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Your organisation

An emerging force in the Australian banking industry, CUA is the proud employer of almost 600 women, or 71% of the workforce, across three state offices and over 70 branches and regional centres down the eastern seaboard and in Perth. CUA is proud that 59% of all leaders within the organisation are women.   
What were the EO issues for your organisation? 

Key EO issues for CUA have been identifying a way to translate our high representation of female employees, into a similar representation of women in senior leadership roles. In order to grow and develop high quality senior female leaders within the organisation, CUA has invested heavily in leadership development and staff engagement initiatives.  Reviewing parental leave and flexible working arrangement policies have also been instrumental in ensuring that we continue to provide a suitably flexible work environment and in turn, increase retention and engagement of female leaders as they balance work and family responsibilities.
Your EO programs & outcomes
The following initiatives assist CUA to advance equal opportunity for women and remove barriers in the organisation:

Paid Parental Leave & Flexible Working Arrangements: These are primarily demonstrated via ‘family friendly’ policies such as 12 weeks paid parental leave, workplace breast feeding environments, and flexible working arrangements via teleworking, part-time, and job-share arrangements.  
Leadership Development:  The Leadership TIME program which was launched in 2008 and has continued throughout 2009, with all of our 155 CUA leaders completing the program.  As a result CUA’s leadership community have renewed energy and focus on business initiatives and more importantly, on people management, incorporating open conversations without barriers.  The next phase currently under development includes “TIME II”, an advanced leadership development program for all graduates of the Leadership TIME program, and “Our TIME”, a two day residential program for all staff at CUA, which will encompass many of the key themes of the Leadership TIME program, with a focus on personal development growth rather than leadership development. 
Employee Retention Planning:  CUA is keen to see an increase in the number of women in senior and executive roles and believes focus on Employee Retention Plans (ERPs) and in particular Individual Development Plans is an effective method of nurturing and developing women within the CUA ranks (rather than looking to recruit for senior and executive roles in the market, which can have a strong representation of male candidates).  By identifying female talent and investing in their development, CUA will is only developing strong female leaders within the organisation, but equipping them with the appropriate skills and experience to support them in their careers beyond CUA.
High Performance Coaching: In 2009, with the support and endorsement of the CEO, CUA introduced a High Performance Coaching Program for leaders.  The purpose of this program is to provide identified ‘high potential’ employees, who have participated in our leadership development programs, with the equivalent of six days coaching to enhance their professional and personal competencies.  This in particular provides targeted and individualised development, which is particularly useful to the high potential women identified in understanding and overcoming challenges they may specifically face. 
Key statistics
· 71% of CUA’s total workforce are women

· Year to date percentage of new recruits into CUA: Women 65% Men 35%

· 59% of leaders at CUA are women

· 3 out of 7 board members are women

· CUA currently have female representation on the executive team

· CUA currently have 12 women in senior management roles with female applicants currently under consideration for existing senior management vacancies

· Since the introduction of 12 weeks paid parental leave at CUA in 2009, 13 women have received this entitlement
Future actions
Some of the key items identified in this action plan include:

· Conducting further research to identify internal obstacles preventing or impeding women transitioning into senior roles.

· Celebrating International Women’s Day annually in each office across Australia, this will commence from March 8, 2010.

· Enhancing our “connectivity” of mothers (and fathers!) on parental leave via the creation of a Parental Leave email group for staff currently on leave so they can be sent the CEO weekly update and other news more readily.  This will help them remain connected to CUA as an organisation, and focus our support for them.

· Development of a Parental Leave & Returning to Work Toolkit and other resources for employees commencing Parental Leave to help them transition back into the workplace in order for CUA to effectively engage and retain these employees.

· Developing an InfoCentral (our intranet) page focussed on women in the workforce including quick links to current policy and procedure as well as articles, resources, events and links to blogs and websites.

· Development of women’s networking groups across the organisation
· Continued leadership and engagement activities to create strong development and succession opportunities across the organisation

Quote
“Being an employer of choice isn’t just important to us, it is absolutely critical to our current and future success. It makes sense to invest in our women so we continue to attract, develop and retain the very best.” 
- Chris Whitehead – CEO CUA



