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1.  Introduction

This project was designed to investigate whether inequities exist in the employment patterns of male and female academic staff at the University of New South Wales, and to identify the causes of any inequities that might be found. The purpose of this research was to inform the development of appropriate and effective proposals for improving policy and practice in support of the University’s objective of gender equity in employment.

At the University of New South Wales men and women are unequally distributed through the academic hierarchy, with far fewer women than men employed above Level C. There are also many more men than women employed as academics (approximately 70 per cent are men).

Table 1.1: Male and female staff by level

	UNSW ACADEMIC STAFF as at 31 March 2001



	
	Percentage of male/female academic staff at each level


	Percentage of academic staff at each level who are male/female

	
	Men %
	Women %
	Men %
	Women %

	Level A
	9
	24
	48
	52

	Level B
	35
	46
	65
	35

	Level C
	24
	19
	76
	24

	Level D
	13
	5
	86
	14

	Level E
	21
	6
	89
	11

	Total staff
	100
	100
	71
	29


This pattern is common to most Australian universities, with women much more likely to be employed at the lower levels than men. The under-representation of women at Level D and E is particularly striking across the sector. Such an unequal distribution does not, in itself, prove the existence of inequities. It could be argued, for example, that the relative lack of seniority among female academics reflects different choices made by men and women in terms of the balance between career and family aspirations and responsibilities; or the inferior qualifications or academic experience (human capital) of women compared to men. On the other hand, many analysts have argued that the uneven distribution of male and female academics results from the inequitable treatment of men and women in terms of workloads, appointment levels, promotions, mentoring and other factors that contribute to career progression.

This project was designed to test both these hypotheses, as well as the commonsense understandings that many members of academic staff use to explain the lack of senior female academics in Australian universities. The project was based on a survey distributed to all academic staff at UNSW, designed to capture information about levels of human capital, family responsibilities, career preferences, workloads and objective experiences of appointment and promotion. In some areas we are able to compare data from UNSW with data gathered in 1996 as part of a national study of gender pay equity in Australian universities.

There are at least three distinct types of academic employment, representing different elements of the academic career structure. There are those staff employed on continuing or fixed term academic contracts; those employed on a sessional basis; and those employed in a research-only capacity, generally as research assistants on fixed term contracts. Furthermore those employed sessionally and those employed on research-only contracts are not homogenous groups at similar points in the career structure. Consequently, the results of this research are presented both in relation to the academic staff as a whole, but also broken down in relation to these three different sub-groups.

A total of 3048 surveys were sent to academic staff at UNSW.
 Of these, 1595 were sent to continuing and contract staff; 1131 were sent to sessional staff and a further 322 were sent to research-only staff. A total of 1007 surveys were returned, with an overall response rate of 33.0 per cent. A comparison of actual UNSW employment figures and survey returns is outlined in the table below.

Table 1.2   

	
	Actual
	Returned

	Response rate



	
	W
	M
	W
	M
	

	Continuing and contract staff
	478
	1117
	197
	354
	34.7

	Research-only staff
	205
	117
	125
	97
	69.3

	Sessional staff
	466
	665
	115
	113
	20.3

	N
	1149
	1899
	437
	564
	33.0


Focus groups
After the survey data had been analysed we followed up with two focus groups selected to help us explore some of the key findings from this data. These focus groups involved a total of 15 full-time female academics at Level C who were aged between 40 and 49. This particular demographic was chosen because of the well established bottle-neck that appears to exist between Level C and the professoriate at UNSW and other universities, together with the discovery from the survey that this group are likely to face particularly heavy family responsibilities. The groups were invited to discuss how, when and if they had completed a PhD; whether they intended to apply for promotion to Level D and how they had arrived at this decision; and how their family responsibilities affected their career development. These academics were also encouraged to discuss ways in which their careers could be enhanced. 

Of the 15 women who participated, nine had dependent children and ten were separated or divorced. While two of the women had pre-school aged children, the others had older children. They came from a very wide range of disciplines including arts, commerce, medicine, engineering and law, and included research-only staff.

Material gathered in these focus groups is quoted through the report where it offers insights into the problems identified through the survey data.

2.  Continuing and contract academic staff

In this section we report on our findings in relation to the largest core group of academic staff at UNSW, namely those employed on continuing or fixed term academic contracts, excluding those employed as research-only staff and those employed on a sessional or casual basis.

The conventional wisdom on gender inequity in the higher education system suggests that women are under-represented at the top of the academic career structure because of gender biases – that they fail to gain promotion because of their commitment to teaching, which is undervalued by selection panels concerned with glamorous publication records; a culture of discrimination continues to prevail, and so on. The data in this report suggests the explanations for the on-going gender stratification in the higher education labour market is the result of more subtle factors, to do with the timing and trajectory of career decisions, and how these interact with, and are driven by, the perennial issues of child and family care.  

The distribution of male and female academics

A total of 551 continuing and contract staff returned surveys ‑ 197 women and 354 men, representing an overall response rate of 34.7 per cent. The sample reflects the unequal distribution of men and women by level, though the response rate from women at Level C was particularly strong compared to the UNSW population as whole.

Table 2.1: Current job classification by sex
 (column per cent)

	
	Women
	Men

	Level A
	13.9
	4.7

	Level B
	36.4
	18.5

	Level C
	36.4
	35.2

	Level D
	8.0
	20.2

	Level E
	5.3
	21.4

	N
	187
	341


Before turning to the data on employment trajectories and human capital, let’s begin with a consideration of the personal and demographic characteristics of this group of staff.
Some personal characteristics

In examining the family and household arrangements of these staff there appear to be some unusual patterns. In particular, female academic staff at UNSW appear to be significantly less likely to live with a partner than comparable social groups in Australia. The difference for men is much less marked. A comparison with the national NTEU survey illustrates this point in Table 2.2.

Table 2.2: Do respondents live with a partner by sex (column per cent)

	Data source
	UNSW
	National Higher Education



	Live with partner
	Women
	Men
	Women
	Men

	Yes
	63.5
	80.2
	72.1
	83.8

	No
	36.5
	19.8
	27.9
	16.2

	N
	197
	353
	674
	989


It might be suggested that this is a reflection of the younger age of the staff at UNSW in 2002, but in fact there is no significant difference in the average age of the two groups. Furthermore, the UNSW pattern is distinctive when broken down by age. It is in the 40-49 year group that the proportion of women who ‘live with a partner’ falls dramatically for UNSW compared to other industry studies we have undertaken. The comparable figures are 80.4 per cent among female primary and secondary school teachers, and 81.5 per cent in the finance sector (banking and insurance workers).
 In this age group, our national higher education study found that 72.4 per cent of female academic staff lived with a partner, while it falls further at UNSW to 61.6 per cent. Up until that age bracket, the UNSW data is roughly comparable with the larger national survey.

This data was one key factor behind the decision to hold two follow-up focus group discussions with female academic staff aged between 40 and 49. During the second focus group discussion it emerged that eight out of the ten women had broken up with their partners while they were studying for their PhD. As one of them commented, ‘to this day I wonder how much a price I did have to pay to do my PhD because my marriage ended 4 or 5 months after ‑ the price I paid for working so hard. And I did... I worked all the time’.

