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ACKNOWLEGEMENT OF COUNTRY 
 
Peter Mac respectfully acknowledges the Traditional Owners of the lands on which we work 
and pay respects to their Elders, past, present, and emerging.  
 
We acknowledge the Traditional Owners of the land on which our five sites are located: 
 
Parkville and Sunshine: Lands of the Wurundjeri People of the Kulin Nation  

Bendigo: Lands of the Dja Wurrung People of the Kulin Nation 

Box Hill: Lands of the Wurundjeri and Boon Wurrung People of the Kulin Nation 

Moorabbin: Lands of the Boon Wurrung People of the Kulin Nation 

As the leading cancer centre in Victoria, Peter Mac aims to bring culturally safe and sensitive 
healthcare services to Aboriginal and Torres Strait Islander patients, families and friends 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Peter Mac RAP artwork by Marcus Lee Design 
Possum Skin Cloak, 2021 
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DEFINITIONS 
 

Item Indicators 

Allyship The status or role of a person who advocates and 
actively works for the inclusion of marginalised 
people and groups 

Ally An ally is someone who is not a member of an 
underrepresented group but who takes action to 
support that group 

All genders Female, male and self-described. 

Equity Equity recognizes that each person has different 
circumstances and allocates the exact resources 
and opportunities needed to reach an equal 
outcome. 
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Equality Equality means each individual or group of people 
is given the same resources or opportunities 

Gap Analysis  A gap analysis is an examination and assessment 
of current performance for the purpose of 
identifying the differences between current state 
of and future state 

Gender Equality Indicators Indicators established by the Gender Equality Act 
2020 (Vic) to guide the efforts of public entities 
under the Act.  

Gender Equality Action Plan (GEAP) The legislative requirement of public entities, 
such as Peter Mac to create a plan that advances 
gender equity and mitigates discrimination, 
harassment and other forms of inequalities 
between genders.   

Intersectionality ‘intersectional data’ Refers to the ways in which different aspects of a 
person's identity can expose them to overlapping 
forms of discrimination and marginalisation. 
Aspects of a person's identity can include social 
characteristics such as: Aboriginality, gender, sex. 
(2022, Victorian Government) 

Key Performance Indicators (KPI) A performance measure to evaluate the success 
of initiatives and activities. 

People Matter Survey The People Matter Survey is the Victorian Public 
Sector Commission (VPSC) annual employee 
opinion survey that supports public sector 
organisations to build positive workplace cultures 
that live the public sector values with integrity. 

People Hub The Peter Mac People & Payroll transformation 
system used to recruit, manage, and remunerate 
our people. 

Psychological Safety  A shared belief that the team is safe for 
interpersonal risk-taking (1996, Amy Edmondson) 

Safe to Speak Up Program dedicated to protecting a safe 
psychological space for our people to voice or 
challenge any workplace concerns or conflicts, be 
they clinical or behavioural, as well as actively 
encouraging them to offer opportunities for 
resolution and improvement   

Unconscious bias Refers to a learned assumption, belief, or attitude 
that exists in the subconscious. 

Workplace Gender Equality Agency (WGEA). An Australian Government statutory agency that 
promotes and improves workplace gender 
equality and administers the Workplace Gender 
Equality Act 2012 (Act). 

Z-score The z score is the number of standard deviations 
by which the value of a raw score is above or 
below the mean value of what is being observed 
or measured. 
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FOREWORD 
 
Peter MacCallum Cancer Centre (Peter Mac) is a world-leading public health service providing 
research led care and education for people affected by cancer. Peter Mac’s core focus is to 
serve our community by delivering the highest quality of care to our patients, carers and 
families. Peter Mac is committed to creating a safe, inclusive and equitable workforce, to 
ensure we can engage and empower our workforce to provide the best cancer care every day.  
 
Healthcare has faced significant challenges over the last two years due to COVID-19. The 
pandemic has created unprecedented resource shortages due to illness, unavoidable caring 
responsibilities, and critical levels of burnout. Thus, to advance gender equity in 2021-2025, 
we must acknowledge these barriers and target our approach to the needs of the workforce.  
 
