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Reporting questionnaire

Gender equality indicator 1: Gender composition of workforce

This indicator seeks information about the gender composition of relevant employers in a standardised format, to enable the
aggregation of data across and within industries. The aggregated data in your workplace profile assists relevant employers in
understanding the characteristics of their workforce, including in relation to occupational segregation, the position of women and
men in management within their industry or sector, and patterns of potentially insecure employment.

NB. IMPORTANT:
« References to the Act mean the Workplace Gender Equality Act 2012.

= A formal ‘policy’ and/or ‘formal strategy’ in this questionnaire refers to formal policies and/or strategies that are
either standalone or contained within another formal policy/formal strategy.

= Data provided in this reporting questionnaire covers the TOTAL reporting period from 1 April 2017 to 31 March
2018. (This differs from the workplace profile data which is taken at a point-in-time during the reporting period).

« Answers need to reflect ALL organisations covered in this report.
« If you select “NO, Insufficient resources/expertise” to any option, this may cover human or financial resources.

1. Do you have formal policies and/or formal strategies in place that SPECIFICALLY SUPPORT GENDER EQUALITY
relating to the following?

1.1 Recruitment

X Yes (select all applicable answers)
Policy
Strategy
] No (you may specify why no formal policy or formal strategy is in place)
[[1 Currently under development, please enter date this is due to be completed
[_] Insufficient resources/expertise
[C] Not a priority

1.2 Retention

X Yes (select all applicable answers)
[] Policy
B4 Strategy
] No (you may specify why no formal policy or formal strategy is in place)
[ currently under development, please enter date this is due to be completed
] Insufficient resources/expertise
] Not a priority

1.3 Performance management processes

[ Yes (select all applicable answers)
[ Policy
[ Strategy
Xl No (you may specify why no formal policy or formal strategy is in place)
] Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
1 Not a priority

Public report | www.wgea.gov.au 6
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1.4

1.5

1.6

17

1.8

1.9
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Promotions

Yes (select all applicable answers)
[ Policy
[X Strategy
I No (you may specify why no formal policy or formal strategy is in place)
[] currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
[] Not a priority

Talent identification/identification of high potentials

[ Yes (select all applicable answers)
[ Policy
Strategy
] No (you may specify why no formal policy or formal strategy is in place)
[ Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
[] Not a priority

Succession planning

[1 Yes (select all applicable answers)
[1 Policy
[] Strategy
No (you may specify why no formal policy or formal strategy is in place)
[[] Currently under development, please enter date this is due to be completed
[] Insufficient resources/expertise
[ Not a priority

Training and development

X Yes (select all applicable answers)
[ Policy
Strategy
] No (you may specify why no formal policy or formal strategy is in place)
[ Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
[] Not a priority

Key performance indicators for managers relating to gender equality

[ Yes (select all applicable answers)
[ Policy
Strategy
[C] No (you may specify why no formal policy or formal strategy is in place)
[ Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
[] Not a priority

Gender equality overall

B Yes (select all applicable answers)
Policy
Strategy
1 No (you may specify why no formal policy or formal strategy is in place)
[ Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
[] Not a priority
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110 How many employees were promoted during the reporting period against each category below?

IMPORTANT: Because promotions are included in the number of appointments in Q1.11, the number of
promotions should never exceed appointments.

Managers Non-managers
Female Male Female Male
Permanent/ongoing full-time employees - 1 4 44 ) 44 B
Permanent/ongoing part-time employees - 1 o o ) 12 |2
Fixed-term contract full-time employees 7 4 2 |17 |13
Fiqu-teim contract parf—fime employees - " O_ 5 4 B
Casual employees - o o |0 o

1.11  How many appointments in total (including the number of promotions above in Q1.10), were made to
manager and non-manager roles during the reporting period (based on WGEA-defined managers/non-
managers)?

IMPORTANT: promotions need to be added to these totals because they are considered internal
appointments.

