctors Leadership 
Committee (MDLC)

W-2.3 Develop perinatal 
program in Nursing 
and Midwifery

Director, 
Monash 
Doctors 
Workforce

Director, 
Monash 
Doctors 
Workforce

Executive 
Director, 
Nursing and 
Midwifery

Dec 2023

Jun 2023

Dec 2023

W-3 Promote the uptake of flexible
working arrangements and 
leave entitlements

6 - • Raise awareness and
access to: 

 ⚪ Flexible work 
arrangements

 ⚪ Parental leave policies

W-3.1 Annual session on 
Flexible Work and Parental
Leave at Manager Forum 

W-3.2 Survey on uptake and
implementation of parental 
leave policies (Medical)

Equity and 
Inclusion 
Lead/People 
and Culture

Jun 2023

Dec 2022 

W-4 Gender and family friendly workplace - • All gender toilets available
in all Monash Health sites

W-4.1 Continue increasing 
number of all gender toilets 
across Monash Health sites

W-4.2 iPM (patient 
management system) 
changes implemented

W-4.3 Gender Diversity
policy developed

Lesbian Gay 
Bisexual 
Transgender 
Intersex 
subcommittee

Dec 2025

Dec 2022

Dec 2023

W-5 Increase awareness of link between 
gender inequality and family violence

- • Family violence awareness 
campaign including policies 
on family violence leave, 
training in family violence, 
and publicising links and 
drivers for family violence

• Family violence training to 
include link between family 
violence and gender equality

W-5.1 Communication 
strategy on gender equality 
includes promoting 
access to family violence 
leave, and training

W-5.2 Continued quarterly 
updates from Family Violence 
taskforce to Monash 
Executives on defined set of 
metrics (as collected by the 
Family Violence Taskforce)

Family Violence 
Taskforce

Feb 2023

* GEI – Gender Equality Indicators
* GAD – Gender Audit Data
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Focus 5 – External requirements
We will comply with the obligations of the Gender Equality Act 2020 by conducting Gender 
Impact Assessments for services, programs, and policies that impact the public.

Objective GEI* GAD* Key Actions Key Milestone/Deliverable Responsible Date achieved

Workplace Culture

E-1 Compliance with obligations of 
the Gender Equality Act 2020

- • Conduct Gender Impact 
Assessments (GIA) for 
services, programs, policies 
that directly and significantly 
impacts the public

E-1.1 Identify and prioritise 
list of policies for GIA 

E-1.2 GIA training 
for managers at 
managers forum

E-1.3 GIA completed for 
public facing policies 
identified in E1.1

Equity & 
Inclusion Lead

Dec 2022

Jun 2023

Jun 2024

* GEI – Gender Equality Indicators
* GAD – Gender Audit Data
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• Ensuring compliance with key legislative requirements under the Gender Equality Act 2020, relating to key

deliverables including:

• Publishing Review and update of the Monash Health’s Gender Equality Action Plan within agreed timeframes

• Preparation of the annual Gender Report and Biannual Progress report to the Gender Equality Commissioner

• Conducting and facilitating organisation-wide gender impact assessments

• Development of a dashboard of Gender Indicators

• Consulting with unions on the key areas of the Gender Equality Plan

• Regular communication with the Gender Equity Equality Committee and Equity and Inclusion Committee on

progress of key initiatives and identification of associated risks.

This role resource will report on and support the implementation of activities within the GEAP and demonstrates Monash 

Health’s commitment to making progress towards gender equality.

How we will implement the plan
The Monash Health’s Gender Equality Action Plan 2022-2025 (GEAP) aims to promote 
gender equality within our workforce and improve outcomes for people of all genders and will be 
implemented through strategic resourcing.  

Under the Gender Equality Act 2020 (Vic), Monash Health is required to ensure adequate resources are invested to 

implement its GEAP. Properly resourcing the implementation of the GEAP is critical to delivering on our commitments 

to staff and meeting our obligation under the Act to make reasonable and material progress towards workplace  

gender equality.  