The pandemic’s transformation of the workforce means we can no longer rely on the 
traditional resilience of our workforce. Advancing gender equity requires system and cultural 
change. To reduce inequalities, we must acknowledge the disparities caused by the increase 
in caring responsibilities and, in remote work, establish a culture of visibility without physical 
presence. 
 
Peter Mac is committed to establishing robust frameworks for collecting data to track the key 
indicators under the Gender Equality Act 2020 (Vic). We will hold ourselves accountable for 
reducing pay gaps, setting targets to create change across recruitment and promotion, and 
increasing leave and flexibility uptake for all genders. Peter Mac is an ally of every employee, 
volunteer, patient, carer, and family member. Every policy, practice and action is created to 
remove barriers and allow each person to bring leadership through their knowledge, skill, and 
influence.  
 
Gender equity is a shared responsibility and a business, social and economic issue. We must 
work together by becoming allies to provide a safe, equitable, and inclusive workplace free 
from discrimination. We want to create real change so that gender equity is consistently 
reflected in the fabric of Peter Mac – in our structures, policies and procedures, attitudes, 
behaviours, culture, and community.  
 
Equity and respect are central to the values of Peter Mac, and we are committed to taking the 
lead in actively promoting gender equity. 
 
 
Prof Shelley Dolan     Chief Executive Officer  
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INTRODUCTION 
 
The Gender Equality Act 2020 (Vic) (the Act) mandates Peter Mac to actively facilitate gender 
equality by implementing a Gender Equality Action Plan (GEAP). 
 
Peter Mac’s GEAP is an evidence-based document created by undertaking a gap analysis of 
workforce statistics and consultation with key stakeholders. The GEAP was developed by 
engaging our people, informed by their diverse experiences and perspectives for change.  
 
The implementation of the GEAP requires the commitment of the entire community to 
succeed, and Peter Mac’s leadership have established key performance indicators to create 
accountability in advancing gender equity.  
 
Peter Mac cannot provide the best cancer care for patients without a workforce who feels 
safe and included. Equity is a community responsibility. 

THE GUIDING PRINCIPLES OF THE GENDER EQUALITY ACT  
 
The GEAP was formed upon the Act's Guiding Gender Equity principles, which are supported 
by Peter Mac: 
 
1. All Victorians should live in a safe and equal society, have access to equal power, resources 

and opportunities and be treated with dignity, respect and fairness.  
2. Gender equality benefits all Victorians regardless of gender.  
3. Gender equality is a human right and a pre-condition to social justice.  
4. Gender equality brings significant economic, social and health benefits to Victoria.  
5. Gender equality is a precondition for the prevention of family violence 
6. Advancing gender equality is a shared responsibility across the Victorian community.  
7. All human beings, regardless of gender, should be free to develop their abilities, pursue 

their professional careers and make choices about their lives without being limited by 
gender stereotypes, gender roles or prejudices.  

8. Gender inequality may be compounded by other forms of disadvantage or discrimination 
that a person may experience based on Aboriginality, age, disability, ethnicity, gender 
identity, race, religion, sexual orientation and other attributes.  

9. Women have historically experienced discrimination and disadvantage based on sex and 
gender.  

10. Special measures may be necessary to achieve gender equality. 
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CREATING OUR BASELINE: WORKFORCE AUDIT 
  
Peter Mac conducted a workplace gender audit over June FY20-21 in accordance with section 
11 of the Act across the prescribed seven indicators: 

1. Board Composition  
2. Workforce Composition 
3. Workforce Segregation 
4. Pay Equity  
5. Recruitment and Promotion  
6. Flexible Work and Leave  
7. Sexual Harassment 

The 2020-2021 Peter Mac workplace audit highlighted issues concerning the collection of 
demographic and promotion data. For example, when the data was collected, respondents 
could not select a gender other than female or male. Similarly, there was no opportunity to 
insert details with respect to religion, sexual orientation, language, or cultural heritage.  
 
