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1 | This organisation wishes to be considered for the EOWA Employer of I D
Choice for Women (EOCFW) citation and has attached sufficient details
containing information on the six criteria and pre -requisites.
2 | This organisation is compliant with the EOWW Act. |

3 | We have advised our staff that we are applying for EOCFW |

4 | Our organisational details are attached I

Ui

CEO ENDORSEMENT

I, Professor Alan Pettigrensthe CEO of the University of New England
fully endorse and support at all levels within this organisation

the equal opportunity for women in the workplace program

that improves equal opportunity outcomes for women in the
workplace, as demonstrated by the information provided to

EOWA across all p re-requisites and the six criteria.

| agree that if the EOCFW citation is granted, it will be used in
accordance with EOWA guidelines and time frames.

EEEEEEEEEEEEEEEEEEEEEE. !
CEO Signature D

EOWA requests that the actual signature of the CEO is not emailed to EOWA but kept on file at
the organisation. Please tick this box to confirm that the CEO has signed this application.
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Instructions
(to be read before completing questions below)

! If you are unable to answer YES to ALL of the pre -requisites in the table under point
2 below AND the statistics provided are not equal to, or better than, the pre -
requisite figure, your application will NOT be considered for EOCFW this year.

! ALL questions in this document need to be completed.

¥ ltis important to answer ALL questions comprehensively using as much
space as needed in the format provided so that EOWA can make an
informed decision about your organisationOs status.

¥  Applications need to be submitted to EOCFWApplication@eowa.gov.au by
15 October 2009.
¥  Please provide statistics in support of the EOCFW application in numbers

AND percentages of men and women as required.

EOCFW QUESTIONS

1) To be eligible for the EOWA Employer of Choice for Women
citation, you need to be compliant with the Equal Opportunity for
Women in the Workplace Act 1999 (the Act). Accordingly, please
tick the relevant box below:

! My organisation is currently compliant with the Equal
Opportunity for Women in the Workplace Act 1999 (the Act)

OR

My organisation has been waived from reporting in accordance
with the Act.
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UNE EOWA Employer of Choice for Women
2009 Application Form
(for inclusion on the 2010 EOCFW list)

2) Pre -Requisites

Please provide information on all six pre -requisites in the table below:
Answer
Pre - Requisite YES or Statistics to be
NO provided
1. EO for Women is a standing agenda N/A
item on a Committee chaired by the YES
CEO or his/her direct report
2. Female managers can work part - Number of part -time female
time YES managers is: 21
3. Paid maternity leave B minimum of 6 a) Number of weeks paid leave:
weeksO paid leave after 12 months Upto 52 weeks (26 weeks full
) YES .
service pay plus 26 weeks unpaid, or 52
weeks half pay or any
combination mutually agreed.)
b) Eligibility period:
No eligibility period
4. Sex-based harassment training is N/A
conducted at Induction for all staff
. : YES
(including management, contrac t
staff and casual staff), and refresher
education OR updates are received
by all staff (including management,
contract staff and casual staff) at
least every 2 years
5. 5.1 Pay Equity gap at each level of Please provide statistics in table
the organisation is less than YES on page 4
17.2% (refer p12)
5.2 The organisationOs overall pay OrganisationOs overall % pay
gap is less than the industry gap: 17.6%
f 12 for P VES
Zvera%e I(réa e; p?jg? N or Fay What is the overall percentage
aps by Industry data) pay gap of your industry sector?
19.6%
6. At least 29.8% of managers** are Percentage of female managers:
women YES 31.8 %
OR OR, IF LESS THAN 29.8%:
The organisationOs percentage of What is the percentage of fema le
female managers is greater than the managers in your industry
industry sectorOs percentage of sector?
female managers (refer p 13 for . . .
Managers by Industry data) Tertiary education not listed

* If your organisationOs  overall pay gap is greater than the overall percentage gap of your industry by less than half of one percentage point
(0.5%) your application may still be considered. For example, if your organisation is in the mining sector (average overall pay gap of 23.8.%)
and your organisationOs  overall averag e pay gap is 24.3% your application may be considered if you also provide details of your pay equity plan

to minimise the pay gap. This margin does not apply to the level -by-level pay equity requirement of 17.2%.
*EOWA defines a manager as a staff member who is accountable for the management of a function which includes the management of any
staff working within that function. This definition does not include Team Leaders or Supervisors. Within higher education in stitutions a manager

is defined as an academic staff member at Level C or above and a professional staff member at HEW 10 or above.
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3) Workplace Profile

Please insert your organisationOs completed Workplace Profile here, customising or adding
additional  occupational categories to reflect your organisationOs workplace.

Any profile taken since 15 October last year may be used. For example you may wish to provide
the profile you used in your compliance report or application for waiver this year.

Where there are differing levels of accountability within an occupational category, it is
acceptable to break them into more than one level e.g. Trades level 1, Trades level 2 SO
that you are comparing the salaries of like roles.

Workplace Profile at the University of New England(UNE)
The workplace Profile tables below have been compiled from UNE snapshot statistics taken at the census date of 3:
March 200%or the reporting period 1 April 2008 to 31 March 2009

UNE Staff (excluding the ViceChancellor & CEO)Amended

Tot Average Salary Pay Casual Staff
Category Women Men : -
al Annualised Gap (salary not available)

FT | PIT] HT PIT T F M % F M Total %F %M
Academic 141 | 96 237 59% 41%
casual*
Level A 14 16 18 8 56 $61,260 | $59,831 | -2.4%
Level B 75 32 84 10 201 $76,165 | $77,564 | 1.8%
Level C 34 11 59 6 110 $91,340 | $92,196 | 0.9%
Level D 15 3 52 3 73 $107,350 | $108,670| 1.2%
Level E** 9 4 51 0 64 $135,942 | $132,397| -2.7%