‘ Female ‘ Male
Number of appointments ‘made to MANAGER roles (including promotions) - ‘22 \30
822 643

Number of appointments made to NON-MANAGER roles (including promotions) "

112 How many employees resigned during the reporting period against each category below?

Managers Non-managers
Female Male Female Male
Permanent/ongoing full-time employees }12 24 41 20
'-Permanenb'onéoing part-time -employeeé o ‘_2:__ 1 13 h :
Fixed-term contract full-ime émployees B - \12 |26 77{41 B _:49
Fixed-term contract pér{-iime_ empiﬁyees - . 7 ‘1 B E ' 16
Cés;ugl_;};ployées o - o IO o 0 26 12

113  If your organisation would like to provide additional information relating to gender equality indicator 1,
please do so below.

«  The "Domwell Framework 2016-2018" outlines the University's gender equity strategy. This strategy is
reviewed annually to maintain specific focus on strengthening leadership accountability, building an
empowered workforce, and growing and strengthening the talent pipeline.

+  The University target of “30% of all senior level positions held by women" was met in 2017 resulting in
setting a second target of “50% women across academic roles by 2022".

«  The University offers the “Adelaide Women" leadership development program to women with the potential
and willingness to move into senior leadership roles.

«  The University's Enterprise Agreement provides for a fair and equitable process for performance
management.

«  Special consideration within the Academic Promotions Procedure enables assessment of achievement
relative to opportunity. This is particularly relevant for staff who have taken extended leave, i.e. parental leave.

«  The Academic Women's Forum organise annual promotion workshops for academic women.

Public report | www.wgea.gov.au 8
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Gender equality indicator 2: Gender composition of governing bodies

Gender composition of governing bodies is an indicator of gender equality at the highest level of organisational leadership and
decision-making. This gender equality indicator seeks information on the representation of women and men on governing bodies.
The term “governing body” in relation to a relevant employer is broad and depends on the nature of your organisation. It can mean
the board of directors, trustees, committee of management, council or other governing authority of the employer.

2. The organisation(s) you are reporting on will have a governing body. In the Act, governing body is defined as “the
hoard of directors, trustees, committee of management, council or other governing authority of the employer”. This
question relates to the highest governing body for your Australian entity, even if it is located overseas.

21 Please answer the following questions relating to each governing body covered in this report.

Note: If this report covers more than one organisation, the questions below will be repeated for each
organisation before proceeding to question 2.2

If your organisation’s governing body is the same as your parent entity’s, you will need to add your
organisation’s name BUT the numerical details of your parent entity’s governing body.

2.1a.1 Organisation name?

University of Adelaide Council

2.1b.1 How many Chairs on this governing body?

| Female ‘ Male
Number [0 { 1

2.1c.1 How many other members are on this governing body (excluding the Chair/s)?

] Female | Male
Number \ 3 | 10

2.1d.1 Has a target been set to increase the representation of women on this governing body?

[ Yes
[X] No (you may specify why a target has not been set)
] Governing body/board has gender balance (e.g. 40% women/40% men/20% either)
[] Currently under development, please enter date this is due to be completed
[] Insufficient resources/expertise
X1 Do not have control over governing body/board appointments (provide details why):
Section 12(2) of the University of Adelaide Act provides that: (2) Where a person is appointed to the
Council, the appointment authority must recognise that the Council, is as far as practicable, to be
constituted of equal numbers of men and women who — (a) have a commitment to education and, in
particular, to higher education; and (b) have an understanding of, and commitment to, the principles of
equal opportunity and social justice and, in particular, to access and equity in education.
[[] Not a priority
[] Other (provide details):

2.1g.1 Are you reporting on any other organisations in this report?

[ Yes
No

Public report | www.wgea.gov.au 9
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2.2

23

25

Do you have a formal selection policy and/or formal selection strategy for governing body members for ALL
organisations covered in this report?

X Yes (select all applicable answers)
Policy
L] Strategy
[ No (you may specify why no formal selection policy or formal selection strategy is in place)
1 In place for some governing bodies
[ Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
1 Do not have control over governing body appointments (provide details why)
[ Not a priority
[1 Other (provide details):

Does your organisation operate as a partnership structure (i.e. select NO if your organisation is an
“incorporated” entity - Pty Ltd, Ltd or Inc; or an “unincorporated” entity)?

