EOWA Waiving Visit 2006
Summary of achievements and analysis of issues
UTS Equal Opportunity for Women in the Workplace Program

1. UTS Workforce Profile

UTS has reached two significant milestones in women@® representation in 2006. For the first time,
the overall representation of women staff at UTS is greater than 50% (50.5%), and the number of
academic women is greater than 40% (40.4%). Women constitute 57.2% of general staff.

There have been continuing improvements in the representation of women in senior leadership
roles. In 2004 UTS appointed its first female Chancellor, Professor Vicki Sara, a distinguished
researcher and former CEO of the Australian Research Council. Women make up 25% of the
Senior Executive. In 2006, 45.5% of Deans at UTS are women (5 of 11 positions).

There have also been positive trends in the representation of women in the more senior academic
levels over the past six years, with women constituting 40.2% of Senior Lecturers (up from 31.7%
in 2000), 33.9% of Associate Professors (up from 22.1% in 2000) and 27.7% of Professors (up
from 19.7% in 2000).

The proportion of women employed in the more senior general staff positions at HEW 10 and
above has increased from 34% in 2005 to 35.3% in 2006.

2. EOWA Key Employment Matters

2.1 Recruitment and Selection

Women made up nearly half (48.3%) of all academic staff recruited in 2005. Women were recruited at
levels on par with or above their current workforce participation rate at all levels of appointment with
the exception of Lecturer, where they constituted 33.3% of appointments (workforce participation rate
at Lecturer level is 45.6%). It was particularly pleasing to note that women made up 50% of staff
appointed to Associate Professor, and 60% of staff appointed to Professor.

Women constituted 63% of all general staff recruited in 2005, above their workforce participation rate
of 57.2%. It was pleasing to note that 75% of staff appointments to positions at HEW 10 and above
were made to women.

2.2 Promotion, Reclassification and Separations

UTS has a strong record in relation to academic promotion for women. In 2005, women constituted
47.5% (n=19) of those promoted, a figure well above their workforce participation rate as academic
staff (40.4%). Women made up 68.8% (n=11) of staff promoted to Senior Lecturer. At the professorial
level, UTS has recently seen an increase in applications from women; in 2005 women made up 33.3%
(n=4) of staff promoted to Associate Professor (up from 25% in 2000), and 50% (n=2) of staff
promoted to Professor (up from 0 in 2000).

Despite performing well at all other levels, women made up only 25% (n=2) of staff promoted to
Lecturer in 2005. Promotion to Lecturer was replaced in 2005 by a new procedure, Progression of
Academic Staff Level A BB. There will be close monitoring of the outcomes of this process in 2006 to
ensure there are no gender equity concerns.

In terms of support staff reclassification, only 10 positions were submitted for evaluation in 2005, a
significant decrease on previous years. Women constituted 60% of staff whose positions were
successfully reclassified.

Women made up 34.1% (n=28) of academic separations in 2006, lower than their current workforce
participation rate. Academic women were over-represented in separations due to end of contract,
making up 47.8% (n=11) of separations in the category @greed period expiredO

Women made up 61.2% (n=123) of general staff separations, a rate higher than their current workforce
representation (57.2%), a pattern that has been consistent over the period 2000 - 2005. Women were
over-represented in the categories of voluntary redundancies (77.8%, n=7) and separations due to end
of contract (67.3%, n=35). It should be noted that the overall number of general staff separations fell
by more than 25% from the previous year.



2.3 Training and Development

Women@UTS Professional Development & Community Building Initiative
The Women@UTS program is designed to build organisational capability and a stronger sense of
community for all women employed at UTS.

From mid-2003 to December 2005, over 2,000 attendances have been recorded to Women @UTS events.
Approximately 40% of academic and 40% of support staff participate in the program each year. Activities
offered in 2005 included the following:

- International Women@® Day Celebrations;

- Early Career ResearchersCNetwork

- Guest speakers: international, national, and from within the UTS community;

- Administrative Women® Career Development;

- The Indigenous Women® Network

- Women® Business @ UTS - a forum for Indigenous and non-Indigenous Women;
- Mentoring for Academic Promotion;

- Leadership Round Table

- Kuring-gai campus events

- community building activities, including the Blue Stocking Choir

A major focus of Women@UTS for 2006 will be the Women and Leadership@UTS program, which will be
a pilot leadership program combining both academic and general staff women. Full details are included in
the Appendix.

