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#Workplace overview

Policies and strategies

1: Do you have a formal policy and/or formal strategy in place that specifically supports gender
equality in the following areas?

…Recruitment Yes( )Select all that apply

…Yes Policy

…Retention Yes( )Select all that apply

…Yes Strategy

…Performance management processes Yes( )Select all that apply

…Yes Policy

…Promotions Yes( )Select all that apply

…Yes Policy

…Talent identification/identification of high
potentials

Yes( )Select all that apply

…Yes Strategy

…Succession planning Yes( )Select all that apply

…Yes Strategy

…Training and development Yes( )Select all that apply

…Yes Policy

…Key performance indicators for managers
relating to gender equality

Yes( )Select all that apply

…Yes Strategy

2: Do you have formal policy and/or formal strategy in place that support gender equality overall?
Yes( )Select all that apply

…Yes Policy 
Strategy 

3: If your organisation would like to provide additional information relating to your gender equality
policies and strategies, please do so below.

Monash University Workplace Gender Equality Strategy seeks to foster an organisational
culture in which staff of all genders, of a variety of cultural backgrounds, faiths and heritages
participate equally at all levels.

The Strategy sets out to:

Improve the gender composition of staff in leadership roles.



Increase the participation of women in STEMM and in areas of the university where
women have been historically under-represented.
Promote a flexible workplace culture.
Support staff with caring responsibilities.
Achieve improvements across gender pay equity measures.

Governing bodies

Monash University

1: Does this organisation have a governing
body?

Yes(Provide further details on the governing
)body(ies) and its composition

1.1: What is the name of your governing body? Monash University Council

1.2: What type of governing body does this
organisation have?

Council

1.3: How many members are on the governing
body and who holds the predominant Chair
position?

…Chairs

…Female (F)

…Male (M) 1

…Gender X 0

…Members

…Female (F) 8

…Male (M) 6

…Gender X 0

1.4: Do you have a formal selection policy
and/or formal selection strategy for this
organisation's governing body members?

Yes( )Select all that apply

Strategy

1.5: Has a target been set to increase the
representation of women on this governing
body?

Yes( )Provide further details on your target

10.6: What is the percentage (%) target? 50.00%

10.7: What year is the target to be reached
(select the last day of the target year)?

31-Dec-2021

2: If your organisation would like to provide additional information relating to governing bodies and
gender equality in your workplace, do so below.

Council is responsible for the overall governance of the University. It is specifically
accountable to the relevant State and Commonwealth Ministries for the fulfilment of the
University's role in the Australian community. 



#Action on gender equality

Gender pay gaps

1: Do you have a formal policy and/or formal strategy on remuneration generally?
Yes( )Select all that apply

…Yes
Policy 
Strategy 

1.1: Are specific pay equity objectives
included in your formal policy and/or formal
strategy?

Yes( )Select all that apply

…Yes

To achieve gender pay equity 
To ensure no gender bias occurs at any point in
the remuneration review process (for example at
commencement, at annual salary reviews,
out-of-cycle pay reviews, and performance
reviews) 
To be transparent about pay scales and/or
salary bands 
To implement and/or maintain a transparent and
rigorous performance assessment process 

2: Did your organisation receive JobKeeper payments?
No

3: What was the snapshot date used for your Workplace Profile?
31-Mar-2021

4: If your organisation would like to provide additional information relating to gender pay gaps in
your workplace, please do so below.

Monash University undertakes an annual gender pay gap analysis including:

Base salary, total remuneration, performance pay.
Organisation-wide, level by level, like for like.
Starting salaries, annual salary increases, salaries on promotion.

Results of gender remuneration gap analysis, pay equity metrics and actions are reported to
senior stakeholders and relevant senior committees.

Employer action on pay equity

1: Have you analysed your payroll to determine if there are any remuneration gaps between
women and men (e.g. conducted a gender pay gap analysis)?

Yes(Provide further details on the most recent gender remuneration gap analysis that was



)undertaken.

1.1: When was the most recent gender
remuneration gap analysis undertaken? Within the last 12 months

1.2: Did you take any actions as a result of
your gender remuneration gap analysis? Yes( )Select all that apply

1.2: Did you take any actions as a result of your
gender remuneration gap analysis?

