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 Profile Information

ORGANISATION: The University of New England (UNE)

COMPLIANCE: The University of New England has complied with the
Affirmative Action (Equal Opportunity for Women) Act 1986
since 1994. In 1997 the University was awarded ‘Best Practice’
status for its affirmative action program and waived from
reporting until 2001.

Following the introduction of the Equal Opportunity for Women
in the Workplace Act 1999, the University was, on application,
again waived from reporting as a result of its program for
women in 2002, and 2004. The University has also received the
Employer of Choice for Women citation continuously since
2002.

GENERAL DESCRIPTION: The University of New England has 1,308 staff and 18,561
students. The majority of students study off-campus through
distance education and online learning.

In February 2006 Professor Alan Pettigrew took up his
appointment as Vice-Chancellor and CEO of the University.
Professor Pettigrew replaced Professor Ingrid Moses who retired
after eight and a half years service to the University.

EQUITY MANAGEMENT PROFILE: The University of New England is committed to equity in the
workplace.

In its Strategic Plan 2002–2006, the University values and
promotes:
• development of effective, efficient and transparent leadership,

management and decision-making processes across the University;
• a commitment to equity in access to education and employment,

equal opportunity, occupational health and safety, and affirmative
action;

• maintenance of a high quality of life and care of the living
environment;

• active recognition of the interests of our culturally diverse,
Indigenous and international populations, and regional, national
and global communities in all facets of University work; and

• a University  environment where staff and students thrive.

For the reporting period (2005), the Equity Office managed staff
and student equity issues. The office provides advice on policy
development, education and specialist advice to management
and staff. It also handles informal and formal grievances on
behalf of the Vice-Chancellor, and provides support and advice
to supervisors on complaint resolution.

The Equity Office collects comprehensive data for the Office of
Employment Equity and Diversity on all equity groups, including
women, and the following analyses are based on these data.
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Introduction & Overview

The University of New England has had a record of consistent improvement in outcomes for women in
most areas since the late 1990s and has consequently been granted several waivers from reporting to
the Equal Opportunity for Women in the Workplace Agency. It has also held the Employer of Choice
for Women citation since 2002. In his comments on the University’s Employer of Choice citation, the
Vice-Chancellor and CEO, Professor Pettigrew, indicated his commitment to continuing the
University’s work on policies and programs which promote Equal Opportunity for women in the
workplace. The following report charts the University’s progress in relation to women and constitutes a
further Application for Waiver from reporting under the Equal Opportunity for Women in the
Workplace Act 1999. It outlines areas in which steady progress for women has been made, notes areas
of concern, and discusses the constraints experienced by the University in furthering employment
opportunities for women.

Many of the constraints outlined in earlier reports remain. The University’s academic and general staff
populations have declined since the mid 1990s largely as a result of significant financial constraint.
Over the intervening years the University has refocused its strategic direction in response to changes in
Federal funding priorities and global market demands while maintaining its excellent reputation as a
leading teaching and research university. The University’s dedicated and often long-serving workforce
contribute to a consistent high rating from graduates on their experience at UNE.

The physical location of the University in the regional centre of Armidale brings with it a particular set
of circumstances which are very different from those faced by metropolitan universities, or indeed
many non-metropolitan universities and consequent challenges in terms of attracting and retaining
staff.1 Armidale has a population of some 22,000 people. The 2001 census shows that there have been
significant pockets of decline in the region, with Armidale’s population declining by 5% since 1996.2

The reduction in population within the University and in the region generally has had a range of
repercussions.

Firstly, the climate of contraction rather than growth has to some extent limited recruitment and career
opportunities. Although the University attempts to attract senior women, the financial constraint under
which it continues to operate means that it is unable to compete with larger universities in over-award
payments. In addition, the scarcity of employment opportunities in the wider community also has an
impact on the University’s capacity to attract staff. When a woman does consider taking up a position
at UNE, her acceptance is often contingent upon her partner also finding suitable employment.
Although the matter of employment for partners of successful applicants has been under consideration
by the Vice-Chancellor’s EEO Advisory Committee for some time and informal arrangements are on
occasion arranged, adherence to the principles of merit selection has thus far precluded the University
developing a formal policy in this area. Restricted opportunities in the Armidale Dumaresq region
mean the possibilities for satisfactory employment for partners are limited. Another barrier to the
recruitment of senior women is the societal norm that women tend to follow the career of a male
partner, rather than the reverse. This has particular repercussions for a regional university where
recruitment of senior staff often entails relocation for successful applicants.

