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Introduction 
 
The University of Wollongong is a regional, medium-sized University with 1,600 staff (full-time equivalent) 
and close to 20,000 students. The University consists of 9 faculties and 32 research centres and has 
campuses in Wollongong, Shoalhaven and Dubai.  
 
UOW is committed to providing equal opportunity for women. Organisational goals, objectives, policies and 
procedures reflect this commitment. The University seeks to distinguish itself as an employer on the basis of 
its initiatives to assist staff to achieve work/life balance.  
 
The University has been a finalist for an EOWA Business Achievement Award in both 2001 (Leading 
Organisation for the Advancement of Women, greater than 500 employees) and 2003 (Outstanding EEO 
Practice for the Advancement of Women). 
 
The Equal Employment Opportunity (EEO) Unit administers equal employment, discrimination and harassment 
matters for the University. The Equal Employment Opportunity/Affirmative Action (EEO/AA) Committee provides 
the unit with advice about strategic planning, reviews relevant policies and progress and provides a significant 
consultative resource. The EEO/AA Committee is a representative committee, which is chaired by the Pro Vice-
Chancellor (Operations) and reports to the Vice-Chancellor. The EEO Unit collects a comprehensive set of annual 
statistics for the Office of Employment Equity and Diversity, Public Employment, Premier’s Department of NSW, 
on a number of equity groups including women. Most of the quantitative analysis in this report is based on these 
statistics. A significant amount of qualitative data was gained through Recruitment and Retention of Academic 
Women Research Project interviews and focus groups and faculty based Meet and Greet sessions with women. 
 
The EEO Unit hosts a comprehensive website which contains links to relevant equity policies and 
procedures, information, training and education, research and reports: http://staff.uow.edu.au/eeo/ 

http://staff.uow.edu.au/eeo/
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Workplace Profile 

Staff profile 
 
Table: Staff profile –  by gender and employment status, 2004 

 Full time staff Part time staff Contract staff 
 Women Men Women Men Women Men 

Total staff Women as % of 
total staff 

Academic staff 206 434 34 29 58 114 703 34% 
General staff 316 302 215 44 82 64 877 61% 
All staff 522 736 249 73 140 178 1580 49% 
 
 
Table: Academic staff – gender profile by level, 2001-2004 

Level Total staff Number of women % women 
 2004 2003 2002 2001 2004 2003 2002 2001 2004 2003 2002 2001 
A 87 91 69 72 34 37 26 31 39 41 38 43 
B 250 231 228 202 118 104 104 104 47 45 46 51 
C 159 148 146 168 45 45 42 49 28 30 29 29 
D 128 116 112 104 33 25 21 15 26 22 19 14 
E 79 83 76 72 10 12 9 10 13 14 12 14 
TOTAL 703 669 631 618 240 223 202 209 34% 33% 32% 34% 
 
 
Table: General staff – gender profile by level, 2001-2004 

Level Total staff Number of women % women 
 2004 2003 2002 2001 2004 2003 2002 2001 2004 2003 2002 2001 
1 51 43 47 43 39 36 40 35 76 84 85 81 
2 83 86 86 85 56 60 59 58 67 70 69 68 
3 84 82 97 111 59 59 61 74 70 72 63 67 
4 158 145 135 143 122 110 104 111 77 76 77 78 
5 136 115 110 105 92 75 74 72 68 65 67 69 
6 125 114 157 117 58 59 70 50 46 52 45 43 
7 131 123 57 85 55 51 27 35 42 41 47 41 
8 29 44 45 45 20 24 22 24 69 55 49 53 
9 41 24 20 15 17 9 5 5 41 37 25 33 
10+ 39 37 33 36 13 8 11 8 33 22 33 22 
TOTAL 877 813 787 785 531 491 473 472 61% 60% 60% 60% 

 
 
Table: General staff – gender profile by occupation, 2001-2003 

Occupation Total staff Number of  women % women 
 2003 2002 2001 2003 2002 2001 2003 2002 2001 
Managers & administr 44 43 48 14 16 14 32 37 29 
Professionals Other 153 146 143 79 73 75 52 50 52 
Paraprof med/sci/tech 82 78 85 20 17 21 24 22 25 
Paraprof other 58 46 49 31 25 27 53 54 55 
Tradespersons 36 44 46 4 5 6 11 11 13 
Clerks – typists, sten 76 77 80 63 60 64 83 78 80 
Clerks – other 320 324 307 256 261 251 80 81 82 
Other gen staff 44 29 27 24 16 14 55 55 52 
TOTAL 813 787 785 491 473 472 60% 60% 60% 
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Policy and accountability framework 
 
