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Glossary of Abbrevia�ons and Acronyms 
 

Academic levels A = Associate Lecturer / Research Associate 
B = Lecturer / Research Fellow 
C = Senior Lecturer / Senior Research Fellow 
D = Associate Professor 
E = Professor 

ACP Academic Career Pathway 
ACU Australian Catholic University 
ACUSCC Australian Catholic University Staff Consultative Committee 
Action Plan Action Plan 
ARtO Achievement Relative to Opportunity 
ARC Australian Research Council 
CALD Culturally and linguistically diverse 
CDF Capability Development Framework 
CI Chief Investigator 
COO Chief Operating Officer and Deputy Vice-Chancellor 
CPO Chief People Officer 
DVC Deputy Vice-Chancellor 
EA ACU Staff Enterprise Agreement 
EAP Employee Assistance Program 
ECR Early career researcher 
ED Executive Dean 
EFTSL Equivalent full-time student load value representing the student load for a 

unit or part of a unit expressed as a proportion of the workload for a standard 
annual full-time credit point load for the student’s degree course 

FEA Faculty of Education and Arts 
FHS Faculty of Health Sciences 
FLB Faculty of Law and Business 
FTE Full-time Equivalent 
FTP Faculty of Theology and Philosophy 
FWA Flexible Working Arrangements 
Gender X Indeterminate/Intersex/Unspecified Gender 
GEDI Gender Equity, Diversity, and Inclusion 
HC Headcount 
HDR Higher Degree Research 
HEW Higher Education Worker 
HEA Higher Education Academy 
LGBTIQ+ Lesbian, Gay, Bisexual, Transgender, Intersex, Queer 
NHMRC National Health and Medical Research Council 
NTEU National Tertiary Education Union 
P & C  People and Capability 
PhD Doctor of Philosophy 
RAP Reconciliation Action Plan 
RF/SRF/PRP Research Fellow/Senior Research Fellow/Principal Research Fellow 
SAGE Science in Australia Gender Equality 
SAT Self-Assessment Team 
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STEM Science, Technology, Engineering, and Mathematics 
TOR Terms of Reference 
VCP Vice-Chancellor and President 
VCAC Vice-Chancellor’s Advisory Committee 
VCEB Vice-Chancellor’s Executive Board 
WG Working Groups 
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30 October 2023 

 
 
Dr Janin Bredehoeft 
Chief Executive Officer 
Science in Australia Gender Equity (SAGE) 
 
 
Dear Dr Bredehoeft 
 
Thank you for the opportunity to resubmit Australian Catholic University (ACU)’s application for the Athena 
Swan Bronze Award. Learnings from the self-assessment process and reflection on feedback received has 
resulted in a more focussed analysis, that identifies areas for improvement and actions to enhance gender 
equity, diversity, and inclusion (GEDI) outcomes. I am confident this application will meet accreditation 
requirements.  
 
This analysis was informed by comprehensive workforce and student data, and I can confirm this application 
is an honest, accurate and true representation of the university. The report complies with the word limit of 
14,000.  
 
ACU’s commitment to GEDI is at the core of our identity, aligning with our Mission, which focusses on the 
pursuit of knowledge, the dignity of the human person and the common good. I believe that Mission and 
values are consistent with the Athena Swan principles and will cohesively inform our future actions to embed 
inclusiveness and equity. 
 
Our Gender Equality, Diversity, and Inclusion Framework 2021-2025 (GEDIF) guides our overall approach to 
improving GEDI outcomes. The framework integrates an intersectional approach to achieving equity, 
implemented through our Gender Equality Action Plan (GEAP), which compliments the Athena Swan Action 
Plan. Accountability is embedded at all levels, including our governing body, senior leaders, and managers, 
and is operationalised in strategic, portfolio and organisational unit projects and planning.  
 
I am committed to progressing GEDI at ACU, the higher education sector and the broader community through 
my visible support of programs and initiatives that work to embed inclusiveness. I was thrilled to accept an 
invitation to join the Athen Swan Australia Advisory Committee and look forward to sharing my experience of 
the Athena Swan journey and learning from others. 
 
About ACU – a snapshot of the institution 
ACU is a faith-based institution, consistent with the Catholic intellection tradition that seeks truth and 
understanding and is driven by the notion of human dignity, justice, and social harmony to benefit the common 
good. Our institution was built on the foundations of strong women leaders, including Saint Mary of the Cross 
(Mackillop), who founded the Sisters of Saint Joseph, and was a trailblazer in providing education and support 
to the most vulnerable Australians. We acknowledge a faith-based institution faces challenges to ensure all 
individuals feel welcome and included. Our approach to address these challenges is articulated in Section 
4.4 of our application.  
 
ACU is a national university, operating across seven Australian campuses: Ballarat, Blacktown, Brisbane, 
Canberra, Melbourne, North Sydney, Strathfield.  It has two leadership centres (Adelaide and Brisbane) and 
one international campus (Rome) and is headquartered in North Sydney. We are a world-leading research 
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university in our priority areas of education, health, theology, and philosophy with a culture of research 
excellence. 
 
ACU was established in 1991 as a public company limited by guarantee, incorporated pursuant to the 
Corporations Act. ACU is a public university, funded by the Commonwealth Government, and is open to 
students and staff of all religious beliefs.  
 
ACU’s governing body is the Senate, led by the Chancellor and the Pro-Chancellor, supported by several key 
committees, including the Academic Board and the Finance and Resource Committee (Figure 1). The ACU 
Constitution provides the governing framework, and the Statutes regulate how the university is internally 
organised, managed, and administrated.  
 

 
Figure 1: Australian Catholic University Governance Structure 

Our institutional structure (Figure 2) consists of portfolio areas led by a senior executive team that include 
Faculties, Research Institutes and Directorates. Due to our complex, multiple campus structure, Campus 
Deans represent the Vice-Chancellor locally to provide leadership that engages with communities to better 
meet their needs.  
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Figure 2: ACU Organisational Structure 2022 
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Women’s representation in ACU’s workforce as at 31 March 2022 was 65.7% overall (Table 1)1, placing us 
higher than the sector average.2  Also consistent with the sector, there is a higher proportion of women 
professional staff than academic women,3. More detailed analysis of our workforce, including organisational 
unit level and available intersectional data is provided in Section 3.1 of this application. 

 

Women’s representation for our student population is 75% overall, with lower proportions among our 
postgraduate by coursework and higher degree research students (Table 2). A more detailed analysis of 
student data, including equity groups over three years is provided in Section 3.2 of this application. 

 

 
1  Note that the X category has not been included in Table.1. There is an X category included in the HR system for selec�on by ACU staff, 
however during the self-assessment period, there were no con�nuing or fixed-term staff who iden�fied as non-binary in their employee record. 
This will be addressed by Enabling Ac�on 6.1. 
2 Source: Australian Department of Educa�on Higher Educa�on Sta�s�cs 2021 (58% overall women’s representa�on reported) 
3 Source: Australian Department of Educa�on Higher Educa�on Sta�s�cs 2021 (66% professional staff; 48% academic staff – women’s 
representa�on reported) 
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Our future plans - moving to action  

The revised application includes changes to our five key barriers to address inequity and 
improve GEDI outcomes, and our revised action plan will enable this. These five Key Barriers 
are:   

1. Support for career development and progression through professional development and 
performance appraisal  

2. Support for parents and carers (including childcare) (sub-barrier)  
3. Embedding inclusiveness in the institution’s culture  
4. Understanding and improving the experience of staff who experience bullying, 

harassment, sexual harassment, and discrimination in the workplace 
5. Ensuring the availability of flexible work for all staff members and managing potential 

impact on career opportunities.   
 
Our action plan to address the key barriers is supported by enabling actions detailed in Section 
6 of the application.  
 
The self-assessment process has been a collaborative endeavour, sponsored by our Provost, 
and co-led by the Deputy Provost and the Senior Consultant, GEDI, with high levels of 
engagement from the multi-disciplinary self-assessment team. Moving forward, this 
collaborative approach will continue to drive implementation of the Athena Swan action plan, 
in conjunction with our GEDIF and GEAP, to enable an integrated approach that will enhance 
the engagement of the university community. 

Yours sincerely, 
 

 
   
Professor Zlatko Skrbis 
Vice-Chancellor and President 
 
T: + 61 2 9465 9091 
E: zlatko.skrbis@acu.edu.au 
W: acu.edu.au 
  

Blacktown |North Sydney | Strathfield   Canberra| 
Melbourne | Ballarat  
|Brisbane | Rome 
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Sec�on 2 - The Self-assessment process  
(i) Description of the self-assessment team   
ACU’s Self-Assessment Team (SAT) was formed in May 2021 and led by the Provost and Deputy Vice-
Chancellor (Academic) with accountability to the Vice Chancellor’s Executive Board (VCEB).   

Membership of the SAT was established via nominations from senior leaders across academic and 
professional areas of the University, with subsequent adjustments made through consultation and 
targeted recruitment to address gaps in diversity and lived experience. A total of 16 staff (11 
women, 5 men) formed the inaugural ACU SAT.  The SAT is not gender balanced but closely reflects 
the university’s overall workforce gender representation.  

Membership of the SAT evolved during the course of the Bronze Award project and is outlined in 
Table 2.i.1.  

 



 

15 
 

 

 



 

16 
 

 

 

 



 

17 
 

 

 

 

 



 

18 
 

 

(ii) An account of the self-assessment process 
 
The SAT met 13 times from its establishment in 2021 until application submission in April 2023.  
Monthly two-hour meetings were held from January to May 2022 to refine the Terms of Reference 
and operationalise the project scope.  A local SharePoint site was the central point for project 
documentation and related materials.   

As a result of organisational change and to increase the profile of Athena SWAN across ACU, a 
sponsor and co-chair arrangement was implemented from June 2022 (refer Table 2.1).   