.. Yes

Identified cause/s of the gaps 
Set targets to reduce any organisation-wide gap

Trained people-managers in addressing gender
bias (including unconscious bias) 

1.3: You may provide details below on the
type of gender remuneration gap analysis
that has been undertaken (for example
like-for-like and/or organisation-wide)

Monash University undertakes an annual
gender pay gap analysis including:

Base Salary, total remuneration,
performance pay
Organisation-wide, level by level, like for
like
Starting salaries, annual salary increases,
salaries on promotion

Results of gender remuneration pay gap
analysis, pay equity metrics and actions are
reported to senior stakeholders and relevant
senior committees. 

2: If your organisation would like to provide additional information relating to employer action on
pay equity in your workplace, please do so below.

Monash University is committed to closing its organisation-wide gender pay gap. 

The target to halve the organisation-wide gender pay gap by 2022 was endorsed by the
Monash University President and Vice-Chancellor, who is also a Pay Equity Ambassador
and a visible champion of gender equity. 

The University's Workplace Gender Equality Strategy articulates a number of objectives for
gender pay equity, including: 

Transparency of salary banding.
Eliminating gender bias impacting remuneration decisions.



Identifying leading causes of gender pay gaps and take actions to reduce them.
Reporting on progress towards narrowing the university-wide gender pay gap to the
governing body.
Setting targets to increase the representation of women in senior (higher paid) roles.

To reduce gender pay gaps, the University adopts a multi-faceted approach that addresses
women's under-representation in senior roles, promotes workplace flexibility, provides
parental and caregiving leave and other support, as well as implements strategies to
mitigate the effects of unconscious bias.

Employee consultation

1: Have you consulted with employees on issues concerning gender equality in your workplace?
Yes( )Provide further details on the employee consultation process.

1.1: How did you consult employees?
Survey 
Consultative committee or group 
Exit interviews 

1.2: Who did you consult? ALL staff

2: If your organisation would like to provide additional information relating to employee
consultation on gender equality in your workplace, please do so below.

Monash University has consulted staff on the emerging equity impacts of the COVID-19
pandemic with a particular focus on understanding impacts relating to employment security,
wellbeing, work flexibility as well as impact on academic work. Survey results informed the
development of guiding equity principles for STEMM faculties to ensure the University
maintains progress towards gender equity outcomes during and post the COVID-19 crisis.

In 2021, the University administered its biennial Staff Equity and Diversity Survey designed
to gain a deeper understanding of how Monash staff experience their work and identify what
opportunities exist to improve policies and practices to help foster inclusive workplace
culture. Findings from the survey inform progress against the University's Workplace
Gender Equality Strategy help establish new evidence-based actions within the University's
Diversity and Inclusion Framework.



#Employee work/life balance

Flexible working

1: Do you have a formal policy and/or formal strategy on flexible working arrangements?
Yes( )Select all that apply

…Yes
Policy 
Strategy 

…A business case for flexibility has been
established and endorsed at the leadership
level

Yes

…Leaders are visible role models of flexible
working

Yes

…Flexible working is promoted throughout
the organisation

Yes

…Targets have been set for engagement in
flexible work

No( )Select all that apply

…No Other (provide details)

…Other (provide details)

Consultation findings provide evidence that
employees are satisfied with the workplace
flexibility. During the reporting period all
employees utilised flexible work.

…Targets have been set for men's
engagement in flexible work

No( )Select all that apply

…No Other (provide details)

…Other (provide details)
During the reporting period, all employees
engaged in flexible work.

…Leaders are held accountable for improving
workplace flexibility

Yes

…Manager training on flexible working is
provided throughout the organisation

Yes

…Employee training is provided throughout
the organisation

Yes

…Team-based training is provided
throughout the organisation

Yes

…Employees are surveyed on whether they
have sufficient flexibility

Yes

…The organisation's approach to flexibility is
integrated into client conversations

Yes

…The impact of flexibility is evaluated (e.g.
reduced absenteeism, increased employee
engagement)

Yes



…Metrics on the use of, and/or the impact of,
flexibility measures are reported to key
management personnel

Yes

…Metrics on the use of, and/or the impact of,
flexibility measures are reported to the
governing body

Yes

…Other (provide details) Yes

…Yes

Monash University demonstrates leading
practice in workplace flexibility. Leaders are
accountable for supporting workplace flexibility
and communicating openly and regularly to
promote flexible work options to all employees.