Academic

147 66 264 27 504 $83,555 $94,737 11.8% | 141 96 237 59% 41%
Staff Subtotal ’ ’ 0
HEO 1 0 1 0 o 1 $36,020 $0.00 0.0% | 64 63 127 50% 50%
HEO 2 17 7 15 0 39 $40,420 | $40,925 | 1.2% [ 18 8 26 69% 31%
HEO 3 18 15 12 2 47 $45,475 | $46,510 | 22% [ 27 16 43 63% 37%
HEO 4 89 44 38 2 173 $49,999 | $50,389 | 08% [ 22 10 32 69% 31%
HEO 5 62 34 45 8 149 $56,858 | $56,739 | -0.2% [ 16 4 20 80% 20%
HEO 6 57 12 42 9 120 $63,250 | $63598 | 05% [ 3 8 11 27% 73%
HEO 7 32 6 45 2 85 $71,030 | $70686 | -05% [ 1 o 1 100% 0%
HEO 8 20 7 19 7 53 $81,516 | $83,870 | 2:8% [ 1 0 1 100% 0%
HEO 9 3 2 10 0 15 $88,298 | $89,479 | 13% | o 0 0
HEO 10 1 2 1 1 5 $91,060 | $91,060 | 0.0% [ O o 0
Above 10%+* 9 1 15 2 27 $140,593 | $145832| 3.6% | © 0 0
General Staff | =, 131 242 33 714 $59,226 $67,600 124% | 152 109 261 58% 42%

Subtotal
Totals 455 197 | 506 60 1218 $67,174 | $81,552 | 17.6% | 293 | 205 498 59% 41%

*Academic levels are not available for academic casual staff
**Includes PVC Deans
***Does not include VC & CEO, includes DVC, PVC A, CDO

UNEOs Gender Pay Gap information was calculated using the pay aygtibdiomled by the Department of
Commerce, Western Australia and distributed by the Equal Opportunity for Women in the Workplace Agency
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4)

EOCFW Ciriteria

Criterion 1

Describe the organisationOs policies across the seven employment matters
that support women across the organisation.

)

Please provide details of the organisationOs inclusive policies under each of the seven employment matters.
The seven employment matters are detailed on our website.
http:/Amww.eowa.gov.au/Developing a Workplace Program/Employment Matter Guidelines.asp

The University is committed to itSqual Employment Opportunity Policy Statementthe basis thatqual
employment oppaunity is fair and just, and contributes to the fulfilment WNEOsstrategic visionThis
policy underpins not only the UniversityOs employment equity and diversity principles, but also ens
Oall of its management and educational policies anctiges reflect and respect the social and cult
diversity contained within the University and the community it servesO.

The University has a number of policies in place to further its commitment to an equitable, ing
discrimination and harassmeifitee environment. These include thboveEEO Policy Statementhe Sex
Based Harassment Policy and Procedurdise Code of Conductthe Grievance Mediation Policy an
Procedures the Anti-Racism Policy and Guidance Materiadnd theGender Representatioon Decision
Making and Advisory Committees Polidyhe Discrimination and Harassmeirameworkis currently being
reviewed and redeveloped, to ensure it coadireinlawful grounds for discrimination and harassmeariine
with the provisions of thé&air Work Act (2009)with additional provisiors for streamlinedlodgement of
complaints of workplace harassment.

Academic and General Staff Selection Poligieguire,inter alia, that Gelection must be based on merit
relation to the selection criteria. Merit appointments are made in accordance with relevant University
(e.g. Equal Employment Opportunity Poljcyand on the basis of an assessmenthe suitability of
applicansO Selection panels are required to be of appropriate gender mix as pabdihe Gender
Representation on DecisigMaking and Advisory Committees Polioyith at least two members beir
Selecting the Besécruitmenttrained.

The UniversityO&cademidPromotion Policydetails applicant, assessor, supervisor and committee men
responsibilities to ensure thait apgicants are assessed on megitd in accordance with principles of fairne
and equly. Information is also provided about the appeals process.

The UniversityWorkforce Planning Policgets out areas of responsibility for senior staff and guidanc
supervisors on a range of planning issues, including the consideration of staff nutalssification mix, age
gender, diversity, permanent/fixed term/casual staff ratios and the need for a more diversified workf
greater representation from EEO target groupsategies to achieve desired workforce profile incl
training/retrainng and development; succession planning; transfers; recruitment strategies; and
working arrangements.

The Flexible and Family Working Arrangements Polieytlines the UniversityOs commitmen©family friendlyd ar]
Owork/life balance® work stgi¢s Qo assist staff trying to balance work and family responsibilities
balance of work and lifé It notesthat flexibility of working arrangements may be particularly relevant to
members with carer responsibilities Oand this policy shouléaoeim conjunction with the policies &amily
and Community LeavandParental LeaveO

i

How does the organisation ensure that all policies and practices are reviewed, evaluated and updated
regularly?

The University has a comprehensive consultation framework via a tiered committee structure throug
policies and practices can be reviewed, evaluated and updated. This includes a number of U
Academic Board, and Advisory Committees to theeVichancellor; Staff Consultative Committees; ¢
School and Directorates® Equity Committebs, membershipof which is represented onhé Vice
ChanellorOs EEO Advisory Committee, the key committee for making recommendations regardin
opportunity atUNE.

The role of the Academic Consultative Committee and General & Teaching Staff Consultative Comn
to enhance communication and discussion between management and staff about workplace relé
meaningfully consulted in the development andiew of employment related policies, and review
implementation of the provisions of workplace agreements.
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¥ As they are reviewed, policies include a Onext reviewO date, usually three years from the revision dat

¥ The 2006 Discrimination Survey Recommefimlas continue to contribute to policy reviews, train
schedules and guidelineas do the outcomes of the stafbice ProjectClimate Sirvey of 2007 (resultg
received 2008)

¥ Each year the Vie€hancellor chairs a meeting to review the Academic Promatiand for that year
Specific issues relating to the pess are discussed with the PY)@ans, the Chair and Deputy Chairs of
Academic Boardand the Employment Equity & DiversitffE&D) Manager The meetingcanvases a
diversity of views anansures thainy recommendations on the Academic Promotipokcy andprocess gd
forward in a timely manner and that the process is continuously imprdved.gender breakdown
Promotions applicants, and the relative success rates for men and womstaniding item for discussion.

i) Please highlight any innovative practice or policy that has been successful for the organisation.