This change resulted in the establishment of four Working Groups (WG) to mirror the key barrier 
areas led by SAT members (refer Table 2.3).  WGs met fortnightly to undertake data analysis, 
develop a project plan, and from June to October 2022 to draft application sections    

People & Capability (P&C) staff provided project co-ordination, data collection and analysis, and 
secretariat support to the SAT and WGs.  SAT co-chairs established fortnightly ‘stand up’ meetings to 
review progress and track actions. 

Activities were communicated to staff via the Provost Portfolio Workplace group, and Staff Bulletin.  
A dedicated website and mailbox were established to share project information and receive and 
respond to staff feedback.   

SAT members were encouraged to participate in SAGE webinars, workshops, and symposia, and 
promote these activities in their work units.  P&C SAT members attended Athena SWAN Regional 
Meetings and shared information through networks and conferences. 

Progress reports on the SAGE Bronze Award application were made via submissions to ACU’s Senate, 
VCEB and the ACUSCC which assisted in promoting, engaging, and raising awareness.    
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Data Collection and Analysis 

The self-assessment process was informed by both quantitative and qualitative data analysis. 

Quantitative data was sourced from ACU’s student and staff data reporting teams. 

Qualitative data was gathered from sources detailed in Table 2.i.3. GEDI and myVoice Survey results 
were used for relevant sections of the Self-assessment process, and respondent numbers are 
captured in Table 2.i.3. Anonymous text-based responses provided by survey participants also 
informed analysis.  

Qualitative analysis also drew on feedback provided in GEDI Focus groups and Promotions Review 
consultation sessions. Participants included a diverse cross-section of ACU staff including by 
organisational area, position classifications, lived experiences, and staff from underrepresented 
groups. Table 2.13 reports higher women’s participation, particularly in the focus groups. Actions to 
encourage diverse representation in future consultation sessions, including men and staff from 
underrepresented groups, will be implemented. 

 

 

 



 

21 
 

(iii) Plans for the future of the self-assessment team 

The University has identified that there is overlap between the actions in the Athena SWAN Action 
Plan and commitments made under the GEDI Framework and Action Plan. 

Pending the outcome of this application, under the leadership of the VCEB the SAT will transition to 
a broader university-wide Working Group that will advance the breadth of ACU’s GEDI programs of 
work. It is anticipated that this approach will focus effort and increase engagement.  

The Working Group will be formally structured to ensure continued stability, retained expertise and 
momentum, and ongoing quality leadership into the future.  The existing SAT will remain in place 
until new governance arrangements are finalised. 
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Sec�on 3 – The Ins�tu�on’s Workforce  
3.1 Staff Data  

(i) Staff by employment classification type and level 

ACU’s continuing and fixed-term staff are employed in academic and professional roles. ACU’s 
position classification framework includes Level A-E academic roles, Higher Education Worker (HEW) 
Levels 1-10, both of which include incremental progression as enshrined in the ACU Staff Enterprise 
Agreement (EA). Classification levels for casual roles are also articulated in the EA. Senior staff 
positions are all fixed term contract appointments.   

Our Workforce  

Table 3.1 provides an overview of gender representation for 2019-2021 at all classification levels. 4 
While the overall proportion of women staff members (64%) is higher than the sector average of 
57%5, this is not reflected at all classification levels. The data demonstrates a decrease of women at 
higher classification levels, and for level E academic roles, is less than 40%. This evidence of gaps in 
the university’s career pipeline aligns with the findings in Section 4.2. Key Barrier 1, which focuses on 
support for career development and progression, enables actions to address this. 
 

 

 
 

Table 3.2, which compares the gender representation of part-time and full-time academic staff at 
each level, shows higher proportions of women in part-time positions at Levels A to C. The higher 
concentration of women working part-time at these levels, which often relates to their family 
responsibilities, can result in reduced opportunity for advancement, consistent with women’s lower 
representation at Level D and E (Table 3.1). 

 
4 Note that the X category, represen�ng non-binary staff has not been included in Table 3.1. There is an X category included 
in the HR system for selec�on by ACU staff, however during the self-assessment period there were no con�nuing or fixed-
term staff who iden�fied as non-binary in their employee record. This data has been included in the applica�on where staff 
or students have iden�fied as non-binary. This will be addressed by the enabling Ac�on 6.1 that will address intersec�onal 
data collec�on and repor�ng, including gender iden�ty.  
5 Source: AHEIA Universi�es Benchmarking Program 2021 
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Table 3.2 also shows lower percentages of Level D and E part-time appointments compared to 
overall numbers, but a higher proportion of men in part time roles. Investigations found position 
holders were often professorial research fellows holding concurrent part-time positions elsewhere, 
60% of whom were men. This indicates part-time employment at senior academic levels impacts less 
on men’s career progression. Differences may be gender- related, impacting opportunities for career 
development and progression outlined in Section 4.2. 

 

Table 3.3 demonstrates higher proportions of women professional staff in part-time roles for HEW 
Levels 1 to 9. Similarly, as with academic staff, there are a higher proportion of women at lower 
HEW levels. Women working part time early in their career due to family responsibilities may 
contribute to: 

a. decreased opportunities for progression, and  
b. the lower percentages of women in higher level positions (Table 3.1)  
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ACU’s faculty structure, see Figure.3.1, includes four faculties, with six institutes aligned to three of 
the faculties. 
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Table 3.4 provides an overview of Faculty academic staff by organisational sub-unit, including the 
research institute staff attached to the faculties. The two largest faculties, Health Sciences (FHS) and 
Education and Arts (FEA), have higher percentages of women academic staff, however the 
proportion of women generally decreases with level, providing further evidence of career pipeline 
gaps. Actions addressing Key Barrier 1 will work to improve outcomes. 

The Faculty of Law and Business (FLB) and Theology and Philosophy (FTP) have lower numbers of 
academic staff, which can emphasise gender imbalances, however women’s representation is 
notably lower at 27% and 32% respectively. FTP has more women at Levels A and B, significantly 
decreasing for Levels C to E. FLB has low percentages of women at all levels. A proactive approach 
focusing on attracting women to academic roles at all levels, will be recommended to FLB and FTP as 
part of the recruitment review (Section 4.1.i).  

Table 3.5 shows the gender composition of professional staff in faculties and directorates. Women’s 
representation is similar to Table 3.1 data, demonstrating a higher proportion of women in HEW 3-5, 
decreasing at higher levels. Actions to address Key Barriers identified in Section 4 will enhance 
women’s representation at all levels.      

Exceptions to the patterns described above are the Information Technology and Properties and 
Facilities directorates, that have high staff numbers, and only 21% and 33% of positions held by 
women respectively. While this has not been identified as a Key Barrier due to its smaller impact, 
actions that support career progression should also impact this cohort. Representation will be 
monitored to identify whether targeted initiatives are required.
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Intersectional Data 

Gaps have been identified in the availability of intersectional data, relating to data collection 
practices and broader engagement with the university community. Enabling Action 6.1 will address 
these gaps through the following activities: 

• Activation of equity data categories not currently available e.g., people with disabilities 
• Consultation with diversity groups to establish a safe and respectful approach to workforce data 

collection that staff will be comfortable with, including the Ally Network representing the 
LGBTIQ+ community and the Aboriginal and Torres Strait Islander staff Network. 

• Broad and comprehensive communication with staff to encourage completion of their equity 
data profiles. For example, less than 5% of staff have recorded their cultural background, 
precluding the use of this data to inform intersectionality considerations. 

 

Aboriginal and Torres Strait Islander People 

Gender representation data for Aboriginal and Torres Strait Islander status may not be a true 
reflection of the workforce as not all staff have provided this information in their employee record. 
This will be addressed by Enabling Action 6.1, which will include consultation with ACU’s Aboriginal 
and Torres Strait Islander staff about how ACU can support them to share their cultural identity. 

Analysis has been undertaken using available data, including the “no information” category 
indicating the record had not been completed (Tables 3.6 and 3.7). The overall percentage of fixed-
term and continuing Aboriginal and Torres Strait Islander staff in ACU’s workforce in March 2021 
was 2.2%. Although higher than the sector average of 1.4%,6 this does not meet the university’s 
target of 3% representation. 

The representation of Aboriginal and Torres Strait Islander academic staff by classification and 
gender in Table 3.6 shows women hold 59% of academic positions, with a high proportion at Level B 
and smaller numbers at Levels D and E. For professional staff, women’s representation is 70%, with 
the majority in HEW 7 and 8 positions. Identified positions sit primarily in the First Peoples 
Directorate. 

Actions to address these inequities and improve representation and employment outcomes will be 
enacted through the Aboriginal and Torres Strait Islander Peoples Employment Plan 2023-2026, the 
university’s Reconciliation Action Plan (RAP), the Cultural Capability Framework, and EA provisions.  

 

 

 
6 Source: AHEIA University HR Benchmarking Report 2021   
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(ii) Staff by contract type (continuing, fixed-term and casual contracts) 

Table 3.8 provides an overview of gender composition of academic staff by contract type for 
headcount and FTE. The headcount data captures casual staff often employed for a small number of 
hours in a twelve-month period, so FTE data is a more accurate source of workforce composition. 
The FTE data demonstrates a high proportion of casual academic staff are women (44% women 
versus 29% men). Most casual academic staff are employed on a sessional semester basis to deliver 
lectures, tutorials, and student placement supervision. The higher proportion of women in casual 
academic positions, and corresponding lower percentage in senior academic roles in Table 3.1, are 
further evidence of barriers to career progression.  

 

Analysis at faculty level provides further information regarding the casual academic workforce. Table 
3.9 provides gender composition data by contract type for faculty academic staff. Within FHS, clinical 
placements for students are overseen by practitioners in casual positions. This also applies in 
Education, where students are required to participate in annual teaching placements, overseen by 
teachers in schools. The high percentage of women in nursing (88%)7 and teaching (71%)8 
professions is reflected in the gender representation of placement supervisors and thus casual 
academic gender representation. 