[ Yes
No

If your organisation would like to provide additional information relating to gender equality indicator 2,
please do so below.

Gender equality indicator 3: Equal remuneration between women and men

Equal remuneration between women and men is a key component of improving women's economic security and progressing
gender equality.

3. Do you have a formal policy and/or formal strategy on remuneration generally?

Yes (select all applicable answers)

X Policy
Strategy

] No (you may specify why no formal policy or formal strategy is in place)

3.1

3.2

] Currently under development, please enter date this is due to be completed
[] Insufficient resources/expertise

[] salaries set by awards/industrial or workplace agreements

[] Non-award employees paid market rate

[[] Not a priority

[ Other (provide details):

Are specific gender pay equity objectives included in your formal policy and/or formal strategy?

Yes (provide details in question 3.2 below)
[C] No (you may specify why pay equity objectives are not included in your formal policy or formal strategy)
[0 Currently under development, please enter date this is due to be completed
[] Salaries set by awards/industrial or workplace agreements
[ Insufficient resources/expertise
[1 Non-award employees paid market rate
1 Not a priority
[ other (provide details):

Does your formal policy and/or formal strategy include any of the following gender pay equity objectives
(select all applicable answers)?

Public report | www.wgea.gov.au 10
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To achieve gender pay equity

& To ensure no gender bias occurs at any point in the remuneration review process (for example at
commencement, at annual salary reviews, out-of-cycle pay reviews, and performance pay reviews)
[ To be transparent about pay scales and/or salary bands

[ To ensure managers are held accountable for pay equity outcomes

] To implement and/or maintain a transparent and rigorous performance assessment process

[] Other (provide details):

4. Have you analysed your payroll to determine if there are any remuneration gaps between women and men (i.e.
conducted a gender pay gap analysis)?

Yes - the most recent gender remuneration gap analysis was undertaken:

B4 within last 12 months

[] within last 1-2 years

[] More than 2 years ago but less than 4 years ago

[] Other (provide details):
[ No (you may specify why you have not analysed your payroll for gender remuneration gaps)

{1 Currently under development, please enter date this is due to be completed

[ Insufficient resources/expertise

[ salaries for ALL employees (including managers) are set by awards or industrial agreements AND there is no
room for discretion in pay changes (for example because pay increases occur only when there is a change in tenure or
qualifications)

[] Salaries for SOME or ALL employees (including managers) are set by awards or industrial agreements and there
IS room for discretion in pay changes (because pay increases can oceur with some discretion such as performance
assessments)

[[] Non-award employees paid market rate

[] Not a priority

[[] Other (provide details):

4.01 You may provide details below on the type of gender remuneration gap analysis that has been undertaken
(for example like-for-like and/or organisation-wide).

4.1 Did you take any actions as a result of your gender remuneration gap analysis?

[ Yes — indicate what actions were taken (select all applicable answers)
[] Created a pay equity strategy or action plan
[ Identified cause/s of the gaps
[] Reviewed remuneration decision-making processes
[ Analysed commencement salaries by gender to ensure there are no pay gaps
[ Analysed performance ratings to ensure there is no gender bias (including unconscious bias)
[ Analysed performance pay to ensure there is no gender bias (including unconscious bias)
[ Trained people-managers in addressing gender bias (including unconscious bias)
[] Set targets to reduce any like-for-like gaps
[ Set targets to reduce any organisation-wide gaps
[ Reported pay equity metrics (including gender pay gaps) to the governing body
[ Reported pay equity metrics (including gender pay gaps) to the executive
[ Reported pay equity metrics (including gender pay gaps) to all employees
[ Reported pay equity metrics (including gender pay gaps) externally
[ Corrected like-for-like gaps
[ Conducted a gender-based job evaluation process
[ Implemented other changes (provide details):
No (you may specify why no actions were taken resulting from your remuneration gap analysis)
] No unexplainable or unjustifiable gaps identified
[ Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
[ Salaries set by awards/industrial or workplace agreements
[ Non-award employees are paid market rate
] Unable to address cause/s of gaps (provide details why):
[] Not a priority
1 Other (provide details):