The University of Wollongong has had an Equal Employment Opportunity/Affirmative Action Policy in place 
since 1987. Related policies include: 
 
• Sexual Harassment Policy 
• Anti-Bullying Policy 
• Code of Conduct 
• Respect for Cultural Diversity Policy 
• Policy and Guidelines on Non-discriminatory Language, Practice and Presentation 
• Grievance Resolution Procedures 
• Conflict of Interest Policy 
• IT Acceptable Use Policy 
• Policy for People with Disabilities 
• Reconciliation Statement 
 
These policies and procedures can be accessed at: http://staff.uow.edu.au/eeo/  Other University policies and 
procedures referred to in this document can be accessed at http://www.uow.edu.au/about/policy/staff.html 
 
EEO accountabilities are incorporated into: 
 
• performance contracts of senior executives and senior staff on Australian Workplace Agreements 
• faculty-level annual planning and reporting processes 
• duty statements of Heads of Units 
• HR career development and performance reviews. 
 
The Director EEO reports directly to the Vice-Chancellor, and, on operational matters, to the Pro-Vice 
Chancellor (Operations), see http://www.uow.edu.au/about/structure.html 
 
 

http://staff.uow.edu.au/eeo/
http://www.uow.edu.au/about/policy/staff.html
http://www.uow.edu.au/about/structure.html
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Employment Matter 1: Recruitment and Selection 
 
How issues were analysed What the analysis found 

• collection and analysis of annual statistical data for 
general and academic staff on external recruitment 

 
• annual review of applications for senior positions 

conducted by Director EEO 
 

• general staff - overall, women were successful in external recruitment at a rate 
exceeding their representation in the general staff workforce (women were 
successful in 64% of cases in 2003) 

• women’s representation in the academic workforce between 2001-2003 was 33%, 
but the percentage of women recruited externally remained below this: 32% in 
2003, 27% in 2002 and 30% in 2001 

• no women were appointed to Level E through external recruitment between 2001-
2003  

• in 2003, four out of five external appointments to Level D were women  
• the review of applications for senior positions indicated that women’s success 

overall was proportional to the number of applications received from women 

• a research project on the Recruitment and Retention of 
Academic Women was conducted in 2002-3. 
Qualitative and quantitative data were collected, 
interviews were conducted with current and former 
academic women at all levels. Women staff were also 
consulted through focus groups 

• faculty based Meet & Greet sessions with the Pro Vice-
Chancellor (Research) and the Director EEO were 
undertaken in 2003 

• consultations were also carried out individually with the 
Deans by the Director EEO 

• all the women who left UOW moved on to promotions at other universities. 
However many may have stayed with some changes to their current employment 
status or conditions 

• women felt tension in balancing work and family responsibilities 
• women’s commencement salaries were lower than that of men  
• issues were raised around providing a more inclusive and mentoring work 

environment 
 

• audit of existing recruitment policies and procedures • EEO Unit reviews all advertisements prior to placement in media 
• all positions for a period of 12 months or more are advertised in local and/or 

national press  
• as a minimum, all academic positions are advertised nationally  
• all members of Selection Committees must attend Selection Techniques training, 

incorporating merit selection and other equity employment issues 
• encouragement clause for women to apply is included in advertising for all 

academic positions and senior recruitment 
• Director EEO observes the recruitment process for senior appointments 
• Director EEO conducts annual review of applications for senior positions 
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• organisational policies are in place, including: 
 Policy on Advertising, Recruitment, Selection and Induction (Academic) 
 Recruitment and Selection Policy (General Staff) 
 Policy on Employment of Family Members or Persons with a Close Personal 

Relationship 
 Aboriginal Employment Strategy 

 
 
Priority issues 
identified 

Constraints identified Actions & Strategies Status & Outcomes 

• continued low 
levels of women 
at senior levels  

 
 
• low levels of 

external 
recruitment and 
promotion to 
senior levels of 
academic 
women (D and 
E) 

 

• the inability to 
remunerate as per 
larger Unis 

 
• the regional 

location impacts on 
recruitment and 
employment 
prospects of 
partners of 
potential applicants 

 

University level strategies: 
 
• aim to distinguish UOW as employer of choice for 

women on basis of work/life initiatives: see 
Employment Matter 4: Work Organisation 

 
• activate search strategies at various levels for all 

senior positions including use of professional 
networks, conference attendee lists, recruitment 
agencies and AVCC database of senior women. 
Director EEO writes to appropriate candidates inviting 
their application 

 
• revamp of Selection Techniques Training to include 

this search step as part of the recruitment process 
and to place renewed emphasis on pay equity 
guidelines 

