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Your organisation

 The University of Western Australia is a leading research University with an international reputation for excellence, innovation and enterprise. A member of the Group of Eight research-intensive universities, it has a staff of around 3,400 and a student population of more than 21,000 drawn from 80 countries. For almost a century it has contributed to the social and economic wellbeing of the State of Western Australia and the nation. 
What were the EO issues for your organisation?
The University has as a priority the attraction, development and retention of women in the academic staffing stream, particularly at the level of professor, and in senior academic leadership roles within faculties.  This is a challenge for many universities with a strong research focus and an emphasis on the science based disciplines.
The University also emphasises flexibility in managing the workload expectations placed on staff, particularly those in the academic staffing stream. In addition, the University aims to ensure that those staff who are only able work less than full time hours – which includes a significant proportion of women – are positioned equitably to contribute and flourish in their careers.
The University conducted a full pay equity audit in 2008-09 that demonstrated the extent of the pay gap between male and female staff.  A challenge for the University will be the achievement of real pay equity, including equal pay for work of equal value.

Your EO programs & outcomes
The University runs a successful Leadership Development for Women program that is now in its 15th year.  Evaluations of the LDW program over time demonstrate that LDW graduates have better retention and promotion rates at the University than non-LDW women, and men.

An overhaul of the University’s academic promotion processes has led to improved promotion applications and outcomes for both women and men.

The introduction a Leadership Framework for staff development has been a successful strategy for positioning staff for future success.  In particular, the introduction of faculty-based development programs for early career academic staff, and professional staff seeking an introduction to management and leadership has been extremely successful in positioning female staff in particular to be more visible, better connected to peers and their institution, and well mentored.
Key statistics

More than 50% of the women who accessed parental leave in 2009 returned to work on a part time basis.
68% of staff recruited or promoted into professional staff line manager roles in 2009 were women.

Of the seven staff promoted or recruited into executive level positions, three were women.

Five of the 10 staff holding the position of Dean are women.

Of the 12 academic leadership roles situated within central administration (not faculty based) nine are held by women.
Your people 

Over the past two decades the University has focussed on removing structural barriers that serve to dissuade or impede the careers of female staff.  Both women and men have benefitted from the ongoing review of how the University positions its staff to contribute and succeed in their careers.  

Staff seeking to balance their life at work with their other responsibilities, including care for both themselves and others, have been particular beneficiaries of the University’s focus.  Generous and extended parental leave provisions that can be accessed by female or male staff, and those in same sex relationships, have been in place for five years and have seen an increase in male staff wanting to take a more active role in their family responsibilities.  The focus on staff working flexibly, and not being disadvantaged in their career by working less than full time hours, has had a particular benefit for female staff and contributes strongly to the University being an employer of choice.
Future actions

In 2009, UWA recruited a Workforce Planner to work with the Faculties and Schools in the development of Succession Plans with a particular focus on academic staff. Gender equity will be a continued area of focus within Succession Planning, and the particular issues associated with the renewal of the academic workforce with improved representation and distribution of women.

The University places a premium on offering flexible work and leave practices to all staff, and is mindful that staff renewal will only be effective if the generational shifts in career aspirations and approaches to work are recognised and attended to. It is planned to audit the University’s polices and practices to ensure that staff who work less than full time hours, who require other forms of flexibility, or who have followed a non traditional career path, are positioned equitably to access, for example, all development and career opportunities available to their full time counterparts.
Quote
The University of Western Australia’s Vice-Chancellor, Professor Alan Robson said: “It is part of The University's culture to help women and men achieve their full potential while also helping them find a balance between work and family. It is very important to us that women working at UWA feel supported and valued and we work very proactively to achieve this."
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Winthrop Professor Cheryl Praeger, Western Australia's 2009 Scientist of the year.  Professor Praeger is a leading international researcher in group theory, algebraic graph theory and combinatorics. Professor Praeger is in the top one per cent of highly cited mathematicians in the world and is recognised for adapting a 19th century theory by a now celebrated rebel French teenager, Evariste Galois, for use in today's information technology.