Public report | www.wgea.gov.au 11
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4.2 If your organisation would like to provide additional information relating to gender equality indicator 3,
please do so below:

The University of Adelaide Enterprise Agreement provides:

* Salary rates for academic staff by level, including clinical
loadings

* Salary rates for professional staff by level

* Casual pay rates

Gender equality indicator 4: Flexible working and support for employees
with family and caring responsibilities

This indicator will enable the collection and use of information from relevant employers about the availability and utility of
employment terms, conditions and practices relating to flexible working arrangements for employees and to working arrangements
supporting employees with family or caring responsibilities. One aim of this indicator is to improve the capacity of women and men
to combine paid work and family or caring responsibilities through such arrangements. The achievement of this goal is fundamental
to gender equality and to maximising Australia’s skilled workforce.

5a.

A “PRIMARY CARER” is the member of a couple or a single carer, REGARDLESS OF GENDER, identified as having
greater responsibility for the day-to-day care of a child.

Do you provide EMPLOYER FUNDED paid parental leave for PRIMVARY CARERS that is available for women AND
men, in addition to any government funded parental leave scheme for primary carers?

Yes, (Please indicate how employer funded paid parental leave is provided to the primary carer):

[ By paying the gap between the employee’s salary and the government's paid parental leave scheme

[X] By paying the employee's full salary (in addition to the government's paid scheme), regardless of the period of
time over which it is paid. For example, full pay for 12 weeks or half pay for 24 weeks

[ As a lump sum payment (paid pre- or post- parental leave, or a combination)
] No, we offer paid parental leave for primary carers that is available to women ONLY (e.g. maternity leave). (Please
indicate how employer funded paid parental leave is provided to women ONLY):

[ By paying the gap between the employee’s salary and the government's paid parental leave scheme

[ By paying the employee’s full salary (in addition to the government's paid scheme), regardless of the period of
time over which it is paid. For example, full pay for 12 weeks or half pay for 24 weeks

[ As a lump sum payment (paid pre- or post- parental leave, or a combination)
1 No, we offer paid parental leave for primary carers that is available to men ONLY. (Please indicate how employer funded
paid parental leave is provided to men ONLY):

[ By paying the gap between the employee’s salary and the government’s paid parental leave scheme

[ By paying the employee’s full salary (in addition to the government's paid scheme), regardless of the period of
time over which it is paid. For example, full pay for 12 weeks or half pay for 24 weeks

] As a lump sum payment (paid pre- or post- parental leave, or a combination)
[ No, not available (you may specify why this leave is not provided)

[ Currently under development, please enter date this is due to be completed

[ Insufficient resources/expertise

] Government scheme is sufficient

[] Not a priority

[] Other (provide details):

5.1 How many weeks of EMPLOYER FUNDED paid parental leave for primary carers is provided? If different
amounts of leave are provided (e.g. based on length of service) enter the MINIMUM number of weeks
provided to eligible employees:

26

If your organisation would like to provide additional information on your paid parental leave for primary
carers e.g. eligibility period, where applicable the maximum number of weeks provided, and other
arrangements you may have in place, please do so below.

Public report | www.wgea.gov.au 12
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6a.

5.2  What proportion of your total workforce has access to employer funded paid parental leave for PRIMARY
CARERS?
° In your calculation, you MUST INCLUDE CASUALS when working out the proportion.

[ <10%

O 10-20%
O 21-30%
] 31-40%
[ 41-50%
] 51-60%
[]61-70%
] 71-80%
Xl 81-90%
[]91-99%
] 100%

A "SECONDARY CARER" is a member of a couple or a single carer, REGARDLESS OF GENDER, who is not the
primary carer.

Do you provide EMPLOYER FUNDED paid parental leave for SECONDARY CARERS that is available for men and
women, in addition to any government funded parental leave scheme for secondary carers?