At the same time, the proportion of UNSW staff with children is much higher than our national study, both among people living with partners and those who do not, as Table 2.3 shows.

Table 2.3: Have children by sex and live with partner
 (column per cent)

	Data Source
	UNSW
	NTEU

	
	Women
	Men
	Women
	Men

	Lives with partner
	
	
	
	

	
	Has children
	70.4
	83.4
	49.0
	52.5

	
	No children
	29.6
	16.6
	51.0
	47.5

	
	N
	125
	283
	484
	823

	Does not live with partner
	
	
	
	

	
	Has children
	38.6
	35.7
	17.7
	10.1

	
	No children
	61.4
	64.3
	82.3
	89.9

	
	N
	70
	70
	186
	158


The impact of the caring load falls more heavily on UNSW staff than it did for their national colleagues in 1996. The primary care giver is more likely to be ‘self’ than ‘shared’ for both men and women in comparison to the national study; however only 8.4 per cent of male UNSW continuing/contract staff are primary care givers, compared to 67.3 per cent of women. This data is presented in Table 2.4, and confirms what we know about wider demographic trends – the stable nuclear family organised around a male breadwinner and a female home-maker is declining as a social norm. With the increase in both the number of sole parents and families with both partners at work, the complexity of people’s lives is increasing, as they juggle the balance between work and family. 

Table 2.4: Main carer of children by sex (column per cent)

	Data Source


	UNSW
	NTEU

	Main carer of children 
	Women
	Men
	Women
	Men

	Self
	67.3
	8.4
	48.9
	4.4

	Partner
	2.8
	49.0
	2.9
	47.1

	Shared
	25.2
	39.4
	42.6
	44.5

	Other
	4.7
	3.2
	5.5
	4.0

	N
	107
	249
	272
	452


The caring load of UNSW women is also high compared to our other industry studies. Among primary/secondary teachers, 40.2 per cent of mothers describe themselves as having primary care of their children, as do 48.3 per cent of mothers in the finance sector.

These dilemmas are compounded by the fact that almost a quarter of female academic staff also have caring responsibilities for aged parents ‑ 16.9 per cent of these academic staff have caring responsibilities for aged parents, compared to 13.8 per cent of men.

Table 2.5: Other caring responsibilities by sex (column per cent) 

	
	Women
	Men

	Aged parents
	22.3
	13.8

	Aged relatives
	3.8
	3.0

	Partner with illness or disability
	3.8
	4.5

	Relative with illness or disability
	10.5
	7.4

	Other person
	6.7
	2.0

	No other caring responsibilities
	46.7
	72.3

	N
	105
	202


From this initial data, we can see that academic staff at UNSW are experiencing widely recognised social changes more intensely than the community norm. Fewer UNSW staff live with a partner, and more care for children on their own, and this is particularly pronounced for women.  

When we followed up these issues in the focus groups with Level C women, these issues emerged even more strongly. Women reflected on the difficulties they faced in finding childcare on campus, with one remembering that she ‘was on the waiting list for five years and didn’t get offered a place’. Several described their sense of guilt at having to leave the campus to pick up small children and the difficulty they faced in getting their colleagues to acknowledge these basic needs:  

I got one of those teaching awards – and when did they want to award it?  At 4.40 in the afternoon!

Our staff seminar is at four o’clock on a Friday afternoon followed by dinner…

Nor did things seem to get any easier when the children were older. The most striking comments in the focus groups concerned the equally demanding nature of being the primary carer for teenagers – an experience summarised by the comment that ‘it’s harder with teenagers’. In two cases women talked about they way an older child had become particularly needy. This included one teenager whose self-destructive behaviour meant that her mother ‘had to take a whole session off and do nothing but look after my daughter’. As a result she spent ‘hours every day trying to be home closer to four [o’clock] rather than to six or seven, and trying to be available to [her other children] and be present and watching what they are doing’. Less dramatically another woman described discovering that her nine-year-old was failing at spelling. ‘It was just scary that you do miss those things and you really want to be there to try and help them’.

Navigating the academic career path

If we return to the unequal distribution of male and female academic staff through the career structure at UNSW, we now need to consider the evidence around their trajectories through the career structure, beginning first with their entry point to the higher education labour market, and then through an analysis of career development.

The most obvious cause of gender stratification is that men begin their academic careers with a ‘head start’ – namely, they are appointed at higher levels in their first job in higher education, compared to women. As Table 2.6 shows, half of the female academics began their career at Level A, with a further 23.2 per cent beginning as Research Assistants, and almost a quarter at Level B. By contrast, 40 per cent of men began at Level A, with over a third beginning at Level B.  

Table 2.6: First position in higher education by sex (column per cent)

	Position


	Women
	Men

	Research assistant
	23.2
	16.9

	Level A
	50.0
	34.4

	Level B
	24.7
	39.3

	Level C
	1.5
	6.6

	Level D
	-
	1.7

	Level E
	0.5
	1.1

	N
	194
	349


Is this advantage justified by differences in educational attainment? Are men better qualified at the time of their first appointment? Table 2.7 shows that there is some good evidence to support this argument ‑ 38.2 per cent of men held a PhD at the time of their first appointment, compared to 12.2 per cent of women.

Table 2.7: Qualifications held when first position obtained by sex (column per cent)

	Position
	Women
	Men

	Bachelor Degree
	22.4
	15.6

	Degree with Honours
	24.5
	18.4

	Graduate Diploma
	7.7
	2.3

	Masters (coursework)
	13.3
	10.8

	Masters (Research)
	14.3
	10.2

	PhD
	12.2
	38.2

	Other
	5.6
	4.5

	N
	196
	353


Not only are men more likely to have higher qualifications, but they are also more successful at bargaining over their level of appointment. If we look at the entry point to the UNSW workforce (not higher education in general, as in the data above), women are slightly more likely than men to seek to negotiate over the level of their first appointment (24.2 per cent of women, 20.7 per cent of men). However, of those that do negotiate, men do significantly better in terms of both level and increment, as Table 2.8 reveals
.

Table 2.8: Outcome of negotiations by terms of employment and sex (column per cent)

	Outcome of negotiations
	Women
	Men

	
	Tenured / continuing
	Contract
	Tenured / continuing
	Contract

	Appointed at higher level
	19.4
	-
	31.3
	22.2

	Appointed at same level
	38.9
	40.0
	23.4
	22.2

	Appointed at higher increment
	38.9
	30.0
	43.8
	55.6

	Appointed at same increment
	2.8
	30.0
	1.6
	-

	N
	36
	10
	64
	9


It is not easy to explain why men should be more successful in their attempts to negotiate point of entry. Nor is it easy to explain the greater proportion of men holding a PhD at the time of first appointment compared to women. Is it the case that women take longer to acquire their PhD? Table 2.9 shows some marginal gender differences in the length of time needed to complete a PhD.

Table 2.9: Time taken to complete PhD by sex, employment terms and whether PhD held at first appointment (column per cent)

	Held PhD at first appointment
	Time taken to complete PhD



	
	Women
	Men

	Tenure/Continuing
	4.4
	3.9

	Contract
	4.5
	3.4

	Total
	24
	132

	No PhD at first appointment
	
	

	Tenure/Continuing
	5.6
	5.5

	Contract
	5.7
	4.3

	Total
	91
	225


It is also apparent that it is ‘easier’ to complete a PhD on time before beginning an academic career. This is true of both for both men and women, as Table 2.10 shows. The problem for women is that far fewer women have a PhD on commencement, so that the complexities of juggling work and study (and childcare for women) once an academic career begins are likely to be a problem for proportionally more women than men.

