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1. INTRODUCTION/SUMMARY

Under the leadership of the Vice-Chancell@oPtaies Garnett, the 12-month’s reportinigageriod
seen us move beyond the activities associa@aiyémations and establishment and begintto live o
our Vision: To be a thriving university th&a Oardsgferent and takes advantage of its emggaphy

and demography to benefit the whole commugtitgducation, research and community engagement.

During 2006 we began to articulate what it rneansegional leader in education and research and
asset to the broader community through theiamtroidiine new Futures Framewatkr-5h 10”. The
Futures Framework will focus the Universitientiiia areas and commits to the Univarsity bei
benchmarked in the top band of Australian ipelditemas defined by key elements, progm@asivel
the next 10 years.

Charles Darwin University is one of the larissrenmpthe Northern Territory. Being anremhploye
choice for current and potential staff membarmmisoa us. Over the past few years, thetyyhagersi

been moving towards a more coordinated apptaHatetelopment, mentoring and advancement. The
past year saw various components of this cbenegntdmong these is a formal Competency kramewor
for the institution. Supporting the Competemoyokas an expansion of the University’ ©pabfessi
development offerings, including a residestshile@dogram run in partnership with ViaterstyJni

The University also released, in 2006, a newusdigeployment Strategy. Supporting this Strategy
Charles Darwin University was one of five Nertliery businesses to sign a Memorandum of
Understanding with the Commonwealth Minisfgoyondfrhand Workplace Relations to provide more jo
opportunities for Indigenous Australians.

The Support and Equity Services Division, edtablb04 and reporting to the Executive Director,
Corporate Services, provides support for betidl staifients including the Alice Springs cabenisain
Australia. New staff grievance processes oderecthtin late 2006. This new process encoaifaiges st
resolve their issues informally and as closeowrtheorkplace as possible. A program aflitn@ds-c
awareness training for all staff implementyd2d0€ais providing a rich understanding oklasingsto
Indigenous Australians and the implicatiodefts siud staff at the University.

In reviewing our past reports to EOWA it cam ltkasdhe University has evolved into one that
demonstrates an improved balance in senior aradigerneral staff positions. Early indicatithrag ar
this is likely to improve further during thierepoeimg period.

The University continues to be committed emdqinitgrsity issues as demonstrated in timg followi
report.

Professor Helen Garnett PSM
Vice-Chancellor



2. WORKPLACE PROFILE

In total Charles Darwin University employs it 388 staomen comprising 58% of the total staff
numbers, a slight increase on the previous year.

Full statistical data are attached. Staff nusmbdarsireased over the reporting period but women
have retained their majority. Significanegantisig the workplace profile are listed below.

HE Academic Staff

401 Higher Education academic staff, with rememdaqually represented.

Women have significantly increased representatgpoantracted employees, particularly among

those with contracts for 3 or more years of entploym
Men hold the majority (61%) of full-time tesitioat pa small increase from last year.

Men also occupy the majority (62%) of tenivadlfpasitions, a more significant increase than

the last reporting period, although the totas movobasd are small.
A significantly greater proportion of womenthendtiaxad casual positions.

In a five-increment salary scale men predontieakéghier levels of C, D and E occupying 62%,
56% and 67% of the positions respectively, altroaghhave increased representation at each
level in the past year.

Women staff at levels A - D have remaineal d&&aisiito 2006.

Of the 8 staff promoted by internal processesvmen. Of the 13 staff recruited externally at
Level E, 46% were women.

Of the 54 academic separations, 32 were worlrenstaidentical number to that reported last
year.

VET Staff (Staff on TAFE Lecturers Award)

Of the 328 staff employed 160 (49%) are womerslighily more in percentage terms than in
2006. 68% of casual staff positions are occuemdlds;, a higher percentage than in the last

reporting period

61% of full-time tenured positions are occupéed B0% of tenured fractional positions are held

by women, although there are only 5 tenuredl|fpaditions in total.

On a four level salary scale women dominatd tatetpory (Ill) with 56% of the positions. In
category one, the sole employee is a womangtherthvo categories men have greater
representation. This distribution is almostl mehtR006.



