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Our Commitment

The Murdoch Children’s Research Institute (MCRI) values diversity and recognises its role in driving
innovation. We are committed to an inclusive, equitable and respectful workplace that reflects the many
genders, ages, cultures, abilities, religions and sexual orientations across our organisation.

As part of this commitment, we are focused on removing gender-based barriers that affect the attraction,
retention and progression of women, including the gender pay gap. While our performance remains stronger
than the industry average, we acknowledge there is more work to do to achieve pay parity and ensure equity
at all levels of the organisation.

MCRI’s Gender Pay Gap

This report covers all MCRI employees for the period 1 April 2024 to 31 March 2025.

MCRI's gender pay gap for this period is 17.9%, up from 16.6% in the previous year. Fluctuations of this
nature are not unusual in organisations with smaller senior cohorts, where minor changes in workforce
composition can significantly impact the overall result.

Importantly, the longer-term trend remains positive, with the gap reducing from 21.7% in 2021-22 and 20.1%
in 2022-23. Our targets and action plan are designed to continue this downward trajectory.

Analysing Our Gender Pay Gap

Approximately 80% of MCRI's workforce is female, a proportion that has remained stable since 2005 and
aligns with similar organisations globally. Employees at the same Level and Step are paid equally, so
MCRI’s gender pay gap is not caused by unequal pay for equal work.

The current gap reflects representation differences, driven by:
e under-representation of women in the upper pay quartile (65.7% compared to ~80% overall);
e under-representation of women at senior academic levels; and
¢ higher concentrations of men in senior individual contract roles outside standard salary scales.

Reducing the gap requires increasing women’s representation in senior academic and highly paid roles. This
analysis has directly informed our targets and action plan.

Our Gender Equity Targets 2026-2029

MCRI has set the following Board-endorsed targets for 2026—2029:
o reduce the total gender pay gap from 17.9% to 15% by 2029;
e increase women’s representation in the upper pay quartile from 65.7% to 70%; and
e introduce an Equal Remuneration and Gender Pay Equity Policy.

Increasing women'’s representation in the upper pay quartile is the most impactful target, as it addresses the
primary driver of the pay gap. In a workforce that is approximately 80% female, equity progress should be
reflected at senior and higher-paid levels.

Due to WGEA reporting rules, which require targets to be set only for the under-represented gender at
cohort level, this target cannot be formally entered through the WGEA portal. It is therefore recorded in this
Employer Statement, with progress reported through MCRI’s annual reporting processes.

Addressing the Gap

MCRI’'s commitment to gender equity is demonstrated by our Athena Swan Bronze Award from Science in
Australia Gender Equity (SAGE), which recognises our commitment to dismantling gender-based barriers



and driving meaningful systemic, structural and cultural change. Our SAGE Action Plan, now in Year 3 of a
7-year program, is the primary vehicle through which we will deliver on our gender equity commitments. It is

organised around the six priority areas outlined in Figure 1.
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Policies and
procedures

Ensure that our
workplace
embeds the
values of Equity
and Diversity in
our Policies,
Procedures,
Practices and
Programs.

Our priority areas
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Alleviate
workload stress
by creating
flexibility for
our people to
succeed.

Zid

Improve our
Professional
Development
opportunities to
support our people
to achieve their
best and develop
their skills.

Accessibility and mental health

Recognise the impact of Disability and/or Mental Health concerns on people experience and
wellbeing and take targeted action to address these concerns across all priority areas.

Strengthen MCRI's
current approach
to career
progression by
expanding Career
Pathways and
revamping
associated
processes to
ensure people at
all levels are well
informed and
considered.
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Align our
Workplace
Culture with
MCRI's values to
improve and
cultivate
Psychological
Safety for all our
people,

Through our SAGE Action Plan and our Gender Pay Gap Commitments 2026-2029, MCRI will deliver seven
priority actions to address the structural drivers of our pay gap and achieve the above targets:
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Individual Contract Governance

Step Increments and Remuneration Framework
Promotion Process Reform
Pay Equity Governance
Talent Development and Retention
Targeted Career Progression
People Leader Accountability

Progress against all targets will be reported annually through our SAGE governance structure and
overseen by MCRI's Board.
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