Table 2.10: Influences on PhD completion by whether PhD held at first appointment and sex (column per cent) 

	
	Had PhD at first appointment


	No PhD at first appointment

	Reasons for completing faster/slower
	W
	M
	W
	M

	Completed on time
	60.9
	58.3
	27.2
	29.1

	Longer – financial
	4.3
	1.9
	4.3
	6.7

	Longer – topic more complex than anticipated
	-
	5.8
	9.8
	9.0

	Longer – children/childcare
	4.3
	1.0
	14.1
	2.2

	Longer – work commitments
	-
	2.9
	26.1
	23.1

	Longer – supervision problems
	8.7
	1.9
	7.6
	4.5

	Longer – technical/equipment problems
	4.3
	3.9
	-
	0.7

	Longer – no/other reason
	13.0
	12.6
	10.9
	17.9

	Shorter
	4.3
	9.7
	7.6
	7.5

	Other
	4.3
	4.9
	7.6
	5.2

	Total
	23
	103
	92
	134


Women are also less likely than men to go on and get a PhD having commenced an academic career. Of the 172 women and 218 men who did not have a PhD at first appointment, 52.9 per cent of women went on to obtain a doctorate, compared to 61.9 per cent of men. Women are also very slightly more likely to get the intermediate qualification of a Masters before obtaining a PhD. Of women who went on to get a PhD, 18.7 per cent did a Masters first, compared to 15.6 per cent of men who did a Masters and then went on to a PhD.

Among the women who participated in the focus groups only two did not have a PhD, and both of them were from disciplines where the PhD has been less important historically. However, several described the reality behind the gendered data on PhD completions.  

I was a late starter…as I gave birth to my fourth child I started my PhD and took on my full-time position as an associate lecturer, and my PhD took five years on that basis…It was fucking stupid.

I got a job at a university, realised, well I’ll have to do a PhD now, enrolled six weeks before I had my first child and basically wrote it with a full-time job and a baby. Took about five years. I think I got six months off at some stage for study leave but I remember my HOS saying you’re not allowed to do your PhD on study leave – you do pure research.

Of those still without a PhD in our sample, women with children overwhelmingly cite lack of time as the principle obstacle, as Table 2.11 shows, followed by teaching commitments and ‘family’.
 In comparison, men with children appear to be less pressed for time than women with children. Men with children are far more likely simply to be ‘not interested’ or to have heavy workloads. For men and women without children the obstacles are more varied and less gendered. It is interesting to note that men are more likely than women to claim a general lack of support.

Table 2.11: What prevents obtaining PhD by sex and have children (column per cent)*

	
	Have children


	No children

	
	Women
	Men
	Women
	Men

	Lack of time
	62.1
	36.4
	33.3
	28.6

	Financial
	10.3
	6.1
	22.2
	14.3

	Lack of supervisor
	3.4
	6.1
	11.1
	9.5

	General lack of support
	3.4
	6.1
	3.7
	14.3

	Teaching commitments
	13.8
	3.0
	3.7
	9.5

	Heavy workload
	3.4
	24.2
	37.0
	23.8

	Age
	6.9
	6.1
	3.7
	14.3

	Illness
	-
	3.0
	
	

	Not interested
	13.8
	21.2
	14.8
	9.5

	Family
	13.8
	6.1
	3.7
	-

	Other
	-
	3.0
	
	

	N
	29
	33
	27
	21


* Percentages add to more than 100 as people could give more than one response

In the focus group discussions it was suggested that the pressure to produce publications on an annual basis also signalled a lack of local level support for completing a PhD, while several others mentioned that they had been advised that study leave could not be used for their doctoral research. Under such circumstances it would indeed be extremely difficult to complete this essential degree.

Educational attainment is only one measure of ‘human capital’. We know on this measure that men start their academic careers with higher qualifications than women. We now need to consider the other major element of human capital, namely experience. 

When we look at experience, combined with their educational advantage, it would seem that men are at higher levels simply because they have been in the system longer. Table 2.12 summarises the average years worked in higher education (full and part time) for UNSW, and compares this data with that from our earlier national industry study.
Table 2.12: Average length of service in higher education by terms of employment and sex

	Data Source
	UNSW
	NTEU

	
	Women
	Men
	Women
	Men

	Years worked in higher education full time
	
	
	
	

	Tenure/Continuing
	12.6
	17.7
	12.2
	17.2

	Contract
	7.1
	5.4
	5.3
	6.6

	Years worked in higher education part time
	
	
	
	

	Tenure/Continuing
	5.1
	5.7
	4.6
	3.4

	Contract
	4.6
	4.6
	4.6
	3.7


One of the reasons men have greater human capital in terms of experience is related to the childcare issues previously discussed. Of academic staff with children, 88.1 per cent of women report that their caring responsibilities had an effect on their career plans, compared to 51 per cent of men. Interestingly, almost half of the these women indicated they had had to cut back their hours of work or stop work, compared to only 18 per cent who said that they had made a personal choice to stay home. Of the men who reported that caring had an impact on their careers, just over 40 per cent also described this as requiring them to cut back on their work.  

For both men and women ‘lack’ of time was the other major problem. In other words, where staff with dependent children do not have a partner who takes on this caring as their primary responsibility, they have felt constrained in their ability to work the hours they feel are needed or required. It should be noted that this does not mean that they are unable to work normal full-time hours. It may equally reflect a response to the increasing workloads experienced by many academics over the last decade. In our focus group discussions this theme was constantly raised by those women with children – the ‘feeling that we always need to work harder’, that you are ‘just keeping your head above water’.  

Promotions

Once academics have entered the employment system, men appear to approach their careers more aggressively than women ‑ 63 per cent of men have applied for promotion at UNSW, compared to 53 per cent of women. Moreover, of the staff who do apply for promotion, men do so with greater ‘intensity’, applying for promotion more often than women. As Table 2.13 shows, the longer academic staff have been in the higher education system, the bigger the gap between men’s rate of application for promotion and women’s.  
Table 2.13: Number of times applied for promotion by sex and years in higher education (column per cent)

	Years in higher education


	7 or less yrs
	8-13 yrs
	14-20 yrs
	20+ yrs

	No. times applied
	W
	M
	W
	M
	W
	M
	W
	M

	Never
	76.9
	69.2
	48.2
	47.3
	31.4
	29.9
	25.0
	17.7

	Once
	23.1
	30.8
	39.3
	35.1
	41.2
	26.9
	37.5
	15.6

	Twice
	-
	-
	10.7
	12.2
	21.6
	34.3
	20.0
	22.0

	Three times 
	-
	-
	1.8
	5.4
	5.9
	9.0
	7.5
	19.1

	Four or more times
	-
	-
	-
	-
	-
	-
	10.0
	25.5

	N
	39
	52
	56
	74
	51
	67
	40
	141


As Table 2.13 shows, only seven women (compared to 36 men) have applied for promotion three times, and for those applying four or more times, only four are women (compared to 36 men). There is relatively little difference between the number of times men and women apply until they have accumulated more than 14 years of service (which would take men staff to near the top of Level C) when women begin to fall seriously behind.