¥ Family-friendly: The UniversityOs commitment to a fanfilgndly environment is encompassed in
Workplace Agreemer00&2008 (which remains in force until the current Enterprise Agreement round
finalised)and related policies for academic and general staff. This commitment is most apparent in the
Leave clause which includes maternity/primary carer lggaener leave, adoption leave, foster parenting le
and child rearing leave.

¥ The maternity/primary carer leave clause states that a member of staff who becomes pregnant is en
period of up to 52 weeks maternity/primary carer leave. This caé beseks at full pay with@weeks optiona
unpaid leave52 weeks at half pay or any combinatimutually agreed equivalent to 26 weegdad but not
exceeding 52 weeks total leavkthe staff memberOs partner is also employed by the University, tHegws
as primary carer of the child may be shared by the two staff members. Addeevebeyond 52 weeks can
negotiated on the birth of a child with a severe disability, congenital illness or in the case of a multip
Partner leave allows fa staff member to give care and support to the mother during the period imme
prior, at the time of, or following the birth. Partner leave comprises a total of five consecutive working
paid leavgincreased to two weeks in the new Generdf &t presently before the Fair Work Commission)

¥ Selecting the BesfThis training programs offered for academic and general staff who are participatin
recruitment selection committed®ecruitment policies requirat least two membeid selectioncommittees to
have undertaken the training which includes a strong equity compaeating with the relevant EE
legislation and statutory expectatioRecruitment at UNE is through a merit selection process.

¥ UNE Ally Program Ally aims to raise awarerss and visibility of gay and leshian issues. After training, U
Allies are informed aboutindare sensitive towards gay, lesbiandsxual, transgender and intersex (GLB
people and their issueandare trained taaffirm the experience and rights olLBTI people within a work
environment Training sessions commenced in May 2006 ance haontinued regularly sincd=our Allies
travelled to Newcastle in May 2008 to attend T+thieTrainer Workshops and now form the coreao$ix-
person training team. THiinitiative is seen as an important driver in achieving an inclusive unive
environment within the constraints of a regional context. There are curd@ljies, staff and studentscross
the University.

¥ Pathways to Careers & PromotioiThis progam commenced at UNB 2004 and has run every two yea
since then. The programwas foundedto explicitly promoteacademic womeds career developmeiihe
programcomprisesa series ofworkshopsthat provide the opportunity for women to consider their care
identify gaps in their portfol®and work with senior academic women on strategies to fill theésedback from
participants indicates that the workshops have been very useful for those prepariotipprapplicationsThis
program is currentlybeing redevelopedn conjunction with an advisory group of professorial womer
explicitly address the promotion of women to senior academic levels, and is the foundation for UNEQs
aimed at assistqqwomen to achieve higlevel academic positions.

¥ Administralve & Support Staff Conferencedhe Organisational Development Un{ODU) provides
administrative and support staff conferentleat are specifically tailored for University administrative &tg
below the level of HEO 7the majority of whom are womegonference topics and workshops provide b
professional and personal development trainkideast two of these conferences and workshops are held
yearand arealwayswell supportecby general staff women

¥ CreatingDignity & Respect in the Workplacand Prevent Bullying at UNEThese programs and worksho
have been initiated during 2008 and 2009 to assist in the promotion of the culture and values that c
support a workplace aINE that is free frommy form of discrimination oharassmentincluding ®ullyingd
Workshops contine to be well attended and fdxack from participantsidicates their thougkgrovoking and
educative value.
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Criterion 2

Describe the organisationOs transparent and effective processes and
practices across the seven employment matters.

i) How are policies effectively implemented, accessed by employees and measured?

¥ A comprehensive consultation framewovia a tiered committee structure through which employees®
are sought and addresseak describecpreviously is in place to ensure effective implementatiand
review/measuremendf policies.In particular, thisconsultative process provides a confidential (if requir
effective and accessible means for staff working at any level or capacity within the University to make
issues knowro the senior managementtbkir organiation unit or executive management of the University

¥ A team of Ejual Opportunity Advisers are available, upon request, to attend any employeiatéd meeting
with any staff member at the Universitgnd to advise staff on complaints handling proceds@sAdvisers
also act as observers on selection commities as mediators in disput€urrently there are over 30 traing
EOAs at UNE, with representation in most work unkgedback from these Advisers is referred or
supervisorsand managers aftl commitees of review where appropriate. The Manager, EE&D, coordif
this network providing advie and support iaere necessary, and convening arainthly forum for discussio
of any issues arising

¥ EO Observers attend allcademic Promotion Committee meetings and tBE&D Managerprovidesthis
feedback to thannualAcademicPromotion Review Committee.

¥ TheEE&D office monitors employee participation in a range of employment benefits annually and rep
outcomes to the Viec€hanellorOs EEO Advisory Commitide relevantorganigtionalunits such as Humal
Resourceservicesand in accordance with statutory requirements.

¥  Staff returning from Maternity Leave are surveyethuallyto ess®ss their experience of a range of Univer
provisions. Outcomes of the surygarticularly those issues which affgalicies and practicesye reported tg
the ViceChancellorOs EEO Advisory Committee tmrklevantorganistionalunits such as Human Resour
Services.

¥ Employees can access the UniversityOs policies from its central policy wbk sitguiryto support staff and
through natifications on central email lis&aff with permanent or temporary disability may request any p
in alternate formatby contating EE&D. Support staffsuch as University Counseis, are listedand linkedon
the EE&D Staff Information web pagealong withinformation about how to access confidential advice
support

i)  How are all employees made aware of the policies and practices, where to access them and who to
approach for clarity?

¥ All new permanent and contract staffe required toattend Induction sessisrwith the Organisationg
Development Uni{fODU) and with their workplace supervisor. During thesssions staff are provided with
information about University policieSupervisors are provided with a OSupervisorOs Induction Che
which specifically requiresupervisors to inform new staff of the UniversitydsploymentEquity & Equal
Opportunitypolicies, and their location on the website.

