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Arup Australasia 

Arup Australasia is a consulting engineering company operating within an industry sector that has predominantly more male employees

Background

· Arup Australasia has a staff of 558, of whom 155 are women.
· Arup was founded in the late 1940s by engineer Ove Arup, who created a vision for an organisation where people worked together to deliver what he described as “Total Architecture”. The company now has operations across the globe, with in excess of 6,500 employees worldwide.

· In a speech delivered in 1970, Ove Arup captured the organisation’s core values, including his belief that work should be interesting and rewarding, that employees should enjoy both their work and their leisure and that work done by Arup should be the very best quality. That speech is still required reading for all new employees.

· Women represent 3% of all permanent staff working at Associate level or above (senior roles).

· Arup has a female officer on the Board and Management Committee.

Analysis
· At Arup’s Divisional Forum, a presentation was made on Work/Life Balance; an area the organisation was keen to develop further. This was a first step in raising the awareness of the importance this issue should receive within Arup globally.

· Staff were consulted regarding the effectiveness of the Competency Based Appraisal system following its first year of implementation, through focus groups and interviews conducted by an organisational psychologist.

· A Graduate Recruitment survey was conducted across the Division to examine various aspects of graduate roles (eg development, rotation, mentoring, etc). Particular emphasis was placed on examining issues for female graduates in the organisation.

· Arup conducted an analysis of the maternity leave return rate.

Issues

· Analysis and employee feedback highlighted a need for more emphasis and training in “soft skills”, such as communication, interaction, negotiation and coaching.

· Consultation with senior female staff showed that a mentoring program was crucial in creating career paths for women within the organisation.

· Maternity leave return rates showed that a high percentage of female staff were not returning. With five times the number employees pregnant in 2001 compared to the previous year, and 30% of that number employed at associate level, creating an incentive to return was considered critical . 

Actions
· In 2001 group leaders acted as “buddies” for all graduates, and the HR manager took on a mentoring/coaching role for senior female staff.

· Existing leadership development and accelerated learning programs flagged to aid all employees develop skills required for promotion.

· The appraisals process initiated the creation of individual action plans for employee training and development needs. A national Appraisal database was created to capture training needs in all locations.

· Current work/life initiatives reviewed and publicised within the organisation.

Outcomes

· In 2001 Women represented 24% of all promotions to associate level and above, up from 6% in 2000.

· In November 2001 30% of the Leading the Development of the Future (LCF) attendees were female; up from 10% in July the same year.

· In 2001 32% of graduates recruited to Arup were female; three times the number of female engineering students at Sydney University for that year.

· 10% of women recruited in 2001 were employed at associate level and above.

· Of the total number of women recruited in 2001, 40% were employed in technical roles.

· 8 weeks’ paid maternity leave was introduced (4 weeks paid when on leave, 4 weeks paid upon return).

Ongoing Initiatives 

· A contact allowance is available for staff on maternity leave who wish to attend selected meetings during their leave. 

· Arup have in place a flexible working policy, whereby staff in the following situations are eligible to apply for flexible working conditions:

· carer responsibilities;

· study leave;

· continued work through personal crisis;

· desire to wind down hours of work towards retirement; and

· high level sporting activities.

· Arup supports the DOXA cadetship program for women from underprivileged families who otherwise would not be able to afford tertiary studies.
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