It is essential to note, however, that when women do apply they are in fact more successful than men, at least over the longer term. More recent analyses of promotion rounds at UNSW have produced more uneven outcomes depending on level, with particular concern around the success rates for women applying for promotion to Level D. Given the very small number of women at this level and above at UNSW it is difficult to draw specific conclusions from our survey.

Table 2.14: Number of times promotion successful by sex and number of times applied (column per cent)

	Times applied


	Once
	Twice
	Three
	Four or more

	Times successful


	Women
	Men
	Women
	Men
	Women
	Men
	Women
	Men

	Never
	3.7
	1.6
	-
	-
	-
	-
	-
	-

	Once
	96.3
	98.4
	39.1
	40.0
	-
	13.9
	-
	5.6

	Twice
	-
	-
	60.9
	60.0
	85.7
	50.0
	-
	41.7

	Three or more 
	-
	-
	
	
	14.3
	36.1
	100.0
	52.8

	Total
	54
	62
	23
	60
	7
	36
	4
	36


One of the common assumptions in higher education is that women dedicate their careers to successful teaching, while men pursue research that is allegedly held in higher regard by promotions committees. What light can we shed on this conventional wisdom? The data presented in Table 2.15 suggests that both men and women stress their teaching records as the chief explanation for their success at promotion. Thereafter however, we see the gender stereotype emerging – men are twice as likely as women to believe their research achievements contributed to their success at promotion, while women are twice as likely as men to attribute their organisational contribution as a reason for their success. 

Table 2.15: Reasons for successful promotion by sex (column per cent)*

	
	Women
	Men

	Good application
	3.1
	-

	Good interview skills
	-
	1.3

	Publication/output rate
	9.4
	11.8

	Consultancy/Entrepreneurial skills
	6.3
	7.9

	Management/administrative skills
	12.5
	17.1

	Referees/networks
	3.1
	7.9

	Completion of PhD
	3.1
	2.6

	Good teaching record
	46.9
	46.1

	Organisational contribution
	18.8
	7.9

	Research
	18.8
	36.8

	Overall achievements
	3.1
	1.3

	International activities
	6.3
	3.9

	Total
	32
	76


* Percentages add to more than 100 as people could give more than one response

Despite these gender differences it is important to remember that women do not appear to be less successful than men when applying for promotion, and this is so despite the fact that they are more likely to weight teaching higher than research while men are more likely to reverse these priorities. In the focus group discussions women were surprised by this data and encouraged by it. Several women hoped to become full professors, and two spoke warmly of how their supervisors were pressuring or supporting them into applying for promotion. A significant minority, all with older children, had however ‘given up’. ‘There’s a point when your ambition just starts to dissipate…I regard it as a failing. I think about what has happened to me and it is partly to do with exhaustion’.  

Productivity

We have seen thus far that male academics have more ‘human capital’ than women at UNSW, measured in terms of both experience and educational attainment. These ‘input’ factors undoubtedly propel men through the academic career path. Do factors that affect academic ‘output’, such as workloads and research records, also contribute to male dominance of higher level jobs?

If we take workload first, Table 2.16 shows that whether measured in terms of class numbers, hours worked or number of students, male/female workloads are on average roughly comparable (with the possible exception of the number of undergraduate students being marked).

Table 2.16: Workload (excludes Deans and above) 

	
	Average number


	Average length (hours)



	Class Type
	Women
	Men
	Women
	Men

	UG lectures
	19.9
	18.1
	1.9
	2.2

	UG workshops
	15.5
	15.9
	2.8
	2.9

	UG labs/tutes
	24.5
	18.6
	1.9
	2.2

	UG seminars
	15.4
	12.4
	2.1
	2.2

	PG lectures
	10.1
	11.5
	2.2
	2.3

	PG workshops
	8.0
	10.5
	2.7
	1.9

	PG labs/tutes
	12.4
	12.8
	1.7
	1.9

	PG seminars
	8.7
	9.3
	1.7
	1.4


	Number of students/course responsibility
	Women
	Men

	Number UG students marking
	129
	144

	Number PG students marking
	31
	31

	Number Honours students marking
	8
	6

	UG courses primary responsibility
	1.8
	1.9

	UG courses team taught
	1.6
	2.0

	PG courses primary responsibility
	1.3
	1.4

	PG courses team taught
	1.4
	2.6

	UG programs coordinating responsibility
	2.3
	1.7

	UG courses coordinating responsibility
	1.9
	2.0

	UG year coordination responsibility
	1.1
	1.5

	PG programs coordinating responsibility
	1.1
	1.8

	PG courses coordinating responsibility
	1.4
	1.8

	Number students in UG lectures
	165
	158

	Number students in UG workshops
	88
	72

	Number UG students in labs/tutes
	89
	84

	Number UG students in seminars
	61
	39

	Number PG students in lectures
	56
	39

	Number PG students in workshops
	20
	17

	Number PG students in labs/tutes
	30
	29

	Number PG students in seminars
	23
	24

	Number PG students supervised
	3
	3

	Number Honours students supervised
	2
	3


If we aggregate this data for teaching loads for the semester, we find that on average, women spent 55.6 hours teaching at undergraduate level compared to 52.3 hours for men. And on average, women will spend 10.4 hours teaching at postgraduate level this semester compared to 13.7 hours for men. As in our broader NTEU survey, we have found no evidence to support the commonly articulated contention that women carry significantly larger teaching loads than men.

Given the popular concern about workload allocation, it is interesting to note that workload formulas exist very unevenly across the University, with significant differences between faculties. However in terms of gender equity, men and women are equally likely to be aware of the existence of such formulas, and their effectiveness is also gender-neutral. Over half of academic staff (equal proportions of women and men) report the existence of a workload formula in their area; of these 68 per cent of women and 69 per cent of men report that the formula is effective. 

This survey did, however, find evidence to support the argument that women are likely to spend more time than men working on issues of student welfare and pastoral care. In terms of time spent on activities other than teaching and research, by far the most common one was administration (mentioned by three quarters of both male and female academic staff). For women the next most common one was student welfare work (42.6 per cent compared to 26.5 per cent of men) and mentoring (27.8 per cent compared to 17.6 per cent of men). Men were more likely to identify conference organisation and management (22.2 per cent compared to 13.1 per cent of women) and consultancies (10.5 per cent compared to 2.8 per cent of women).  

If we look next at research output, we apparently find on average much greater productivity on the part of men. The average productivity index for women is 9.3, and for men, 17.2. This data is disaggregated by level in Table 2.17.

Table 2.17: Average productivity by sex and level

	
	Women
	Men

	Level A
	3.1 
	4.9

	Level B
	6.0 
	6.9 

	Level C
	9.8 
	12.6 

	Level D
	17.9 
	21.2 

	Level E
	16.0
	29.4 

	N
	127
	255


Within this data, we find significant differences by discipline – female productivity in the arts is roughly comparable to that of men, but in the male strongholds of medicine and science, the productivity of men when measured in terms of research output is much greater than that of women.