68% of casual staff positions are occupieddsy éemgher percentage than in the last reporting
Women represented 42% of VET separationsigaitewieai in the last reporting period.

General Staff

Of the 654 General Staff positions, 68% arewwtteby Women also hold 67% of the full-time
tenured positions and 92% of the fractionalptesiticets.

Women are over-represented in the casual paditiogs/2% of these positions, although this

represents a small decline over the previous year.

Women hold 50% of positions at HEW Level 1@ er alumcrease from 2006. 46% of the
positions at HEW Level 9 are held by women.

With respect to competitive appointments at BIEXA/ 1&wvomen gained 53%, 50%, 50% and
43% of appointments respectively. At levekl@etbeonly 7 positions and of these three were
awarded to females.

External recruitment provided 160 new staff Gg0%hamre women. At level 10 men held the
highest percentage with equal numbers of medeandetruits for levels 9 and 8 and a higher
percentage of women (53%) among recruits fkirehs.

For general staff separations out of the 14bn=es$@0 (69%) were women, a little higher
proportion than in the last reporting period.

Senior Executive

The Chief Executive Officer of the Univensiglas @me of the 5 executive management staff is

female and one out of four Deans, one is female.

Whilst Director level employees feature in thesgdsng scales above we note that five out of
eight Directors (63%) are female. Just un&eoutadff (11) of the people leading academic units
(Schools) in faculties are female, while anfoegpbeple with leadership responsibilities for th
research schools within the Institute of Advadiesd &e women.

Statistical data is available as an appendix



3. ANALYSIS

3.1 COLLECTING THE INFORMATION

The information for the analysis of the cwresnfoissvomen employed by Charles Darwin Wyagersity
gained through the Staff Services area and idatadesth respect to staff numbers, recruitment,
promotion, separation, reasons for separatidrilexsgde work arrangements, and numbersledésatten

to AVCC management and leadership training cboes@stector, Support and Equity Services, has
provided information with respect to the expefistafé from those making specific inquitiesgiu

the process of discussing and resolving coamlagmtevances through informal and formal arocesse
Information was also gained through issueschisdussed during the provision of group EOneduca
and training sessions.

3.2 ANALYSIS OF THE SEVEN EMPLOYMENT AREAS RELEMAMNNHEW ACT: ISSUES
IDENTIFIED

Recruitment procedures and selection criterianipiaying staff

While females comprise more than 50% of theevediRfwarles Darwin University, there isrsteinay

for them to be under-represented in seniosppaiticalarly in the category of higher edweatemic

staff and in General Staff at Level 10 and altbee.réfinement of our recruitment and Sedesction
occurred with an emphasis on key accountafiitied in the role and the selection compatencies
based on a Competency Framework (see belowjid&imes3or Recruitment and Selection have been
developed and a tool kit is available to alloCBalextion Panels to ensure that the megié psinc
followed and to prevent perceived bias in the pdbstaff and external applicants may skakkfeed
from Chairs of Interview Panels with respeatetouitreent and selection process. All rele forofil
University positions contain information opgoywahiby requirements associated with tbatgrabisin
understanding of equal opportunity is inclidedCampetency Framework for all staff posiions. Th
University offers a General Induction on afientongtdiately upon commencement of emploighent. W
three months of their commencement of emplajnaeatrsandated to enrol in workshops beidg offere
on a regular basis to ensure that they areellgard with all aspects of the legislatiomgafieat in

the workplace and in particular Equal Emploporani@pvith particular emphasis on sexuaidrdrass
and bullying.

Promotion, transfer and termination of employment

The number of females in higher education guagiBoms gaining promotion was greater by &ore than
males. In the vocational training and educatiodGeataff received promotion and four ofetteese w
women. Across the academic arena (higher eadndatiorational and technical education) men and
women are leaving the University in equal nbouggrshere are a greater number of womerstgéneral
separations, not an unexpected result, givenntbatstaff hold a greater number of positiens in th
general staff workforce. Exit interviews ihdicateft leave the University mainly to seekabetie
opportunities and an increase in remuneration.