¥ Policies are availablrom the University Policies web page which lists all University policies. Other relg
web pages contain additional guidelines and links back to the University Policies web pages

¥ Ateam of EO Advisers drawn from all areas of the University provides advice and referral information
on a range mattersicludingpolicy information

¥ A series of posters outlining avenues for assistance with a range of grievance/complaints/ssesofre
circulated across the Universitgnd can be downloaded from the EE&D webpage

¥ ODU and EE&D training workshops contain information on relevant policies and where/how to acces
policiesand supporstaff

¥ The EE&D web site providedetailed information and link® policies angupport staff.
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)

How does your organisation communicate to staff that women at all levels (including management) can
access part -time work particularly after maternity leave.

¥ Positions vacant advertisemsrdften carry the information that O ... consideration may be given to les
full-time. Applicants should indicate whether they are interested itidl or paritime employmentO.
¥  The parental leave provision in the UNE Workplace AgreemenE2008states that:
D (Bubject to operational requirements of the University a staff member may upon application return to-timoek
until the child reaches school age before resuming full ime@ork
P (nce a staff member has returned to work, any fuwitkiing arrangements will be considered through the Fle
and Family provision®
These provisions are also contained ifPtrental Leave Policy.
¥  TheFlexible and Family Workplace Arrangemenitficy states that:
b (Flexible working arrangements may betered into in order to accommodate the work requiresme
the University and family and work life commitments of staff members where there is mutual €onsg¢
¥ The Employment Equity & Diversity (EE&D) web site contairfsaanily-Friendly/Flexible Workphce Information
page which briefly outlines and links to the UniversityOs suite of relevant policies.
iv)  How does the organisation ensure all new policies are communicated effectively and through various
communication channels?
¥ New policies are considered by the Acade®iaff Consultative Committee and General & Teaching S
Consultative Committee.
¥ Notification of rew policies for comment from the broader University commuigitistedon the UNEofficial
email list and/or th&Jniversity wide unehumanresources eihhst.
¥ The policiesare made available on a dedicated section of the HR website.
¥ New Equity policies are also tabled for discussion at the -@lwancellorOs EEO Advisory Committ
meetings and disseminated by thepresentative members out to the School and Directorates E
Committees and School Management Committees.
¥ Pertinent poliies are tabled and discussed throaghomprehensive consultation framework, via a tig

committee structure as described previgusl

University of New Englan€EOCFW Application 8 October 2009



Criterion 3

Describe the organisationOs strategie s that support a commitment to fully
utilising and developing its people, including women.

¥
¥
¥

i) What programs/  strategies are listed in the organisationOs Strategic Plan to advance equal opportunity
for women and remove barriers in the organisation.

Within the University of New EnglandOs EdeiploymentOpportunity Management Plan, 268710, a suiplan of the
operational Strategic Plan, tfalowing have been identified as strategies to develop the organisationOs commitmen
utilising and developing its staff, including women:

Goal 1: Establish and maintain an inclusive environment in which staff at all levels demonstrate a dnigissaaiaequity,
including gender and cressltural awareness;

¥ Develop lines of authority, effective governance, and performance management practices to assist mg
demonstrate equity leadership

¥ Establishment of Equity Committees in Schools andclgirates to enable effective dialogue between staff
management regarding equity and equal opportunity issues.

¥  Establish effective leadership/championship of equal employment opportunity at the highest levels of man
expressedia the UniversityOs Equity Committees.

¥ Expand Vice ChancellorOs EEO Committee to include representatives of local Equity Committees to enal
level forum for the consideration, evaluation, reporting and promotion of issues relating to equahitgpp
particularly as they relate to the employment of women in the workforce.

¥ Robust Organisational Development program that includes/emphasises equity and diversity training for §
levels, in all capacities.

¥  Appropriate grievance handling pesses, provided in tandem with advice and support points, published ang
and/or confidentially available.

¥ Provision for grievance mediation, alternate dispute resolution, and avenues for local resolution of gvidweaac
possible).

¥ Promotion ofstrategies and programs regarding inclusive, supportive workplaces for Gay, LesbixuaBi
Transgender and Intersex persons.

¥  Use of staff consultation groups regarding equal opportunity of employment, and employment progression

Goal 2: Equity groupsre recruited and retained in line with their representation within the region, State, or nation
appropriate:

¥ Key performance indicators for executive and managers to include accountabiliies for the recruitm
participation of equity groups.

¥ Equity Impact Analyses to be undertaken as a routine part of any workplace change processes.

¥ Flexible work practices to be offereat all levels, conditions of employment, types of employment, w

Goal 3: Initiativesand programs are in place to support equity groups

environments and employment practices.

Networks established and supported where required for equity group participation.
Mentoring, advice, support mechanisms available for equity groups.

Career development programs for women are initiatedffandd, in response to findings arising from analysis of
UniversityOs employment profile, with recognition of its regional context, and with a view to succession plann
Increase the numbers of academic women with PhDs.
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i)  Does the organisation have in place the following processes, supporting advancement for women?

Please indicate: YES NEe No. of Women
Succession planning Yes Not tracked
Mentoring Yes Not tracked
Networking Yes Not tracked
Multi - skilling opportunities Yes Not tracked
Profit centre experience N/A
Stretch assignment opportunities (Higher Duties) Yes 110

Succession planning:
¥  Currently not tracked.

¥ A working party has been established to consider the rsity@s succession planningd by the Deputy Directo
HRS, and with members from Organisational Development and Employment &dpiirersity, this group will
report direct to the Vice Chancello@smmittee. This group has commenced consideration of the Unive
workplace demographics prior tmnductingextensive consultation around the future needs of the Uniy
workforce.

¥ The Workforce Planning will include initiatives regarding:

I Planning for the equitable promotion of women to senior management positions

I Theprovision of emjpyment opportunities for young women

I The provision ofemployment opportunities for persons from Indigenous, disabled and lovesmwionic
circumstances witn the UniversityOs Workforce Planning.

Mentoring:

¥  Currently not tracked.

¥  Planning underway for a mentoring program to match women with senior managers as part of Pathways to (
¥  Planning currently underway to develop a mentoring program out aftbet&VomenOs Leaderdipgram
¥

Informal mentoring is available through the Organisational Development Unit, and can be requested by §
time.

Networking:
¥ Currently not tracked.

¥ Planning is underway to-gsstablish the University WomenOs Association at UNE to provide a networking fo
allwomen employed at the University, including students.