However, if we attempt to break this data down by sex, discipline and level, the samples get too small for reliable judgement. What we can say is that the data suggests differences between the research output of men and women, but we cannot further explore these differences because of the sample size. What we do know is that men and women are equally committed to research activities – as shown in Table 2.18.  

Table 2.18: Working on a research project this semester by terms of employment and sex (column per cent)

	
	Tenure/continuing


	Contract



	
	Women
	Men
	Women
	Men

	Working on research project this semester
	86.7
	91.0
	74.4
	89.6

	Not working on research project this semester
	13.3
	9.0
	25.6
	10.4

	N
	135  
	289
	39
	48


A major gender difference emerges in terms of the support that academic staff feel they need to be able to do research, with over half of women (52.9 per cent) nominating teaching relief or time off compared to 35.3 per cent of men. Men were more concerned with financial support than women. It would seem reasonable to suggest that family responsibilities are again a factor in women’s ability to develop their research activities.  

In our focus group discussions women with older children explicitly acknowledged that research was the only thing that could be put off when teaching, children and research created overload. ‘That’s what academics do. Primarily it is kids…then comes teaching, and what time is left after that? There isn’t much and so publications become like the icing on the cake’. Again, this is not a problem that appears to become more acute as the children get older. Almost all the mothers commented on the fact that having children meant they no longer felt able to get to international conferences. The reasons were varied. For one, it was ‘because the logistics of childcare just fail’. For another with four children, her spectacular early career success was now constrained by particularly modern problems: ‘I cannot go away. I used to got to international conferences…got invited to Harvard to give a paper, paid for by them…and all of a sudden I’m at home managing the bong’.

Signs of progress?

A number of recent industrial developments appear to have benefited women, and this may lead to long term improvements in their access to higher levels of the career path. As most academics know intuitively, the key milestone in a successful academic career is gaining tenure/continuing status. Table 2.19 shows that women gain tenure at lower levels of the career path than men, and in particular rely more on Level A as an entry point than men. 

Table 2.19: Level when tenure achieved by sex (column per cent)

	
	Women
	Men

	Level A
	12.3
	3.6

	Level B
	70.5
	67.2

	Level C
	14.8
	21.1

	Level D
	0.8
	2.0

	Level E
	1.6
	6.1

	N
	122
	247


Table 2.20 shows many more women than men report gaining tenure specifically as a result of the HECE Award. On this data, it would appear that the introduction of the new award that removed the bar between senior tutor (Level A) and lecturer (Level B), and the university’s process for converting fixed-term positions to continuing positions had a positive impact on women’s academic employment at UNSW.

Table 2.20: Was tenure achieved by HECE by sex (column per cent)

	
	Women
	Men

	Yes
	12.2
	3.9

	No
	59.7
	78.9

	Don’t know
	28.1
	17.1

	N
	139
	280


Policy issues

This research has several implications for policy. First, good management practices appear to substantially reduce the likelihood of gender inequities. For example, in those areas where there is an explicit workload allocation formula it is generally considered to be implemented effectively. Overall, there is no evidence of inequitable workloads. Furthermore, in our focus group discussions, examples were given of the way workload allocation processes can be used in extremely supportive ways. One mother facing family difficulties described how her ‘Head of School was wonderful’. He ‘said to me “you can’t deal with this, take a session off”… My faculty is very supportive and I think staff put in a lot of extra [effort]’. Other women were very surprised by this comment, suggesting that good management practices are extremely uneven across the university as a whole.

Second, the promotions policy and procedures would seem to now acknowledge good teaching and significant administrative commitment as well as research. This message needs to be spread more widely as women in the focus groups were surprised by this finding, having been sceptical about the promotions process. It would appear that a human resources program to encourage women to apply for promotion, and to do so as often as men do, may well increase the proportion of women at higher academic levels.  

The survey also provides no evidence that female academics feel less supported in the workplace than their male counterparts, specifically in relation to undertaking PhD and doing research. However, academics generally do not feel well supported, and this again varies greatly by department and school. One woman participating in the focus group discussions had recently transferred from one school to another within UNSW, and the contrast was extreme. ‘The place that I am now is absolutely wonderful… Two people in particular have been very good about mentoring in terms of what I need to do for research. They even helped me apply for one large ARC grant and one small one. At my other faculty I was not even encouraged to apply for one – in fact I was told I wouldn’t have the Head of School’s help if I wanted to. It’s like night and day’.

If we look at what men and women say about policies that they feel would have helped them generally, clear gender differences emerge from the survey data around the issue of work and family balance and women’s greater caring responsibilities. There are grounds for believing that the capacity of women to gain a PhD is slowed by child rearing. The support mechanisms most sought after by women are work-based childcare and job-sharing, part-time work and the resolution of evening teaching problems.

Table 2.21: Policies that would have helped make working life easier by sex (column per cent)*

	
	Women
	Men

	Mentoring
	3.3
	0.6

	Work based childcare
	25.6
	17.4

	Peer support
	3.3
	1.9

	Better salary
	4.4
	6.2

	Part time work
	11.1
	5.0

	Job sharing
	27.8
	10.6

	Greater flexibility
	15.6
	17.4

	General support
	17.8
	21.1

	Aligning work/semesters with school holidays
	-
	1.2

	Policies already good
	3.3
	2.5

	Evening teaching problems
	21.1
	11.8

	None
	6.7
	7.5

	Other
	1.1
	6.8

	Total
	90
	161


* Percentages add to more than 100 as people could give more than one response

The general issue of how to manage work-family conflicts is discussed more fully in the conclusion to this report.

3.  Academic staff employed on sessional contracts

It has sometimes been suggested that universities’ use of sessional employment may restrict career development opportunities for female academic staff to a greater extent than male academic staff. Relatively little research has, however, been carried out on the employment experiences of sessional academic staff. In this project we managed to obtain survey returns from a total of 228 academics employed on a sessional basis at UNSW, with almost equal numbers of men (115) and women (113).

Sessional staff are on average younger than the average UNSW academic, are less likely to live with a partner and less likely to have children. However, as we shall see, the sessional group is not homogenous, and the category masks very substantial differences among the people who perform this kind of work.

During the 1990s, a political and industrial debate unfolded in higher education over the ‘casualisation’ of the academic workforce. This debate turned on whether the traditional entry point to the academic workforce – the sessional tutor completing a higher degree – was being exploited. Instead of this ‘apprenticeship’ model of the academic career, commentators argued that the exploitation of sessional work was creating a reservoir of precariously employed, and mostly female, academics, caught in a treadmill of casual work.

If we look at sessionals at UNSW as a discrete population, we do find the ‘apprenticeship’ model applying to a significant proportion of staff. Table 3.1 presents the reasons that respondents offered for working part-time (which we take here to be a proxy for sessional employment). What this data suggests is that sessional staff are not a homogenous group, but fall into one of a number of categories. These include those pursuing the higher degree/tutoring mix, and another group with weaker attachment to paid work at UNSW (the semi-retired, and those with external careers). These two categories show how sessional employment can continue to serve as a skills incubator for the academic labour market, and as a mechanism to access skills outside the organisation that other forms of employment may not provide. We can also acknowledge that sessional employment is a preference for 10 per cent of women who use it to balance work and caring responsibilities. Of more concern however is the fact that women are 50 per cent more likely than men to say sessional work is all that is available to them.