 
• short refresher training to be provided for previously 

trained committee members 
 
• review and upgrade middle management 

development programs. See Employment Matter: 
Training and Development 

 
Faculty level strategies: 
• development of faculty-specific equity plans to 

address employment issues raised by women at 
faculty-based focus groups and to include strategies 
for recruitment of women and to create a more 

 
 
• ongoing 
 
 
 
• implemented 2003 and ongoing 
 
 
 
 
 
 
• implemented 2004 
 
 
 
 
• implemented 2004 
 
 
 
 
 
 
 
• ongoing 
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inclusive and mentoring work environment in the 
faculty. Eg: the Faculty of Arts has undertaken to 
conduct searches for female candidates through 
discipline-specific networks, to delay recruitment 
processes until competitive female applicants are 
located, and to improve female gender ratios on 
selection committees to 50% 

• continued low 
levels of women 
in trades  

 
 

• the availability of 
female candidates 
continues to be low 
in some trades but 
is slowly increasing 

• UOW has moved to group training for the 
employment of apprentices. Group training 
organisations conduct the recruitment process up to 
interview stage. UOW requires that 50% of the 
interviewees are women  

 

• the statistical profile does not 
refect the success made in 
“growing our own women” in 
trades in the last three years as 
apprentices with group training 
are not reflected in the statistics  

• women have been employed in 5 
of the 9 apprenticeships offered 
at UOW in last 3 years.  A mature 
age women was recruited into a 
landscape apprenticeship as a 
result of a work experience 
program provided by the EEO 
unit for Indigenous women. She 
has completed her TAFE studies 
with an award for “Outstanding 
Academic Achievement”  
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Employment Matter 2: Promotion, Transfer and Termination 
 
How issues were analysed What the analysis found 

• annual statistical analysis of promotion and 
separation rates 

• tracking the success of Preparation for 
Promotion Program participants 

• exit interviews  
• Recruitment and Retention of Senior 

Academic Women research (see 
Employment Matter: Recruitment and 
Selection) 

 

Academic staff 
• overall promotion rates for academic women have increased for all levels since 2001 (2001: 

27%, 2002: 48%, 2003: 41%) and have exceeded their level of representation in the 
academic workforce (33% in 2003) 

• in 2003, academic women achieved good promotion rates at Levels B, C and D (50%, 55% 
and 50% respectively) 

• from 2001-2003, only one woman was promoted to Level E, representing 13% of the eleven 
promotions made during this time 

• academic women’s separation rates were higher than their representation in the workforce 
for the period 2001-2002 (2001: 40%, 2002: 43%) including significant numbers of senior 
women. However in 2003 this decreased to 32% 

• exit interview data show that senior academic women are leaving for reasons including 
increased remuneration and senior career opportunities offered at larger institutions. 
However many senior women consider the opportunities offered by UOW for work/life 
balance to compensate in many ways for lower remuneration and rewards 

• tracking of participants of Preparing for Promotion for Academic Women Program in the 
period 1998-2003 shows that 85% of participants have demonstrated positive career 
outcomes (eg lodging application for promotion).  Given the program aims at a 1-2year  
planning cycle the statistics for the period 1998-2002 are significantly better with 96% of 
participants lodging an application and 93% success rate. 

 
General staff 
• there have been increased numbers of reclassifications/promotions to levels 2, 4 and 7 in 

2002 and 2003, attributable to the “soft barriers” between levels 1 & 2, 3 & 4, and 6 & 7, 
implemented in 2001 

• women achieved a high share at the lower levels but a lower share of higher levels 

• audit of existing policies and procedures • Director EEO monitors and observes Promotion processes for gender equity in committee 
membership, due process, and provides advice to committee in equity areas particularly if 
applicants include information in EEO section of application 

• Promotions committee members must attend appropriate training with gender equity 
component 

• separations - exit interviews are offered  
• organisation policies and procedures in place include: 

 Policy on Promotion and Reclassification (General Staff) 
 Promotion Procedures (Academic Staff) 
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Priority issues identified Constraints identified Actions & Strategies Status & Outcomes 

• loss of talented senior 
women to larger 
institutions 

 

• inability to match 
remuneration offered 
by larger institutions 

• initiate a research project on Recruitment and 
Retention of Academic women: see also 
Employment Matter 1 

• to distinguish UOW on the basis of conditions 
offered to create work/life balance: see also 
Employment Matters 4 and 7 

• exit interviews for these staff are conducted 
by Director EEO 

• ongoing 

• low levels of 
promotion of women 
academic staff to 
Level D and above 

  
 

• women not applying 
for promotion in the 
same proportion as 
men 

 
• qualified female 

candidates were not 
applying for 
promotion  

• continue delivery of the successful Preparing 
for Promotion for Academic Women program  