FLB, with significantly lower staff numbers, has the highest percentage of casual academic staff. This 
is impacted by discipline requirements for teaching staff with recent professional or industry 
experience. Gender representation shows a higher percentage of women in casual roles despite 
their low representation overall. FTP’s lower casual staff representation is potentially due to the 
smaller undergraduate student numbers in this faculty.  

The higher proportion of women in casual employment reduces opportunities for security of 
employment and career progression (Key Barrier 1). 

EA provisions that involve conversion of causal academic staff to continuing academic teaching 
positions will contribute to decreasing the proportion of casual academic staff and provide more 
security of employment. Casual academic staff undertaking teaching for 12 months or more are 
offered the opportunity to apply for conversion to continuing roles. The target is to reduce casual 
academic staff from 39% to 30% during the life of the EA (2022-2025). A register of eligible casual 

 
7 Australian Bureau of Sta�s�cs 2022, A caring nation – 15 per cent of Australia’s workforce in Health Care and 
Social Assistance industry, ABS, viewed 12 September 2023, <htps://www.abs.gov.au/media-centre/media-
releases/caring-na�on-15-cent-australias-workforce-health-care-and-social-assistance-industry>. 
8 Australian Bureau of Sta�s�cs 2020, Students near 4 million, female teachers outnumber males, ABS, viewed 12 
September 2023, <htps://www.abs.gov.au/ar�cles/students-near-4-million-female-teachers-outnumber-males>. 
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academic staff is held, and they are contacted directly to advise them of this opportunity. This 
provision builds on outcomes from the previous EA initiative, where 21 casual/sessional staff 
converted to continuing or fixed-term teaching-focussed positions, eighteen (85%) of whom were 
women. 

Based on casual academic gender representation data, and the outcome of the previous casual 
conversion program, high numbers of women are expected to participate. Conditions in this EA 
include considerations for career interruption and other personal reasons to promote a fair and 
equitable process for applicants. Career development and progression support actions to address 
Key Barrier 1 will be important for this cohort, including those interested in transitioning to research 
careers.  

 

 
Table 3.10 provides headcount and FTE contract type data by gender for professional staff in 2021. 
The high proportion of professional staff in continuing roles and low FTE percentage of 6% casual 
appointments for both women and men do not flag any significant areas of concern. 
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(iii) Staff by contract function (research-only; teaching & research; teaching-only) 

ACU’s academic career structure includes five academic career pathways (ACPs). Three ACPs, 
Teaching-focused (TF)9, Teaching and research (T&R), and Research-only, are consistent with those 
that operate in many institutions, however ACU offers the following additional ACPs:  

• Academic Leadership and Service (ALS) which offers a career pathway for roles that involve 
substantial contributions to leadership, academic administration and/or governance 
internally or externally, integrated with teaching and/or research in the academic’s 
discipline.    

• Research-focussed (RF) has a strong focus on research, however, includes teaching and 
other activities in the workload arrangements. Research-only can include research activities 
for up to 80% of the staff member’s workload allocation.  
    

The purpose of the five ACPs is to provide a broader range of career options for academic staff.  
 
Table 3.11 and Figure 2 illustrate gender representation of academic staff by ACP. The highest 
proportion of academic staff are in the TF ACP, where women’s representation (69%), is ten percent 
higher than their overall workforce participation (59%). There are lower percentages of women in 
research related ACPs.  
  

 
 

 

 

  

Table 3.12 and Figures 3.3,3.4,3.5 and 3.6 detail the proportion of women and men in each ACP by 
organisational sub-unit. The line on the graphs indicates women’s representation in each faculty to 
demonstrate ACP variance by gender. Faculty ACP profiles are mostly consistent with the overall 

 
9 ACU uses the term “Teaching-focused” career pathway rather than “Teaching-only.” 
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gender composition data, demonstrating higher percentages of women in ALS and TF ACPs, and 
lower in research related ACPs. ACPs by gender for research institute staff is included separately and 
mostly shows a higher concentration of men in RF and RO pathways. 
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There are promotion pathways available for each ACP. Concerns about reduced opportunities to 
research impeding career progression were raised during consultation (refer Section 4.2.v). The 
impact of actions to address Key Barrier 1 in improving career opportunities for academic staff will 
be monitored and targeted actions will be put in place where required (Actions 1.1 -1.2 & 1.4). 

 

(iv) Staff exit data 

ACU staff exit data (Table 3.13) indicates higher separation rates for professional staff than 
academics in 2021, and a higher percentage of exits from the university by women overall. Table 
3.14, which reports separations by FTE, gender, and reason for 2019-2021 calendar years shows 
resignation rates for women academic and professional staff were higher than men. Separation of 
academic men was higher through redundancy or retirement. Women professional staff data over 
the three-year reporting period (Table 3.15) shows a decrease in resignation rates in 2020, which is 
likely related to uncertainty and lack of opportunity during the COVID 19 pandemic. The data 
otherwise shows the proportion of women’s resignations is higher than their overall representation 
in the workforce.  
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Exit surveys are not in place, but an exit interview with People and Capability is offered to all staff. A 
review of 26 exit interviews conducted in 2021 found 81% of interviewees were women, which is 
higher than their separation rates. Interviewees expressed support for the university’s Mission and 
values, and were satisfied with their employment at ACU, but indicated there were areas for 
improvement, summarised below. 

 

Aboriginal and Torres Strait Islander Staff 

Key themes from the small number of Aboriginal and Torres Strait Islander who requested 
interviews are:  

 

 

Based on this evidence, actions to address these identified key barriers to retaining staff will have a 
positive effect on GEDI outcomes, given the higher resignation rates for women. The Aboriginal and 
Torres Strait Islander Peoples Employment plan includes actions to enhance cultural safety and other 
supports. 

(v) Composition of the Institution’s Governing Body and Decision-making Committees 

Table 3.16 details gender representation of the university’s peak governing body and key decision-
making committees across the four-year period 2019-2022.  ACU’s constitution requires that gender 

• Cultural safety could be improved through an increased university-wide focus on building 
cultural capability. 

• More Aboriginal and Torres Strait Islander senior academic appointments to increase visibility 
for staff and students and to broaden the sharing of cultural load responsibilities for key 
university activities. 
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equity is a key consideration for elected and externally appointed (non-ex-officio) Senate positions. 
This is actioned through the Chancellor, the Senate Chair, providing guidance to the election 
committees to consider gender balance in appointment, and has resulted in women’s representation 
in the Senate membership increasing to 47% in 2023. 

 
While ACU is moving towards more gender balanced committee membership, with the majority of 
key decision-making committees including at least 40% women’s representation in recent years, 
membership does not reflect women’s overall organisational workforce representation (refer Table 
3.1). A significant proportion of committee roles are ex-officio, which presents challenges for change 
to committee gender composition when a high proportion of senior positions are held by men. 

Actions to enhance career pipelines for women (particularly Key Barriers 1 and 2) and increase 
women’s representation in senior positions will positively impact ex-officio appointments. Further 
steps to improve gender composition of committees are included in the GEAP. 

Intersectional data for the university’s key governance bodies is limited to Aboriginal and Torres 
Strait Islander Peoples by gender. The collection of intersectional data across all ACU’s key decision-
making bodies will be addressed by Enabling action 6.1.  
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(vi) Pay Equity 

ACU’s gender pay gap data for base salary and total remuneration for academic, professional, and 
whole of organisation is provided in Table 3.17, and over time in Figure 3.3. The base salary structure 
for the majority of ACU staff, excluding senior staff, is set by the ACU Staff EA, which stipulates the 
base salary by classification level and increment. Differences in total remuneration for non-senior 
staff would in most cases be the result of salary loadings and/or higher duties allowances received. 
Pay gap differences between academic staff base salary and total remuneration is affected by the 
proportion of men in leadership roles that attract allowances and/or salary loadings offered or 
negotiated by men more successfully.  

Like-for-like analysis demonstrates that gender pay gaps are either close to parity or favour women 
at most levels, the outliers being HEW 10 and senior professional staff (Table 3.18). The overall 
gender pay gap is impacted by the high percentage of women in the lower-mid classification levels 
(HEW 5-7 and Academic levels B & C) and lower proportion at higher classification levels (Table 3.1).  

Annual gender pay gap analyses conducted recently have identified and addressed unconscious bias 
in incremental progression during parental leave and the value of comparable work in remuneration 
reviews as steps to reduce pay inequity. However, further actions are required to facilitate change 
that would reduce the gender pay gap, particularly the large difference in total remuneration shown 
in Table 3.17. 
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3.2 Student Data  
(i) Undergraduate students  

ACU provides a range of undergraduate (UG) study pathways for diverse groups, including: 

• Secondary School leavers using ATAR ranking and early entry schemes. 
• Aboriginal and Torres Strait Islander peoples 
• People over 21  
• People from equity groups 
• Veterans 
• Elite athletes and performance programs. 
 
Approximately 60% of ACU’s UG enrolments originate in Tertiary Admissions Centres (TAC) based in 
Queensland, Victoria, and NSW/ACT, with entry based on secondary school results and additional 
factors relating to community contributions, vocational courses, and work/life experiences. The 
remaining 40% comes from the ACU Guarantee program which offers early entry places based on a 
combination of Year 11 results considering personal circumstances, including those that impact 
equity groups.  
 
Table 3.2.i summarises student numbers for UG, postgraduate by coursework (PG), and higher 
degree research (HDR) students by gender for 2019-2021.10 ACU’s UG women participation rates 
exceed the higher education sector average of 57%.11 This higher concentration of women reflects 
the disciplines and programs taught at ACU, such as Health Sciences (Nursing, Midwifery), and 
Education  (Table 3.2.ii), and are consistent with women’s representation  in nursing and teaching 
professions in Australia at 87%12 and 71%13, respectively . Gender representation in discipline areas 
for Health Management, Exercise Science, and Nutrition is more balanced, as is Business, while Law 
has higher women’s representa�on. Adjustment factors are offered to men as part of the application 
process for courses in Education, Nursing and Midwifery to encourage more men to seek careers in 
disciplines that traditionally attract more women.  

