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1. Introduction 

The University of Adelaide is a talent organisation.  While remuneration is not the only 

consideration in attracting and retaining staff, it is a key consideration, and the University is 

committed to providing guidance to decision makers for determining appropriate, fair and 

equitable remuneration decisions to achieve pay equity for like roles across the University. 

 

The Workforce Gender Equality Act (WGEA) defines Pay Equity as “ensuring women and men 

performing the same role are paid the same amount, and women and men performing different 

work or equal or comparable value are paid equitably”.  In practical terms, best practice 

employers will ensure that women and men performing the same work are paid the same 

amount. 

 

Having completed analysis of the University’s salary data, using the WGEA Framework and 

the University’s own pay equity framework, the University is confident that there is no evidence 

of a systemic gender pay gap as there is no discernible trend; though this will continue to be 

monitored in future reports. 

 

The University’s Dornwell Action Plan commits the University to annual monitoring and reporting 

on pay equity. The annual reporting framework consists of: 

• An annual report to the Vice-Chancellor’s Executive; 

• An annual report to the University Council (through the People and Culture Committee); 
and, 

• This summary report to staff. 
 

The following scale has been used for the traffic light pay gap reporting throughout this report: 

• Acceptable gap - less than 3% difference between the pay of women and men (shown 
in green); 

• Gap requiring attention - 3-10% difference between the pay of women and men (shown 
in amber); 

• Significant gap of concern - more than 10% difference between the pay of women and 
men (shown in red). 
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2. WGEA Pay Equity Framework 

WGEA is an Australian Government statutory agency charged with promoting and improving 

gender equality in Australian workplaces and is responsible for administering the Workplace 

Gender Equality Act 2012(Cth). Like all large employers, the University is required to report 

various gender equity data to the WGEA annually. 

 

2.1 Organisation-wide gender pay gap  

The organisation-wide pay gap is defined as the difference between the average remuneration 

of women and the average remuneration of men across the whole organisation. 

 

The University’s organisation-wide pay gap for all academic and professional staff as follows: 

 

Average FTE Total Remuneration by Gender 

Classification 
Female 

Headcount 

Female 

Total REM 

Average 

Male 

Headcount 

Male 

Total REM 

Average 

Percentage 

Difference 

Academic 703 $151,731 950 $172,712 -13.83% 

Professional 1340 $107,839 634 $121,643 -12.80% 

 

The total average organisation-wide gap has reduced from all previous years of reporting (2018-

2020) by nearly 3%. 

As noted in previous reporting this organisation-wide pay gap is an aggregate measure which 

reflects that there is a higher ratio of males than females in senior academic and professional 

positions. 

 

2.2 By-level pay gaps defined as pay gaps  

More meaningful than the organisation-wide measure is the by-level pay gap measure, which is 

defined as the gap between females and males doing the same or comparable work. This gap is 

analysed, by comparing similar responsibilities, typically at the same level in the organisational 

hierarchy. 
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As the University’s classification framework defines comparable work, it is the basis for analysis 

of by-level pay gaps at each classification level as follows: 

University  of Adelaide 

Classification Female 

Headcount 

Female 

Total REM 

Average 

Male 

Headcount 

Male Total 

REM 

Average 

Percentage 

Difference 

HEO 2 Security 0  n/a 3 $88,995 0.00% 

HEO 2 2 $63,743 1 $63,571 0.27% 

HEO 3 Security 2 $99,756 2 $101,740 -1.99% 

HEO 3 52 $73,330 16 $72,061 1.73% 

HEO 4 181 $80,964 61 $79,449 1.87% 

HEO 5 287 $92,466 85 $91,892 0.62% 

HEO 5/6 13 $98,954 2 $100,581 -1.64% 

HEO 6 246 $100,642 103 $100,362 0.28% 

HEO 7 272 $114,416 108 $115,804 -1.21% 

HEO 8 145 $128,817 123 $131,516 -2.10% 

HEO 9 82 $148,156 61 $151,475 -2.24% 

HEO 10 31 $171,577 35 $166,525 2.94% 

Level A (Associate Lecturer) 173 $105,055 173 $106,859 -1.72% 

Level B (Lecturer) 196 $131,701 195 $132,133 -0.33% 

Level B (Lecturer) - Clinical 31 $162,346 22 $168,560 -3.83% 

Level C (Senior Lecturer) 146 $160,241 179 $161,340 -0.69% 

Level C (Senior Lecturer) - Clinical 21 $191,157 26 $199,914 -4.58% 

Level D (Associate Professor) 55 $187,652 134 $191,866 -2.25% 

Level D (Associate Professor) - 

Clinical 
9 $223,453 19 $235,188 -5.25% 

Level E (Professor) 60 $253,380 170 $255,305 -0.76% 

Level E (Professor) - Clinical 8 $272,717 29 $277,904 -1.90% 

Note: Academic classifications including ‘Clinical’ are those paid salaries for clinical responsibilities in accordance 

with the Enterprise Agreement. 
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In 2020 there was a significant gap of 15% at Level D (Associate Professor) - Clinical and this 

has reduced to 5.25% in 2021.  This is a result of the reduction in the number of male staff who 

are paid under an agreement with SA Health and funded by SA Health.  There is now only one 

male outlier paid significantly higher remuneration in accordance with the agreement with SA 

Health. 