X Yes
] No, we offer paid parental leave for SECONDARY CARERS that is available to men ONLY (e.g. paternity leave)
] No, we offer paid parental leave for SECONDARY CARERS that is available to women ONLY
[ No (you may specify why employer funded paid parental leave for secondary carers is not paid)
[ Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
[] Government scheme is sufficient
[] Not a priority
[] Other (provide details):

6.1 How many days of EMPLOYER FUNDED parental leave is provided for SECONDARY CARERS? If different
amounts of leave are provided (e.g. based on length of service) enter the MINIMUM number of days provided
to eligible employees:

10

If your organisation would like to provide additional information on your paid parental leave for SECONDARY
CARERS e.g. eligibility period, other arrangements you may have in place etc, please do so below.

6.2 What proportion of your total workforce has access to employer funded paid parental leave for SECON DARY
CARERS?
. In your calculation, you MUST INCLUDE CASUALS when working out the proportion.

[1<10%

How many MANAGERS have taken parental leave during the reporting period (paid and/or unpaid)? Include
employees still on parental leave, regardless of when it commenced.

Public report | www.wgea.gov.au 13
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Primary carer's leave | Secondary carer's leave
|
Female L Male \ Female | Male
Managers 3 |0 lO |6

71 How many NON-MANAGERS have taken parental leave during the reporting period (paid and/or unpaid)?
Include employees still on parental leave, regardless of when it commenced.

Primary carer's leave

I Secondary carer's leave
Female | Male l Female '
|

| Male
Non-managers ' 146 ID 4 59
8. How many MANAGERS, during the reporting period, ceased employment before returning to work from parental
leave, regardless of when the leave commenced?
o Include those where parental leave was taken continuously with any other leave type. For example, where
annual leave or any other paid or unpaid leave is also taken at that time.
° ‘Ceased employment’ means anyone who has exited the organisation for whatever reason, including
resignations, redundancies and dismissals.
[ Female | Male

Managers 10 | 0

8.1 How many NON-MANAGERS, during the reporting period, ceased employment before returning to work from
parental leave, regardless of when the leave commenced?

. Include those where parental leave was taken continuously with any other leave type. For example,
where annual leave or any other paid or unpaid leave is also taken at that time.
. ‘Ceased employment’ means anyone who has exited the organisation for whatever reason, including

resignations, redundancies and dismissals.

[ Female | Male

Non-managers ‘ 12 |O

9. Do you have a formal policy and/or formal strategy on flexible working arrangements?

X Yes (select all applicable answers)
B Policy
[ strategy
[ No (you may specify why no formal policy or formal strategy is in place)
{1 Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
[] Don't offer flexible arrangements
(] Not a priority
[] Other (provide details):

10. Do you have a formal policy and/or formal strategy to support employees with family or caring responsibilities?

[ Yes (select all applicable answers)
Policy
[ Strategy
] Ne (you may specify why no formal policy or formal strategy is in place)
[ Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
[ Included in award/industrial or workplace agreement
[] Not a priority
[] Other (provide details):

Public report | www.wgea.gov.au 14
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11.

12.

Do you offer any other support mechanisms, other than leave, for employees with family or caring responsibilities
(eg, employer-subsidised childcare, breastfeeding facilities)?

Yes

[ No (you may specify why non-leave based measures are not in place)

[] Currently under development, please enter date this is due to be completed
[] Insufficient resources/expertise

[C] Not a priority

[ Other (provide details):

Please select what support mechanisms are in place and if they are available at all worksites.
o Where only one worksite exists, for example a head-office, select “Available at all worksites”.