Full details of the 2006 Women@UTS program can be accessed on the UTS website,
http://www.uts.edu.au/div/eounit/career/women/diary.html

Senior Women® Network (including ATN WEXDEV @/omen® Executive DevelopmentProgram)
A very successful international ATN Wexdev conference, Change in Climate: Prospects for Gender Equity
in Universities, was held in April 2006.

Activities conducted over the past 12 months through the Wexdev Program included:

- the Clare Burton Memorial Lecture, Girls, Schooling and Society 30 Years On was presented in every
state and in the ACT by Professor Alison MacKinnon, Founder of the Hawke Research Institute at
University of South Australia;

- the WEXDEV workshop on Academic Leadership for women was hosted by Royal Melbourne Institute of
Technology, with a follow-up workshop held at UTS later in the year.

Key results at the national level in 2005 included the completion of a major research report, The Great
Barrier Myth: an investigation of barriers to promotion for academic women staff in Australian universities.
Outcomes of this research were presented to staff at UTS at two workshops held in 2005.

Women Early Career ResearchersCNetwork

An outcome of the Research Issues for Women at UTS Report published in 2004, the Early Career
ResearchersONetwork was established in 2005 through the Women@UTS Program. An Advisory Group of
senior and junior women researchers was established to oversee the program, and 36 early career
researchers participated in network activities during the year. Activities included:

- mentoring by senior women;

- writing research grants;

- managing research grants;

- presentation of abstracts;

- balancing work/life and research;

- profiles of successful women ECRs.

The ECR program for 2006 is included in the Appendix.

Indigenous Women® Network

In 2005 this Network met at least six times. The highlight of the year was a number of events scheduled
during the inaugural Indigenous Women® Network week in December, including the organisation of a
successful fund-raising dinner for a World Vision project working with Indigenous communities. UTS staff
donated gifts and food items that were distributed via the Indigenous Women® Network to 40 Elders in the
Redfern community; toys were given to Indigenous children at the Wunanbiri Preschool, which is attached
to Alexandria Park Community School. Indigenous women at UTS also engaged with the Women®
Business @ UTS sessions to build links between Indigenous and non-Indigenous women at UTS.



In 2006 links have been established with the Redfern / Waterloo Authority to identify existing Indigenous
community initiatives that the Women® Network can link to and support. The Indigenous Women®
Network have been invited to attend the Indigenous Youth Taskforce to discuss possible joint initiatives.
Discussions have been initiated with the Office of Indigenous Policy Council to collaborate on an
Indigenous Women in Leadership program.

2.4 Work Organisation

Academic employment basis

In 2006, women make up 48.8% of casual staff, 40.8% of staff employed on a continuing basis, and 38.9%
of staff employed on a fixed-term basis. The proportion of women employed on a continuing basis has
increased steadily from 35.9% in 2000, whilst conversely women® representation in contract positions has
declined over the same period (women made up 55.8% of academic staff employed on a fixed term basis
in 2000).

General staff employment basis

For general staff, women are slightly over-represented in fixed-term positions (59%) and slightly under-
represented in continuing (56.8%) and casual positions (54.8%), in comparison to their overall workforce
participation rate (57.2%). Analysis of trend data indicates that women@® representation in continuing
positions has remained very consistent over the past five years (56.8% in 2001), however the proportion of
women in fixed-term positions has increased over the same period (52.6% in 2001).

Women in non-traditional fields
Analysis of ASCO data indicates that women general staff are underrepresented in the occupational
categories of:

¥ Managers / Administrators (34.3%)

¥ Computer / Business Professionals (24.1%), and

¥ Tradespersons (26.1%).

Women academic staff are concentrated in traditional fields of employment and remain under-represented
in the Faculties of Science, Information Technology, Engineering, the Schools of Accounting and Finance
& Economics, and the Construction Management program in Design, Architecture and Building.

UTS undertook a detailed analysis of issues relating to this employment matter through the Women in
Non-Traditional Fields of Employment at UTS Report. Implementation of the recommendations of the
Report®@ Action Plan is ongoing. A workshop on recruitment of women into non-traditional fields, facilitated
by EOWA and targeting key decision-makers in non-traditional work areas at UTS, was held in September
2005. The University is currently considered options to develop a new Educational Access Scheme for
women in non-traditional fields, with the aim of increasing the number of women studying (and in the
longer term working) in fields such as Engineering, Construction Management, Information Technology
and Materials Science.