Multi-skilling Opportunities:
¥  Currently not tracked

¥ However 61% othe Higher Dutiesopportunitiesavailablewere accessed by women during the reporting p
1 April 2008 to 31 March 2009, and this is the chief means by which University staff gain a complexity of skillg

In addition: he annual Performance Planning and Review (PPRggxrds specifically designed to provide assistanc
opportunities to develop skills and experience needed for advano&sneaitt of this process, staff at the University, with t
supervisors, can identify succession planning, mentoring, networkiiageer development as professional development
for staff.
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iit) What career development and leadership opportunities are available to men and
women?

Please provide details:

Programs / Assignments Number of men Number of women
. . . . accessing program / accessing program /
(ODU in -house training provided during 2008) assignment assignment
Leadership
Staff leadership program 18 19
Excelling as a manager/supervisor 0 6
Prevent Bullying at UNE 31 78
EO Online: fair play (fromUni ~ Wollongong) 213 255
OHS 7 14
Career Development
gggf;gpgnce, Planning & Review  Information 132 204
Staff induction* 22 34
Communication skills 1 4
Using feedback constructively 3 7
Selecting the best (recruitment program) 25 11
Interview  skills 1 16
Presentation skills 3 2
Minute taking 1 22
Administrative & support staff seminars 1 74
TRIM corporate records training 10 87
Software skills 16 n

ODU reports that, as a general rule, womenOs attendance at most of the personal development prog
to be higher than that of men. Women take advantage of these programs for a number of reas
understand the need for ongoing learning; them ¢f@m the networking opportunity of participating in
training course; they want to find ways to influence change for the better.

Study leave plays an important role in enabling academic staff to reach their research goals and
achieve succeda promotion to higher academic levelaculties and the individual Schools encourage
support academic staff to attend national and international confergvamen comprised 41% of Special Stud
Program participants in 2008.

The Pathways to Career& Promotionprogram for academic women was developed in response to wo
relatively low participation among those taking Study Leave and applying for promotion.

*The Teaching & Learning Centre (TLC) offers many opportunities for academic staff denezlby
includinginter alia additional induction sessions with specific academic teaching and research focus, §
on supervision of postgraduate students, copyright in education, intellectual property, course and cu
design, developing a teachiportfolio, and the Graduate Certificate in Higher Education.

*Induction for all staff is also carried out by supervisors at the work unit level. Supervisors play a criticabrgjatigiog
the workplace induction and encouraging staff to attend algntrganised induction activities, assigning
mentor or support person if appropriate, and making opportunities to review the new staff member's
answer questions and provide regular feedback and encouragementO. Supervisors are provide
Induction Checklist to ensure consistency of induction across work areas.

The Administrative and Support Staff Conferences address development needs of University admi
staff, the majority of whom are women.
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UNE EOWA Employer of Choice for Women
2009 Application Form
(for inclusion on the 2010 EOCFW list)

¥ In addition to the time taken to att training and development courses and programs mentioned ¢
women comprised 70% of those taking general staff study time during 2008.

¥ Secondments and opportunities to perform hidbeel duties provide staff members with additio
experience. Womecomprised 61% of those accessing these opportunities in 2008.

iv) Do all staff and managers receive performance appraisals at least once a year?

¥ All staff are expected to complete an annual performance review. The OPerformance Planning an
ProtocolO is designed to assist staff to achieve the UniversityOs goals by linking to Strategic Plan
Records are maintained of staff completihg process
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Criterion 4

How does the organisation educate all employees (including managers,
casuals and contract staff) on their rights and obligations regarding
sex -based harassment?

Is there a comprehensive and transparent sex -based discrimination policy in place (covering
discrimination, harassment and bullying), including an Email and Intranet/Internet policy and
grievance handling procedure?

¥ Pleaseindicate = YES NO- and provide details

The University has &exBased Harassment Policy & Procedurasad aCode of Conducfor staff.
Information about these policies is provided to staff during Induction and is available from the Uni
Policies web page which listd &niversity policies. Other relevant web pages link back to this list.

The Harassment and DiscriminatioRrameworkis currently undereview. The redevelopment of thi
framework will emphasisevorkplace harassmefbullyingd® as a ground on which a cdniptaay be
lodged.The new UNE Workplace Agreement (26R912) (currently at the Fair Work Commission) h
expanded grievance clauses, which include more streamlined processes for withlingrassment an
discrimination, and specifically addressdsullying. Currently the University provides thBignity and
Respect in the Workplace Chartes a framework for developing a workggafree of bullying behaviours
and has develope@reating Dignity and Respect in the Workplaas an online and fage-face traning
module for staff. ThePrevent Bullying at UNBNorking Party, ceconvened by ODU and EE&D, ha
conducted a campaign against workplace bullying, as well as hosting a séfievaft Bullying at UNE
workshopsThis campaign remains ongoing in 2010.

The Dignity & Respect in the Workplace Chartartlines rights and responsibilities pertaining to workpl
harassment.

Workplace harassment complaints can also be addrédssemjh the University@Bccupational Health an
Safetyoffice.

Grievance procedas are outlined in th&JNE Workplace Agreement (as abqvé@) the Grievance
Mediation Policy and Proceduremdotherpoliciesalsomentioned above.

As Director of EquaDpportunity, the ViceChancellor is responsible fthie management dafiternal formal
complaint handling. Théeputy Director HR Manager EE&D,or other authorisedJniversity Officer
investigates formal complaints of sbased harassment and provides recommendations directly to the
Chancellor.

The Internet and email policyzonditions of UseRules for the Use of Information and Communicat
Facilities and Services, University of New Englamadcludes clauses about appropriate use and
transgressions, for example misuse of University email and notice/bulletin boards, are taken up |
with the offender.

The 2007 staff/oice Projectlimate surveyresults received 2008)ich had a 63%esponse rate, indicated that 909
respondents agreed or strongly agreed that OSexual harassment is discouragedO. This was the highest sca
survey.
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i) Are ALL employees (including managers, casuals and contract staff) trained in sex -based
discrimination across all employment matters at induction?

