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4 Our people 

Metro South Health recognises that investing in the skills and diversity of 

our people will enable the organisation to overcome challenges and 

continue to provide high quality care for the community. 

Our workforce 

69 per cent of staff said Metro 
South Health was a ‘truly great 
place to work’ 

Employees by professional 

stream 

MOHRI Head count 

30 June 2016 

Nurses 6,470 

Doctors including visiting 
medical officers (VMOs) 

1,909 

Health practitioners and 
technical officers 

2,112 

Operational officers 1,592 

Managerial and clerical officers 2,450 

Trades and artisans      70 

Total 14,063 

full-time 
equivalent 
staff 

 

non-English 

speaking 

background 

   

people 
with 
disabilities 

   

Aboriginal and/ 
or Torres Strait 
Islander people 

1,595

12,325

16.14%*
 

1.99%*

new staff 

0.98%*

* Figures derived from survey of 65 per cent of Metro 

South Health employees – actual figures may be higher 

Women comprise 

74.31 per cent of 

Metro South 

Health’s workforce 
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Workforce profile 
Metro South Health’s capacity to deliver health services and achieve positive health outcomes for the population, 

both now and into the future, is largely dependent upon its health workforce.  It is critical to ensure that there are 

sufficient numbers of the right staff, with the right mix, in the right place and the right time, and that the workforce 

is appropriately skilled to deliver patient focussed care. 

The Metro South Health clinical workforce is ageing, with 16 per cent of its clinical workforce aged 55 years and over.  

It is probable that a significant proportion of the current clinical workforce will exit the workforce in the next five to 

ten years.  In addition, more people are working part time.  This means that several people may be required to fill a 

single full-time position. 

Workforce demographics 

Analysis of the current workforce and key trends provides important information for projecting future workforce 

requirements. 

The total number of Minimum Obligatory Human Resource Information (MOHRI) full-time equivalent (FTE) staff 

(excluding external, casuals that did not work in the fortnight, and employees on extended unpaid leave) at the 

fortnight ending 19 June 2016 was 12,324.68. 

Metro South Health employed 1595 new staff in the 2015-16 

year to 19 June 2016. 

Nursing staff represent the largest proportion of staff at 44 

per cent of the workforce. Managerial and clerical officers 

make up 17 per cent of the workforce. 

The remainder of the workforce is:  

 15 per cent - health practitioners and technical officers 

 13 per cent - doctors 

 11 per cent - operational officers 

 <0.1 per cent - trades and artisans. 
 

 

70.6 per cent of the current workforce is clinical, with the 

remaining 29.4 per cent representing administrative and 

supporting workforces.  

The number of clinical staff in Metro South Health 

increased from 8327 at 30 June 2015 to 8701 at 30 June 

2016 – an increase of 4.5 per cent. 
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Equal employment opportunity 

As a total percentage, women comprise 74.31 per 

cent of Metro South Health’s workforce. Women 

represent: 

 86.81 per cent of the nursing workforce

 37.40 per cent of the medical workforce

 77.15 per cent of the allied health workforce

 70.31 per cent of the non-clinical workforce.

A survey of 65 per cent of Metro South Health found: 

 0.98 per cent identify as Aboriginal and/or
Torres Strait Islander people

 1.99 per cent identify as people with disabilities

 16.14 per cent identify as people from a non-
English speaking background. 

Generational diversity 

Recent census data (Australian Bureau of Statistics, 2011) highlights an ageing workforce and limited supply into 

the future. Therefore, Metro South Health is dedicated to appropriately managing generational diversity in the 

workplace: 

 health-service wide, the median age is 41 years
 the highest proportion (40.81 per cent) of our staff are generation X

 baby boomers make up 26.10 per cent

 generation Y equate to 31.49 per cent

 silent generation is 0.30 per cent

 generation Z (iGen) is 1.30 per cent.

Unscheduled leave 

On average, staff took 13.1 days off as unplanned 

leave during 2015-16 compared to 13 days in 2014-15. 