Although academic women have been consistently well represented in recruitment in recent years, it is
disappointing to note that in the year to 31 March 2006, no women were externally recruited to senior
academic positions (levels D and E). However, a woman has been internally recruited to the position of
Dean of Graduate Studies and another has won the position of Dean of the Faculty of the Sciences
since our last report.

Despite the constraints outlined above, the overall representation of women among academic staff, at
higher academic levels and among tenured staff has made steady progress. The following table and
graph indicate progress for academic women at the University over the past eight years:

                                                  
1 The University of New England is often grouped with other non-metropolitan NSW universities, such as the
Newcastle University and the University of Wollongong, both of which are situated in areas which have
comparatively high populations and are within commuting distance of Sydney.
2  The next census due in August this year will provide more up-to-date information on the local government area
of Armidale Dumaresq.
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Representation of Women among Academic Staff, above Senior Lecturer and among Tenured Staff
at UNE 1998–2006

University -wide
As 31 March

1998 2000 2002 2004 2006
Academic staff (excluding
casuals) 29% 31% 36% 40% 40 %
Academic staff above
senior lecturer 9% 11% 10.4% 17% 21%

Tenured academic staff 21% 29% 32% 36.7% 37.4%

As indicated in the table, the representation of women among academic staff, senior academic staff and
tenured academic staff shows steady improvement. (The government target for the representation of
women in employment is 50%.)

The following diagram shows the continuing improvement in the representation of women among
senior academic staff.

Women are well represented among general staff, however, the loss of several women from senior
positions during 2005 and early 2006 has resulted in a downturn of their representation at HEO 10 and
above. This decline in representation at senior levels was not addressed through external recruitment as
women were not successful in the five senior positions offered in the period. The small numbers of
positions at HEO level 10 and above, together with women’s relatively low representation within that
cohort, result in figures being significantly affected by any movement. (It should also be noted that a
contributing factor in respect of representation at senior levels is that one academic-related position that
was formerly counted as general staff is now counted as academic.)

It is pleasing to note, however, that the representation of women at HEO levels 7 to 9, the pool from
which applicants for senior positions might reasonably be expected, shows ongoing improvement.

Representation of Women among General Staff, at HEO 10 and above and among Continuing Staff
at UNE 1998–2006

University -wide
As 31 March 1998 2000 2002 2004 2006

General staff (excluding
casuals) 56% 54% 57% 56% 59%
General staff HEO 10
and above 27% 30% 39% 35% 25%
General staff HEO levels
7 – 9 32% 32% 32% 35% 40%

Permanent general staff
55% 55% 58% 57% 60%
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Representation of Women at HEO 10 and above
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The location and consequent scarcity of external employment opportunities mentioned above also has
repercussions on general staff career progression. The University is the largest employer in the region
and, whereas in a metropolitan environment an administrator or administrative assistant has the
opportunity to take advantage of employment opportunities at other universities or related agencies to
advance her career, general staff women at UNE tend to look solely to the University for career
progression. As can be seen in the consideration of Exit Survey responses (Employment Matter 2),
‘lack of development opportunities’ and ‘better career opportunities with a new employer’ feature in
general and academic women’s decision to leave the institution. In addition, because there has been no
opportunity for growth in most areas of the University in recent years, recruitment, transfer and
secondment opportunities are limited.

Anecdotal evidence indicates that many academic and general staff have made a lifestyle choice to
remain in Armidale rather than moving to advance their careers. A review of the University’s
employment profile indicates that many staff are long serving. The University has responded to the
demographics of its staffing profile and the constraints articulated above, by investing in the training
and development of staff. General staff are encouraged to enhance their job-related skills through
identifying relevant training in the University’s Work Planning and Career Development process. They
are also encouraged to undertake formal academic qualifications and can access study, examination and
graduation leave to pursue formal awards. Academic staff members are also encouraged to pursue
further teaching and research qualifications and to attain management and leadership skills. The
Graduate Certificate in Higher Education is offered to academic staff who wish to gain a formal
teaching qualification and the Staff Leadership Program is available to academic and general staff who
are dealing with the challenges of formal and informal leadership roles. In addition, there is a wide
range of other workplace professional development programs offered to staff, including a number of
nationally accredited programs.

The University acknowledges the need to support the development of academic women who are presently
in its employ as a means of improving the representation of women at senior levels, both in terms of
balancing the difficulties of attracting senior women, mentioned above, and as a means of contributing to
equal opportunity for women. Research in the higher education sector has shown that academic women
are more likely to start at a lower level of appointment than men, are more likely to experience
interruptions to their employment caused by family responsibilities, are more likely to be primary carers
and are less likely than men to hold a PhD (Probert, 1998)3. In recognition of this and the heavy burden
often faced by women completing a PhD while undertaking the dual roles of academic work and primary
carer, the former Vice-Chancellor awarded a Scholarship to an early career academic woman in 2005.