Women in Engineering Program

The Women in Engineering Program, a long-standing initiative of the Faculty of Engineering that
communicates the possibilities of studying and working in engineering related fields for girls and women, is
celebrating its 25th Anniversary in 2006.

2.5 Conditions of Service

Pay equity
Academic women employed on a full-time continuing basis earn on average 92% of average gross weekly
earnings, whilst those employed on a full-time fixed basis earn 101% of average gross weekly earnings.

Academic women employed on a part-time continuing basis earn 95% of average gross weekly earnings,
whilst those employed on a part-time fixed-term basis earn 85% of average gross weekly earnings.

Women general staff employed on a full-time continuing basis earn 95% of average gross weekly
earnings, whilst those employed on a full-time fixed-term basis earn 86% of average gross weekly
earnings. The pay equity gap is not surprisingly less for fractional general staff (the overwhelming majority
of whom are women): women employed on a fractional continuing basis earn 99% of average gross
weekly earnings, whilst those employed on a fractional fixed-term basis earn 102% of average gross
weekly earnings.

UTS is planning to undertook an in-depth analysis of pay equity issues in 2006, to further analyse issues
and to address any gender equity issues identified.



Salary Supplementation and Market Loadings
Women academic staff received 29.4% of salary supplementations paid in 2005. Women general staff
received only 4.8% of market loading payments made in 2005.

Salary supplementation and market loadings at UTS are only paid in areas that are non-traditional fields
for women, contributing to the above trends.

2.6 Arrangements for Dealing with Sex Based Harassment

UTS is currently developing a major sex-based harassment awareness and prevention campaign,
SHOUTS - Sexual Harassment OUT of UTS! Anna McPhee, Director of EOWA, will launch the initiative in
August 2006. The campaign components include:

¥ Regular broadcast emails from the Vice-Chancellor to staff and students reminding them of their
rights and responsibilities in relation to sex-based harassment and equal opportunity policies;

¥ Promotion of the EO Online training package to staff;

¥ Training / awareness raising sessions for staff and students in priority areas - postgraduate
research degree supervisors, Business, Engineering, Science - facilitated by EOWA,;

¥ Poster campaign / coasters / postcards / e-communications, promoting the message that sex-
based harassment is - Unwelcome - Unacceptable B Unlawful;

¥ Awareness raising / training for student residential networkers (based in student housing) and
Student Peer Networkers;

¥ Information included in UTS publications and web-site with relevant links to support agencies, e.g.
Counselling, Equity & Diversity;

¥ Revisions made to the Code of Practice for supervisors, advisors and research degree candidates
to incorporate requirements of Policy on Prevention of Harassment and Code of Conduct;

¥ Links established with key external experts, e.g. sexual assault services, EOWA, ADB;

¥ Integration of relevant issues into curriculum.

2.7 Arrangements for Dealing with Pregnant and Potentially Pregnant Employees, and Employees
who are Breast Feeding

Parental leave conditions

UTS has strengthened a number of its policies and conditions for staff with carersGresponsibilities over the
past three years:

- paid maternity and adoption leave increased from 12 weeks to 20 weeks;

- new measures introduced to support primary carers returning from parental leave. A Primary Carers
Development and Return to Work Fund has been established to assist staff who have been on parental
leave with their return to work. $4,000 funding or up to 30 days leave per staff member can be used to
fund professional or career development projects or to buy out work time to support a phased return to
work, depending upon the needs of the individual staff member;

- paid partner® leave (including same-sex partners) increased from 5 days to 10 days, with up to 104
weeks unpaid leave for partners who are primary carers;

- paid foster parentsQeave introduced;

- the maximum period of unpaid parental leave available increased from 52 weeks to 104 weeks;

- unpaid parental leave introduced for casual support staff in particular circumstances. The University has
made a commitment to ensure that casual staff membersGmployment prospects are not disadvantaged
by pregnancy or parental leave;

- personal leave, which can be accessed to assist staff to accommodate carer® responsibilities or
emergency situations, extended from 3 days to 7 days per annum;

- part-year employment introduced for support staff and senior staff.

Childcare

UTS operates three on-campus child care centres through its subsidiary organisation, UTS Child Care Inc.,
which is licensed to provide 189 full-time places. Around 300 families access these services. All of the
centres are open to community families as well as UTS staff and students, however members of the UTS
community are given priority access.