¥ Pleaseindicate YES NGO and provide details of training

¥ All permanent and contract staff members receive information about theB@&RekHarassment Policy
ProceduresO and other relevaaitcies during inductior(see tableand notesabove) Casual staff receiv
induction at the work unit level from their supervisors.

¥ Supervisors are provided with an Induction Checklist to ensure consistency of induction across work
The checklist cotains a comprehensive EEO component which ensures that all staff, including manag
contract and casual staffe madeware of their rights and responsibilities in relation tolsesed
harassment. The UniversityOs suite of equity policies, inclut#®pkBased Harassment Policy &
Proceduresis discussed. The checklist is signed off by both the supervisor and staff member.

¥ Information provided by Heads of School and Directors indicates a high level of awareness
supervisors of their respondibi for maintaining a sesbased harassment free environment.

¥ Twice yearly notices are emailed to the University community, as a reminder of the unacceptability, g
criminality, of sexbased harassment in the workplace, and with information about hat fiarthher advice

and support, or take action

i) Please confirm that ALL employees (including managers, casuals and contract staff) have been,
retrained/refreshed in sex  -based discrimination across all employment matters in the last two
years? (Refresher ed ucation can take the form of face to face sessions, management/employee
meetings, on  -line training, video presentations, email updates)

¥  Please indicate YES No
¥  Please describe how refresher education is provided

¥ The University aims to cover all staff by a range of strategies including regular emails each semester
to the UNEofficial email list on the rights and responsibilities of all staff in relation telbseed harassme
andalsothe requirement to copleteEO Online: fair playtraining.

¥ Targets for staff completion ratesB® Online: fair playtraining have been set in the HR Development R
20072010 and the EEO Management Plan FRUA0. Heads of School and other supervisors inck@e
Online: far play in annual staff PPRs. Completion records show that senior management and H
School are participating in this traininGompletions are monitored by location and reported to @04
EEO Advisory Committee at its bimonthly meetings.

¥ Equity issles, including sebased discrimination, are incorporated into mainstream training prograthsas
leadership training

¥ Recruitment training such &electing the Beshcorporates a strong component on equity issues incly
sexbased harassment.

¥ Adviceis provided to University staff in the form of brochures and posters on what constitutes discrim
and harassment and on avenues for redressing any concerns staff members may have.

¥ Specific Equity training is provided to any ai@@anisational unitipon request.

Performance management sessions provide the opportunity for supervisors to raise any issues in |
unsatisfactory performance, including inappropriate behaviours, with staff members.

¥ Selection criteria for the recruitment of genestdff include knowledge of EEO relevant to the duties
level of the position.

¥ The EE&D web site contains a Staff Information page which emphasises the importanceSekBesed
Harassment Policyand completion ofEO Online: fair play training and odines the rights ang
responsibilities of staff and supervisors regarding discrimination and harassment, includipasest
harassment. Links are provided.

iv) Does the organisation currently have any potentially contentious matters involving women in external
courts such as anti  -discrimination or industrial tribunals?#

¥ Pleaseindicate ¥ES NO

¥  IfYES, please provide details of matter

University of New Englan€EOCFW Application 14 October 2009



UNE EOWA Employer of Choice for Women
2009 Application Form
(for inclusion on the 2010 EOCFW list)

V) Hasthe organisation had any rulings made against it over the last three years?
¥ Pleaseindicate @ ¥ES NO
¥  If YES, please provide details including what actions the organisation has taken to address the issue

# Organisations which have unresolved cases or rulings against them at the time the EOCFW list is
finalised in February, may not be included on the list for that year.
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Criterion 5

Describe the organisationOs inclusive organisational culture that is
championed by the CEO, driven by senior executives and holds line
managers accountable?

¥

)  Provide examples of the ways in which the organisationOs CEO demonstrates that s/he is driving the
program to advance equal opportunity for women in the workplace. What does she do to
demonstrate to all staff that advancement of women and removal of barriers is a business
imperative?

¥ The ViceChancellor & CEO is Director of Equal Opportunity at the University of New England and chairs thq
Advisory CommitteeOgrimnthly meetingsHe takes an active part in both roles to drive the program to advance
opportunity for women in the workplace.

¥  The ViceChancellor ands senior womenOs lunchésatare of which is a round table discussion where senior wg
have an opportunity to air issues of concern and to contribute to discussion of the UniversityOs direction.

¥ The ViceChancellor supports womerdéselopment initiatives such as Pathwaysd Careers & Promotiorand
Administrative & Support Staff Conferendss making himself available, whenever possible, to deliver the ope
addresgor these training dayilis address is always very supportive of wofds issues in employment

¥ The ViceChancellor supported the UniversityOs gold sponsorship of the 2007 ankLi2Bakan RegionalWomenOs
Leadership Forunteld in ArmidaleThis forum is Obased on the belief that AustraliaOs regional women repré
enormously undeytilised national resoce. Through supporting the flow of women into leadership positions, tremer
cultural and economic benefits will be generated for regional communities.O This sponsorship is one elem
UniversityOs engagement with its local commiamityfurthersits commitment to the advancement of women in
workplace both of which ge fully supported by the Vigehancellor.

¥ This year (2009) the Vie€hancellor has provided sponsorship from the University forlEthel Opportunity
Practitioners in Higher Edation Australasia (EOPHEA) biennial conference to be held in Syetnési. opportunity for
women is a large componefitiee work of EO Practitioners.

i) a Is EO/Diversity a standing agenda item at executive meetings?
b) Is EO/Diversitya standing agendaitem at board meetings?
¢) Isthe committee which deals with EO/Diversity chaired by CEO or his/her direct report?

Please provide details:

¥  Issues relating to women and gender balance are discussed at UNE Council and Executive asgbg
need arises.
The ViceChancellor chairs the EEO Advisory Committee.
EO for Women in the Workplace is a standing item on the-CisancellorOs EEO Advisory Committg
agenda.

i)  How do senior executives drive the inclusive culture?

¥ The HR DevelopmenPlan 200¥2010 and EEO Management Plan 288710 include a range of Ke
Performance Indicators (KPIs) and employment targets for executaélating to equal employmer
opportunities, particularly for women

Both the Vice Chancellor and the Deputy Mleancellor provide leadership and sponsorship for initiatives relat
promotion of workplace opportunities for womas discussed above.