In 2022, Peter Mac will launch a human resources information system (HRIS) called 'People 
Hub'. This software will allow us to capture relevant demographic data and record the career 
pathway of someone in the organisation. Prospective employees will be asked to record 
demographic data upon induction. Existing employees will be able to submit their data 
manually. (It is expected that some people may elect not to enter data due to privacy and data 
concerns). Gathering representative intersectional data may be a challenge in the short term. 
However, it is expected that data on gender equality indicators will improve over time.  
 
The subsequent section reflects Peter Mac's workforce data as of June FY20-21. It follows 
qualitative data on employee experience via the 2021 People Matter Survey. This data was 
imperative to creating a GEAP that is specific, evidence-based, and relevant to our workforce 
 

Workforce Data as of 30 June 2021  
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Workforce Segregation: Gender Distribution Based on Role Type 
 
Peter Mac has a predominately female workforce. Our Nursing and Allied Health Divisions are 
predominately a female workforce as is our overall manager population. At the time of the 
audit a segregation analysis demonstrated that men hold more Doctor positions, females 
more Executive positions, with General Management positions split evenly. 
 
The prevalence of men in clinical training programs and women in nursing is consistent with 
industry benchmarks and reflects the long-term impacts of previously held societal paradigms.  
 
Medical colleges and union bodies are actively implementing strategies such as flexible 
training programs to promote and attract more women and non-binary groups to the medical 
field and men to the nursing workforce. This GEAP supports the initiatives of our stakeholders 
by outlining inclusive recruitment policies, succession planning and mentorship. We will 
continue to promote a culture of allyship and work with these bodies to promote flexible 
arrangements for all genders. 
 

 
Pay Equity  
 
Peter Mac’s overall median base salary gender pay gap is 16% favourable to men, and 17% 
favourable when over awards or benefits are included within total remuneration. Peter Mac 
used the Victorian Public Services Commission's 'levels from the CEO' to conduct the pay 
equity audit. 
 
Pay gaps which favour men are most significant at Director and General Manager level (57%), 
Executive Team (23%) and within Allied Health (12%). A deeper analysis revealed that 
Directors and General Management comprised non-clinical and clinical managers. This heavily 
skewed our overall pay gap as these positions were more often held by men.   
 
Due to the highly specialist nature of Peter Mac's workforce, we have developed a specific 
framework to account for differences in clinical and non-clinical expertise. To address 
organisational-wide disparities, we have implemented robust policies for over-award 
remuneration by creating greater oversight and enforcing objective measures. 
 
 
Senior Leadership Flexibility Arrangements  
 
The below table reflects the types of flexibility accessed by those in Senior Leadership roles. 
Please note that during COVID-19, flexibility in the form of remote working for senior 
leadership, as well as many groups within Peter Mac, either on a fixed/approved basis or ad 
hoc, increased significantly. 
 
Understanding the types of flexible work accessed by senior leaders provides insight into the 
role visibility and modelling may play in reinforcing gender norms. A key component of 
flexibility is ensuring no gender is disadvantaged by being able to access flexible 
arrangements. The GEAP outlines education requirements for managers on creating 
inclusivity of remote teams. 
 
Comparing the below graph to the total number of senior leaders at Peter Mac showed that 
31% of women and 24% of male leaders accessed flexible work arrangements. Flexible start 
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and finish times had the highest rate of women (23%) and men (20%). However, men had a 
higher proportion rate (21%) than women (9%) when compared with the overall senior 
leadership population. The remainder leave types represent less than 4% of Peter Mac’s 
senior leadership cohort. 
  

 
 
Leave Arrangements  
 
The data reflects societal paradigms with women taking carers leave within Peter Mac, 
exacerbated by COVID-19 and the transition to home schooling during data collection.  
 
The GEAP contains strategies that promote equity between genders for taking carers and 
parental leave. This involves an org-wide communication plan to ensure all genders 
understand their rights to parental leave.  
 
Barriers to men taking leave are systemic and embedded within global pay equity issues. 
However, we are committed to re-designing roles to enable equal access to leave. 
 