 

 

 
10 Note: applica�on and offer data by gender was not available for all regions where ACU, as a na�onal university, operates. 
Enabling ac�on 6.2 will address this. 
11 Source: Department of Educa�on, Skills, and Employment Student Load Compara�ve Graphs from Student Load �me 
Series 
12 Source: hospitalhealth.com.au 
13 Source: abs.gov.au/ar�cle/students near four million, female teachers outnumber males 2019 
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UG equity group representation for 2021 by gender is detailed shows the proportion of women and 
men within these groups is consistent with ACU’s course profile and overall gender representation in 
(Table 3.2.iii). The data also shows a slightly higher proportion of women from one or more equity 
groups and are more likely to experience intersectional barriers to their success. The university’s 
Widening Participation Plan is addressing this.  
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UG student attrition rates for the three-year period 2017 - 2019 were lower for women and non-
binary students (Table 3.2.iv). At the PG level, attrition rates across were higher, with a notable 
increase for women and non-binary students. Although a much smaller cohort, attrition rates for 
HDR students were lower. Recently introduced initiatives to identify and address risk factors relating 
to UG and PG attrition rates will be closely monitored to inform future actions.  

        

  

(ii) Postgraduate Degree by Coursework and Higher Degree Research (HDR) students  

ACU offers graduate certificates, graduate diplomas, and Masters by coursework with selection 
processes considering UG results, any additional relevant studies, and work / life-related factors.  

Applicants for Masters by Research and PhDs can apply for candidature at any time. Applications 
meeting eligibility criteria are assessed for quality, alignment with university research objectives, and 
supervisor availability. All successful domestic HDR applicants are awarded Research Training 
Program (RTP) fee scholarships to cover tuition costs. Additional stipend scholarships, both internally 
and externally funded to assist with living expenses, are offered twice per year and are awarded 
through a merit-based process and includes part �me students. 
 
To support an institutional wide Indigenous HDR academic pipeline, Aboriginal and Torres Strait 
Islander peoples accepted into HDR program are offered employment during candidature so that 
ACU can build individual and cultural capacity across teaching, research, and service. A full-time 
ongoing identified academic appointment is offered upon successful HDR completion; an initiative 
embedded in the EA. Progress is monitored through the Aboriginal and Torres Strait Islander 
Employment Plan. 
 
Gender representation data for PG enrolments shows lower women’s representation compared to 
UG enrolments. In Education, which has the largest number of PG enrolments at ACU, women’s 
participation is 7-8% lower compared to UG enrolments and this reducing pipeline continues for HDR 
programs.  
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Gender representa�on for HDR students in Table 3.2.vi captures the decrease in women’s 
representa�on.  The forma�on of the Graduate School of Research from 2024 is expected to provide 
addi�onal supports to enhance HDR performance across the ins�tu�on. 

Scholarship funds awarded to students in 2021 (see Table 3.2.vii) shows women received 80% of 
available funds; higher than their overall representation (refer Table 3.2.i). The changes to HDR 
student support will provide data that unpacks gender differences for HDR scholarship recipients in 
the future. 
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Sec�on 4.1 – Entry to the workforce 

 
4.1.(i) Recruitment 

Recruitment data provided in Table 4.1.i shows a higher number of women submitted applications 
and were shortlisted. The overall appointment rate is slightly higher for women than men, and these 
success rates do not support recruitment as a key barrier. Internal recruitment data is included in 
Section 4.2.v, as it is more relevant to internal career progression opportunities and informs actions 
to address Key Barrier 1. 
 

 

 
 
External recruitment data is provided for academic and professional staff in Tables 4.1.ii and 4.1.iii. 
Data for the 2021 reporting period shows at most levels, (for professional and academic staff), 
women were successfully appointed at higher rates than men.  The exceptions were HEW 10, where 
the proportion of women was 50% and senior professional staff, where two men were appointed. 
The low numbers preclude identification of any trends. Application and shortlisting data will be 
available from 2022 as recruitment data is now hosted on an internal platform and can provide more 
comprehensive reporting.   
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Intersectional recruitment data identifying factors such as cultural background, sexual orientation 
and people with disabilities is not currently collected. In 2022, the university transitioned its online 
recruitment system to integrate with the People and Capability information system.  This will enable 
the collection of intersectional data for all applicants once the intersectional data categories are 
accessible. (Enabling Action 6.1).   
 
Policy, Procedures and Practices  
ACU’s recruitment and selection practices are supported by a policy and procedure framework that 
supports inclusive recruitment including: 
• Messaging on the “Careers at ACU” web site highlighting that ACU is an inclusive workplace that 

welcomes people from diverse backgrounds, including people of all faiths. 
• Recruitment support provided by the People and Capability Talent Management Team, 
• Training for panel chairs, hiring managers and selection panel members, reinforcing an 

equitable, consistent, and transparent approach to recruitment across ACU.  
• A requirement for mixed-gender recruitment panels.  
• Ensuring that executive search agencies for senior staff recruitment are briefed about the 

university’s requirement for gender balance in sourcing and referring potential candidates.  
 
There is evidence of inconsistency and areas for improvement in inclusive recruitment and selection 
practices. Text responses from ACU’s Gender Equality, Diversity, and Inclusion (GEDI) survey 
included the following themes:  

 
 
In addition, myVoice Survey responses included the following results:  
• Only 47% of women and 48% of men agree that ACU is good at selecting the right people for the 

right job. 
•  Concern related to attracting applicants, with only 47% women and 41% of men agreeing this 

was managed well by the university.  
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4.1.(ii) Induction 

The induction and onboarding of staff members at ACU includes a range of activities focussed on 
engaging staff with the Mission and values of the organisation, embedding a shared commitment to 
the dignity of the human person and the common good. This complements ACU compliance training 
which covers responsibilities relating to workplace behaviour expectations that support 
inclusiveness, and a safe and respectful working and learning environment.  
 
All new staff are required to complete ACU’s induction program within the first six months of 
commencement, which includes a combination of face-to-face interactions, training workshops, and 
online modules. One on one orientation and onboarding with the staff member’s supervisor also 
occurs.   
 
Table 4.1.iv describes induction modules and completion rates in 2021 as a proportion of new 
external appointments. There is little gender difference in participation and not all staff completed 
the program within the first six months of joining ACU.  
 
In addition, training modules are offered to equip new academic staff with tools to support teaching 
in ACU’s learning environments, including a focus on supporting diverse student needs and inclusive 
education, the use of technology, scholarly development, and curriculum design. 
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Although there was positive feedback about the induction program, staff responses from the 
myVoice 2022 staff engagement survey to the statement “When people start in new jobs at ACU 
they are given enough guidance and training” showed 50% satisfaction from both women and men. 

Staff feedback on Induction   
• High levels of overall satisfaction.   
• Satisfaction rates for one-on-one onboarding and induction with supervisors were lower than 

other induction components, which is an indicator of inconsistency in approach and skill 
levels.  

• Academic staff from diverse backgrounds want more induction regarding the Australian 
higher education system, administrative arrangements, and workload. 
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4.1.(iii) Support given to PhD students for career progression 

ACU’s commitment to supporting and preparing its Higher Degree Research (HDR) students has 
recently been reinforced in the university’s Research and Enterprise Plan 2022-2023. A key objective 
(Figure 4.1.iii.1) is to enhance Capability and Capacity by increasing pathways and opportunities for 
HDR students and Early Career Researchers (ECR), to ensure ACU develops world-ready graduate 
researchers, along with a pipeline of graduates who are supported to transition to academia. 
 
The Capability and Capacity priorities of the Research and Enterprise Plan focus on:    
• Continued growth in the number of HDR completions and HDR enrolments   
• Enhancing HDR candidature experience, including increased end-user and broader industry 

partner collaboration (e.g., career development programs)   
• Implementing the ACU ECR Development scheme   
• Reviewing the structure and role of all research centres in consultation with faculties  
• Training and mentoring for HDR supervisors. 
 
 
 

  
Figure 4.1.i The research ecosystem.   
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In 2024 the Graduate Research School will commence, bringing together staff with HDR 
responsibilities from across the university, to enhance the postgraduate student experience and 
increase HDR enrolments.   
 
Table 4.1.v provides a summary of ACU HDR graduates employed at the university by faculty and 
gender. A higher number of women graduated over the three-year reporting period, and more 
women were successful in obtaining employment at ACU. The small numbers preclude identification 
of trends but do provide evidence that there are career opportunities for HDR students. Currently, 
there is limited feedback from HDR students regarding the support provided for transitioning to 
academia. This will be a focus for the Graduate Research School in the future.  
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Sec�on 4.2 - Developing and Progressing the Workforce 
 
(i) Professional Development  
 
Professional development is informed by the Capability Development Framework (CDF),that 
articulates ten core competencies that support individual capability development. The current CDF is 
displayed in Figure 4.2.i. noting the Lead Self competencies are being revised to reflect a more 
contemporary approach that includes personal accountability for behaviour.   
 
Figure 4.2.i.1: ACU Capability Development Framework Core Competencies 
 

 
Professional development programs are delivered through a combination of self-directed learning 
through the LinkedIn learning platform and the university’s learning hub, and virtual and face-to-
face workshops and seminars. Programs are open to all staff members, including casual staff with 
approval from their supervisor. Dependant on the role, casual staff paid by activity, such as lecturers 
and tutors, may need to seek approval to cover additional work hours, which can be a barrier to 
participation. Casual staff participation rates for all programs will be monitored to ensure casual 
staff have opportunities to engage in professional development. 
 
Professional and career development programs offered include:  

• emerging leaders’ programs targeting staff at relevant classification levels to develop their 
leadership capabilities; 

• leadership programs for supervisors to build effective leadership skills;  
• career development programs for staff at all classification levels; and 
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• health and well-being programs focussing on individuals and teams. 
 