The gaps that exist in the clinical streams at Levels B, C and D reflects that there are a small 

number of male staff in the clinical streams who are paid higher than female staff in this by-level 

analysis. 

 

2.3 Like-for-like job pay gaps  

In 2019 the University prepared for the SAGE Athena Swan accreditation and as part of the 

application further analysis was undertaken to consider like-for-like jobs for academics in 

STEMM and non-STEMM areas. This STEMM analysis has continued as follows: 

ACADEMIC STAFF 

STEMM 

Classification 
Female 

Headcount 

Female Total 

Remuneration 

Male 

Headcount 

Male Total 

Remuneration 

Percentage 

Difference 

Level B (Associate 

Lecturer) 
161 $131,473 155 $131,325 

0.1% 

Level B (Associate 

Lecturer) – Clinical 
31 $162,346 22 $168,560 

-3.8% 

Level D (Associate 

Professor) 
38 $187,222 96 $190,909 

-2.0% 

Level D (Associate 

Professor) - Clinical 
9 $223,453 19 $235,188 

-5.3% 

NON-STEMM 

Classification 
Female 

Headcount 

Female Total 

Remuneration 

Male 

Headcount 

Male Total 

Remuneration 

Percentage 

Difference 

Level B (Associate 

Lecturer) 
35 $132,748 40 $135,264 

-1.9% 

Level D (Associate 

Professor) 
17 $188,615 38 $194,284 

-3.0% 

As with the by-level pay gap analysis, the gaps of more than 3% for STEMM salaries are in the 

Clinical stream. The 3% pay gap (down from 4.9% in 2020) at Non-STEMM Level D (Associate 

Professor) reflects that the of the 12 staff paid above the Enterprise Agreement there are 11 

males and 1 female. 
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3. University of Adelaide Pay Equity Framework 

In addition to analysing gender pay outcomes by applying the WGEA pay equity framework, the 

University has also considered alternative approaches to analysing pay equity that may be more 

meaningful in its particular context. 

Unlike the private sector, a significant portion of University staff salaries (90.7%) fall entirely 

within the EA salary bands for their classification.  By definition, for these fixed-term and 

continuing staff, there is no pay differential between females and males, unless discretion over 

starting salary steps within each classification band are biased toward or against females or 

males. 

 

3.1 Starting salaries analysis 

The University’s analysis of starting salaries for the last 3 years shows that more than 60% of 

Academic Staff and more than 50% of professional staff commence on a starting salary greater 

than step 1. 

 

For academic staff the trend is relatively stable as follows: 

 

In 2021 there continued to be more academic female staff with a starting salary of greater 

than Step 1 when compared to male staff. 

Of the academic staff with a starting salary of greater than Step 1 the largest number are at 

Level A, 55% for males and 63% for females.  This is followed by Level B, 25% for males and 

20% for females. 

For academic staff starting at Step 1 the majority are at Level B, 48% for males and 51% for 

females.  This analysis excludes Level E where there is only one step in the salary scale. 
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For professional staff the trend is slightly upward as follows: 

 

For professional staff there continue to be slightly more males with a starting salary greater 

than step 1.  The largest number in this group are at HEO4 (19%), followed by HEO8 (17%).  

For females with a starting salary of greater than step 1 the largest number are at HEO7 

(26%) followed by HEO4 (25%). 

 

3.2 Non-standard pay 

Though a significant portion of staff are paid exactly in accordance with the EA, outside of key 

leader roles (discussed below at 4.2.3), just under 5% of staff receive additional remuneration 

in the form of agreed salary, allowances or loadings (down by 2% from 2020).  This excludes 

approximately 2% of staff whose salaries are grandfathered, who are paid in accordance with 

SA Health, or who are recognised globally as Highly Cited Researchers.  This is distributed 

among females and males as follows: 

Agreed Salary and Loadings 

Classification 
Female 

Headcount 

Number of 

Female staff 

paid above 

EA 

% of Female 

Staff paid 

above EA 

Male 

Headcount 

Number of 

Male staff 

paid above 

EA 

% of Male 

Staff paid 

above EA 

Academic 678 25 3.69% 909 50 5.50% 

Professional 1318 85 6.44% 601 31 5.16% 

Total 1996 110 5.51% 1510 81 5.36% 

 

There has been a marked decrease in the percentage of academic and professional male 

staff paid above the EA compared to 2020 where the percentages were 8.47% and 9.54% 

respectively. 
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