Organisation wide numbers demonstrate that accessibility of leave arrangements is overall 
low men (27%) and just under half for women (45%). Carers leave was the most accessed 
leave arrangement for women and men with respective proportions of 25% and 20%. Study 
leave was second, representing 18% of women and 6% men of the organisation. The 
remainder leave types represent less than 1% of Peter Mac’s general population.  
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Recruitment and Promotion  
 
COVID has placed enormous pressure on healthcare staff. Peter Mac is undertaking various 
measures including reviewing the on boarding experience, developing a robust exit survey 
process and ways to encourage participation rates and, in line with the GEAP, undertaking a 
review of recruitment policies, language and media campaigns to promote the healthcare 
industry. These strategies include building stronger relationships with TAFEs and Universities 
to increase access to vocational studies. 
 
Sexual Harassment  
 
Peter Mac participated in the 2021 Victorian Public Sector Commission (VPSC) People Matter 
Survey with a 49% response rate (1,455 respondents). The Survey showed low levels of people 
reporting experiencing sexual harassment at 4%. However, we acknowledge there are often 
barriers to people coming forward to report. The GEAP includes increasing the awareness of 
support services, contact officers and bystander training. 
 

Employee Experience Data 
 
Most responses to the VPSC survey are measured on a Likert scale. A higher percentage 
represents a favourable result for Peter Mac. Importantly, the results below do not 
differentiate between ‘neutral or unfavourable.’ 
 
VPSC threshold of only making specific results available per group or work area for more than 
10 respondents places some limitations on the non-representation of those who do not 
identify as a man or woman, as reflected by those who identified in the Survey as non-binary 
(1%). Gender responses to the 2021 Survey are shown in the pie graph.  
 
Undertaking a deeper analysis found no statistically 
significant differences between women and men, 
with no z-scores below or above (-1.5). Therefore, 
our GEAP provides strategies and initiatives that 
elevate all voices with the agility to address specific 
gender inequalities.    
 
Peter Mac’s commitment to providing a safe and 
inclusive workforce is reflected through our 
favourable diversity and inclusion results. We look 
forward to advancing and evolving our strategies 
through the implementation of the GEAP.  
 
Peter Mac’s 2021 Survey responses in relation to several areas are included in the table below. 
The figures are the favourable (Strongly Agree and Agree) responses to the questions. N.B. 
Survey response options also included Neither Agree or Disagree and N/A. As a result, an 84% 
Approval response does not necessarily correlate to a 16% Disapproval response. 
 
Diversity and Inclusion Women Men 

69%

21%

1%

Woman Man Non-binary
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There is a positive culture within my organisation in relation to employees of different 
sexes/genders 

84% 87% 

There is a positive culture within my organisation in relation to employees who identify as 
LGBTIQ+ 

80% 81% 

There is a positive culture within my organisation in relation to employees from varied 
cultural backgrounds 

83% 84% 

There is a positive culture within my organisation in relation to employees who are 
Aboriginal and/or Torres Strait Islanders 

70% 66% 

Gender is not a barrier to success in my organisation 77% 82% 

Sexual orientation is not a barrier to success in my organisation 78% 81% 

Cultural background is not a barrier to success in my organisation 75% 81% 

Organisation Integrity Women Men 

My organisation makes fair recruitment and promotion decisions, based on merit 57% 63% 

My organisation takes steps to eliminate bullying, harassment and discrimination 75% 72% 

Learning and Development Women Men 

I feel I have an equal chance at promotion in my organisation 43% 50% 

My organisation places a high priority on the learning and development of staff 69% 66% 

There are adequate opportunities for me to develop skills and experience in my 
organisation 

61% 63% 

Workplace flexibility Women Men 

Using flexible work arrangements is not a barrier to success in my organisation 55% 59% 

Having caring responsibilities is not a barrier to success in my organisation 55% 60% 

Having family responsibilities is not a barrier to success in my organisation 57% 62% 

I have the flexibility I need to manage my work and non-work activities and responsibilities 69% 66% 

I am confident that if I requested a flexible work arrangement, it would be given due 
consideration 

68% 66% 

In my workgroup work is allocated fairly, regardless of gender 81% 83% 

My organisation would support me if I needed to take family violence leave 81% 72% 

Safe to Speak Up Women Men 

I am confident that I would be protected from reprisal for reporting improper conduct 
 

70% 72% 

I feel safe to challenge inappropriate behaviour at work 66% 71% 

 
The following category from the Survey asked respondents if they had been subject to or 
witnessed the following behaviours from colleagues or patients/carers at Peter Mac. 
 