Table 3.1: Reasons for working part-time by sex

	
	Women
	Men

	Studying/PhD
	42.2
	46.5

	Scholarship
	-
	1.0

	Preference – caring responsibilities
	10.1
	1.0

	Preference – other reason
	2.8
	7.1

	All that was available/Full time not offered
	30.3
	21.2

	Semi-retired/Retired
	3.7
	9.1

	External professional career
	10.1
	6.1

	Other paid work responsibilities
	9.2
	11.1

	N
	109
	99


If we look more closely at the heterogeneity of the sessional sample, we find that:

· Those who use this form of employment as an income stream to support study are younger (average age 27) than those who accepted sessional employment as the only work available (average age 40) and those not dependent on UNSW as their primary source of paid work (average age 48);

· Very few sessional staff who are studying have children (just 6.5 per cent), and only just over a quarter live with a partner. In comparison 42.6 per cent of sessionals who could only find this type of work have children, and over half of people in this category live with a partner. For those sessionals not wholly reliant on UNSW for paid work, 54.9 per cent have children, and 70.6 per cent live with a partner;

· Women constitute 61 per cent of the group who work as sessionals because that is all they could find.

These patterns are further analysed by sex in the sessional category in Table 3.2.

Table 3.2: Selected characteristics of sessional academics by sex 

	
	Average age

- years


	Live with partner

- %
	Have children

-%
	Number in sample

	Reason for working less than full time
	Women
	Men
	Women
	Men
	Women
	Men
	Women
	Men

	Study
	27.0
	27.2
	21.7
	30.4
	2.2
	8.7
	46
	46

	All that was available
	40.0
	41.1
	57.6
	52.4
	43.8
	42.9
	33
	21

	Semi-retired or external career
	43.0
	52.8
	56.0
	84.6
	40.0
	69.2
	25
	26

	N
	
	
	
	
	
	
	104
	93


The group who were working sessionally because that was all that was available are nevertheless attached to higher education in terms of their career aspirations – more so than those working sessionally for study purposes. This last group are much less likely to be planning academic careers than the group of older women for whom sessional work was all that they could find.  

Table 3.3 Career aspirations among sessionals, by sex

	
	Remain in higher education at similar or higher level

- % (n)


	Move from higher education

- % (n)

	Reason for working less than full time
	Women
	Men
	Women
	Men

	Study
	30.2

(13)
	33.3

(15)
	41.9

(18)
	28.9

(13)

	All that was available
	45.2

(14)
	65.0

(13)
	12.9

(4)
	15.0

(3)

	Semi-retired or external career
	56.5

(13)
	48.0

(12)
	4.3

(1)
	4.0

(1)


The difficulty that faces the ‘all that was available’ group in pursuing their career in higher education is that nearly three-quarters of them do not hold, nor are studying for, a PhD.

Qualifications

Looking at the sessionally employed group of staff as a whole, the vast majority do not currently hold a PhD (84 per cent of women and 78 per cent of men). However, of those without this qualification over a third of the women say it is underway, compared to just under a quarter of the men (22.5 per cent). When asked why they do not have a PhD, men are more likely than women to say it is not needed, or they are not interested in an academic career. Those giving this response are likely to be the group who have an external career or who are semi-retired. Women are more likely to say they do not have a PhD because of children or lack of time, but the numbers are not large.  

Women’s lack of a PhD when they clearly think it is desirable cannot be explained by any lack of institutional support compared to men. Women are less likely than men to say they have no support at all, and there is little difference in the proportions who have access to scholarships, financial support, or peer support. When asked to identify obstacles to obtaining a PhD both men and women are most likely to identify lack of time and financial constraints (62 per cent of women and 69 per cent of men). Again the major difference is in attitudes to the qualification with 30 per cent of men saying they are not interested compared to 24 per cent of women. While women are more likely than men to see family responsibilities as an obstacle, the numbers are again not large.

Policy issues

In thinking about the policy implications of these findings it is important to return to the demographic differences within the category of ‘sessional’ staff. The group of younger staff using this type of employment in the traditional apprenticeship manner (just under half the sample) tend not to have children, and there is no evidence of gender inequity. The older group who are either in semi-retirement or have another external career do not identify particular difficulties. Men and women are equally represented in these groups. The group that faces particular difficulties is the group where women are especially concentrated – those who are doing sessional work because it is all they can get, who have children for whom they are likely to be primarily responsible, who wish to stay in higher education, but who do not have a PhD. Having identified this group as potentially ‘at risk’, the University should be conscious of not leaving these people with a succession of short-term sessional appointments without the such supports as other staff receive, particularly in relation to undertaking a PhD.

4.  Research only staff

The third category of academic employment that was studied in this project covers those employed on research-only contracts. Some 216 research-only staff responded to the survey, of whom just over half were men (56 per cent). The average age of research staff was very similar for men and women (37.5 per cent compared to 35.6). There was much less difference between the sexes in whether they lived with a partner (64.8 per cent of women compared to 74.2 per cent of men) which probably reflects their younger average age compared to continuing and contract academic staff.

Only one third (32.5 per cent) of women had children, while 45.8 per cent of men did. This would appear to be a low level of female fertility and again points to questions about the compatibility of academic work and family life. This data is shown in Table 4.1.

Table 4.1: Have children by sex (column per cent)   

	
	Women
	Men

	Have children
	32.5
	44

	Do not have children
	67.5
	52

	N
	123
	96


The other caring responsibilities of research staff are shown in Table 4.2, with men more likely to have responsibility for an aged parent than women.

Table 4.2: Other caring responsibilities by sex (column per cent)

	
	Women
	Men

	Aged parents
	10.8
	14.8

	Aged relatives
	2.9
	-

	Partner with illness or disability
	1.0
	2.3

	Relative with illness or disability
	3.9
	1.1

	Other person
	2.0
	3.4

	No other caring responsibilities
	81.4
	80.7

	N
	102
	88


Men and women with children were equally likely to say that having children had an impact on their career plans with over two thirds of both claiming they had to cut back their working hours or stop work, while over a quarter of women and over a third of men had difficult travelling. 

In our survey female research staff were overwhelmingly concentrated in Medicine (56.2 per cent), followed by Science (18.2 per cent); while male research staff were more evenly distributed between Medicine (31.6 per cent), Engineering (25.3 per cent) and Science (24.2 per cent). 6.5 per cent of the total were in Arts and Social Science with very small numbers in other parts of the university. This data is presented in Table 4.3.

Table 4.3: Research staff by faculty and sex (column per cent)

	
	Women
	Men

	Arts and Social Science
	7.4
	5.3

	Built Environment
	-
	1.1

	Commerce and Economics
	2.5
	3.2

	Engineering
	7.4
	25.3

	Medicine
	56.2
	31.6

	Science
	18.2
	24.2

	Australian Graduate School of Management
	-
	1.1

	Other
	8.3
	8.4

	N
	121
	95


The vast majority of these research-only staff are on full-time (82.1 per cent) fixed term contracts (92.7 per cent), funded by research grants from industry or government (35.4 per cent), the Australian Research Council (30.9 per cent) and the National Health and Medical Research Council (30.3 per cent). Women were more likely to be employed on NHMRC funding (36.7 per cent compared to 22.5 per cent of men) while men were more likely to be employed on ARC funding (37.5 per cent compared to 25.5 per cent). Women were also more likely to be employed part-time than men (22.8 per cent compared to 11.5 per cent).