The University’s last reports to the Equal Opportunity for Women in the Workplace Agency found that
women tended to be less likely than their male counterparts to apply for academic promotion and less

                                                  
3 Probert, B Ewer, P and K Whiting, Gender Pay Equity in Australian Higher Education, 1998.
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likely to take study leave. The 2001 Report also identified the tendency for women to ‘plateau’ at
level C. That is, academic women at Senior Lecturer level were significantly less likely than men to
apply for promotion to Associate Professor. In light of these findings, and in the spirit of cultivating
existing staff, a new program, ‘Pathways to Careers and Promotion,’ was developed for academic
women in 2004. The program focuses on career development and has a longer-term goal of assisting
women to prepare for promotion. Participants identify gaps in their academic profiles and focus on
aspects of their career in the broad areas of teaching, research and service that will address these. The
program, which was endorsed by the Vice-Chancellor’s EEO Advisory Committee and senior academic
women, was run in November 2004 and November 2005. It was very well attended in both years and
the four women who attended in 2004 and went on to apply for promotion in 2005 were successful.

Analysis of recent results show that women still tend to be less likely than their male counterparts to
apply for promotion, however they are comparatively well represented among successful applicants.
Women have also been particularly successful in promotion to level D. They comprised 50% or more of
successful applicants at this level in the past three years. Women’s promotion to level B was low in 2005
and as women comprise a high percentage of staff at level A, results at this level will need to be
monitored in the 2006 Promotion Round. Promotion to Level E continues to be an issue. Only one woman
has applied at this level in the past six years. Study leave, which plays an important role in enabling
academic staff to reach their research goals and hence to achieve success in promotion to higher levels,
will also require ongoing monitoring. Women’s representation among those taking study leave matched
their representation on academic staff in 2004 but was slightly lower than their representation in 2005.

The position of women has been considered in the continued offering of University Research Grants
(URGs) in 2004 and 2005. Sixty percent of URGs are provided to early career researchers and 40% to
researchers balancing career paths. 'Early Career Researchers' are defined as 'staff at academic level A
or B within five years of obtaining their PhD, or within five years of commencing their employment
with UNE. 'Balancing Career Paths' applies to academic staff who have had valid career interruptions
or those with a continuing record of applications for National Competitive Grants (NCGs) without
success in the preceding two to three years. The URGs are part of the strategy to provide incentives to
grow and reinvigorate research at UNE. By redefining URGs, greater opportunity is made available for
those who would otherwise be at a disadvantage in obtaining experience and success in a competitive
environment. For example, the 'Balancing Career Paths' provides assistance to women returning to the
workplace from maternity leave.

In respect of general staff, the predominance of women at HEO levels 3 and 4 has been addressed, in
part, through the University’s Spokeswomen’s Program. Sixteen women have been trained in the
Spokeswoman’s role over the period 2000 to 2005 and many others have benefited from the seminars
organised and delivered by UNE Spokeswomen. The Program, which is an initiative of the NSW
Premier’s Department, has been utilised by the University to provide additional opportunities for the
career development of general staff women. The Program is open to all women employed in the NSW
public sector, and has been seen as being particularly suited to UNE because the regional location of the
University means that many general staff women, particularly at lower levels, have limited
opportunities to meet and network with other women. The Spokeswomen’s Program provided training,
development and networking opportunities to Spokeswomen, as well as additional access to senior
women (the Spokeswomen’s Liaison Officer and the Program Patron during the period were both senior
university women) and to the mentoring opportunities this access provided. In addition, Spokeswomen
had the opportunity to develop and demonstrate leadership and organisational skills which may not have
been available to them in their substantive roles. These opportunities helped to make Spokeswomen
more competitive in University and external selection processes. A UNE Spokeswoman served on the
(State) Advisory Committee for Spokeswomen’s Program for a three year term ending in June 2005 and
between July 2003 and June 2004, was Chair of the Advisory Committee.

The data compiled in this report provide detail about the existing working conditions for women at UNE.
The report also draws attention to both the positive and negative aspects of these conditions, offers some
explanations and proposes future strategies, in addition to those currently in place. The socio-economic
and geographical circumstances of the University do present quite specific challenges in addition to more
global, systemic gender issues. Nevertheless, the overall achievements, level of awareness and strategies
for future development are indicative of an organisation that has set itself appropriate goals and whose
record shows it is committed to continuing to improve outcomes for women.
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Women in senior or management positions 2005
Please see Attachments 1 & 2 for further information.