Negative Behaviours  Women Men 

Sexual harassment 7% 6% 
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Discrimination 12% 11% 

Aggression or violence 20% 13% 

Bullying 17% 17% 

Witnessed negative behaviours 20% 18% 

 

CASE FOR CHANGE 
  
'Our People' is one of the key strategic pillars of Peter Mac, embedded and reflected through 
the care we deliver each day. We acknowledge that equality, where people are provided with 
the same access, is no longer adequate. Instead, we move for equity to bridge systemic gaps 
and elevate voices by acknowledging the different experiences, perspectives, and skills of 
others.  
 
Peter Mac has a rich history of advancing women within the organisation, from scholarships, 
grants, mentorship, and leadership support. Our Gender Equality committees, panel pledges, 
and maintaining our strong alliances with women in leadership bodies demonstrate Peter 
Mac's ongoing commitment. Nevertheless, we acknowledge that we must keep working to 
advance gender equity with an evolving paradigm. Through our audit, we identified three 
barriers to be addressed in achieving equality: systems, culture, and accountability. Thus, the 
success of our GEAP requires a multi-layered approach.  
 
First, we must enhance our systems, policies, and practices to become more inclusive, 
transparent, and objective. As identified by the audit, adjustments will focus on improving pay 
equity, recruitment, promotion, and creating trauma informed reporting systems trusted by 
users. Many of these changes are already in progress. 
 
Similarly, to encourage and promote flexibility, we must shift the social infrastructures of 
remote work by creating accessible systems, open communication, and recognition platforms. 
By educating leaders on remote work, we aim to set and reinforce equitable and inclusive 
expectations where a diverse range of commitments are acknowledged. 
 
Secondly, we must embody a culture that reflects Peter Mac's values and vision of gender 
equity. Educating our workforce on allyship and active bystanders will foster a sense of 
belonging and improve engagement and productivity. Allyship aims to reduce cognitive 
dissonance by replacing harmful paradigms with inclusive and equitable principles free from 
discrimination.  
 
We support the Act's principles through allyship by facilitating a culture where people feel 
safe, valued, and respected. Doing this benefits our diverse patient cohort because delivering 
the best cancer care requires us to understand the experiences of others to support our Peter 
Mac community through their vulnerable times.  
 
Lastly, we must set measures to create and enforce accountability. Setting targets goes 
beyond tokenism. It reinforces allyship and reflects our commitment. Advancing our role in 
gender equity is aided by setting clear objectives to signal when a strategy is no longer viable.  
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As a leading research and medical centre innovation is at the heart of everything we do and 
forms a key part of our ongoing commitment to gender equity. Through our psychological 
safety framework, 'Safe to Speak Up’, we will invite active participation to become close to 
the lived experiences of our workforce to reinvent practices and systems that work. 
 
We look forward to advancing gender equity through the commitment of our workforce, the 
support of our stakeholders and reflecting these values through our work each day.   
 

CONSULTATION: ENGAGING OUR STAKEHOLDERS 
 
The subsequent sections outline a range of stakeholder consultations. Consultations were 
conducted according to section 10(2) of the Gender Equality Act 2020 (Vic). 
 
Union Engagement  
 
Peter Mac values its relationships with workforce unions and our gender equity initiatives 
have benefited from their support.  We initiated consultations with key union stakeholders, 
including nursing, clinical, and non-clinical organisations, to obtain feedback on the GEAP. 
GEAP adjustments were made based on feedback related to pay equity and leave 
arrangements.  
 
Due to the evolving nature of gender equity, iterations will be made to the GEAP, to which 
Peter Mac will inform and invite these bodies to provide feedback once again.  
 
Staff Consultation 
 
In May 2022, all staff were invited to provide feedback on gender equity at Peter Mac. The 
anonymous online survey was made available to staff via email and our intranet page. Links 
for psychological support were provided to align with safety and ethical standards.  
 