That represents an unscheduled leave rate of 5.04 

per cent, compared with 5 per cent in the previous 

year. 

Unscheduled leave includes sick leave, family leave 

and special leave. Figures are based on FTE staff 

numbers, and the unscheduled leave rate is 

calculated as a percentage of 260 days (52 weeks x 5 

days per week).  

Turnover and length of service 

In 2015–2016, 533 Metro South Health permanent 

staff separated from the organisation. This equates 

to a turnover rate for permanent staff of 5.02 per 

cent. Of all Metro South Health separations, 35 per 

cent were permanent employees. 

Early retirement, redundancy and 

retrenchment 

During 2015–2016, two employees received 
redundancy packages at a total cost of $221,611. 

No early retirement or retrenchment packages were 
paid during the period. 
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Workforce planning, 

engagement and 

performance 

Workforce planning 

Metro South Health has developed a comprehensive 

workforce strategy to provide direction for its 

commitment to attract and retain a workforce of 

skilled health professionals, to support the service’s 

role as a leader in health care delivery and ensure it 

is placed in a strong position to meet further 

challenges. 

The Metro South Health Strategic Workforce Plan 

2012–2017 (2013 Supplement) is a five-year plan that 

provides a vision for the health service to promote 

systematic improvement in the health workforce and 

reliable information to support the addressing of 

immediate and future health workforce needs. It 

focuses on responding to changes to support the 

requirements in service delivery and also expanding 

the capacity of the workforce. The plan is 

strategically aligned to Metro South Health’s vision, 

priorities and objectives.  

The Metro South Health Nursing and Midwifery 

Workforce Strategic Plan 2015-2019 complements the 

Metro South Health Strategic Workforce Plan through 

its commitment to the delivery of safe, quality, 

person-centred nursing and midwifery care. 

Flexible working arrangements  

Metro South Health has adopted, developed and 

implemented a range of policies, procedures and 

strategies to promote flexible working arrangements 

and a health work-life balance for staff of all 

categories and levels. These include: 

 telecommuting 

 working from home 

 support for physical and mental wellbeing – 
delivered through healthy lifestyle programs for 
all staff 

 part time and job share opportunities. 

 
Promotion of these policies, procedures and 

strategies occurs through the following avenues: 

 role descriptions 

 consultative forums  
 orientation and induction 

 professional development and appraisal 

 workforce services unit 

 staff forums 

 relevant meetings and committees 

 promotion via intranet sites and communication 
publications. 

 
In addition, all new staff undertake a detailed 
orientation program which outlines these activities, 
opportunities and entitlements. 

Industrial and employee relations 

The Metro South Health Industrial Relations Strategy 

2015-2018 applies to all Metro South Health 

employees. It sets out the roles and responsibilities 

of managers within the existing industrial relations 

framework and industrial processes that apply to 

Metro South Health. The effectiveness of this strategy 

relies on the commitment of management, 

employees and industrial organisations to follow 

process and to communicate in an open and 

collaborative manner. 

Metro South Health has established a number of 

joint management, employee and union consultative 

forums to ensure effective and constructive 

communication with employees in relation to 

employee associated matters. These forums include: 

 Metro South Health Consultative Forum 

 Metro South Health Nursing and Midwifery 
Consultative Forum 

 Local Consultative Forums 
- Princess Alexandra Hospital  
- Logan Hospital  
- QEII Hospital  
- Oral Health 
- Redland Hospital  
- Metro South Addiction and Mental Health 

Services 
- Metro South Health Building and 

Maintenance Services. 
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Workforce engagement 

Metro South Health’s most valuable asset is its workforce and it functions best in a positive organisational culture. 
Engaged employees share the same values as the organisation, know how to do their work and understand how 
their work contributes to the success of the organisation.  

Metro South Health holds an employee survey every two years to 
measure the overall culture and engagement levels of staff and 
identify potential improvements for the professional working 
environment. 