Training and Development

A major emphasis in 2006 was to evolve workpgeenera practices towards a contemporary approach
focussed on workplace planning and developusetite Whiversity continues to have a focusirmn crea

a workforce that is supportive of employeesndegeas/ides a wide range of development agportunit
across all areas of core business. Work iheludédut of a new Performance Developmenteand Rev
system which is supported by a unique Compatemwyprkr articulating the skills and knowleidgg requ

for success at Charles Darwin University amtiatedssrofessional development program.

In support of professional development an énfjowvatiprogram commenced in 2006 with Victoria
University with the aim of developing the leachgrability of staff within dual sector muls-camp
universities. The Partnering in Leadership mragrdesigned to address specific needs of the two



universities and is closely tied to the oweglicstibjectives of both organisations. Tbenirstf the
program targeted staff members in Head of Sickenicaradministrative roles with a rangetiesactiv
including participation in a three-day resiéssital in Melbourne.

Using the newly developed Competency Framéwarkidgaitify those competencies and skilbeyet to
achieved and staff development and trainiggeddalneet individual needs.

Work Organization / Conditions of Service

Cost Centre managers are actively encouragedflexibfé and creative work practices for vomen.
‘Working from Home’ process is also in thagisabistlevelopment. This will be of parterekstr tm
women who may consider the option of workiogn&omindén family health commitments prevent them
from attending the workplace. In addition woraeniwhioe process of returning to work afteitymate
leave may also consider this as an optioneim @alective Agreement 2006/2007 the focus as base
principles relating to staff conditions andentstlelt aims to be easily understood anidécspfbeient
flexibility as required by local operatingr=oatittie University and its staff. A separpteggadihg with
Parental Leave has also been developed taa#fssistrglerstanding the conditions and leareediow
when taking leave associated with the binticlofdhei

Sex Based Harassment

The University continues to raise awarenesereiating to Sex-Based harassment and staff and
students are made aware of their responsitiiteesegard. It is mandatory for all new retedivie
training in Equal Opportunity with sexual hdarasdmeflying as a particular focus withinotiteeoh

their commencement of duties at the Universityrainirig is also mandatory for all existing staff
irrespective of when they commenced dutiegcldreoDBupport and Equity Services meetswaithually

all academic staff in School meetings to remiod ttigr EO obligations and information aleut sex
harassment is available on the web site. Retpube\also made to other CDU campuses aall regio
centres to discuss a range of equity relataddinpicgy sex-based harassment.

In addition there are posters distributed @asalasra constant reminded to both staff an.studen
Managers and Supervisors are made aware digttenstand the need to role model behaviour and

act when they directly experience it or it tedrépetr sex based harassment is occurring.ré&here a
complaints processes for both staff and studdmtspedifically deal with discrimination, hatrassme
including sex-based harassment and bullyingrecibe dd Support and Equity Services als® receive
information on all such complaints and follewp thitls appropriate training.

Arrangements for dealing with pregnant or potgnpegégnant employees and employees who are
breast feeding their children

The Darwin campuses have a parent and baby reonothvbes can breastfeed their babies. Im additio
there is a similar facility in the new Highdiokduglding in Alice Springs. The Univensiesdot
support women staff who are contemplating teatesratyd has produced a comprehensive laadlet set
out support services available both on and wsf chingpleaflet answers questions relevantafortvom
this stage in their life and provides informdéameoentitlement, breast-feeding rooms aitti afwea
other relevant and important information.

Organisational Culture

With the formation of Charles Darwin Unineripolicy framework has been developed rethdting i
reduction of the number of policies. The Whasmted to produce around a dozen polidigs thave
major aspects of the organisation under whinteasep and guidelines to ensure effective policy
implementation. Equal Opportunity is one cuemgaolver the last reporting period processes and
guidelines have been developed to address equalityppwareness raising and processes tbteespon



any complaints. To assess the organisatioadheullniversity is in the process of devettipiatea
survey which will include the effectivenedsqoiab@pportunity Strategy and the overalltangainisa
culture towards women employees.