The survey focused on critical areas, including the perception of leadership, culture, gender 
policy awareness and understanding protocols for reporting concerns. The confidence our 
people had in the effective application of policies in response to discrimination or harassment 
claims was also evaluated. Additional comments were collected as free text to optimise the 
flow of ideas.  
 
The survey had responses across the organisation, including research, medical, administrative, 
clinical, leadership and business representatives. Analysis of survey results demonstrated a 
perception of inequity between genders (with as many respondents seeing the organisation 
as female dominated in its leadership and culture as those who believed the contrary).  
 
Areas where improvement will have the most significant impact on staff, include allyship, 
education around equity vs. equality and unconscious bias and improved communication of 
policies.  
 
Key themes included:  

 active bystander training; 

 education pathways, secondment opportunities; 
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 increase equity for all dimensions of diversity; 

 mental health support; 

 ongoing support after promotion; 

 promotion and education for all types of leave available; 

 promotion of balanced parental leave; 

 unconscious bias in task delegation, recruitment, and promotion decisions; 

 strong executive and board committed to gender equity which does not translate to 
department level. 

 
1:1 Interviews with Staff  
 
In May 2022, everyone at Peter Mac was invited to participate in a focus group or face-to-face 
interview to better understand enablers and barriers to achieving gender equity.  
 
Three interviews were conducted with a diverse group of people from across the organisation. 
Participants were asked structured questions recommended by Workplace Gender Equality 
Agency (WGEA). Opinions were recorded on the status of gender equity, barriers and enablers 
for improvement, priorities for organisation and leadership responsibilities. Each interview 
concluded with an open discussion to capture important insights not addressed in the 
structured interview.  
 
Key themes included 

 bias in availability of parental leave;  

 inclusive language and facilities required at all Peter Mac campuses;  

 gender equity was not valued at the department level; 

 low women representation in clinical director roles; 

 too much focus on one gender;  

 need for transparent reporting on diversity indicators; 

 ongoing staff consultation for the management and iteration of GEAP. 
 
Actions from Survey and Interviews 
 
The results from this survey were used to inform the GEAP. The outcomes, themes and action 
strategies will be published on the intranet homepage and invite all everyone to provide 
further feedback.   
 
Gender Equity Committee 
 
In 2020 Peter Mac established a Gender Equality Committee to represent the diverse voices 
of our people and our patient cohort. The Committee has 21 members and is co-chaired by 
Chief Executive Officer, Professor Shelley Dolan, and Executive Director of People and Culture, 
Sean Curtain.  
 
Committee members include Executives, Managers, team leads and general staff members 
and is comprised of research professionals, Professors of clinical specialities, allied health 
professionals, nursing staff, diversity team leads, People and Culture, and strategy and policy 
members. The Committee is also subdivided into groups with specific responsibilities, 
including: Recruitment and Promotion; Advocacy and Opportunity; Culture and Policy; Leave 
and Flexibility, and; Sexual Harassment. 
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The leadership of Gender Equality Committee members is invaluable to advancing gender 
equity at Peter Mac. The Committee applied data from the workforce audit to form the 
current GEAP. Strategies outlined by the GEAP were re-evaluated by the Gender Equality 
Committee for limitations, effectiveness, and potential barriers to implementation. The 
Committee also provided recommendations for communicating the GEAP to the Peter Mac 
workforce. 
 
Peter Mac has a long-standing dedicated Research Gender and Diversity Equity Committee 
who have made significant strides for gender equity. Milestones include creating parental 
support groups, sourcing funding for various grants, actively supporting mentorship within 
Peter Mac, and initiating the Break the Bias project to disrupt gender norms in role 
segregation.  
 
Executive Consultation  
 
The predominately female composition of Peter Mac's leadership creates strong visibility for 
aspiring leaders and reflects an informed understanding of gender issues from lived 
experience. 
 
Peter Mac's Board and Executive acknowledge that achieving gender equality will improve the 
well-being of our people and patient care. The GEAP will support our Executive and Board in 
applying a gender lens to all business and operational initiatives. 