Appendices

- Women Early Career Researcher Program 2006
- Draft Program, Women and Leadership@UTS 2006



- WOMEN EARLY CAREER RESEARCHER PROGRAM
JUNED DEC 2006

Preamble

A tailored program for women early career researchers was established at UTS in
2005 in response to issues identified in the ®Research Issues for Women at UTS
Report (2004) Owhich investigated the experiences of women in research positions.
Issues seen to limit women@® participation in research included work practices for
staff with family responsibilities, lack of networking opportunities, the challenge of
balancing teaching and research commitments, lack of representation on research
committees and of mentors to assist/guide women ECRG.

The ECR Program is coordinated through the Equity and Diversity Unit under Women
@ UTS and in 2005 had a dedicated project officer, Dinah Cohen. In 2006
coordination is with the Women / PWD team (Kate Wilson).

The program has an Advisory Group of senior academic women, Research and
Innovation and Equity and Diversity Unit staff, and current Early Career researchers.
The 2006 Advisory Group:

Prof Jenny Edwards, Faculty of IT
Prof Jane Hall, Director CHERE

Dr Madeleine King, CHERE

Karen Bubna-Litic, Faculty of Law
Jaine Stockler, Grants Manager, RIO
Kate Wilson, Manager,Women @ UTS,
Dr Justine Lloyd, ECR, HSS

Dr Melanie Kan, ECR, IT/Engineering
Dr Sara Lal, ECR, Science

Coopted: Mary Mulcahy, Manager, Research Communications, MCU

Scheduled Advisory Group Meetings in 2006 are Mondays, 2 - 3.30pm

3 April (17.13) 22 May (17.13) 14 August (27.15) 23 Oct (27.15)
At May 2006 there are 125 women on an ECR listserv representing all faculties, the

Institute of International Studies, research centres and institutes. The list is
deliberately inclusive with both ECR®@ and interested female doctoral students.

Proposed Program 20 06
1. Collaborative Research / Challenge Grant Panel Session

Thurs 15 June 9.30 - 12no00n
Expressions of Interest for Challenge Grants are due Mon 17 July. RIO is conducting
a general information session 1 June 2006. This panel session will explore aspects of
collaboration with a focus on the Challenge Grants. All women ECR@ will be
encouraged to attend the RIO information session on 1 June, although a 15 min
information slot will be allocated for those who could not attend the 1 June session.
The general aim is information sharing, research findings on aspects of
collaboration; to interest, welcome and encourage participation of women ECR@® and
encourage a women@® multi-disciplinary investigatory team collaboration for
upcoming / future rounds of Challenge Grants.



Presenter
Faculty of Business
Prof Louise Young, School of Marketing, Faculty of Business who received a
Challenge Grant for 2006: Visualising Collaboration: Observing and Managing the
Meta-Patterns and Evolution of Collaboration Among Researchers and Research
Groups at UTS ($46,000).
2. Writing / Communicating with a Non Technical Audience

July 2 hours

(pre Tall Poppies 15 August)
Facilitators: Mary Mulcahy, Dr Jo McKenzie recommended Tracy Taylor, and Cynthia
Nelson as future facilitators

3. Make the Media Work for You : Basic media skills training for
postgraduate researchers. (see appendix 3)
August 2 hours
This is a session designed for general roll out which can be requested for the women
ECR target audience. Facilitators are Robert Button and Terry Clinton (MCU).
Recommended by Mary Mulcahy, MCU

4. Abstracts Sessions x 2

August 1% or 2" week (*t o align with closing date on ECR Grants Friday 25
August)

2 sessions Broadway (9 -1 inc lunch) and Kuring-gai (lunchtime session)

Repeat of successful 2005 session. Presentation of 12 abstracts (City) and possibly 6
(Kuring-gai) by ECR® for panel and peer feedback (inc. confidential feedback sheets
with abstracts).

5. How to Build your Research Career - The 5 Year Plan

October
This session has been recommended by Mandy Thomas in the ARC. Jenny Edwards
to confirm availability of facilitator b yet to confirm.

Possible workshops 20 07 : Mentoring re teaching (senior women and
women ECRG®), Repeat 2005 Practical Grants Management,
InitiatingPartnerships




Women and Leadership @ UTS 2006
(combined academic and support staff program)

Project Completion Date:
end 2006

Project Management:
Kate Wilson, Women @ UTS, Equity and Diversity Unit, ext 1081

Project Consultants:

Dr Colleen Chesterman, National Director, WEXDEV, ext 2990
Jennifer Gilmore, Director, Human Resources Unit, ext 4679
Women@ UTS Executive

Target Groups:

- Academic Women

Women at Level C or above interested in becoming academic managers, with
some management experience and the likelihood of moving into more senior
positions in forthcoming years. It is suggested that in the light of the national
policy changes there could be particular benefit in targeting women with the
possibility of being Associate Deans Research.