The delivery of this plan will be overseen by Equity and Inclusion (Chair, E&I Committee) and resourced through the 

Gender Equity Lead. Several actions identified in the GEAP include the participation of employees from across the 

business in activities to raise awareness, knowledge, and skill development.  

Monash Health has allocated an annual budget and resources to support delivery of GEAP actions that have a cost. A 

significant number of actions within the GEAP will be delivered by our newly appointed Gender Equity Lead. If required, 

we will redirect budget to meet commitments set out in this GEAP.  

Monash Health has resourced, recruited and onboarded a .4 two-year fixed term headcount as the Gender Equity Lead 

who is tasked with the successful implementation of the GEAP.  This role will be primarily responsible for identifying, 

facilitating and reporting on the implementation of key actions and initiatives that will positively influence and drive gender 

equality across the health service. In addition, and in partnership with key stakeholders, this role will work with groups 

and steering committees, adopt a broad view of diversity across the organisation, and ensure we achieve the key 

elements of our Equity and Inclusion strategy.    

Key pieces of work will include: 
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Below is the Gender Audit Data attached to the Gender Equality Action Plan 
(GEAP) 2021-2025. 

The data represents the recommended minimum standard (Ref 1) for reporting of audit results that are 
included with the GEAP in accordance with guidance provided by the Gender Equality Commission (Ref 2). 
Seven components the Gender audit include:

1. Gender composition of workforce 
2. Gender Composition of governing body
3. Pay Equity
4. Sexual Harassment

5. Recruitment and promotion
6. Leave and flexibility
7. Gendered segregation

1. Gender composition of workforce
1.1 Workforce 21,376 (source: Monash Health Gender Audit Data submitted on 17 Dec 2021)

2. Gender Composition of governing body
2.1 Gender composition of Board (source: Monash Health Gender Audit Data submitted Dec 2021) 

1.2 Overall 21,376 gender composition of the workforce, by employment basis (full-time, part-time and casual)

77.4% identify as women 22.6% identify as men

Women Men Other

Composition (%) 77% 23% -

Full-time (%) 20% 10% -

Part-time (%) 41% 8% -

Casual (%) 16% 5% -

81% of respondents who identified as men, 64% who identified as women, and 64% who identified as other genders 
agreed that “there is positive culture within my organisation in relation to employees of different sexes/genders” 
(source: People Matters Survey 2021)

3. Pay Equity
Overall organisational gender pay gaps (source: Monash Health Gender Audit Data submitted Dec 2021)

3.1 Median base salary gap is 3.9% in favour of men

3.2 Median total remuneration gap is 3.0% in favour of men 

55% (5) women 45% (4) men

https://www.genderequalitycommission.vic.gov.au/sites/default/files/2021-11/Recommended_minimum_standard_for_GEAPS_list_of_data %281%29.doc
https://www.genderequalitycommission.vic.gov.au/gender-equality-action-plans
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4. Sexual Harassment 
Nine formal sexual harassment complaints were made. (source: Monash Health Gender Audit Data submitted Dec 2021),  
of which all identified as women.

4% of respondents who identified as men, 6% who identified as women, and 6% who identified as others, experienced 
sexual harassment (source: People Matters Survey 2021)

Percentage of 1,244 survey respondents who agreed with the following statements (source: People 
Matters Survey 2021) 

Survey questions Women Men Other

4.1 I feel safe to challenge inappropriate behaviour at work 71% 64% 48%

4.2 My organisation takes steps to eliminate bullying, harassment  
and discrimination

78% 73% 60%

4.3 My organisation encourages respectful workplace behaviours 87% 85% 69%

Survey questions Women Men Other

5.1 My organisation makes fair recruitment and promotion decisions,  
based on merit 

61% 56% 42%

5.2 I feel I have an equal chance at promotion in my organisation 51% 45% 35%

5.3 Gender is not a barrier to success in my organisation 80% 80% 62%

5.4 Being Aboriginal and/or Torres Strait Islander is not a barrier  
to success in my organisation

67% 72% 59%

5.5 Cultural background is not a barrier to success in my organisation 76% 79% 60%

5.6 Sexual orientation is not a barrier to success in my organisation 79% 79% 64%

5.7 Disability is not a barrier to success in my organisation 63% 59% 53%

5.8 Age is not a barrier to success in my organisation 73% 72% 58%

5. Recruitment and promotion
Percentage of survey respondents who agreed with the following statements (source: People Matters 
Survey 2021)

6. Leave and flexibility
6.1 Proportion of the workforce using formal flexible working arrangements

Flexible working arrangements are not formally captured in Monash Health. 