 
• expansion of the above program into 

Switched On: an Integrated Development 
Program for Academic Women in 2003 – see 
Employment Matter 3: Training and 
Development 

 
• the Zooming Up component of this program 

consists of identifying senior women 
approaching promotion to level E and 
providing them with individual career 
mentoring from the senior executive of the 
university and support from the EEO Unit in 
preparing for promotion to professor (level E) 

 

• in 2003, 5 of the 10 staff 
promoted to Associate Professor 
(level D) were women. 50% is 
significantly above academic 
women’s 33% representation in 
the workforce 

 
• in 2004, 3 of 9 staff promoted to 

Professor (Level E) were women. 
All 3 had been identified and 
supported through the Switched 
On program. This was a 
significant achievement. Prior to 
2004 there had been only been 1 
female applicant to this level in 
any previous round  

 

• increase management 
accountability for 
developing women 

 • positioning women to move into faculty 
leadership roles is a key element of faculty 
equity plans. Director EEO discussed current 
status of women in their respective faculties 
with each Dean in early 2004. Strategies 
were identified on a faculty-by-faculty basis 
eg Deans identify women for internal and 
external (AVCC)  leadership programs; Dean 
of Arts will appoint female deputies for all 
leadership roles 

• ongoing 
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Employment Matter 3: Training and Development 
 
How issues were analysed What the analysis found 

• collection and analysis of training 
participation statistics by gender 

 

• women staff participated in UOW training programs at a rate exceeding their representation 
in the workforce - women make up 48% of the total UOW workforce, but 60% of training 
participants were women during the period from 2001-2003. Further, 60% of participants in 
leadership programs were women 

 
• all leadership programs reported in 2000 have been maintained and have proceeded with 

strong female participation levels over the last 3 years.  
 
• the Frontline Management Program, developed to accommodate the delivery needs of part-

time staff, attracted part-time participation of 15% in 2000-3, a higher participation rate for 
this group than for any previous course   

 
• MBA scholarships were increased from 6 to 8 annually in 2004 with female staff receiving 

53% of the scholarships 
 

• identification of training needs is based on 
annual needs analysis conducted by the 
Career Development Unit, and annual 
analyses of grievances, policy 
implementation, recruitment and retention 
research, focus groups results and Work/life 
survey, by the EEO unit  

• women need encouragement and development in career advancement strategies 
• review required in areas of middle management and staff selection training 
• development of inclusive and mentoring culture to be incorporated into training programs 
• need to expand understanding of EEO and discrimination issues generally and sexual 

harassment and bullying particularly 
 

• audit of existing policies and programs  • induction processes for all staff include equity policies  
• career development review processes are in place for all staff. Training is provided for 

supervisors on conducting career development interviews 
• in-house training and development programs are scheduled with regard to the needs of part-

time staff 
• a range of development opportunities are provided to prepare staff for promotion to senior 

positions. Participants are selected with due regard to existing gender gaps. Women must 
comprise at least 50% of participants. Programs include: 

 Leadership Development – an internal leadership program comprising a 2 day 
residential program followed by 3 months work in a cross disciplinary team to 
complete a workplace research activity 

 Australian Vice-Chancellors’ Committee Development Programs  
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 Preparing for Promotion for Academic Women 
• women high achievers are profiled through the “Career Snapshot” lunchtime lecture series 
• other organisational policies and programs include: 

 Career Development Policy 
 Job Rotation and Transfer Program 
 Study Time Policy 
 Development Leave (General Staff) 
 Education Assistance Scheme 
 Partial Funding of attendance at external programs 
 Postgraduate Sponsorship Program (MBA or other) 

 
 
 
Priority issues identified Constraints identified Actions & Strategies Status & Outcomes 

• a need for 
comprehensive 
training on grievance 
handling, work and 
family, EEO and anti-
discrimination 
generally, sexual 
harassment and 
bullying particularly 

 

• delivery and 
attendance issues 
around comprehensive 
face-to-face training on 
these issues 

• UOW led a consortium of four universities to 
develop a comprehensive online equity 
learning program EO Online: fair play on 
campus.  The program is interactive and  
presented in two modules. The first module is 
targeted at a general audience and the second 
module at managers and supervisors. Content 
includes EEO, rights and responsibilities, anti-
discrimination legislation, harassment and 
bullying, sexual harassment, grievance 
handling 

 

• 2001: consortium formed and 
EO Online commissioned 

• 2002: launched at UOW. 
Completion is compulsory for 
all managers and new staff, 
and strongly encouraged for all 
other staff. New staff must 
complete within 6 months of 
commencement. 