Programs are reviewed annually using course evaluation data and participation rates to inform 
future program offerings.  
 
The Centre for Education and Innovation (CEI) and the Office of Research Services provide 
specialised training for academic staff to build capability in learning and teaching and research skill 
development. Discipline-specific development is available in the faculties and research institutes. CEI 
offers workshops, online resources, peer support, and oversees institutional awards and grants 
related to learning and teaching. A Professional Learning Program was introduced in 2022 across 
four levels that align with the Advance Higher Education Fellowship awards. This program supports 
further development, such as Graduate Certificates in Higher Education or Mission and Culture. 
Scholarships are offered for these programs, and 60 women and 36 men have completed the GCHE 
since 2022.  
 
Teaching development grants administered by CEI also provide opportunities for academic staff to 
build their capability. In 2021, six grants with a value of $68,958 were awarded, five of which were 
led by academic women, with a similar ratio of women project team members.  
 
Staff are informed about professional development offerings through a range of communication 
channels including the Staff Bulletin, Workplace, and the online learning and development (L&D) 
calendar. Progress Plan career conversations between staff and supervisors are an important tool to 
enable career development planning. Low rates of Progress Plan completion however, (refer Section 
4.2.iv) indicates inconsistent engagement levels. (Actions 1.5-1.6). 

Participation rates for career and leadership development programs presented in Table 4.2.i.1 show 
higher participation rates for women than men but do not reflect high levels of staff involvement 
overall. The data also indicates lower levels of engagement by academic staff. There was increased 
academic participation in 2020 during the global pandemic in response to changing ways of working, 
e.g., targeted just-in-time training for moving to online teaching and service provision for students. 
This suggests staff engage with professional development programs when they meet specific needs, 
and this will inform actions to enhance engagement (Actions 1.1-1.4).  
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The myVoice 2022 survey results (Table 4.2.i.2) show low levels of satisfaction with training and 
development activities. The results were lower for men, who have been less likely to participate in 
development programs (Table 4.2.i.1). A lack of focus on career planning was an evident area of 
concern, with 53% of respondents expressing dissatisfaction with skill development needed for 
career progression (Action 1.3-1.6).  
 

 
In addition, consultation feedback from staff members, including those exiting the university (refer 
Section 3.1i.v) highlighted support for career development as an area in need of action.  
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Consultation feedback also indicated some staff felt opportunities to participate in committees could 
be improved. Currently, staff are supported to become members of internal committees by 
supervisors providing guidance in identifying and recommending development opportunities. 
However, this may occur inconsistently (Action 1.5-1.6).  
 
The university offers academic workload allocations for staff chairing internal committees beyond 
their position requirements.  A high proportion of these staff were women in FHS and FEA, two of 
ACU’s largest faculty groups (Table 4.2.iii.1). Academic staff membership of committees does not 
usually receive a specific workload allocation, with participation accommodated by the annual 
mandatory workload allocation of 10% for service-related activities.  Membership of external 
committees relevant to the staff member’s role that provides career development opportunities can 
attract workload allocations, dependant on the commitments required and level of engagement. See 
Section 4.2iii for more on Workload. 
 
Informed by the evidence in this Section, and Section 4.2iv, Support for Career Development and 
Progression is Key Barrier 1. Actions to address this Key Barrier will: 

• enable targeted effective professional development offerings that engage all staff cohorts 
• develop leadership capability to assist career planning 
• support staff member’s career aspirations  
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(ii) Support offered when applying for research funding and demonstrating research impact 

The university's Research and Enterprise Plan guides activities that support research funding and 
research impact. The Office of Research Services (ORS) oversees support and guidance for grants, 
including sourcing funding, contract and data management, collaboration, and impact support. All 
major grant scheme applications undergo peer review. ORS also collates publication data and 
citation metrics for all staff. Faculties and Research Institutes provide further support for grant 
writing, as well as seminars focused on demonstrating research impact.    

The Research and Enterprise Funding Policy outlines the schemes available to support staff success, 
including: 
• Competitive Grant Start Up ($20k) 
• ECR Development ($20k) 
• PartnershipInvest ($50k) 
• Translate4Impact (up to $100k) 
• Research Awards for Women Academic Staff (RAWAS) ($12.5k x 6). 
 
The RAWAS is a key gender equity initiative which has offered up to $12,500 in funding to women 
academic staff returning from parental leave to assist them in re-establishing their research profile. 
Additionally, women academic staff who present at a conference in Australia or overseas can apply 
for up to $1,000 to cover childcare costs. In 2023, the scheme was expanded to support all staff 
returning from parental leave.  
 

Grant Application data for relevant external (e.g., ARC/NHMRC) and internal grants and funding14   
 
External grant application numbers and success rates by gender for 2019-2021 are presented in 
Tables 4.2.ii1 – 4.2.ii.3. Success rates for external grant applications tended to be slightly higher for 
women for most categories, apart from 2021, where results for men were 7% higher for Category 1-
3 applicants, and 2% higher for lead investigator success. This may have been related to the COVID-
19 pandemic, which was mentioned in requests for Achievement Relative to Opportunity (ARtO) 
consideration in the 2022 and 2023 academic promotions round. Further monitoring of grant 
application numbers and outcomes will occur through the Research and Enterprise Plan.  

 
14 Consider those grants and funding schemes that are most relevant for the Ins�tu�on.  
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Internal grant success rates increased for women between 2019-2021 (Table 4.2.ii.4). This includes 
the RAWAS mentioned above.  

Assessment and recognition of research impact15  
 

Research impact is measured in several ways. ACU’s primary KPI in this domain has been “Research 
that is ‘at or above world standard’ and ‘well-above world standard’ in research strategic priorities”.  
 
Attainment of ‘at world standard’ is primarily measured in research outputs (publications) using 
citation metrics such as Scopus’ Field-Weighted Citation Impact (see Table 4.2.ii.6). In addition, 
research impact is recognised beyond the contribution to academic research: 
• ACU recognises knowledge translation and impact in the Research and Enterprise Plan 2022–

2023. 
• The annual Vice-Chancellor’s Staff Awards for Excellence in Research and Research Partnership 

includes a criterion about impact. 
• The Translate4Impact scheme recognises potentially impactful research and funds small and 

large knowledge translation projects.  
• Research engagement and impact is recognised in research workload allocation. 
• Evidence of quality, impact and esteem are performance metrics in the ACU Promotions 

Framework. 
  

 
15 Consider those demonstra�ons of research impact that are most relevant for the Ins�tu�on, for example research 
publica�ons, commercialisa�on, patents, etc.  
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The number of ACU authors listed on research outputs (publications) has been higher for men than 
women (Table 4.2.ii.5). Women’s research outputs and citation impact are not consistent with their 
workforce representation (59% overall), though a higher percentage of women academic staff are 
Teaching-Focussed, which reduces the likelihood of them publishing.  
 

 
Citation metrics are presented in Table 4.2.ii.6. Field-Weighted Citation Impact has been consistently 
higher for men in humanities, arts, and social sciences (HASS) disciplines. In Science, Technology, 
Engineering and Mathematics (STEM)16 disciplines, the rates were higher for women apart from 
2020, where it was slightly higher for men.  

 
 

 
(iii)  Academic Workload 

ACU’s Academic Workload Policy guides workload allocations for academic activities (teaching, 
research, and other academic activities, including academic leadership and service) as relevant to 
the staff member’s ACP. Supervisors determine workload in consultation with staff annually and on 
an ad hoc basis where required. Workload allocation for teaching is based on subject taught and 
related activities, including student support, tutorials, curriculum development and scholarship of 
teaching. Research workload allocation occurs through an annual application process that considers 
past research performance, future plans, and where requested, the impact of Achievement Relative 
to Opportunity (ARtO). A pro-rata annual allocation of 159 hours is provided to all academics to 

 
16 “STEM” disciplines include publica�ons from Health Sciences disciplines.  
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undertake ‘other university activities’, service-related activities such as committee and working party 
membership and other contributions to the work area.  
 
Key service-related activities requiring additional workload are summarised in Table 4.2.iii.1. The 
data indicates a higher proportion of women undertaking service roles such as heads of discipline, 
national and local course co-ordinators and advisors, and committee chairs. There is also evidence of 
teaching-related ACP staff (disproportionately women) carrying service activities for faculties, and 
corresponding low levels of participation by staff in the research-related ACPs (disproportionately 
men). While some of these activities are teaching related, it appears there is less expectation for 
research academics to contribute to service activities. This disparity can impact on women’s 
opportunity for engagement with discipline-based teaching and research that support career 
progression. Action items 1.1-1.2 and 1.4 will work to enhance development opportunities. 
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Staff satisfaction relating to workload indicated only half of respondents (men and women) felt their 
workload was manageable and enabled them to do their job well (2022 myVoice survey, Table 
4.2.iii.2).  
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Focus group participants stated that managing workload was dependent on their supervisor’s 
approach, again with varying levels of consistency. Anecdotal evidence also suggests that workload 
allocation for some activities does not necessarily reflect the time required to perform them. 
Additionally, ‘invisible work’17 related to teaching and service roles (disproportionately held by 
women), such as developing working relationships with students, staff, and external stakeholders or 
providing support to colleagues to increase their capacity, does not attract time allocation.  

 

(iv) Performance Appraisal 

ACU’s performance appraisal framework supports professional and career development for fixed 
term and continuing staff. In 2021, the university transitioned from a paper-based Performance 
Review and Plan (PRP) to online Progress Plans accessed through the Staff HR portal. Progress Plans 
capture the outcome of staff and supervisor conversations about performance expectations, 
feedback regarding progress, career development and progression planning. Progress Plan user 
manuals, conversation guides and virtual information sessions support the process. 
 