Half of all research only staff were employed as Research Assistants, but women were much more likely to be at this level than men (61.8 per cent of women compared to 35.4 per cent of men). The rest were fairly evenly distributed between Levels A, B and C. This data is shown in Table 4.4

Table 4.4: Research staff by level and sex (column per cent)

	
	Women
	Men

	Research Assistant
	61.8
	35.4

	HEW
	3.3
	2.1

	Level A
	10.6
	19.8

	Level B
	14.6
	20.8

	Level C
	8.1
	13.5

	Level D
	0.8
	6.3

	Level E
	0.8
	2.1

	N
	123
	96


In addition, 76 per cent of women had started out as Research Assistants compared to only 58.5 per cent of men, while 30.9 per cent of men had started out as Level A’s compared to only 18.2 per cent of women.

Women do not appear more likely to get stuck in these positions than men. The average number of consecutive semesters in contract positions at UNSW was 5.8 for women and 7.4 for men, while men had spent an average of 6 years in total in contract positions compared 4.6 for women. Men also had longer total years employment in higher education than women (8.4 years on average compared to 5.7 years for women).

From this it can be concluded that men have more years of experience which would explain some element of the difference in level of appointment by sex. A similar pattern of uneven levels of human capital can be seen in the academic qualifications possessed by men and women. As with other categories of academic staff at UNSW male research staff are significantly more likely to have a PhD (63.9 per cent) than female staff (42.4 per cent), and are also more likely to be currently studying for a PhD (16.5 per cent) compared to (9.6 per cent). Men were also more likely to have held a PhD at the time of their first appointment (32.3 per cent) than women were (21.5 per cent). Men were more likely to have had a research masters degree at this point (14 per cent compared to 8.3 per cent of women). Women were significantly more likely to only have had a bachelors degree (22.3 per cent compared to 14 per cent of men). This data suggests that men do indeed have greater human capital than women, which would help to explain the different levels at which male and female research staff have been appointed.

A further question remains about the circumstances under which men and women have been able to complete their research degrees. Among those who do have a PhD, men were more likely to have completed it on time (38.6 per cent compared to 27.1 per cent of women). Among those who took longer than anticipated, women were more likely to cite work commitments than men (18.8 per cent compared to 8.8 per cent) and childcare (8.3 per cent compared to 1.8 per cent). Otherwise there was little difference. In other words, women’s greater responsibilities for childcare have had an impact on the ability of a relatively small number to develop academic careers. Table 4.5 presents this data.

Table 4.5: Reason for completing PhD slower or faster than anticipated by sex (column per cent)

	
	Women
	Men

	As anticipated/Completed on time
	27.1
	38.6

	Longer – financial
	10.4
	5.3

	Longer – topic more complex than anticipated
	12.5
	7.0

	Longer – children/childcare
	8.3
	1.8

	Longer – work commitments
	18.8
	8.8

	Longer – supervision problems
	8.3
	1.8

	Longer – technical/equipment problems
	-
	3.5

	Longer – no reason given
	8.3
	10.5

	Longer – other reason
	2.1
	5.3

	Shorter – worked hard
	2.1
	1.8

	Shorter – other reason
	10.4
	8.8

	Other
	4.2
	7.0

	Total
	48
	57


More significant is the very substantial difference between men and women in terms of their career aspirations. Over half of the men (53.7 per cent) plan to stay in higher education and to move upwards in the career structure, compared to just over a third of the women (35.6 per cent). This difference in career orientation is confirmed by the data on attitudes toward completing a PhD. Among those without a PhD, three quarters of the men (76.7 per cent) believe they need one, compared to half of the women (49.3 per cent). Almost half of the women felt they would not complete a PhD because they were not interested, compared to only 21.1 per cent of men. And there was no evidence that women felt that there was less university support for this than did men. Indeed men were more likely than women to feel that there was no support available to them.

While family responsibilities do not appear as a major factor in much of this analysis it is interesting to note that when asked what policies would help to make their working lives easier, the most common responses for women were again work-based childcare, part-time work and job-sharing, while for men they were greater flexibility and work-based childcare. Is there a connection between these female researchers’ experience of the academic workplace, their career aspirations, and the demands of family life?

5.  Conclusions and recommendations
This research does not point to any obvious or simple areas in the employment experiences of male and female academic staff at UNSW that could be said to be inequitable. For the population as a whole we have found no evidence to support some of the commonly held assumptions about gender inequity or gender bias. For example, men do not have lighter teaching workloads than women on average; nor are men more likely to be successful in applications for promotion than women. Women report that they have been successful in promotion applications even when their emphasis has been on teaching and organisational contribution rather than research. This is not to say that there are no female academics who have experienced discrimination or the effects of gender bias, only that such experiences cannot be seen as representative of the wider university.

Women and the PhD

As we found in the earlier national study of higher education, women’s lack of PhD qualification is something that is likely to remain a major stumbling block in the path of increasing the female representation in the academic workforce.  

· It is recommended that a more specific project be developed to increase women’s PhD completion rates.

This project might review existing schemes at other universities such as ‘writing up scholarships’ for those with significant family responsibilities. This is particularly important given the new DEST Research Training Scheme, which places great emphasis on completion times. This study shows that many women are attempting to complete their doctoral degree while having babies or being primarily responsible for children. In our focus group discussions two female academics described potentially discriminatory attitudes from their supervisors who saw babies as incompatible with doing a PhD. In one case the supervisor expressed concern once the pregnancy became visible, but ‘he persevered with me’. In the other, the supervisor asked ‘do you have any children or do you have any intention of having them while doing the PhD’, implying that this was a factor in the agreement to supervise. These kinds of attitudes are discriminatory and contribute powerfully to the growing sense among young female academics that having a career is incompatible with having children
.

In the focus group discussions it also became clear that there is considerable confusion about whether study leave can be used to work on the PhD. UNSW policy should be reviewed in the light of this report and clear guidelines developed that are communicated to all staff. Clearly, being unable to use study leave for this purpose makes it extremely difficult for staff to complete their PhDs, particularly if they have full-time jobs and young children.

The University may also need to consider how it deals with older women employed as sessionals. This group was the only obvious cause for concern in our overall analysis of sessional employment, and the University should be conscious that the recurring engagement of these women as sessionals, may deny them the available supports other staff receive in undertaking a PhD.

Offers of employment

While men tend to be appointed at higher levels than women, their higher qualifications and length of experience may explain a large part of this variation. Nonetheless 

· Men’s substantially greater success in negotiating better conditions of employment is a pattern that warrants further investigation.

Promotion

When women do apply for promotion they are no less successful than men overall. Nonetheless women are far less active in the search for promotion, particularly at the higher levels and it is therefore recommended that

· A program be developed to encourage women to apply for promotion at the same rate as men.
In doing so it should be recognised that explicit support needs to come from the most senior levels, as well as from individual Heads of Department or School. Wide variations in local level support emerged in the focus group discussions with some women feeling confident, others feeling totally unsupported, and one commenting: ‘my Head of School has been bullying me into putting in an application for promotion and without her doing that I probably would have stayed at Level C’.