The Manager, Employment Equity & Diversity, has a direct reporting line to the Vice Chancellor as theHjtégtorhe
EE&D Manager can bring any issue requiring senior executive sponsorship directly to the attention of memk
Executive, and ask for the Vice Chancellor to attend to any Equity matters requiring the attention of the CEO.

¥ The developmentequity leadership capacity amongst senior executive

The Deputy Vice Chancellor is currently providing active leadership for the development of a strategy to ad
declining numbers of women at senior levels within the University. This gtralielge implemented in 2010.

University of New Englan€EOCFW Application 16 October 2009



iv) How are senior executives held accountable to the CEQ for driving EO change?

¥ Performace appraisalinclude 360-degreesurveyfeedbackquestions that relate directly tbe provision,
evaluation and development of EO change.

¥ Senior managers are accountabléhe CECfor the KPIs established in the UNE Strategic Plan and the
Management Plaan issues such as:

I The development of Equity leadership capacity among University managers

I For the maintenance of equal opportuigityvomen as a standing item on the relevant committees

I The provision of appropriate and efficient grievance handling by University managers (and others)

I Ensuring that systems of governance and regulatory reporting are carried out

I Ensuring that UNE maintss compliance to relevant government instruments regulating equal opportunity for
I The promotion of a culturally diverse work environment.

I Appropriate consultation occurs around Equity matters

I Appropriate policy frameworks are maintained to ensu@leplace free from harassment and discrimination

I Accountabilities for the selection and recruitment of equity groups

I Provision of supportive work cultures for equity groups

I Provision of career development programs and initiatives for women and othegregpity

v) How are line managers held accountable? For example: -

- are EO/diversity indicators included in line managersO performance and pay reviews?
- areissues on EO/diversity included in management/employee meetings?
- areline managers required to report on their equal opportunity outcomes to their managers?

¥ Performance review is undertaken by all staff, including line managers. For people with supe
responsibilities, the process includes a range of staffing issues.

Essential Selection @eria for general staff include knowledge of EEO relevant to the level of the positiq

Line managers provide information for inclusion in the UniversityOs report to the Equal Opportu
Women in the Workplace Agency
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UNE EOWA Employer of Choice for Women
2009 Application Form
(for inclusion on the 2010 EOCFW list)

Criterion 6

Does the organisation deliver improved outcomes for women and the
business?

Representation of women among UNE staf§enior and permanent staff 200E2009

As the following tables indicate, the University is making steady progress in theergptes of women.
Academic Staff

Women as a proportion of:

At 31 March University -wide
Year 2001 2002 2003 2004 2005 2006 2007 2008 2009
Academic staff* 35% 36% 39% 40% 40% 40% 40% 40% 42%

Academic staff
above senior 11% 10% ** 13.5% 17% 20% 21% 20% 21% 23%
lecturer

*Excludes casuals
** (2001: 10.8; 2002: 10.4)

General Staff

Women as a proportion of:

At 31 March University -wide

Year 2001 2002 2003 2004 2005 2006 2007 2008 2009
General staff * 56% 57% 56% 56% 58% 59% 60% 61% 61%
General staff

HEO 10 and 36% 39% 35% 35% 39% 25% 34% 38% 39%
above

*Excludes casuals

¥ Outcomes in terms of representation of academic women continue to improve in several areas. Women represer
42% of academic staff as at March 20@4.3 of 504staff). The representation of women has progressed from 10%
of academic staff alve senior lecturer in 2002 to 23% as at March 2@19f 137)

¥ Women comprised 61% general staff as at March 200889 of 715). In terms of outcomes for women at senior
levels, the loss of several women from senior positions dlate@005 and early 2006 resulted in a downturn of
their representation at HEO levH) and above (25% as agains¥3i March 2005). A improvanent has been
made to March 2009, with womegan comprising 3% of staff at this levell3 of 33). The small number of
positions at HEO level 10 and above results in figures being significantly affected by any movement.
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i) Please provide details and supporting statistics in the for mof numbers not percentages on ALL of the

following (this is an essential requirement to meet criterion 6):

ii) Outline belowwhat  outcomes  have been achieved for women and the business over the last year?
Number of Women Number of Men

Promoted or r  ecruited into executive level positions 1 2
(DVC, PVC A, CDO)
Promoted or recruited into senior management positions (Director, 6 6
Assistant D irector , Heads of School )
Recruited into non  -traditional roles Not available Not available
Promoted or  recruited into line manager roles Not available Not available
Exited the organisation 84 69
Listed on the Succession Plan Not available Not available
Have a formal mentor Not available Not available
Took maternity leave ~ (2007,2008) * 26
Returned after maternity leave full -time ** 4
Returned after maternity leave part -time ** 5
Resigned after maternity leave 1

*Of these 26 women 10 did not retum within the reporting period, three did not retum at all, one resigned shortly afterwards and was not available to survey.
*From matemity leave survey responses. Twelve Matemity Leave & Retum to Work surveys were sent out, 9 responses were received.

Other Outcomes - please add information on any other outcomes

¥

The University Librarian (a woman) who had been appointed to a 50% position as Acting DVC (Aca
Services) in 2007 won, by comfiste selection, the role of RY (Academic) in mieR008. She lao filled the
role of Acting \C during the absence of the Vi€ancellor prior to the new D& taking up his position.

The Chair of the Academic Board is a woman.
A woman holds one of the two PMQean positions.

Women holdseven (47%)of the 15 positions of Director, one of Deputy Director and one of Assis
Director.

The academic reorganisation, begun in July 2007, resulted in ten externally advertisgdarfieentract
Heads of School being appointddring 2008 Four of thesg40%) were filled by womenthree of whom
were internal candidateAt the time of these appointments women represented 40% of academic staff

The Dean of Graduate Studies is a woman.

During the 2008estructure of the Residential System womeme appointed to the newly formed positio
of Assistant Director, Business €npations and ManagerBusiness & System®uring 2009 the Assistar]
Director of Business Operations applied for and won the externally advertised posibarecior, UNE
Residential Systems.