Table 4.2.iv.1 details completion rates for Progress Plans in 2021, indicating overall engagement of 
less than 50% of eligible staff members. Completion rates for the paper based PRP forms in 2019 and 
2020 were around 60%.  The Progress Plan aimed to provide an online process to enhance use, but 
evidence indicates staff, and their supervisors, did not engage as anticipated. Women in professional 
and academic classifications have higher completion rates than men, while a much lower proportion 
of senior women complete (noting the small cohort). The higher engagement rates for women are 
consistent with professional development participation data (Section 4.2.i) and may reflect women 
proactively accessing available career development support. 

 
17 Ashen Caen Crabtree, S., & Shiel, C. (2019). “Playing Mother”: Channelled Careers and the Construc�on of Gender in 
Academia. SAGE Open, 9(3). 
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Table 4.2.iv.2 reports results from the 2022 myVoice Survey. The low satisfaction rates from women 
and men for the item “Enough time and effort is spent on my career planning” is particularly telling, 
aligning with low Progress Plan completion rates. Low scores for “I am developing the skills I need 
for career progression” align with the evidence in Section 4.2.i, while “The performance feedback I 
am given provides me with clear guidelines for improvement” again suggests a lack of consistency in 
performance and career conversations between supervisors and staff members. These support the 
identification of Career Development and Progression as Key Barrier 1 (see Section 4.2.i). Actions 
1.5-1.6 aim to engage staff and supervisors with the Progress Plan to ensure it is an effective tool in 
supporting staff to reach their aspirations.  

 
 
(v) Promotion and pathways for career development  

ACU offers a range of options for staff career progression, including formal academic promotions, 
internal recruitment, secondment opportunities - both horizontal and vertical- and re-classification 
of professional roles. 

Staff are advised of internal fixed-term and continuing vacancies through advertisements on 
Workplace. Internal secondments to fill temporary vacancies provide opportunities for career 
development and enhance cross-institution knowledge and collaboration. Recently there has been 
an increased focus on promoting vacancies to internal applicants, initially prompted by the financial 
impact of the COVID 19 pandemic and continuing to address the ongoing financial challenges faced 
by the higher education sector. Since 2022, the recruitment policy requires vacancies to be 
advertised internally in the first instance, providing more opportunities for staff.  
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Promotion data for professional and academic staff outside the academic promotions process 
encompasses internal appointments at higher levels, higher duties, and re-classification of 
professional staff positions (Table 4.2.v.1). The overall proportion of women professional staff 
appointed to higher level roles on a temporary or ongoing basis was larger than their overall 
representation in the workforce, but this was not the case for women academic staff, except for 
2020, where the need for changes to working arrangements prompted by COVID-19 restrictions may 
have created opportunities. 

 

Staff feedback highlighted concerns about the lack of transparency, consistency and potential 
unconscious bias that can impact access to internal career opportunities (Figure 4.2.v.1).  
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Academic Promotions 
 
ACU offers an annual promotion round for continuing and fixed-term academic staff members. 
Although the process is tailored for the different ACPs, the promotion criteria have been revised as 
part of the Academic Promotions Review Project (see below) to allow more flexibility. They now 
provide 12 domains of academic activity with applicants applying against those that best match their 
work.   

Applicants are encouraged to work with their supervisors to prepare their applications; however, 
consultation conducted at the commencement of the Academic Promotions Review Project in 2021 
identified inconsistency in the collaboration between applicants and supervisors.  

The university offers additional supports including: 

• information and advice sessions for prospective applicants and their supervisors about the 
application process and evidencing the promotion criteria. (Participation rates provided in Table 
4.2.v.2). 

• web-based resources including information sheets and access to successful exemplars.  
• feedback from supervisors and peer reviewers.  
• informal mentoring arrangements. 
 
Training participation data indicates higher participation rates for women for most workshops, apart 
from “Evidencing Research for promotion”, reflecting the lower proportion of women in research 
related ACPs. 
 

Ac�ons to support career progression 

The above findings will inform a review of internal appointment prac�ces as ar�culated in 
ACU’s GEAP. This also,  aligns with the People Plan Pillar “Ensure outstanding career pathways 
for academic and professional staff “ and commits ACU to:  

a. provide visible opportunities and support for career pathways; and  
b. align policies to enable career moves for personal growth and development. 

Ac�ons under Key Barrier 1 to develop leaders, managers, and supervisors, and to increase 
engagement with the Progress Plan will also contribute to enhancing internal career 
opportuni�es (Ac�ons 1.1- 1.3 &1.5-1.6). 
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Promotions Data 

 
Table 4.2.v.3 provides an overview of academic promotions application and success rates by gender 
and classification level. Application rates are mostly lower for women, particularly at Level B to C.  
Success rates for women were higher in most cases, indicating women are less likely to apply for 
promotion but more successful when they do. Nevertheless, because of the low application rates, 
women’s overall promotion rates are lower than men’s. This contributes to the steadily decreasing 
representation of women from Level A to E as noted in Section 3.1.i. 
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Promotion data by Faculty is presented in Table 4.2.v.4. Levels are aggregated as disaggregated 
numbers would be too small for any meaningful analysis. Application rates by gender show low 
proportions of women applicants in FHS, which has the largest number of women academic staff 
(Table 3.4). In faculties with lower women’s representation, the percentage applicant rate was 
higher, due to the small numbers. In most cases women’s success rates were higher than men’s, 
apart for FHS in 2020, which likely relate to COVID-19 restrictions impacts. The evidence indicates 
that actions to encourage more women to seek promotion should increase representation at more 
senior levels.  
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Table 4.2.v.5also provides aggregated data due to the small numbers that preclude meaningful 
disaggregated analysis. There were higher application rates for Academic Leadership and Service and 
research -related ACPs, and lower in the Teaching-related ACPs, which have higher women’s 
participation rates. (Tables 3.11- 3.12). The data did not identify any trends in success rates by ACP.  

 

Promo�ons data for Aboriginal and Torres Strait Islander academic staff is not presented here as the 
cohort size risks individual staff being iden�fied. The data does not provide evidence of Aboriginal 
and Torres Strait Islander academic staff members engagement with the promotions process. 
Initiatives and actions driven by the Aboriginal and Torres Strait Islander Peoples Employment Plan 
will work to enhance carer development and progression for this cohort. 

GEDI survey data provided in Table 4.2.v.5 indicates lower levels of satisfaction for women, which 
aligned with Promotions Review consultation feedback. Staff who had career breaks and/or were 
not in research-aligned career pathways were not confident they could achieve promotion. This is 
not supported by the data (Table 4.2v.4), and effective communication regarding success rates for 
staff in teaching related ACPs could improve application rates for women academics, who are more 
often in these ACPs.  

 
 
Action to address inequities in Academic promotion is being addressed by the Academic Promotions 
Policy Review Project outlined below.  
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 Academic Promotions Policy Review Project 

Actions to enhance academic promotions outcomes are in progress through a comprehensive two-
year review project. The review aims to enhance clarity, transparency, and equity in the promotions 
process, and increase opportunity for career progression. 

Phase 1 implementation in 2022 introduced initial changes that were informed by extensive 
consultation with the university community and included:  

• a revised, principles-based policy and procedure framework that provided increased visibility to 
equity considerations;  

• an updated Achievement Relative to Opportunity (ARtO) Guide for applicants and decision-
makers; and  

• enhancements to application assessment and committee voting to improve impartiality and 
transparency. 
 

Early indications of the impact of these changes were encouraging with slightly increased application 
rates for the 2022 round (Table 4.2.v.2). 

Phase 2 implementation in 2023 has embedded further changes, including re-imagined criteria that 
provide more flexibility for applicants and broadened pathways to promotion.  Further, a move to 
online application submission, reporting and assessment has substantially streamlined the 
application process. There were over 100 applications for promotion in 2023, and more women 
applied than in any previous year.  

  

Promotion is not addressed as a Key Barrier in this application due to the Promotions Review 
Project already underway. Actions under Key Barrier 1 complement the project by focusing on 
career development to support promotion readiness.  (Action 1.1 - 1.2 & 1.4) 

The Promotion Review Project’s success and continuous improvement will be informed by 
ongoing monitoring of disaggregated promotion application and success rates, along with staff 
consultation, to identify inequities. 
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Sec�on 4.3 – Support for career interrup�ons and caring 
responsibili�es 
 
4.3.(i) Parental leave uptake and return rates  

ACU’s parental leave entitlements are enshrined in the EA and described in the Parental Leave 
Policy. In 2001, ACU became the first Australian employer to offer up to twelve-months’ paid 
parental leave to women primary carers, including 12 weeks at full pay and 40 weeks at 0.6 pay. In 
2014, this entitlement became available to all continuing and fixed-term staff who are primary 
carers, regardless of gender.  

Primary carer parental leave entitlements were revised in the 2022- 2025 EA, providing more 
flexibility in how staff access parental leave, (see Table 4.3.i.1).  In addition, fixed-term and 
continuing staff can access paid carer’s leave entitlements. 

  

Current policy restricts uptake of leave arrangements to a child’s first birthday or first year of 
adoption/permanent placement.  There is an exception for couples both employed at ACU that 
provides flexibility for couples to access their leave entitlement within 24 months. Feedback 
indicated some staff may utilise, for cultural reasons, other carer support arrangements within their 
family or community, which makes uptake in the first 12 months of a child’s life less useful than at 
later periods. Future reviews of the Parental Leave Policy will consider more flexible options for 
parental leave access.  
 
Table 4.3.i.2 demonstrates most staff who accessed primary carer’s leave from 2019-2021 were 
women, with most men taking secondary carer’s leave.  Factors impacting men not accessing 
primary carer’s leave could relate to personal choice but may also be affected by perceptions about 
the support and opportunities for staff with caring responsibilities, indicated in survey data and 
focus group feedback (Section 4.3.ii).  There was some variation in parental leave uptake over the 
three-year reporting period, likely to be related to uncertainty during the global pandemic. Future 
uptake data will be monitored for any trends.   
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Actions to embed feedback mechanisms into the operation of ACU’s parental leave procedures 
beyond general surveys could inform continuous improvement. (Action 2.1). 
 