2: Do you offer any of the following flexible working options to MANAGERS in your workplace?
…Flexible hours of work Yes( )Select one option only

…Yes
SAME options for women and men(Select all

)that apply

…SAME options for women and men Formal options are available 
Informal options are available 

…Compressed working weeks Yes( )Select one option only

…Yes
SAME options for women and men(Select all

)that apply

…SAME options for women and men
Formal options are available 
Informal options are available 

…Time-in-lieu Yes( )Select one option only

…Yes SAME options for women and men(Select all
)that apply

…SAME options for women and men Formal options are available 
Informal options are available 

…Telecommuting (e.g. working from home) Yes( )Select one option only

…Yes
SAME options for women and men(Select all

)that apply

…SAME options for women and men
Formal options are available 
Informal options are available 

…Part-time work Yes( )Select one option only

…Yes SAME options for women and men(Select all
)that apply

…SAME options for women and men Formal options are available

…Job sharing Yes( )Select one option only

…Yes SAME options for women and men(Select all
)that apply

…SAME options for women and men Formal options are available

…Carer's leave Yes( )Select one option only

…Yes SAME options for women and men(Select all
)that apply



…SAME options for women and men
Formal options are available 
Informal options are available 

…Purchased leave Yes( )Select one option only

…Yes
SAME options for women and men(Select all

)that apply

…SAME options for women and men Formal options are available

…Unpaid leave Yes( )Select one option only

…Yes
SAME options for women and men(Select all

)that apply

…SAME options for women and men Formal options are available

3: Are your flexible working arrangement options for NON-MANAGERS the same as the options
for managers above?

Yes

4: Were managers in your organisation allowed to make INFORMAL flexible working
arrangements with their team members in response to the COVID-19 pandemic?

Yes, ALL managers

5: Did you see an increase, overall, in the approval of FORMAL flexible working arrangements for
your workforce compared to pre-COVID-19?

Yes, for both women and men

6: If your organisation would like to provide additional information relating to flexible working and
gender equality in your workplace, please do so below.

Monash University recognises workplace flexibility as one of the key enablers of gender
equality. Through relevant policies, procedures, toolkits, training and other programs
designed to support staff in workplace flexibility, the University demonstrates leading
practice.

The University's Working from Home Procedure seeks to support staff who wish to
work from home, including a hybrid working model. 
"Monash @ Home" website was developed to provide additional support for staff and
supervisors in successfully working from home, managing remote teams and staying
connected.
Utilisation of flexible work arrangements is monitored and reported to senior leaders. 
Staff are consulted on their satisfaction regarding workplace flexibility.
HR works with leaders across the organisation to promote workplace flexibility.



#Employee support

Paid parental leave

1: Do you provide employer funded paid parental leave regardless of carer's status (i.e.
primary/secondary) in addition to any government funded parental leave scheme?

Yes, we offer employer funded parental leave (using the primary/secondary carer definition)

1.1: Do you provide employer funded paid
parental leave for primary carers in addition
to any government funded parental leave
scheme?

Yes(Please indicate how employer funded paid
)parental leave is provided to the primary carers.

1.1.a: Please indicate whether your
employer-funded paid parental leave for
primary carers is available to:

All, regardless of gender

1.1.b: Please indicate whether your
employer-funded paid parental leave for
primary carers covers:

Birth 
Adoption 
Surrogacy 
Stillbirth 

1.1.c: How do you pay employer funded
paid parental leave to primary carers?

Paying the employee's full salary

1.1.d: Do you pay superannuation
contribution to your primary carers while
they are on parental leave?

Yes, on employer funded parental leave

1.1.e: How many weeks (minimum) of
employer funded paid parental leave for
primary carers is provided?

8

1.1.f: What proportion of your total
workforce has access to employer funded
paid parental leave for primary carers,
including casuals?

41-50%

1.2: Do you provide employer funded paid
parental leave for secondary carers in
addition to any government funded parental
leave scheme?

Yes(Please indicate how employer funded paid
parental leave is provided to the secondary

)carers.

1.2.a: Please indicate whether your
employer-funded paid parental leave for
secondary carers is available to:

All, regardless of gender

1.2.b: Please indicate whether your
employer-funded paid parental leave for
secondary carers covers:

Birth

1.2.c: How do you pay employer funded
paid parental leave to secondary carers?

Paying the employee's full salary



1.2.d: Do you pay superannuation
contribution to your secondary carers while
they are on parental leave?

Yes, on employer funded parental leave

1.2.e: How many weeks (minimum) of
employer funded paid parental leave for
secondary carers is provided?

1

1.2.f: What proportion of your total
workforce has access to employer funded
paid parental leave for secondary carers,
including casuals?