This section provides an overview of women in senior, management and other decision-making roles.

During this reporting period a new Vice-Chancellor (male) was appointed in early 2006 to replace the
retiring Vice-Chancellor (female); Student Administration & Services was moved to the Executive
Director (Business & Administration) portfolio; a new Director (female) was appointed to the
Development Office and Alumni Relations & Fundraising and Industry & Community Development
were integrated into the Development Office; the Language Training Centre was integrated into
English Language and International Services resulting in the loss of a female director.

Chancellor: Male
Vice-Chancellor: Female – Male (January/February 2006)

Council: female representation: 47%

Committees of Council: female representation among Chairs: 0%
overall female representation: 43%

Academic Board — Chair (female)
Deputy Chairs (two positions) female representation: 50%
overall female representation: 35%

Vice-Chancellor’s Unit (seven positions) female representation: 29% - 14%
(female Vice-Chancellor replaced by a male Vice-Chancellor in January 2006.)

Vice-Chancellor’s Advisory Committees
Five committees: female representation (48%).

Faculty of Arts, Humanities and Social Sciences

Academic women as a percentage of academic staff:* 2002: 30% 2004: 34% 2006: 37%
Academic women represented in positions above Level C: 2002: 6% 2004: 9.6% 2006: 19%

General staff women as a percentage of general staff:* 2002: 78% 2004: 78% 2006: 75%
General staff women represented in positions Level 8 and above: 2002: 75% 2004: 67%**2006: 67%

*Figures as at 31 March in the relevant year
** The relocation of student services from faculties to a central location in 2003 has resulted in the redistribution of some senior
positions.

Management positions in 2005
Faculty of Arts — Seven schools, all headed by men

Executive Dean: male
Associate Dean (two positions): female representation: 100%
Faculty Manager (one position): female
Academic Coordinator (one position): female
Chair of Board of Studies in Arts (one position): male

Executive Decision-making
Faculty Executive Committee: three women (25%)

Summary: Chairs of Faculty Committees: (seven positions): female representation 28.5%
Female representation on Faculty Committees: 44%
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Faculty of Economics, Business and Law

Academic women as a percentage of academic staff:* 2002: 24% 2004: 32% 2006: 31%
Academic women represented in positions above Level C:  2002: 9% 2004: 14% 2006: 12.5%

General staff women as a percentage of general staff:* 2002: 81% 2004: 72% 2006: 69%
General staff women represented in positions Level 8 and above: 2002: 0%** 2004: 50% 2006: 50%^

*Figures as at 31 March in the relevant year
** of 1 position, ^ of 2 positions

Management positions in 2005
Faculty of Economics, Business and Law— three schools, all headed by men

two graduate schools, both headed by men*

Executive Dean: male
Associate Deans (two positions): female representation: 0%
Award Coordinators (23 positions): 13%
Faculty Manager (one position): female
Resource Coordinator (one position): male

* a woman was Acting-Director of the Graduate School of Business from January 2004 – September 2005.

Director/Coordinator of Centres: (three positions): all male

Executive Decision-making
Deans Executive: female representation 20%
Summary: Chairs of Faculty committees: seven committees: 14%

Faculty of Education, Health and Professional Studies

Academic women as a percentage of academic staff:* 2002: 58% 2004: 60% 2006:64%
Academic women represented in positions above Level C: 2002: 30% 2004: 50% 2006:57%

General staff women as a percentage of general staff:* 2002: 82% 2004: 81% 2006:82%
General staff women represented in positions Level 8 and above: 2002: 0%** 2004: 0%** 2006:0%^

*Figures as at 31 March in the relevant year
** of three positions; ^ of two positions

Management positions in 2005
Faculty of Education, Health and Professional Studies — three schools, female representation 33%

Executive Dean: male
Associate Deans (three positions): female representation 100%
Course Coordinators (14 positions): female representation 36%
Faculty Manager (one position): male
Academic Coordinator (one position): male

Chairs of Boards of Studies (three positions): female representation: 100%

Director/Coordinator of Centres:
(five positions): female representation 60%

Executive Decision-making
Standing Committee of the Faculty of Education, Health and Professional Studies: female representation 63%

Summary: Chairs of Faculty Committees: eight committees (75%)
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Faculty of the Sciences

Academic women as a percentage of academic staff:* 2002: 28% 2004: 31% 2006: 25%
Academic women represented in positions above Level C: 2002: 8% 2004: 13% 2006: 16%

General staff women as a percentage of general staff:* 2002:40% 2004: 44% 2006: 52%
General staff women represented in positions Level 8 and above: 2002: 9% 2004: 11% 2006: 20%