& Employer subsidised childcare
[] Available at some worksites only
Available at all worksites
X On-site childcare
Available at some worksites only
[ Available at all worksites
[X] Breastfeeding facilities
Available at some worksites only
[] Available at all worksites
[1 Childcare referral services
[] Available at some worksites only
[[] Available at all worksites
[ Internal support networks for parents
[[] Available at some worksites only
[] Available at all worksites
] Return to work bonus (only select this option if the return to work bonus is NOT the balance of paid parental leave
when an employee returns from leave)
] Available at some worksites only
[ Available at all worksites
[ Information packs to support new parents and/or those with elder care responsibilities
[ Available at some worksites only
[ Available at all worksites
[X] Referral services to support employees with family and/or caring responsibilities
[] Available at some worksites only
Available at all worksites
[[] Targeted communication mechanisms, for example intranet/ forums
[] Available at some worksites only
[1 Available at all worksites
[] Support in securing school holiday care
[] Available at some worksites only
[] Available at all worksites
[ Coaching for employees on returning to work from parental leave
[] Available at some worksites only
[[] Available at all worksites
X Parenting workshops targeting mothers
Available at some worksites only
[ Available at all worksites
[X] Parenting workshops targeting fathers
Available at some worksites only
[ Available at all worksites
[C] None of the above, please complete question 11.2 below

Do you have a formal policy and/or formal strategy to support employees who are experiencing family or domestic
violence?

[ Yes (select all applicable answers)

X Policy
[] Strategy

[ No (you may specify why no formal policy or formal strategy is in place)

[ Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
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13.

14.

[] Included in award/industrial or workplace agreements
[1 Not aware of the need

[1 Not a priority

[[] Other (please provide details):

Other than a formal policy and/or formal strategy, do you have any support mechanisms in place to support
employees who are experiencing family or domestic violence?

[ Yes (select all applicable answers)
X Employee assistance program (including access to a psychologist, chaplain or counsellor)
[] Training of key personnel
X A domestic violence clause is in an enterprise agreement or workplace agreement
[] workplace safety planning
< Access to paid domestic violence leave (contained in an enterprise/workplace agreement)
[ Access to unpaid domestic violence leave (contained in an enterprise/workplace agreement)
[ Access to paid domestic violence leave (not contained in an enterprise/workplace agreement)
B4 Access to unpaid leave
X Confidentiality of matters disclosed
[] Referral of employees to appropriate domestic violence support services for expert advice
[] Protection from any adverse action or discrimination based on the disclosure of domestic violence
X Flexible working arrangements
[ Provision of financial support (e.g. advance bonus payment or advanced pay)
[] Offer change of office location
] Emergency accommodation assistance
Access to medical services (e.g. doctor or nurse)
[ Other (provide details):
[1 No (you may specify why no other support mechanisms are in place)
[ currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
[] Not aware of the need
[] Not a priority
[] Other (provide details):

Where any of the following options are available in your workplace, are those option/s available to both women
AND men?

. flexible hours of work

compressed working weeks

time-in-lieu

telecommuting

part-time work

job sharing

carer's leave

purchased leave

° unpaid leave.

Options may be offered both formally and/or informally.

For example, if time-in-lieu is available to women formally but to men informally, you would select NO.

e o ® ° o © @

Yes, the option/s in place are available to both women and men.
] No, somef/all options are not available to both women AND men.

14.1  Which options from the list below are available? Please tick the related checkboxes.
o Unticked checkboxes mean this option is NOT available to your employees.
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14.3

14.4

Managers Non-managers
Formal | Informal Formal Informal

Flexible hours of work ] X X X
-Cgmpresé(?d work]ﬁg weeks o | X O )
Time-in-lieu 1 o a X
Telecorr_\muting - - E a t]
Part-time work R - | B " ____E]
e - = B
Carer's leave o : D P IZI B T:I
Purchased leave - [jw ™ N __Ij
_Un_paid leave - EI | X N T:I

You may specify why any of the above options are NOT available to your employees.

] Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise

[] Not a priority

[ Other (provide details):

If your organisation would like to provide additional information relating to gender equality indicator 4,
please do so below:

The following leave options are also available to fixed term and continuing staff: personal leave, carer's leave,
compassionate leave, and family violence leave.

Staff may also elect to convert up to 12 weeks of their paid maternity/adoption/special paid parental leave
entitlement to a return-to-work option. The University continues to pay employer superannuation contributions
during paid parental leave. If staff have accrued personal leave they are entitled to take this leave while on
paid parental leave and are re-credited the equivalent period of paid parental leave.