4. PRIORITISING THE ISSUES

Issues identified as a priority for 2006 were:
Being an employer of choice for current aral ptatmiembers

Evolve workplace management practices towdetspany approach focussed on workplace
planning and development

Development of a Competency Framework whatbsatieskills and knowledge required to be a
competent and fulfilled staff member

Expand staff professional development opportunities
Develop a new Indigenous Employment whichaihetsllip opportunities at CDU

5. ACTIONS TAKEN AND EVALUATION
Established and Ongoing EO initiatives
Established and ongoing initiatives have included:

Presentation of regular education, discussiamiagdsessions to a wide range of staff @h all CD
campuses

Encouragement for women to access the AVCC Waadership Program offered annually
Continued attention to maintaining gender bdlandeaision-making forums and advisory groups
and panels

Fair and equitable processes in place forrstaffeet, selection and promotion and adtool kit f
Chairs of panels

Continued awareness-rising of sex-based hamaskmigigt compulsory training for all staff
Grievance processes for staff with specifice¢fedéstrimination and harassment

Continued monitoring of training and developarantitips and participation rates

Training in conflict resolutions includes a segdiscrimination and harassment

Continued monitoring of bullying harassmewtiamdatisn incidents.

New Initiatives/Action/Responses

2006 saw the introduction of a Competency Fratmetvarkiculates the skills and knowledge fequire
staff success a CDU along with broader oppdaiusiitif development to complement the fradnework
partnership agreement was established withvigensay providing senior staff opportunities in
leadership and training. New staff grievaresepraeee introduced during the reporting rzeniod. T

in the use of the process has been offeredtoadité&diur campuses. A new Indigenous Employment
Strategy has been introduced and a cadetshipipragmantly been offered in many of theratwanist
areas of the University.

Specific issues identified for address in 2006260%omes are as follows:



Issue: Knowledge and responsibility on Equal ®pieoftenincluded in the Competency
Framework developed as part of the PerformancevamitiRevigment System

Action Demonstrated competencies in |eQuatome All Staff are made fully aware of their
opportunity principles and the capacity to @geotiigmtions and responsibilities in equal dppartuni

in the workplace is included in the Framewbtk for a

staff positions

Issue: Review and analyse the exit interview prosess thag action is taken if staff identify
issues that relate to barriers that prevent the advariceoneen employees

Action A comprehensiggit survey is available @utcomeinformation contained in the Exit Survey
all staff with an option of a face-to-facewniferisaised to target areas where sex-based harassment
required through the Employee Assistance |Seigiteneed redress.

(EAS). Information contained in the survey |s made

available to the Director Support & Equity 8efvices

confidence

Issue: Maternity Leave: Development of an infoasiataa containing information about the
work/lifestyle options available to ensure thadralasigdie of their options

Action: Aninformation leaflet has been produce@dtzomeStaff can find all the relevant information
staff who are contemplating taking parental tteaweneed in the one place. Managers and
The leaflet provides a range of useful informapiervisors can also advise their staff accprdingly
including of leave entitlements and other deohefitsd to be aware that staff need support dufing this
information on support groups both on campusp@niddnof their working life.

the wider community

Issue: Undertake a further EO survey to establishthehetigoing education is raJising

awareness for staff is effective

Action: In discussion with the People Mang
Division of the University it has been agree
climate survey be undertaken with all staffigi
matters relating to EO

g@utenme: The climate survey is under cons
d ahdtit is anticipation that this will be undart
n&adv or early 2008.

struction
aken

FUTURE DIRECTIONS/ACTIONS

Conduct a Climate Survey of all staff includisguE&O
Develop a mentoring program for staff