*Figures as at 31 March in the relevant year

Management positions in 2005
Faculty of the Sciences — four schools, all headed by men

Executive Dean: female
Associate Deans (three positions): female representation 33%
Award Coordinators (nine positions): female representation 11%
Faculty Manager (one position): female
Resource Coordinator (one position): male

Chairs of Board of Studies (four positions): female representation 0%

Executive Decision-making
Faculty Executive committee: five women (42%)
Summary: Chairs of Faculty Committees: six committees (50%)

Divisions

Academic women as a percentage of academic staff*: 2006: 44%˚
Academic women represented in positions above Level C: 2006: 20%

General staff women as a percentage of general staff: 2006: 57%
General staff women represented in positions Level 8 and above: 2006: 32%

*Figures as at 31 March in the relevant year
˚ Longitudinal analysis between 2004 and 2006 is not possible as during the intervening period a number of positions formerly
counted as general staff are now counted as academic.

Academic Division
(Dixson Library, Teaching & Learning Centre, Heritage Centre & University Archives, Residences)

Directors (four positions): female representation: 25%
(includes University Librarian, University Archivist)

Heads of residences (seven positions): female representation: 14%

Research Division
(Development Office, Research Services)

Directors/managers (two positions): female representation: 50%
(This takes into account the integration of Alumni Relations & Fundraising, and Industry &
Community Development into the Development Office.)

Research Centres (outside faculties)
Directors (four positions): female representation: 0%

International Division
(International Office, Language Training Centre/English Languages and International Services, UNE Asia Centre,
UNE Brisbane Centre,)

Directors/managers (four positions): female representation: 25% - 0%
(During the year a woman was replaced by a man.)

Resources Division
(Facilities Management Services, Finances, Human Resource Services, Information Technology, Marketing and
Public Affairs, Student Administration and Services, Secretariat, Internal Auditor, Legal Officer)

Female representation among directors/managers (twelve positions): 25%
Assistant Registrars (two positions): female representation: 50%
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Women in the Faculties
Please see Attachment 3 for further information.

The Faculty of Arts, Humanities and Social Sciences

The representation of women amongst academic staff in the Faculty of Arts, Humanities and Social
Sciences (37%) has increased by 3% on statistical data provided in the University’s last report in 2004.
In senior academic positions (above Level C) the Faculty shows a marked improvement. The
representation of women has increased from 9.6% in March 2004 to 19% of staff at these levels as at
March 2006.

The Faculty has considered the representation of women at senior levels in its Equity Incentive Scheme
which inter alia considers women hoping to achieve promotion to level D or E. Women whose
research careers have been diverted through headship of a School or interrupted through parenting are
also considered under the scheme.

The following diagram shows the representation of women amongst academic staff and in senior
positions over recent years.
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The representation of women among general staff is above 50% and they comprise 67% of positions at
HEO 8 and above.

The Faculty of Economics, Business and Law

In the Faculty of Economics, Business and Law the representation of women (31%) has decreased by
1% over the two year period and in senior positions (12.5%) by 1.5%. This change results from an
increase of three men in senior positions rather than the loss of women at levels D and E.

The Faculty of Economics, Business and Law has advised of a range of support provided to women
including administrative assistance in production of research reports and publications and financial
support in the form of internal school small grants.

The following diagram shows the representation of women amongst academic staff and in senior
positions over recent years.
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Representation of Women in the Faculty of Economics, Business & Law
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Women make up over 50% of general staff and comprise 50% of positions at HEO 8 and above.

The Faculty of Education, Health and Professional Studies

The Faculty of Education, Health and Professional Studies has a high representation of women (64%)
and 57% of positions above Level C are held by women. This represents an increase of 7% since 2004.

Women are well represented among those receiving Faculty Research Grants.

The following diagram shows the representation of women amongst academic staff in the faculty over
recent years.
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Women’s representation among general staff is high (87%) but women are not represented in positions
at HEO 8 and above (two positions).

The Faculty of the Sciences

The representation of women in the Faculty of the Sciences has dropped from 31% in 2004 to 25% of
academic staff as at 31 March 2006. However, at senior levels the women’s representation has
increased over the same period from 13% to 16%. The position of Dean of the faculty was advertised
and won by a woman during the reporting period.

The following diagram shows the representation of women amongst academic staff in the faculty over
recent years.
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Representation of Women in the Faculty of the Sciences
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The representation of women among general and technical staff has steadily increased over recent
years and is now at 52%. Female representation in positions at HEO 8 and above shows a similar
improvement, with women now comprising 20% of these positions.