It was also apparent from the focus groups that many women are under the mistaken apprehension that they are less likely to get promoted than men, and that teaching is still under-recognised. These are myths that the University should seek to dispel.

University data suggests that women are less likely than men to apply for external research funds, particularly national competitive funds. Given the relative success of UNSW in the proportion of women at Level C, it would seem appropriate to

· Develop a program to increase women’s application rates.
The tensions between work and family 

The extreme gender disparity in appointments at Level D and above is something that is not easily explained. However, there are a number of factors that emerged from this project that may help to explain some of this disparity. In particular we wish to draw attention to the various ways in which women may be specifically disadvantaged by their traditional responsibilities for the care of children and the care of aged parents. We can see from this study that there is a significant group of women living without a partner, with sole responsibility for the care of children. This group are concentrated in the age group when we might expect them to be aiming for Level D. Alongside them are a large group of women who live with partners, but who still have primarily responsible for childcare. Many of these women simultaneously have responsibilities for aged parents. This new demographic group is also strongly represented in the sessionally employed category.

The existence of this group of academic staff experiencing conflict between the demands of an academic job (of any kind) and their broader family responsibilities is confirmed in the results to our open-ended question asking staff to identify policies that would improve their working lives. By far the most important items that are raised by all employment groups of female staff are work-based childcare and job-sharing, while all teaching groups also raise the issue of evening teaching problems. Between a quarter and a third of all women nominated these issues as central to improving their working lives. (And men are also likely to identify work-based childcare and part-time work as policy areas that would improve their working lives.)

Given the very small proportion of academics (male or female) who work part-time or job-share, these issues were raised in the focus group discussions. Interestingly women who attended were profoundly sceptical, for a range of reasons, about whether part-time work or job-sharing were real answers. For some the problem was a deeply felt fear that career opportunities will disappear – ‘I’m terrified that if I take time out, because I started late in my career [as an academic], that I’ll miss the boat… I’m terrified of stepping off’. Or, as another woman expressed it, ‘No, that just holds your career up… What we want is a wife’. Job-sharing was described as a ‘furphy’, with many arguing that ‘you would just end up working full-time hours for part-time pay’. 

Given the relatively low proportions of women who seek to work part-time across the higher education sector, it is reasonable to conclude that they see academic work as largely incompatible with being employed part-time. In which case the reference to part-time work and job-sharing in their survey responses may rather reflect their hurried search for some way of expressing their sense of time shortage, rather than a considered policy option.  

Work-based childcare, however, was confirmed as a major issue, with several commenting on their inability to get access because of limited places. The opportunity to salary sacrifice in respect of childcare costs also received strong support. However, those women with older children discussed their need for workplace holiday programs for teenagers, an issue that is particularly pressing because the lack of fit between school holidays and university non-teaching periods. It is therefore suggested that the university:

· examine the supply of on campus childcare places and develop a strategy to meet any existing shortfall;

and

· investigate the viability of providing facilities for the care and entertainment of young teenagers on campus during school holidays. This might involve the provision of a room and access to computers, for example.  
This latter idea received strong support and might go some way to assist one focus group participant who told us: ‘The teenage thing… I find this to be the hardest period of my life. From about five years ago I started getting calls in the school holidays – “Mum! There’s a gang of boys outside, egging our house”, so in the school holidays, I can’t afford childcare… You manage school holidays from afar. I find this so stressful’. It was also pointed out that January was a particularly important time for parents to be with their children, yet some schools scheduled critical meetings for the coming year at this time.

It seems clear that many staff are aware of the need for new ways of managing the conflicting demands of work and family, and that women in particular consistently identify the need for more time. This in turn may help to explain women’s relative lack of formal qualifications and some of their reticence in applying for promotion. In the focus group discussions women talked at length about their feeling that the university has become a far more stressful and demanding workplace, with much talk about how much work they take home every night. Many felt extremely alienated from the university as such, seeing little support and a great deal of pressure to do more of everything – from teaching to research to administrative tasks like photocopying.   

In some schools and departments individual women experience excellent support and encouragement, and remain highly dedicated to their chosen career. In others, on the other hand, no such support is expressed and women with children generally seemed to feel that the dominant workplace culture simply did not acknowledge their need to work ‘differently’. As long as men do not have the same levels of family responsibilities as women, current working practices in universities will make it harder for women to maintain the same career development patterns as men.  

Meanwhile, most academics’ working lives are shaped overwhelmingly by the leadership in their particular school, department or faculty. There is real scope for good policy and practice to spread more evenly across the university. The university might then consider 

· Specific staff development for Heads and Deans built around programs that have been known to provide skills in these areas

· The more widespread adoption of transparent work distribution systems with particular reference to the model being used by the Faculty of Law

· The more widespread adoption of staff mentoring schemes such as that used in the AGSM.

All the measures described above are likely to have some positive impact on academic women’s working lives. From this report’s perspective, however, simple policy solutions that will not be enough to redress the unequal representation of men and women in the academic career structure at UNSW. Rather this research suggests that a more far-reaching review of the relationship between emerging family structures and gender roles and academic life is required. As an earlier study of gender equity at ADFA found, it is extremely disturbing that young women in academic life appear to feel that having children is incompatible with an academic career.
   

� We would like to thank a number of different people who assisted the project in different ways.  In particular Sybille Frank and Jude Stoddart provided invaluable support at all stages, while the project’s reference group also provided stimulating feedback to the draft survey and the initial findings.  In particular thanks to the women who participated in the focus groups who spoke with candour and good humour about their experiences of working as academics at UNSW.


� Belinda Probert, Peter Ewer and Kim Whiting, Gender Pay Equity in Australian Higher Education, National Tertiary Education Union, Melbourne, 1998.


� For the sessional staff, surveys were mailed to their home addresses.


� Six people in total did not state their sex; these have been included in the total response rates.


� The total here excludes the small number of staff who reported classifications outside the normal academic levels.


� Belinda Probert, Kim Whiting and Peter Ewer, Building the Foundations of our Future, Australian Education Union, Melbourne, 1999 and Belinda Probert, Peter Ewer and Kim Whiting, Pressure From All Sides: Work and Life in the Finance Sector, Finance Sector Union, Melbourne, 2000


� The question used in the NTEU study was “How many children under 18 do you have living at home?”. As a result, the number of children in the UNSW study will be slightly higher as it asks about all children, not just dependent ones.


� It may be that the practices of different disciplines differ with respect to the status attaching to a PhD at the entry point to the career path - i.e. it may be considered essential in some disciplines, and more optional in others. This may in turn have implications for our analysis of educational attainment and the gender stratification of the career path, because of the concentration of men in ‘traditional’ disciplines (eg engineering). Unfortunately when we break down the number of women holding a PhD at the point of entry by discipline, the numbers become so small as to be unreliable. However, our NTEU study showed that gender differences in the attainment of qualifications were consistent across all disciplines.


� It is possible that some respondents failed to distinguish accurately between level and increment, since this would seem to be a surprising proportion who claim to have negotiated over level – something that is often not negotiable.


� This was an open-ended question, hence the additional category of ‘family’.


� See Belinda Probert, ADFA report, 2000.


� See Belinda Probert, ADFA report, 2000.
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