• 2003: finalist EOWA business 
achievement award 

• 2004: accessibility audit, IT 
and content upgrade  

• 2004: 916 modules completed 
at UOW  

• 2004: this higher education 
equity resource is now utilised 
in 12 universities in 5 states 

 

  • review and expansion of awareness and 
training program on sexual harassment (see 
attachment 6.1) 

 

• completed 2003 
• grievances in the area of 

sexual harassment have 
decreased in second half of 
2003 and first half of 2004 
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• to encourage 
academic women into 
leadership 
development and 
promotion preparation 
programs 

 • see Employment Matter 2: Promotion 
 
• increase management accountability for 

developing women - as part of Faculty EEO 
planning, Deans and Director EEO to pro-
actively identify potential women candidates 
for leadership programs (i.e. Leadership 
Development Program, AVCC programs, 
Switched On)  

 

 
 
• commenced 2004 
 
 

 • the existing Preparation for Promotion for 
Academic Women program was expanded 
into: Switched on: an integrated development 
program for academic women in 2003 (see 
attachment 3.1).  The program now consists of 
the Zooming Up mentoring program and four 
workshops:  

 Starting your Academic Career 
 Jump Starting your Research 
 Down the Track  
 Tuning your Promotion Prospects 

• in 2004, all 3 female staff 
promoted to Professor (Level 
E) had been identified and 
supported through the 
Switched On program 

 
• 93% of those who applied for 

promotion after completing the 
Preparation for Promotion 
program in the period 1998-
2002 have been successful  

 

• expansion of 
leadership 
development and 
promotion preparation 
programs for women 
academic staff 

 • new leadership development programs for 
women are planned for 2004-05: 

 negotiation skills for women 
 a program for potential Heads and 

Associate Deans, linked to faculty-based 
strategies to position women for 
leadership roles. This program involves 
facilitated group core and supplementary 
sessions, individual development support 
with professional career coach, Heads 
forums and peer networking. 

 
 linking women – to revitalise existing 

women’s networks and establish new 
networks both at central and faculty 
levels, as determined by women through 
faculty-based focus groups.  

 

• planned 2004-05 
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  • proposal to create PhD completion grants for 
academic women - 15 grants of $10,000 over 
three years 

 

• negotiations underway for 
implementation 2004-07  

 • EEO training program for supervisors was 
revamped and re-titled:  EO Integrated for 
Good Management. EO Online was 
incorporated into this program and is a 
prerequisite for additional face-to-face training 
focused on strategically identified areas. The 
full program consists of: 

EO Online 
 Module 1 - What everyone needs to 

know (compulsory) 
 Module 2 – Managers and Supervisors 

(compulsory) 
EO Applied  
 Module 3 - Harassment and Bullying - 

(new) 
 Module 4 - Work / Life Balance - (new) 
 Module 5 - Getting the Culture Right - 

(new) 
 

• EO Online has been made a 
compulsory learning program 
for all managers and 
supervisors and must be 
completed prior to participation 
in any other leadership 
program. Records of 
completion are maintained  

 
 
 
 
 
 
 
 
 
 
 

• the review and 
revision of middle 
management and staff 
selection training in 
relation to EEO 
matters 

 

  
• selection techniques training was reviewed 

and revised and a refresher program was 
introduced. See also Employment Matter 1: 
Recruitment and Selection 

 
• completed 2004  

• address turnover of 
indigenous staff 

 • creation and implementation of targeted 
mentoring program for new indigenous staff 
and cadets 

• completed 2003 

 
The full EEO training schedule for 2004 is at attachment 3.2. Details of programs offered by the Career Development Unit can be accessed at: 
http://staff.uow.edu.au/cdu/. 
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Employment Matter 4: Work Organisation 
 
How issues were analysed What the analysis found 

• annual statistical analysis of employment status by 
gender and full or part-time work 

 

• academic women are under-represented in continuing employment 
• academic women are over-represented in contract employment: contract employees 

represent 23% of all academic staff, but 29% of all female academic staff 
• women dominate part-time employment 
• there is a much higher rate of permanent part-time work amongst general staff (29% 

in 2003) than academic staff (5% in 2003) 
 

• audit of existing family-friendly work practices and 
programs 

• a range of flexible work practices are available at UOW: 
 part-time or fractional appointments 
 job sharing 
 annual work pattern 
 program flexibility 
 flexitime 
 teleworking or working from home 
 flexible leave options for coping with family emergencies, including 

temporary career breaks for compassionate reasons 
• two long day care centres are provided on-site for children between 6 weeks and 5 

years 
• salary packaging of child care costs is provided 
• out of school hours care is available for children aged 5 to 12 years, with transport 

from selected schools. Vacation care is also available. 
 