- Women Support Staff

Women at levels 8/9/10 interested in becoming HEW 10+ managers, with some
management experience and the likelihood of moving into more senior positions
in forthcoming years. Representation of women HEW 10+ has continued to
decline, and is now at 34% of staff at this level.

Numbers:

Total 20 (with flexibility)

1 academic women from each Faculty / Division

10 support staff women from a range of Faculties / Divisions

Background:

In early 2006, the Deans of each UTS Faculty were asked to nominate two
women from their faculty for the ATN WEXDEV Leadership Program in Adelaide.
Being a national program, nominations were limited to two women per ATN
University. This constraint lead to the UTS proposal to design a similar @-house®
program loosely based on the WEXDEV Model. Given the declining

representation of women at HEW10+ and the inclusive nature of Women @ UTS,
it seemed opportune to combine women academic and support staff for the
Program.

Time Frame:
Spring semester
2006



Components of the Program

Pre-reading

2 full days combined
initial program

2 consultations with
senior staff

4 follow-up seminars

Informal duo/ triad
meetings

Lunch inc mentors on
completion

Objectives and ¥
Benefits:

Bibliography on contemporary leadership
theory and issues in higher ed. (circulated
prior to the initial workshop).

The initial workshop will be for 2 full days -
proposed dates 25 & 26 July 2006 (during UTS
recess, not in school holidays)

Professional development need identified e.g.
bigger pictureOarea such as strategic
planning / budgeting / RQF etc. Consultations /
mentoring by senior staff will be organised
following the initial workshop.

Second ! day b involves debrief of
consultations experience

To be organised D up to the group to follow up
b coffees etc.

Include invites to WEXDEVY women and
mentors

To conduct a leadership forum for a group continuing to be
under-represented numerically in academic leadership,

and senior management (HEW 10+) positions. ATN
employment statistics (WEXDEV 2005) showed that
although numbers are now beginning to increase, women
were still significantly under-represented in senior
academic management in all five institutions.
Representation of women HEW 10+ has continued to
decline at UTS, and is now at 34% of staff at this level.

¥ To provide an opportunity to strengthen personal
capacities in leadership.

¥ To focus on current critical organisational issues in senior
university management e.g. changing nature of academic
work, supportive cultures, innovation, business
development and planning.

¥ To build capacity by strengthening a network of senior
academic and support staff women at UTS

¥ To foster a community of practice and peer mentoring
network for women with senior management potential.

¥ To meet both individual and organisational needs and



Application
and Selection
Process:

ATN
Stakeholders
Consulted:

Not within

brief but
related:

Budget:

priorities.

Participants for the UTS Program will be selected by:

- The broader group of UTS nominees for the 2006 WEXDEV
Leadership Program (who were not selected)

- A call for further nominations of academic women by
Deans of Faculties and Director of 1S

- A call for nominations of support staff women by Deans of
Faculty and Director of 1IS

- A call for Expressions of Interest from senior women and
senior management

- Self-nomination

Selection Criteria will be:

- potential to be a high performer

- likely to reach a leadership position within 2 years

- motivated to undertake development

- available for the entire program and willing to give time
commitment to the program including preparatory work.

The program proposal will have the support of UTS Senior
Management, UTS Equity and Diversity Unit, WEXDEV
National Director and Women@ UTS Executive.

Applications for academic promotion or higher positions
Preparation of resumes

Individual mentoring post shadowing

Project Management

$2000 from Women @ UTS
budget
Other funding if available

ltems Budgeted Cost

Room (2 days) initial workshop Checked ABQ and Mercure space
b too expensive

Airfares / accommodation ? (use internal people)

Consultant fees? (use internal people)
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Risks /
Assumptions

Reference
Texts

Catering (10 x30pax) m&a teas

Catering (2 x 30 pax) lunch (lunches self funded out)
Completion lunch (1 x 60pax)

Printing and copying

Sourcing of nominations from all Faculties + 1S
Availability of participants

Support from supervisors

Availability of senior staff for consultations
Completion within 2006 timeframe

Room availability

Managing expectations

GFYI: For your improvementOCoaching reference text & other

recommended in that text
Various from Adelaide conference papers (to be determined)
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