Flexible work arrangements are also available to balance staff member's work and other (including family)
commitments. The following are available at all worksites:

- Dependent Travel Grants up to $2500 available to enable academic and professional staff with caring
responsibilities the opportunity to attend conferences with a child, and to have either another person attend to
care for the child or to pay for care at the location.

+  Barbara Kidman Women's Fellowships — The University offers up to 8 fellowships per year to female
academics employed by the University at academic levels B, C or D where their career has been affected by
caring responsibilities, resulting in a break in their career or reduced working hours. The fellowship awards up
to $30,000 and can be used to provide relief from teaching and/or administrative duties, research support or
professional development.

- Priority onsite parking permits can be applied for by women 30+ weeks into their pregnancy or in the case
of pregnancy complications.

Gender equality indicator 5: Consultation with employees on issues
concerning gender equality in the workplace

This gender equality indicator seeks information on what consultation occurs between employers and employees on issues
concerning gender equality in the workplace.

15.

Have you consulted with employees on issues concerning gender equality in your workplace?

X Yes
] No (you may specify why you have not consulted with employees on gender equality)

[] Not needed (provide details why):
[ Insufficient resources/expertise
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[] Not a priority
[] Other (provide details):

15.1 How did you consult with employees on issues concerning gender equality in your workplace?

[ Survey
[X] Consultative committee or group
Focus groups
[] Exit interviews
[[] Performance discussions
X Other (provide details):
Discussion with Faculties around strategies to meet a 50/50 gender target across all academic positions.

156.2 Who did you consult?

[] All staff

[0 Women only

[ Men only

[J Human resources managers

B Management

[[] Employee representative group(s)

[X] Diversity committee or equivalent

[] Women and men who have resigned while on parental leave

[X] Other (provide details):
Women and men who commenced new positions (induction survey) and resigned (exit survey) from their
positions between September 2017 and March 2018.
Women and men who had returned from parental leave in 2017 were asked to participate in an online survey and
focus group in November 2017.

15.3  If your organisation would like to provide additional information relating to gender equality indicator 5,
please do so below.

The University has an institutional Gender Equity and Diversity (GED) committee which comprises staff from
each Faculty and Division of the University. The committee meets quarterly to raise issues of importance and
to recommend actions to senior management. Each Faculty has a GED committee to discuss local issues and
to identify those that are systemic.

The Women's Professional Development Network and the Academic Women’s Forum both provide
professional development, mentoring and support to women. These networks work as a conduit, raising
opportunities to senior leaders and the University GED.

Information related to the University's Science in Australia Gender Equity (SAGE) Athena SWAN application
process and the annual WGEA reports are communicated to all staff via Staff News (weekly staff emails) and
published on the Gender Equity website.

To facilitate the new gender target of "50% women across academic roles by 2022", Faculty Roadshows were

organised to discuss strategies for achieving the target. One of five Faculty Roadshows was held in March
2018 with the remaining scheduled for April and May 2018.

Gender equality indicator 6: Sex-based harassment and discrimination

The prevention of sex-based harassment and discrimination (SBH) has been identified as important in improving workplace
participation. Set by the Minister, this gender equality indicator seeks information on the existence of a SBH policy andfor strategy
and whether training of managers on SBH is in place.

16. Do you have a formal policy and/or formal strategy on sex-based harassment and discrimination prevention?

K Yes (select all applicable answers)
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X Policy
[ Strategy
[[] No (you may specify why no formal policy or formal strategy is in place)
[ Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
[ Included in award/industrial or workplace agreement
[] Not a priority
[] Other (provide details):

16.1 Do you include a grievance process in any sex-based harassment and discrimination prevention formal
policy and/or formal strategy?