The survey has been conducted at PA Hospital every two years 
since the year 2000, and was extended to all areas of Metro South 
Health in 2013.  

Independent researchers Best Practice Australia conducted the 
latest survey in October 2015, incorporating additional questions 
on organisational values, identity and patient safety.  

The survey saw improvements across all areas and facilities in Metro South Health. Key improvements included: 

 93 questions rated statistically better than the previous survey

 an 11 per cent increase in the number of staff who think Metro South Health is a ‘truly great place to work’

 the health service moved from a culture of ‘reaction’ to ‘ambition’.

Out of 138 questions measured on the 2015 survey 

that were benchmarked against BPA’s database of 

public health care providers: 

 115 questions were above average (which
equates to 83 per cent

 21 questions were average

 2 questions were below average.

Metro South Health benchmarked well above average 
in: 

 staff engagement 

 leadership

 quality and innovation

 consumer outcomes.

Leadership 

Metro South Health is supporting its current and 
future leaders.  

In May 2016, Metro South Health launched the Inter-
Professional Leadership Pathway project. The project 
will deliver a health service-wide leadership 
development program.  

During 2015-16, staff have shaped the development 
of the leadership program through staff feedback 
received via Metro South Health’s Consultation Hub 
and workforce engagement initiative, PAVE the way.  

PAVE the way is Metro South Health’s workforce 

engagement strategy. It is a critical tool to ensure 

that all employees are equipped with the skills, 

resources and knowledge to work with the 

organisation to achieve its goals. 

69 per cent of staff said Metro 
South Health was a ‘truly 
great place to work’ 

17 per cent improvement in 
staff engagement in Metro 
South Health  
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The PAVE strategy aims to: 

 create a flexible workplace able to grow and
change in response to the rapidly changing
health environment

 facilitate the involvement of the workforce in
planning, leadership, decision-making and
reform

 develop a workforce culture aligned to
government health targets and able to develop
and maintain community confidence

 support the continuous improvement of
workforce capacity and capability

An online workforce culture portal was developed 

during 2015-16 and more than 150 culture champions 

were identified across Metro South Health including 

clinical and non-clinical staff. 

2015–2016 Highlights 
Four key priorities have been launched 

 Metro South Health values video
 line manager toolkits to improve leadership

capability

 pilot of job shadowing between work areas to
help improve professional relationships and
deliver person-centred care

 development of an “always” events project that
will focus on aspects of care that should always
occur when consumers use Metro South Health
services.

Reward and recognition program – Board 

Chair’s Awards 

The Metro South Health reward and recognition 
program aims to:  

 recognise outstanding performance

 boost staff morale and workplace culture

 inspire excellence.

Reward and recognition plays an important role in 

attracting and retaining high quality staff across 

Metro South Health and improving workforce culture. 

The inaugural Board Chair’s Awards were held in 

2015, with 62 award nominations received across 

Metro South Health for: 

 delivering our values (representing the five
Queensland public service values)

 volunteer of the year

 patient centred care team.

The awards winners were announced in July 2015, 

with an outstanding nominee across multiple 

categories presented with a special Board Chair’s 

Award for exceptional performance. 

After the success of the inaugural event, the awards 

were conducted again during 2015-16, with winners 

to be announced in July 2016.

Workforce performance 

Metro South Health has developed professional scorecards with key workforce data measured on a monthly basis. 

These scorecards are in place across all facilities for the purpose of monitoring trends and taking corrective action if 

required.  

Metro South Health has also developed a responsive performance management framework that is articulated and 

confirmed at the point of engagement and remains a feature of the employment cycle.  

The Executive Management Team has identified key performance indicators negotiated with the Health Service Chief 

Executive and regularly reviewed.  

Performance management and development of staff is undertaken at the workplace level on a regular basis. Plans 

include generic provisions and those relevant to the category of staff. These plans are industrially compliant and 

regularly reviewed. 
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