6.2 Gender composition of people in the organisation who have taken parental leave (source: Payroll Services)

Gender Total

Female 1,107

Male 137

Grand total 1,244

6.3 Number of people who exited the organisation during parental leave, by gender (source: Payroll Services)

Gender Total

Female 57

Male 0

Grand total 57
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Major 
Group

Sub-Major Group Minor Group
ANZSCO 
code (6 
digits)

Women Men
Self 
Described 
Gender

1 MANAGERS 1 68 11 0

13 Specialist Managers 13 68 11 0

2 PROFESSIONALS 2 11,409 2,991 0

22 Business, Human 
Resource and 
Marketing 
Professionals

22 83 8 0

23 Design, Engineering, 
Science and Transport 
Professionals

23 330 107 0

25 Health Professionals 25 10,531 2,814 0

27 Legal, Social and 
Welfare Professionals

27 463 62 0

3 TECHNICIANS AND TRADES WORKERS 3 334 234 0

31 Engineering, ICT and 
Science Technicians

31 256 153 0

32 Automotive and 
Engineering 
Trades Workers

32 0 4 0

33 Construction 
Trades Workers

33 0 8 0

34 Electrotechnology and 
Telecommunications 
Trades Workers

34 71 52 0

35 Food Trades Workers 35 6 16 0

36 Skilled Animal and 
Horticultural Workers

36 0 1 0

39 Other Technicians 
and Trades Workers

39 1 0 0

4 COMMUNITY AND PERSONAL 
SERVICE WORKERS

4 1,100 415 0

41 Health and Welfare 
Support Workers

41 751 139 0

42 Carers and Aides 42 328 164 0

43 Hospitality Workers 43 11 9 0

44 Protective Service 
Workers

44 8 103 0

45 Sports and Personal 
Service Workers

45 2 0 0

7. Gendered segregation
7.1 This is the breakdown of gender as per labour category (source: Payroll Services) 
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5 CLERICAL AND ADMINISTRATIVE 
WORKERS

5 2,602 625 1

51 Office Managers 
and Program 
Administrators

51 0 0 0

52 Personal Assistants 
and Secretaries

52 0 0 0

53 General Clerical 
Workers

53 16 13 0

59 Other Clerical and 
Administrative 
Workers

59 2,586 612 1

6 SALES WORKERS 6 0 0 0

7 MACHINERY OPERATORS 
AND DRIVERS

7 2 27 0

8 LABOURERS 8 1,018 534 1

82 Construction and 
Mining Labourers

82 0 0 0

85 Food Preparation 
Assistants

85 328 160 1

89 Other Labourers 89 53 44 0



Attachment 2 -  
Stakeholder  
Consultation
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Stakeholder group Date

International Women’s Day Forum (all Monash Health staff) Mar 2021

Chief Medical Officer newsletter (all medical staff) Apr 2021

Gender Equality Committee Mar, Jun, Jul 2021

Family Violence Taskforce Jul 2021

Equity and Inclusion Committee Jun 2021

Junior Medical Staff Open Forum Jul 2021

LGBTI Subcommittee Aug 2021

Industrial Briefing Nov 2021

Australian Nursing and Midwifery Federation Apr 2022

Nurses Forum In progress

Monash Health Board of Directors Mar 2022

Below is a list of organisation-wide stakeholder engagement groups that 
were consulted from March 2021 - April 2022.   
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T: 03 9594 6666 
E: info@monashhealth.org
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To receive a plain text version of this document or provide feedback  
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