I Yes
[ No (you may specify why a grievance process is not included)
1 Currently under development, please enter date this is due to be completed
[ Insufficient resources/expertise
[] Not a priority
[] Other (provide details):

17. Do you provide training for all managers on sex-based harassment and discrimination prevention?
Yes - please indicate how often this training is provided:
X1 At induction
[ At least annually
[] Every one-to-two years
[C] Every three years or more
[ varies across business units
[1 Other (provide details):
[C] No (you may specify why this training is not provided)
[] currently under development, please enter date this is due to be completed
[1 Insufficient resources/expertise
[ Not a priority
[] Other (provide details):
17.4  If your organisation would like to provide additional information relating to gender equality indicator 6,
please do so below:
The University established a Respect.Now.Always Taskforce in 2017 responsible for developing a single
university-wide implementation plan to provide a safe, respectful and world class environment for learning and
teaching. The University has a Fair Treatment Contact Officer Network with Fair Treatment Contact Officers
who are appointed and trained by HR to assist staff with any enquiries about discrimination, sexual
harassment or bullying.
Other
18. If your organisation has introduced any outstanding initiatives that have resulted in improved gender equality in

your workplace, please tell us about them.

(As with all questions in this questionnaire, information you provide here will appear in your public report.)
The University of Adelaide has a strong commitment to gender equity as demonstrated by the following:

. The Dornwell Framework, the University’s gender equity strategy, includes an annual action plan,

formed in consultation with the Gender Equity and Diversity committees to strengthen leadership

accountability, build an empowered workforce, and grow and strengthen the talent pipeline.

. The University of Adelaide applied to participate in the Science in Australia Gender Equity (SAGE)
Athena SWAN Charter and in July 2017 was offered a place.

Gender equity is built into the University Research Strategic Plan, to identify additional ways to support
female researchers.
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. In May 2017 the University established an ALLY network, a visible network of staff and students who

support the University’s commitment to provide an inclusive and respectful environment for people who identify
as lesbian, gay bisexual, transgender, intersex and queer (LGBTIQ).

¥ Adelaide Women Leadership Development Program supports the University's commitment to
strengthening leadership capability and accountability, and increase the profile of women across the
University. This bespoke program, facilitated by external consultants, provides targeted development activities
(leadership diagnostic tools, tailored learning workshops, individual coaching and participation in a shadowing
program) for women identified as having aspirations and ability to progress into senior leadership positions at
the University.

. Diversifying Portraiture was established in 2016, with the goal of upgrading public spaces and
symbolism associated with the University to promote a more diverse and inclusive environment. A series of
photographic posters including an image and biographical details of eminent women associated with public
and academic life at the University has been produced.
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Gender composition proportions in your workplace

Important notes:

1. Proportions are based on the data contained in your workplace profile and reporting questionnaire.

2. Some proportion calculations will not display until you press Submit at step 6 on the reporting page in the portal. When your
CEO signs off the report prior to it being submitted, it is on the basis that the proportions will only reflect the data contained
in the report.

3. If any changes are made to your report after it has been submitted, the proportions calculations will be refreshed and reflect

the changes after you have pressed Re-submit at step 6 on the reporting page.

Based upon your

workplace profile and reporting questionnaire responses:

Gender composition of workforce
1. the gender composition of your workforce overall is 55.0% females and 45.0% males.

Promotions
2. 54.9% of
i
ii.
3. 21.9% of

Resignations
4. 556% of

i

ii.
5. 21.9% of

Employees who ¢
i.
ii.
iii.
iv.

employees awarded promotions were women and 45.1% were men
50.0% of all manager promotions were awarded to women
55.3% of all non-manager promotions were awarded to women.

your workforce was part-time and 15.7% of promotions were awarded to part-time employees.

employees who resigned were women and 44.4% were men

32.1% of all managers who resigned were women

63.0% of all non-managers who resigned were women.

your workforce was part-time and 24.6% of resignations were part-time employees.

eased employment before returning to work from parental leave

7.8% of all women who utilised parental leave ceased employment before returning to work

0.0% of all men who utilised parental leave ceased employment before returning to work

N/A - managers who utilised parental leave and ceased employment before returning to work were women
100.0% of all non-managers who utilised parental leave and ceased employment before returning to work were
women.

Notification and access

List of employee organisations:

CEO sign off confirmation

Name of CEO or equivalent: Confirmation CEO has signed the report:

fr ohessor Peler P\Ct\-\r\\' e,

CEO signature:

/Y

Date:
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