70-80%

2: If your organisation would like to provide additional information relating to paid parental leave
and gender equality in your workplace, please do so below.

Monash recognises the benefits of inclusive workplaces as critical to the University's
success and is committed to proactively supporting staff with family and caregiving
responsibilities.

In addition to providing generous paid parental leave to expectant parents, including
pre-natal leave, maternity leave, adoption leave and paid leave for partners, the University
offers a range of benefits to support staff during pregnancy, breastfeeding, provision of
on-site childcare centres, on-site school holiday programs, access to free professional
counselling services as well as group coaching and interactive sessions for new parents.

Support for carers

1: Do you have a formal policy and/or formal strategy to support employees with family or caring
responsibilities?

Yes( )Select all that apply

…Yes
Policy 
Strategy 

2: Do you offer any of the following support mechanisms for employees with family or caring
responsibilities?

…Employer subsidised childcare Yes(Please indicate the availability of this
)support mechanism.

…Yes Available at ALL worksites

…On-site childcare
Yes(Please indicate the availability of this

)support mechanism.

…Yes Available at SOME worksites

…Breastfeeding facilities Yes(Please indicate the availability of this
)support mechanism.

…Yes Available at ALL worksites

…Childcare referral services
Yes(Please indicate the availability of this

)support mechanism.

…Yes Available at ALL worksites



…Internal support networks for parents Yes(Please indicate the availability of this
)support mechanism.

…Yes Available at ALL worksites

…Return to work bonus (only select if this
bonus is not the balance of paid parental
leave)

Yes(Please indicate the availability of this
)support mechanism.

…Yes Available at ALL worksites

…Information packs for new parents and/or
those with elder care responsibilities

Yes(Please indicate the availability of this
)support mechanism.

…Yes Available at ALL worksites

…Referral services to support employees
with family and/or caring responsibilities

Yes(Please indicate the availability of this
)support mechanism.

…Yes Available at ALL worksites

…Targeted communication mechanisms
(e.g. intranet/forums)

Yes(Please indicate the availability of this
)support mechanism.

…Yes Available at ALL worksites

…Support in securing school holiday care Yes(Please indicate the availability of this
)support mechanism.

…Yes Available at SOME worksites

…Coaching for employees on returning to
work from parental leave

Yes(Please indicate the availability of this
)support mechanism.

…Yes Available at ALL worksites

…Parenting workshops targeting mothers Yes(Please indicate the availability of this
)support mechanism.

…Yes Available at ALL worksites

…Parenting workshops targeting fathers
Yes(Please indicate the availability of this

)support mechanism.

…Yes Available at ALL worksites

…Other (provide details) Yes(Please indicate the availability of this
)support mechanism.

…Yes Available at ALL worksites

…Available at ALL worksites

Employees who continue to breastfeed on their
return to work may request a 'Mobile Mother'
Kit'. This in in recognition that the location of our
parenting facilities may not always meet their
requirements to regularly express breast milk in
privacy during working hours. The Mobile
Mother’s Kit has a number of available
components that can be delivered to the
employee's office (or building) including an
armchair with footrest, bar fridge to store breast
milk, privacy screen and a lockable cabinet to
store items such as breast pumps.



3: If your organisation would like to provide additional information relating to support for carers in
your workplace, please do so below.

Support for parents and carers forms a pillar of the University's Workplace Gender Equality
Strategy

Key objectives include:

Directors and faculty managers promote programs and support available to parents
and carers.
The University supports staff who continue to work while pregnant or trying to become
pregnant.
The University supports staff who continue to breastfeed on their return from parental
leave.
Parenting facilities are available on all Monash campus locations.
Tailored workshops and coaching sessions are available to staff before and after
parental leave.
Timing of key events takes into consideration family-friendly hours and school holiday
dates.

More than 40 per cent of Monash staff are parents with dependent children. The University
uses Workplace as an online communication platform which includes a group dedicated to
staff who are parents ("Parents at Monash"). 

22 parenting rooms are currently available and publicly advertised across eight different
work locations.

Sex-based harassment and discrimination

1: Do you have a formal policy and/or formal strategy on sex-based harassment and discrimination
prevention?

Yes( )Select all that apply

…Yes Policy

1.1: Do you provide a grievance process in
any sex-based harasssment and
discrimination prevention formal policy
and/or formal strategy?