Employee views were heard through  
• EEO/AA Committee representation;  
• faculty based focus groups and Meet and Greet 

sessions;  
• recruitment and retention research interviews and 

focus groups 
• Part Time Work survey  
 

• level of access to part time work after parental leave was below staff expectations  
• 97% of Part Time Work survey respondents indicated that they worked part time by 

choice as it allowed them to balance work and other responsibilities (family, study). A 
small percentage indicated they would like to work more hours. Stronger interest in 
part-time work came from general staff women. 

• career breaks impact negatively on research careers 
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• Work/Life Survey 2004 - asked staff to rate the 
importance of various policies, conditions and 
services in assisting them to achieve work/life 
balance. The survey examined existing and potential 
flexible policies and practices in 4 areas: 

 
 supporting staff with carers’ 

responsibilities  
 supporting pregnant and breastfeeding 

staff  
 assisting career development after breaks 
 domestic support services 

 

• a significant need exists for education of managers and staff regarding existing 
flexible work options 

 
• academic women would be assisted by new measures such as: 

 access to research assistance after career break (34%) 
 career mentoring (24%) 
 increased paid maternity leave (19%) 
 return-to-work program extended over 3 years (14%) 
 after school pick-up and transfer to workplace service (10%) 

 
• general staff women would be assisted by new measures such as: 

 increased paid maternity leave (24%) 
 extended carers’ leave (20%) 
 career mentoring (14%) 
 off-campus subsidised childcare (12%) 
 after school pick-up and transfer to workplace service (12%) 

 
 
Priority issues identified Actions & Strategies Status & Outcomes 

• to distinguish UOW on the 
basis of conditions offered 
to facilitate work/life 
balance 

• education of managers and supervisors about available 
flexible options and about their own responsibilities in 
relation to the work and family needs of employees: 

 
 Finding the Balance Information Kit produced, 

(attachment 4.2), includes extensive information about 
part time work, job sharing and other flexible 
arrangements available to staff at UOW, including 
practical tips for both staff and Heads of Unit/supervisors 
on implementation. Introduction by Vice-Chancellor.  

 
 development of EO Online, which specifically covers the 

responsibilities of managers and supervisors in relation 
to accommodating the family and carers’ responsibilities 
of staff, and the introduction of flexible work practices 
into other training programs for managers and 
supervisors: see also Employment Matter 3: Training 
and Development 

 
• work/life balance initiatives included in enterprise 

• in 2003, 75% of women returning from 
parental leave indicated they incorporated 
flexible work options in their return 

 
• completed 2002. Update planned for  

2004-05 
 
• small percentage increase in permanent 

part-time work in 2003 for both academic 
and general women staff 

 
• completed 2002-3 
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agreements: 
 

 in consultation with staff and unions, return-to-work 
programs incorporating part time work patterns and 
parental leave were established and incorporated into 
the UOW General Staff Enterprise Agreement 2000-
2003 

 
 discussion paper Advancing Work/Life Balance at UOW 

(attachment 4.1) was presented to Academic Enterprise 
Bargaining teams (management and unions) in June 
2004 by Director EEO with positive response from both 
teams. Key components of proposal include: 

 increase paid parental leave to 14 weeks 
 continued provision for 52 weeks parental leave 

(paid and unpaid)  with the added flexibility to 
spread this leave over 104 weeks 

 a grant equivalent to 12 weeks of annual salary 
will be available to all staff on return to work from 
parental leave. The grant may be utilised for one 
or more of the following options 

 return-to-work part-time salary 
supplement 

 “research re-establishment” grant  
 career development grant 
 full cost subsidisation of off-campus 

child care  
 on-campus child care subsidisation 

after salary sacrifice 
 mentoring through professional mentor 

or career coach 
 
• costing of additional child care initiatives on campus 

including 
 development of an after school homework facility 

for 11-15 years 
 additional after school places 
 after school pick up service to support the above 

programs 
 additional long day care 

 
 
• completed 2000 
 
 
 
 
 
• negotiations underway 2004 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
• costings in progress mid 2004 with a view to 

implement in the first half of 2005 
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• over-representation of 

academic women in 
contract employment 

• policy and procedures provide for the conversion of contract 
to permanent appointment 

 
• before a new contract position is established, a case must 

be made as to why the position should not be continuing 
 

• academic women’s representation in 
permanent employment has increased over 
a consolidated period 1997-2004 

1997: 25% 
1998: 28% 
1999: 32% 
2000: 31% 
2001: 29% 
2002: 31% 
2003: 34% 

 

• increase availability of 
permanent part-time work 
for academic staff 

 

• include flexibility in future faculty EEO plans and  identify 
measures of success 