Parenting rooms, for staff and students are available on all campuses, providing a space with 
furniture, refrigerator, and microwave. Feeding primary carers returning to work are often reliant on 
expressing or ceasing day-feeds, which requires personalised flexibility and support. Increasing 
awareness, reviewing the location and quality of available parenting rooms, the relevant policies and 
leave entitlements, and considering more options to support primary carer feeding (for staff and 
students) could support the university’s efforts to improve retention of staff returning from parental 
leave. (Action 2.1-2.2). 
 
ACU supports women academics who have utilised parental leave through its Research Awards for 
Women Academic Staff policy (described in Section 4.2.ii.) and Childcare Support for Women 
Academic Staff policy which provides childcare funds to women academic staff to attend 
conferences. Both these policies were recently updated to incorporate a more inclusive approach 
that offers these entitlements to all staff who are primary carers to encourage shared caring 
responsibilities.  
 
GEDI survey results relating to family responsibilities (Table 4.3.ii.2) indicated women were less 
satisfied than men (by about 10%) with the university’s approach to supporting staff with caring 
responsibilities. Satisfaction levels could be improved for men and women, and this was reinforced 
by focus group feedback (Figure 4.3.i.). Key themes regarding what could be improved included 
better communication regarding support offerings, education to support an informed and consistent 
approach from supervisors and managers and reducing stigma that staff with family responsibilities 
experience. (Actions 2.3 & 2.5). 
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4.3. (iii) Childcare  

ACU does not operate childcare centres on its campuses. During 2016, a Gender Equality Pulse 
Survey was undertaken to gather staff views on childcare preferences and requirements.  While 
responses varied (possibly relating to campus location), in 2017 the university provided funds for a 
childcare referral service.  Since inception the service has had limited uptake with 47 staff members 
(44 prior to the pandemic) accessing the service. 

Actions to address Key Barrier 2 will seek to understand the requirements of working parents at ACU 
and provide appropriate and tailored options to support staff retention and career progression 
(Actions 2.3 & 2.4).  

4.3. (iv) Carer’s Leave, caring and cultural responsibilities 
 
Policy, Process and Practice 

ACU provides a range of paid Personal/Carer’s Leave options for fixed-term and continuing staff 
with caring responsibilities: 

• Carer’s Leave component of Personal/Carer’s Leave is ten (10) days per annum, accruable from 1 
January 2010.  

• Grandparents are entitled to take up to ten (10) days personal/carer’s leave during the six (6) 
month period commencing from the date of birth of their grandchild/ren, and can use accrued 
personal leave for illness, injury, or unexpected emergencies. 

• Aboriginal and Torres Strait Islander cultural and ceremonial leave is an additional ten (10) days 
per annum.  

• Staff are entitled to ten (10) days per annum Family or Domestic Violence Leave and ‘can make 
applications for additional leave.’21 GEDI Survey results reported in Table 4.3.i.3 indicate staff 
were satisfied they would be supported if they require family violence leave (W:92% M 95%).  

 

Additional non-leave supports such as flexible working arrangements (refer Key Barrier 5) and 
training programs that support staff well-being are offered throughout the year. 

 
21 Support for Vic�ms of Family or Domes�c Violence policy. 
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Sec�on 4.4 – Providing a safe, equitable, and inclusive environment  
4.4.i Institutional culture 

ACU’s culture is underpinned by its Mission: commitment to the pursuit of knowledge, the dignity of 
the human person and the common good. In the 2022 myVoice Survey, the statement “I believe in 
the values of ACU” was supported by 90% of overall respondents. Table 4.4.i.1  provides responses 
from a range of diversity groups, and is consistent with the overall satisfaction rates, which indicates 
broad support for the university’s Mission and values.  

 

As a faith-based institution there can be challenges that require a transparent and consultative 
approach to ensure all areas of the community feel safe and respected, and that their perspectives 
are heard and valued. Recently, concerns were raised by the ACU Ally Network about the university’s 
response to the display of a Pride Flag in a campus library during 2023 World Pride Week, which 
resulted in media coverage of the incident. These concerns were shared by the broader university 
community. The university’s senior executive consulted with the Ally Network, acknowledged this 
was not consistent with the university’s values, and committed to actions to support the LGBTIQ+ 
community. There was a written apology from the Vice Chancellor to all staff and students and 
visible support from senior leaders of events for IDAHOBIT and Wear it Purple Days which occurred 
on all campuses. This incident shows that a proactive approach is needed to ensure an inclusive 
university community.  

  

 Images from recent university events supporting the LGBTQI+ Community.  

Table 4.4.i.2 reports staff engagement survey results for workplace culture by gender and other 
demographic categories22. Gender identity beyond the binary is not included as no respondents 
identified in this demographic category. Survey results are not available by sexual orientation as this 
was not included in the survey’s demographic questions. A consistent approach for future 

 
22 Please note approval was received from SAGE on 4.8.22 to map ques�ons from the university’s GEDI Survey (2021) and 
myVoice Survey (2022) to the ques�ons in the Athena Swan applica�on guide.   
23 Source: 2021 ACU Workplace Gender Equality Agency Compliance Report. Manager employment category total n=371 
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engagement surveys will be implemented to ensure all diversity group responses can be monitored 
and reported on (Action 3.7). 

Table 4.4.i.2 also shows satisfaction rates by gender were generally over 70% for most questions, but 
lower for questions related to; comfort in challenging inappropriate behaviour at work (refer Section 
4.4.ii, Key Barrier 4), the perception of organisational belief in staff talents and abilities (refer Section 
4.2.i and 4.2.iv, Key Barrier 1), and inclusiveness in decision making. Satisfaction rates regarding 
senior leadership actively supporting diversity and inclusion were 10% lower for women than for 
men.  

There was variance from the total average satisfaction scores in some categories from respondents 
who identified as members of diversity groups. This is particularly evident in the responses to 
whether ACU has a positive culture. Action item 3.4 will work to address this, supported by Enabling 
action 6.1, which involves consultation with staff from marginalised/underrepresented groups that 
will inform future actions to enhance inclusiveness. 

Focus group feedback provided suggestions to improve ACU’s culture of inclusiveness (Figure 
4.4.i.1).   Action items 3.3 and 3.4 address this feedback. 
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Having regard to the survey data and focus group feedback, embedding inclusiveness in the 
Institution’s culture has been identified as an area for improvement and forms Key Barrier 3. This 
aligns with the ACU People Plan’s Diversity and Inclusion pillar which commits to “Promote and 
support a diverse workforce and a culture of inclusiveness” (Figure 4.4.i.1), as well as the Gender 
Equality, Diversity , and Inclusion Framework 2021-2025 (GEDIF) pillars (Culture of Inclusiveness, 
Equity and Access to Opportunity and Valuing our People), and the Gender Equality Action Plan 
2022-2025 (GEAP). Figure 4.iv.2 illustrates the alignment between the university’s strategic 
framework and GEDI programs and initiatives that will support success. 

 

Figure 4.4.i.2 ACU People Plan 2022-2025 Key Pillars  
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Figure 4.4.i.3 Overview of Gender Equality, Diversity and Inclusion Framework, Drivers, and Initiatives 

In addition, the Aboriginal and Torres Strait Islander Cultural Capability Framework, Reconciliation 
Action Plan, Aboriginal and Torres Strait Islander Employment Plan and student-focussed Belonging 
Strategy and Widening Participation Plan enable actions to embed a culture of inclusiveness. The 
following networks and societies, supporting diverse staff and student groups, are consulted to seek 
their feedback regarding policies and programs that can impact inclusiveness. However, more work 
is required to ensure all voices are included in the conversation.  

• Autism @ ACU 
• Student religious and cultural societies 
• Student Veterans Society 
• Ally Network for Staff and Students  
• Indigenous Higher Education Units support Aboriginal and Torres Strait Islander students 
• Aboriginal and Torres Strait Islander Staff Network 
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4.4. ii Preventing and responding to bullying, harassment, sexual harassment, and discrimination 

ACU’s Mission and Code of Conduct for Staff emphasise the importance of providing a safe and 
inclusive workplace where individuals feel valued and respected. This guides the university’s 
approach and actions to respond to and prevent bullying, sexual harassment, and discrimination. 
The Vice Chancellor and President has publicly communicated his commitment to zero-tolerance for 
inappropriate behaviour and is visibly supportive of the Safeguarding and Student Safety Advisory 
Committee that works to provide a safe, respectful, and inclusive learning and working environment, 
focussing on addressing sex-based violence and sexual harassment.  

All staff are required to complete discrimination, harassment, and bullying training, during induction 
and refresher training every two years, to ensure they are aware of their rights, responsibilities, and 
steps that can be taken to address concerns. Records indicate over 80% completion rates for this 
training and online training will be rolled out in November 2023. ACU’s induction program, which 
includes discrimination, harassment, and bullying modules, will be extended (from Dec 2023) to 
include casual and sessional staff.  

GEDI Survey responses provided in Table 4.4.ii were positive about ACU encouraging respectful 
workplace behaviours (overall 82%; W 81%; M 85%). However, women were less likely to agree that 
ACU takes steps to eliminate bullying, harassment, and discrimination (W 62%; M73%) or feel safe to 
challenge inappropriate behaviour at work (W 58%; M 70%). Further, only 50% of people with 
disabilities and Aboriginal and Torres Strait Islander people reported feeling safe to challenge 
inappropriate behaviour at work, 12% lower than the overall satisfaction rate.   

The university’s complaint management framework addresses inappropriate and discriminatory 
behaviours, including harassment and sex-based harassment.  It includes comprehensive policies, 
procedures, guidelines and options for students and staff to raise concerns informally and formally. 
Where a complainant has concerns about being identified, there are also options for staff and 
students to lodge a complaint through an anonymous protected disclosures process.  