University of New Englan€EOCFW Application 19 October 2009



Pay Equity

¥

¥

Where any salary gaps exist between average male and female salaries (as indicated on page 4), please provide

details of actions your organisation is taking to reduce the gap, including actions taken to reduce any
occupational segregation of women in lower paid roles. For example if there are women
concentrated in the lower paying jobs in your organisation, what strategies are you implementing to

address this and train and develop your female staff into higher paying roles?

When comparing data for each lewé academic and general staff the gender pay gap ranges from 3
-2.7% (see table on page 4).

The academic staff gender pay gap is 11.8% [includedPM@ Deans]and general staff is 12.4% [includ
Deputy ViceChancellor (DVC), PVC Academic (PVC)And Chief Development Officer (CDO)] (see ta
on page 4).

The overall gender pay gap for UNE is 17.6% [excluding the-Cicancellor & CEO] (see table on page
The overall discrepancy between male and female salaries is largely the result oéitigpigréater number
of men employed dtigherlevels (above senior lecturer for academic staff, above HEO 6 for general
and mosparticularly at the executive levelhen taken in isolatian

As indicated above, the University has a range ofaitivees which aim to foster the development of all st
including women, as well as a number of initiatives aimed specially at encouraging and developing wq

WomenOs career development is also fostered through secondment and opportunities toigleefdeveh
duties. Women have been well represented among staff receiving higher duties allowances over a
years.

The UniversityO®cruitmentselection policies specify that committees must contain members of each
andrequiresthat at last two members will have complet8dlecting the Bedtaining which incorporates
strongequity componentRecruitment is by merit selection.

The EEO Management Plan 202010 and the HR Development Plan 2@WA0 include targets fq
increasing the representation of women at senior levels and increasing the number of academic wa
PhD, in line with the AVCCO6&ond Action Plan for Women

University of New Englan€EOCFW Application 20 October 2009



Organisational Details Cover Sheet
To be completed and attached to EACH REPORT and APPLICATION

ORGANISATION DETAILS

Legal name of your organisation:

University of New England

Previous nam@f changed since last Repol

Trading Name:

Org name to go on certificate if successfu

Total No. of employees:

1219

| ABN: | 7572454315

ANZSIC Cod&NDIndustry Description

(referwww.abs.gov.gu

ASX Codes for Organisations listed on th¢

Australian Stock Exchange:

Postcode
Physical address: Universitgf New England, Armidale SFat.e: NSW | : 2351
Facsimile
Switchboard Ng 02 6773 3333 No: [ 02 67733100
Postcode
Postal address: University of New England, Armidale State:| NSW | : 2351
Who is the ultimate responsible Australian Parent Company for your organisation?
WHAT ORGANISATIONS ARE COVERED BY THIS REPORT (INCLUDE ALL SUBSIDIA RIES)?
Has there been a change to any of your organisations since your las{IfgesitProvide details
below) Yes No | !
Reason For Change Name New Name
a) Change of Name:
b) Sold: Name New Owner

Name

c) Ceased Trading:

CONTACT INFORMATION

CEO Details Report Contact Detail§ Media Contact Details
First Name: Alan Eliza Leon
Family Name: Pettigrew Kent Braun
_— . Manager Employment Eq{ Acting PR & Communicatif
Job Title: ViceChancellor & CEO & Diversity Manager

E-mail Address (or PA for CEO)

vc@une.edu.au

equity@une.edu.au

Ibraun3@une.edu.au

Telephone:

02 6773 2004

02 6773 3242

02 6773 3771

Postal Address (if different from
above):

Office of the Vi€hancellor
University of New England

Armidale NSW 2351

Employment Equity & Diveg
University of N&mgland

Armidale NSW 2351

Marketing & Public Affai
University of New Engla
Armidale NSW 2351

EOWA may send your companporiing related material from other organisations for the sole purpose of notifying you of relevanfaquaiap
such as lectures, events, programs or publifatimn®0 NOT want EOWA to send your Report Contact or CEO this information please advise

eowa@eowa.govaby phone on (02) 9448.8500
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APPENDICES

Pre -requisites for i) Pay equity and i) Female Managers

i) % Overall Pay Equity Gap by Industry Reference sheet:

Industry Grouping

Average gender %
gap

Agriculture Forestry Fishing 22.6
Mining 23.8
Manufacturing 13.2
Electricity Gas Water Supply 14.8
Construction 12.0
Wholesale Trade 15.3
Retail Trade 9.8

Accommodation Cafes Restaurants 11.6
Transport and Storage 19.9
Communication Services 12.1
Finance and Insurance 31.9
Property and Business Services 24.0
Government Administration and Defence 7.3

Education (non -tertiary) 10.8
Tertiary Education 19.6
Health and Community Services 29.3
Cultural and Recreation Services 16.9
Personal and other services 19.9

ABS Average Weekly Earnings (Cat No 6302.0), February 2009 (Original) as at 21 May 2009 Table 10

Overall average

17.2

ABS Average Weekly Earnings (Cat No 6302.0,) February 2009 (Seasonally Adjusted) as at 21 May 2009 Table 2
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i) % Managers* by Industry Reference sheet:

Industry Grouping % female
managers

Agriculture Forestry Fishing 24.7
Mining 16.3
Manufacturing 17.6
Electricity Gas Water Supply 26.9
Construction 9.0
Wholesale Trade 27.4
Retail Trade 354
Accommodation Cafes Restaurants 48.9
Transport and Storage 11.9
Communication Services 30.7
Finance and Insurance 44.9
Property and Business Services 34.7
Government Administration and Defence 40.9
Education 57.5
Health and Community Services 68.3
Cultural and Recreation Services 35.7
Personal and other services 53.4
Overall average 29.8

ABS Labour Force, Australia, (Cat No 6291.0.55.003) February 2009 (Detail), Quarterly, as at 31 May 2009

* EOWA defines a manager as a staff member who is accountable for the management
of a function which includes the management of any staff working within that function.

This definition does not include Team Leaders or Supervisors. Within higher education
institutions a manager is defined as an academic staff member at Level C or above and

a professional staff member at HEW 10 or above.
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