 
• incorporate use of flexible work options in Director EEO’s 

discussions with Deans 
 
• monitor return-to-work patterns from parental leave 

• planned 2004-2005 
 
 
• ongoing  
 
 
• ongoing 
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Employment Matter 5: Conditions of Service 
 
How issues were analysed What the analysis found 

• statistical analysis of starting salary base/above base 
by gender; and average salary base by gender 

 

• average salary is lower for women than men, based on men’s greater representation 
at  senior levels 

 

Employee views were heard through  
• EEO/AA Committee representation;  
• faculty based focus groups and Meet and Greet 

sessions;  
• recruitment and retention research interviews and 

focus groups 
• pregnancy and work survey 
• work/life survey 
 

• cost of child care impacts on access to employment and on conditions of 
employment 

• carer’s leave provisions not adequate for more than one child 
• women felt their commencement salaries were generally lower than that of men  
 

 
 
Priority issues identified Actions & Strategies Status & Outcomes 

• address cause of pay disparity 
by increasing numbers of 
women at senior levels  

• see Employment Matters 1, 2 & 3 for intervention 
strategies in the areas of recruitment, promotion 
and training to position women in leadership roles 

 
• current General Staff enterprise agreement 

established broadbanding of salary levels 1/2. 3/4,  
& 6/7 and competency based progression across 
the barriers within the broad banded levels. Levels 
8/9 broad banded earlier 

 
 

• pay equity remains an issue however significant 
changes have been achieved for women at levels 
feeding into most senior level, i.e. level 8/9 for 
general staff women and level D for academic 
staff 

• initially a positive shift was achieved for women at 
the higher end of all broadbanded levels. Over 
period of years (2001-2004) their representation at 
levels up to seven has levelled however 
significantly higher representation has been 
maintained at levels 8 and 9 (level 8, 49% to 71%, 
and level 9, 25% to 41%) 

• in the same period academic women’s 
representation has been largely unchanged at all 
levels except level D, 14% to 22% 
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• increase selection committee 
members’ awareness of pay 
equity issues in starting 
salaries 

• revamp of Selection Techniques Training to place 
renewed emphasis on pay equity guidelines in 
starting salaries 

 

• completed 2004 

• cost of child care • a salary packaging option for on campus child care 
has been provided  

 

• completed 2001 

• review carer’s leave 
arrangements 

• agreement has been reached to extend current 
carer’s leave from 5 to 10 days in a 12 month 
period in enterprise agreement commencing 2004 

 

• negotiated for 2004 Enterprise Agreement  

• including work/life initiatives 
in enterprise agreements 

• see Employment Matter 4: Work Organisation  
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Employment Matter 6: Dealing with Sex-based Harassment 
 
How issues were analysed What the analysis found 

• analysis of complaint patterns and grievance 
statistics is performed annually. A system to classify, 
monitor and analyse consultations and grievances 
was established in 2000 

 
 

• complaints of sex-based harassment have declined considerably over the last 2 
years. There were 39 such complaints in 2000 compared to 16 in 2003. The fewest 
complaints (12) were received in 2002. The decline in complaints has continued in 
the first half of 2004 

 
• the rise in complaints in 2003 relative to 2002 reflects raised awareness resulting 

from implementation of the EO Online program in 2002 
 

• consultation with female staff undertaken as part of 
faculty based focus groups and Recruitment and 
Retention of Academic Women research 

 

• deficiencies in the grievance handling skills of managers and supervisors generally  
• a need for “early intervention” strategies targeting faculties where problems have 

been identified before formal complaints are made 
• need for policy on alcohol use at functions 

• audit of current policies and materials • some policies require updating and new policies needed in some areas 
• the UOW Code of Conduct explicitly prohibits discrimination and harassment and 

refers to relevant definitions and legislation. Also prohibits harassment relating to 
electronic communication and downloading offensive material. 

• the IT Acceptable Use Policy explicitly requires users to comply with the University’s 
policies regarding anti-discrimination and harassment. 

• induction processes for all staff include sexual harassment policies and procedures 
and other equity issues 

• EO Online covers sexual harassment, harassment, bullying, hostile work 
environments, making complaints and grievance handling – see Employment Matter 
3: Training and Development 
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Priority issues identified Actions & Strategies Status & Outcomes  

• the need to continue to work 
with managers and 
supervisors to improve 
grievance handling skills 
including the implementation 
of an “early intervention” 
strategy 

 

• implementation of compulsory training on harassment, bullying and 
grievance handling for managers and supervisors: EO Online Module 2 – 
see Employment Matter 3: Training and Development 

 
• development of the Harassment & Bullying module in EO Integrated for 

Good Management training program – see Employment Matter 3: Training 
and Development 

 
• development and establishment of the Risk Intervention Program, an “early 

intervention” strategy incorporating consultation by the Director EEO with the 
Dean or Director of the relevant area and the development of an agreed 
action plan, including a performance review element. Advice is provided to 
senior executive through PVC Operations 

 

• completed 2002. There 
have been 210 
completions of Module 
2 to date 

 
• completed 2004 
 
 
 
• completed 2003 

• the need for additional 
education strategies to reach 
student groups 

• sexual harassment education program reviewed, expanded and upgraded 
with particular emphasis on extending awareness raising to student body. 
See attachment 6.1. 