Yes

2: Do you provide training on sex-based harassment and discrimination prevention to the following
groups?



…All managers Yes(Please indicate how often is this training
)provided (select all that apply):

…Yes
At induction 
Every three years or more 

…All employees
Yes(Please indicate how often is this training

)provided (select all that apply):

…Yes Every three years or more

3: If your organisation would like to provide additional information relating to sex-based
harassment and discrimination, please do so below.

Monash University demonstrates leading practice in building and maintaining a culture
based on integrity and respect and setting standards of the highest professional
behaviours. 

To create the professional and supportive environment in which we can all thrive, the
University prohibits all forms of unacceptable behaviour, bullying, discrimination,
harassment (including racial, religious and sexual harassment) and stalking. All members of
the University, including bystanders who observe such behaviours, are strongly encouraged
to report such conduct. Victimisation of persons who raise a concern will not be tolerated. 

Whilst there are policies and procedures that govern the conduct of our staff and students,
the University also expect the highest standards of professional behaviour from everyone
who engages with us, including our visitors, affiliates, industry partners and service
providers.

The University has policy and procedures dealing with each of these matters, including how
to make a report of concerning behaviour:

Behaviours in the Workplace.
Resolution of unacceptable behaviour and discrimination.
Staff/Student Personal Relationships
Equal Opportunity Policy. 

Monash staff are provided with a range of internal support services, including Employee
Assistance Program, Counselling services and support from an internal Ethical Conduct
Team who can provide advice regarding unacceptable behaviours and referrals to approved
University services.

Family or domestic violence



1: Do you have a formal policy and/or formal strategy to support employees who are experiencing
family or domestic violence?

Yes( )Select all that apply

…Yes Policy

2: Other than a formal policy and/or formal strategy, do you have the following support
mechanisms in place to support employees who are experiencing family or domestic violence?

…Employee assistance program (including
access to psychologist, chaplain or
counsellor)

Yes

…Training of key personnel Yes

…A domestic violence clause is in an
enterprise agreement or workplace
agreement

Yes

…Workplace safety planning Yes

…Access to paid domestic violence leave
(contained in an enterprise/workplace
agreement)

Yes

…Access to unpaid domestic violence leave
(contained in an enterprise/workplace
agreement)

Yes

…Access to paid domestic violence leave
(not contained in an enterprise/workplace
agreement)

Yes

…Access to unpaid leave Yes

…Confidentiality of matters disclosed Yes

…Referral of employees to appropriate
domestic violence support services for
expert advice

Yes

…Protection from any adverse action or
discrimination based on the disclosure of
domestic violence

Yes

…Flexible working arrangements Yes

…Provision of financial support (e.g.
advance bonus payment or advanced pay)

Yes

…Offer change of office location Yes

…Emergency accommodation assistance Yes

…Access to medical services (e.g. doctor or
nurse)

Yes

…Other (provide details) Yes

…Yes

Support is also available to employees who are
providing care or support to a family member
who is experiencing family violence. Access to
confidential, professional counselling and
support is available also to employees'
immediate family members. The University has



a central point of enquiry for expert advice,
support, intervention, investigation and risk
management to reduce the risk of inappropriate,
concerning or threating behaviours including
family and interpersonal violence.

3: If your organisation would like to provide additional information relating to family and domestic
violence affecting your workplace, please do so below.

In 2021, Monash University was awarded $8.67 million from the State Government for
critical research, the creation of workforce pathways and better legal support for family
violence victim-survivors.

The program led by the Monash Gender and Family Violence Prevention Centre will seek to
provide Victorian family violence victim-survivors with better access to employment
opportunities and establish industry partnerships to enhance gender equality across
workplaces state-wide. 

Monash University's Family Violence Support Procedure articulates the University's
commitment to providing support to staff experience family violence. It also sets out the
process for staff to access leave for absences due to family violence and / or flexible work
arrangements. The amount of paid Family Violence leave is uncapped. 

Monash website dedicated to safety and security outlines a wide range of resources to
ensure Monash staff feel safe and supported. Staff can contact Safer Community Unit for
advice, support and information, including referrals for safety and wellbeing needs, access
to medical care, information about formal reporting options, advice about external process
and safety measures that may be available and assistance in making informed choices
about the staff member's safety.

Monash University further provides access to Family Violence Contact Officers in Safer
Community Unit and in Human Resources who can provide advice and referrals in relation
to leave, flexible work, additional safety/security arrangements, safe accommodation and
counselling.