GENDER EQUALITY ACTION PLAN 
 

WORK FORCE COMPOSITION 

ACTION RESPONSIBILITY TIMELINE 

Initiate workforce planning Executive Director of People and 
Culture 

2022-2026 

Ensure language inclusivity of all 
recruitment campaigns 

Director of Communication FY22-23 

Educate leadership teams on allyship Executive Director of People and 
Culture 

2023 

COMPOSITION OF GOVERNING BODIES 

ACTION RESPONSIBILITY TIMELINE 

Implement Gender Impact 
Assessments across Peter Mac 

Chief Nursing Officer FY22-23 

Increase visibility of leadership 
commitment to gender equity 

CEO FY22-23 

WORKFORCE SEGREGATION 
ACTION RESPONSIBILITY TIMELINE 

Enhance the representation of 
genders in non-traditional roles 

Executive Director of People and 
Culture & Director of 

Communications 

FY22-23 

Increase secondment opportunities 
for all genders 

Executive Director of People and 
Culture 

2023 

Strengthen strategic partnerships 
with TAFE Institutions to increase 

recruitment pool 

Chief Nursing Officer FY22-23 



Page 16 of 17 
 

PAY EQUITY 
ACTION RESPONSIBILITY TIMELINE 

Audit existing remuneration policies 
to establish robust policy 

frameworks 

CEO 2022-2023 

Increase salary transparency Chief Financial Officer FY23-24 

 
 

RECRUITMENT AND PROMOTION ACTION RESPONSIBILITY TIMELINE 
Encourage bias awareness training 
before recruitment and evaluation 

cycles 

Executive Director of People and 
Culture 

FY22-23 

Increase visibility of women for 
advancement opportunities 

Chief Operating Officer FY22-24 

Increase communication of 
secondment and internal 

opportunities 

Director of Communications 2022 

Conduct yearly audits of employee 
life cycle data 

Executive Director of People and 
Culture 

FY22-24 

Implement gender equity metrics Chief Operating Officer FY22-24 

Establish a data base for speaking 
and presentation opportunities 

Chief Nursing Officer FY22-23 

FLEXIBLE WORK AND LEAVE ARRANGEMENTS 
ACTION RESPONSIBILITY TIMELINE 

Promote return to work coaching for 
parents and carers 

Chief Operating Officer FY22-23 

Provide leadership training on 
managing remote workers 

Executive Director of People and 
Culture 

FY22-23 

Deliver a mix of online and in person, 
professional development trainings 

Executive Director of People and 
Culture 

2023 

Actively promote parental leave for 
all genders 

Chief Operating Officer 
Executive Director of Cancer 

Research 

FY22-23 

SEXUAL HARRASSMENT 

ACTION RESPONSIBILITY TIMELINE 
Mandate bystander training for 

sexual harassment 
Executive Director of People and 

Culture 
FY22-23 

Implement Phase 2 of Freedom to 
Speak up 

CEO FY23-24 

Improve access and communication 
of support services 

Executive Director of People and 
Culture 

FY23-24 

Conduct a building assessment to 
identify potential risk in isolated 

areas. 

ED Clinical Governance & strategic 
projects 

FY22-23 
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IMPLEMENTATION 
 
Achieving gender equality at Peter Mac is a collective responsibility. All our people have a duty 
to be active bystanders, an ally, and seek the diverse perspective of their colleagues. 
Empathetically engaging with our peers will improve us as individuals and help shape a 
workforce that cares for patients and each other. The success of the GEAP requires the 
proactive support of our entire Peter Mac community. 
 
Implementation of the GEAP will involve cross-functional teams and each leader to submit 
reports on the progress of assigned actions. We are committed to collecting progress data and 
encouraging the implementation of objectives across all teams. We will report on milestones 
and challenges and provide the Board and Executive with quarterly updates.  

MEASUREMENT AND ACCOUNTABILITY  
 
Peter Mac is committed to making meaningful progress toward gender equity by consistently 
evaluating workforce and employee experience data captured within the People Matter 
Survey. 
 
Milestones will be shared with staff via our internal communication channels. These efforts 
will ensure that all our people are informed of policies and practise changes. To that end, we 
will provide a safe environment for everyone to provide feedback on gender equity progress. 