An analysis of formal complaint data has been undertaken. Details are not reported here due to the 
low numbers in each category (<6). The complaint data indicates that formal investigations were 
conducted, and action was taken to address inappropriate behaviour, including disciplinary action 
where there was a finding of misconduct.  The consequences for proven allegations of misconduct or 
serious misconduct against a staff member depend on the seriousness of the allegations, ranging 
from mediation or formal counselling to demotion or dismissal. 

The data does not include issues raised informally with managers and resolved at the local level. The 
informal process guides supervisors and managers to seek advice and support from People and 
Capability and requires them to inform and update their upline about the matter, the steps taken to 
resolve it and any potential risks and concerns. This ensures senior leaders have oversight of issues 
occurring in their organisational area that may require targeted interventions. In situations where a 
complaint matter cannot be resolved informally, it is escalated to the Employment Relations Team 
who support the process. Investigation to increase ACU’s understanding of informal complaint 
resolution and better support early intervention is planned (Action item 4.1). 
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Despite the low numbers of formal complaints, responses to the 2021 Gender Equity, Diversity and 
Inclusion survey indicate that 16% of respondents have experienced bullying, 8% sexual harassment 
and 10% discrimination, with women experiencing them more than men (Table 4.4.ii). The main 
reasons for not submitting formal complaints include concerns about negative consequences for 
reputation and career, not feeling it would make a difference, or the process being embarrassing or 
difficult.  

Feedback from focus groups was consistent with survey findings in relation to concerns about 
negative consequences that staff may face for making complaints about inappropriate workplace 
behaviour, and highlighted inconsistency in supervisor capability to manage complaints. Participants 
emphasised the need to enhance leadership capabilities to address issues with sensitivity and 
empathy, and to provide more support for complainants. 
 
Based on this evidence, Key Barrier 4 is “Understanding and improving the experience of staff who 
experience bullying, harassment, sexual harassment and discrimination in the workplace”. Action 
plan items to address this Key Barrier will be integrated with relevant GEAP actions, including public 
reinforcement of ACU’s zero tolerance approach by senior leaders and building supervisor and 
manager capability to manage workplace issues. The Athena Swan action plan to address Key Barrier 
4 will focus on: 
 

 
 

Additionally, consultation to inform Action 6.1 that will address intersectional data gaps will support 
the university’s actions to enhance safety and feelings of belonging for diversity groups.  
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4.4. iii Flexible work practices 

ACU offers a range of formal and informal flexible work arrangement (FWA) options that support 
staff in managing their work-life balance.  This is enabled by EA provisions, the Flexible Work 
Arrangements Policy and guidelines for supervisors and staff.  

Arrangements to work flexibly occur through conversations between staff members and their 
supervisors, and includes the following options: 
• Temporary or permanent changes of work patterns to part time to support individual personal 

circumstances. 
• Working remotely for up to two days per week (pro-rata). 
• Compressed working week to reduce the number of workdays. 
• Job sharing. 
• Informal flexible arrangements including changes to start and finish times and ad-hoc requests 

for flexibility relating to individual personal circumstances. 
 

Arrangements for the timing of meetings, development opportunities and social gatherings 
that accommodate staff with flexible work arrangements are managed by work area leaders. 
There is not currently a university-wide approach to ensure consistency of application. Action 
Plan item 5.1 will address this by developing a university-wide flexibility framework.  

 

Regular communications promote flexible work options to staff and supervisors through the 
Staff Bulletin, Workplace social media posts and emails from senior leaders, linking to 
resources and reporting on usage rates. Interactive webinars providing guidance to managers 
and staff about the process and having effective conversations about flexibility are offered on 
a regular basis. There have been high levels of engagement from supervisors and managers, 
with 271 participants in 2020 and 2021, approximately 70% of staff in supervisor or manager 
roles23.  
 
Table 4.4.iii.1 reports the number of staff with formal FWAs in place at 31 March 2021 as a 
proportion of total staff representation.24 More women have formal arrangements in place overall, 
with a substantially higher proportion of professional staff.  
 
The table does not include local informal FWAs in place by agreement between staff and 
supervisors. In addition, academic staff formal FWAs reported are likely to be lower than actual 
numbers, as historically, informal flexible arrangements to meet teaching and research 
commitments have been in place and have not been formalised.  

 
 

23 Source: 2021 ACU Workplace Gender Equality Agency Compliance Report. Manager employment category total n=371 
24 Recording of formal flexible working arrangements commenced in 2020, therefore data prior to March 2021 is not 
available. 
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Table 4.4.iii.2 explores usage of FWA options by gender and classification, with change of location 
the most used option. Of note, the compressed working week is higher for women academic staff 
than other groups, which could support managing work/life priorities. The higher proportion of 
women with work pattern changes, which captures work hour adjustments within employment 
fraction, is likely to be due to changing teaching schedules or personal circumstances.  The higher 
proportion of academic men with changes to work hours, capturing increased or decreased work 
hours could reflect a split to two fractional roles or relate to personal or career related 
circumstances. 

 
The GEDI Survey responses reported in Table 4.4.iii.3 indicate that while more women are 
working flexibly, academic and professional women staff are less satisfied they have the 
flexibility needed to manage work and other commitments. Additionally, their views about the 
impact of flexibility on their career were more negative than men’s, however there were lower 
satisfaction rates from all groups. The lower usage of FWAs by professional men and academic 
staff could indicate the perception of negative career impact discourages usage of formal FWAs. 
Notably, women professional staff, who have high uptake of FWAs had the lowest satisfaction 
for the item relating to a  positive culture surrounding FWA at ACU. Lower academic staff 
satisfaction regarding the  institution’s culture appears inconsistent with responses about their 
confidence that flexibility requests would be considered and may relate to historical approaches 
providing informal FWAs for academic staff members previously mentioned.  
 
Focus group feedback was consistent with survey responses (Figure 4.4.iii.1). 
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Key Barrier 5: “Ensuring the availability of flexible work for all staff members and managing potential 
impact on career opportunities” will address the issues raised in this analysis through the actions 
plan items. 

 
These actions are also likely to have an impact on Key Barrier 1 Career Development  and 
Progression and Key Barrier 2 Support for Caring Responsibilities. 
 
4.4.(iv) Equity and Diversity policies and procedures 

ACU’s key equity, diversity and inclusion policies and procedures support: equal employment 
opportunity, gender pay equity, health, safety, and wellbeing, and aim to eliminate discrimination, 
harassment, sexual misconduct, and bullying. New and revised policies and procedures are socialised 
through university communication channels and, where appropriate, supported by targeted training 
programs. The university’s leadership development programs include content to build capability in 
inclusive leadership.  
 
Feedback throughout this application, however, has indicated that staff have concerns about a lack 
of consistency in the application of policy and processes. Actions to develop supervisor and manager 
capabilities in the application of people management policies and processes are aligned with all five 
identified Key Barriers. This also aligns with the ACU People Plan Pillar regarding leadership 
development, which will occur through an inclusiveness lens (Figure 4.4.i.1). 
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4.4.(v) Equity impact assessment of all policies, practices, and procedures 

ACU’s policies and procedures framework is managed by the university’s Governance Directorate 
and provides that policies and procedures should support the university’s Mission and values and 
comply with relevant legislative requirements and standards. Policy review is required every five 
years at a minimum, and consultation with key stakeholders is mandated. New and revised policies 
are communicated to the university community through staff bulletins and supported with training 
and written resources where required. As stated throughout, ensuring consistent application of 
policies and processes across the university will be embedded in the actions to address the five Key 
Barriers. 
 
While it is expected that equity and diversity considerations occur in policy, procedure and program 
development and review, this is not currently articulated in the policy and procedure framework. 
The university policy framework is currently under review and actions to embed the use of inclusive 
language are in progress, supported by an inclusive language guide driven by the GEDIF. Recent 
policy and process reviews that have incorporated equity considerations include: 
• The review of the Children on Campus and Primary Carer feeding Policy incorporated inclusive, 

gender-neutral language that encompassed non-birth parents and carers.  
• The Promotion Review project team developing the 2023 Academic Promotions considered the 

impact of gendered language on willingness to apply for promotion. Adjustments were made to 
the language used in the criteria to address this.  

 

 
Gaps in workforce and student data for underrepresented groups were identified in this analysis and 
will be addressed by enabling actions 6.1. Review of this data, and further consultation with 
underrepresented groups will inform future policies, procedures, programs, and initiatives to ensure 
ACU is a supportive and inclusive working and learning environment. 
 

4.4.(vi) Visibility of role models 

ACU uses a range of communication channels to celebrate the achievements of staff and students, 
steered by brand guidelines that support empathy and inclusiveness, aligned with the university’s 
Mission. An example is ACU’s Impact Magazine, an external facing publication that promotes the 
university’s positive global impact, showcasing the achievements of ACU community members from 
diverse backgrounds and lived experiences.  

Arrangements for university events consider the diversity of contributors. This approach has been 
led by the Vice-Chancellor and President, who requires confirmation of gender diversity at events 
where he is requested to speak. The request form includes the following statement: 
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“Professor Skrbis has a strong commitment to gender equality as such could you advise whether the 
speaking panel will have gender diversity.” 

In addition, Professor Skrbis has recently accepted an invitation to join the Athena Swan Australia 
Advisory Committee and is looking forward to contributing to progressing GEDI outcomes through 
the Athena Swan process. He is a WGEA Pay Equity Ambassador and communicates his commitment 
to pay equity within the university and in external forums. 

Recent ACU events to enhance the visibility of inclusiveness have included:   

• Hosting the Equity @ ACU Symposium in October 2022 and September 2023, a professional 
learning event that brought together leaders and experts in equity and diversity to celebrate 
ACU’s diverse community and commitment to equity and inclusion and explore cultural and 
structural change for future impact. 

• Co-sponsor of the 2022 HEDx Live event on the topic of Gender Equity and Inclusion in 2022 
• Annual International Women’s Day events that feature women from across the university with 

intersectional diversity, sharing their diverse perspectives and lived experiences. 
  

 

 

  
















