 
• promotional week on Sexual Harassment Awareness to be run in 

conjunction with Student Representative body 
 

• completed 2003 
 
 
 
• planned 2004 

• review activities and policies  • developed an Anti-Bullying policy 
• developed Sexual Assault guidelines for security staff 
• reviewed, updated and upgraded sexual harassment policy and education 

program 
• review of Grievance Procedures 
• development of Policy on Alcohol at official functions 
• multi-lingual pamphlet on sexual harassment to be developed 
 

• completed 2002 
• completed 2003 
• completed 2003-4 
 
• in progress 
• in progress 
• planned 2004-05 
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Employment Matter 7: Pregnancy, Potential Pregnancy and Breastfeeding 
 
How issues were analysed What the analysis found 

• a Pregnancy and Work Survey was conducted in 
1999 of all employees who had taken maternity leave 
in the period 1996 -1999   

• since 1999, women taking parental leave have been 
surveyed annually to provide up-to-date data on their 
experiences as employees of UOW while pregnant 
and during their return to work  

 

• a need to extend the existing Children on Campus policy to include breastfeeding 
• a place on campus was required to meet the needs of nursing mothers 
• a demand for the incorporation of part time work into return to work programs as a 

standard option after parental leave 
 

• a staff Work/Life survey was conducted in May 2004  
 

• need for return-to-work programs to include re-establishment of careers after a 
career break 

• need for career mentoring  
• expanded demand for after-school arrangements for children of all ages, including 

transport to and from 
 

• return-to-work rates for women employees taking 
parental leave are analysed annually 

• rates of return have ranged between 90-92% during the period 1996-2003  
 

• audit of existing policies and programs • parental leave entitlements: 
 12 weeks paid parental leave (or 24 weeks at half pay) 
 further unpaid parental leave up to a total of 52 weeks 
 parental leave may be extended over a two-year period if combined with 

a period of part-time work 
• see also Employment Matter 4: Work Organisation 
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Priority issues identified Actions & Strategies Status & Outcomes 

• strategic objective to 
distinguish UOW by its 
work/life initiatives  

 
• implement responses to 

issues identified by women 
in surveys 

 

• Children on Campus policy was revised to include information on breastfeeding 
http://staff.uow.edu.au/eeo/childrenoncampuspolicy.html 

 
• a Parents’ Room was established on the Wollongong campus for the use of 

students and staff requiring a place to attend to specific needs of young children 
and to meet the needs of nursing mothers  

 
• Guidelines on Use of the Parents’ Room were also developed. 

http://staff.uow.edu.au/eeo/useofparentsroom.html 
 
• “breastfeeding friendly zones” were established throughout the University 
 
• a consolidated base of information on work and family issues, the Finding the 

Balance Information Kit, was produced for Heads of Units, managers and staff 
(see attachment 4.2). The Kit  was launched and publicised by Ms Fiona Krautil, 
Director EOWA, in conjunction with opening of the Parents Room.  

 
• a part-time return-to-work provision was included in General Staff Enterprise 

Agreement 2000-2003. See Employment Matter 4: Work Organisation 
 
• discussion paper Advancing Work/Life Balance at UOW was presented to 

Academic Enterprise Bargaining teams (management and unions) in June 2004. 
See Employment Matter 4: Work Organisation and attachment 4.1   

 
• costing of additional child care initiatives on campus: see Employment Matter 4: 

Work Organisation  
  
 

• completed 2002 
 
 
• completed 2002 
 
 
 
• completed 2002 
 
 
• completed 2002 
 
 
• completed 2002 
 
 
 
 
• completed 2000 
 
 
• ongoing 2004 
 
 
 
• ongoing 2004-5 

 

http://staff.uow.edu.au/eeo/childrenoncampuspolicy.html
http://staff.uow.edu.au/eeo/useofparentsroom.html


 23

Summary of Attachments 
 
3.1 Switched On: an integrated development program for academic women 
3.2 2004 EEO Training Schedule 
 
4.1 Discussion Paper - Advancing Work/Life Balance at UOW, 2004 
4.2 Information Kit - Finding the Balance, 2003 
 
6.1 Sexual Harassment education program 
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