CDU Indigenous Apprenticeship P

ilot program

Further development of Workplace Planning

Succession Management Project



Appendix

WORKPLACE PROFILE STATISTICS
ACADEMIC STAFF STATISTICS — Academic Award

2.1 Academic employment basis (Staff on the Higher Educ  ation Award)
Academic staff numbers as at 31 March 2007.

total number percentage  percentage
total number total number of of women of men
of women of men women and
men
tenure full-time 40 63 103 39 61
fractional 3 5 8 38 62
contract full-time less than | year 7 6 13 54 46
1to less than 3 yrs 32 33 65 49 51
3 or more years | 28 | 22 | 50 | 56 | 44 |
fractional less than | year | 6 | 2 | 8 | 75 | 25 |
1to less than 3 yrs 5 6 11 45 55
3 or more years 8 2 10 80 20
casual* 71 62 133 53 47
TOTAL 200 201 401
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2.2 Academic level by gender
Staff numbers as at 31 March 2007.

salary total number total number  total number of percentage of percentage of
range of women of men women and women men
men
academic level A $40,085 - $54,400 36 26 62 58 42
academic level B $57,263 - $68,001 52 43 95 55 45
academic level C $70,149 - $80,886 22 36 58 38 62
academic level D $84,465 - $93,053 11 14 25 44 56
academic level E $108,802 9 18 27 33 67
TOTAL 130 137 267

2.3 Academic External Recruitment
Academic staff recruited from outside the University in the 12 month period to 31 March 2007

salary total number  total number total number of percentage of percentage of
range of women of men women and women men
men
academic level A $40,085 - $54,400 17 6 23 74 26
academic level B $57,263 - $68,001 12 8 20 60 40
academic level C $70,149 - $80,886 3 4 7 43 57
academic level D $84,465 - $93,053 3 4 7 43 57
academic level E $108,802 6 7 13 46 54
TOTAL 41 29 70

Casual staff are not included in these figures
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2.4

Academic Staff - Promotion

Academic staff promoted within the University based on performance in the 12 month period to 31 March 2007

academic level A
academic level B
academic level C
academic level D

academic level E

TOTAL

salary total number total number  total number of percentage of percentage of
range of women of men women and women men
men
$40,085 - $54,400 4 1 5 80 20
$57,263 - $68,001 0 1 1 0 100
$70,149 - $80,886 0 1 1 0 100
$84,465 - $93,053 0 0 0 0 0
$108,802 0 0 0 0 0
4 3 7
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2.5 Academic — Separations
Tenured and contract staff separating in the 12 month period to 31 March 2007.

total no. of percentage  Percentage
total number total number women and of women of men
of women of men men
voluntary redundancy 1 0 1 100 0
forced separation 0 0 0 0 0
agreed period expired 14 9 23 61 39
all other separations 17 12 29 59 41
TOTAL 32 21 53
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VET STAFF STATISTICS — TAFE Award

3.1 VET employment basis (Staff on the TAFE Lecture rs Award)
Academic staff numbers as at 31 March 2007.

total number percentage  percentage

total number total number of of women of men
of women of men women and
men
tenure full-time | 56 | 86 | 142 | 39 | 61 |
fractional | 3 | 2 | 5 | 60 | 40 |
contract full-time less than | year 5 15 20 25 75
1to less than 3 yrs 18 23 41 44 56
3 or more years 9 12 21 43 57
fractional less than | year 4 1 5 80 20
1to less than 3 yrs 5 1 6 83 17
3 or more years 0 0 0 0 0
casual* 60 28 88 68 32
TOTAL 160 168 328
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3.2

3.3

VET level by gender

Staff numbers as at 31 March 2007.

Category |
Category Il
Category Il
Category IV

TOTAL

VET External Recruitment

total number

total number of

percentage of

percentage of

salary total number
range of women of men women and women men
men
$34,358 - $39,801 1 0 1 100 0
$42,590 - $60,745 79 124 203 39 61
$64,051 - $70,097 19 15 34 56 44
$73,003 - $79,305 2 2 4 50 50
101 141 242

Academic staff recruited from outside the University in the 12 month period to 31 March 2007.

Category |

Category Il
Category Il
Category IV

TOTAL

total number

total number of

percentage of

percentage of

salary total number
range of women of men women and women men
men
$34,358 - $39,801 0 0 0 0 0
$42,590 - $60,745 19 30 49 39 61
$64,051 - $70,097 0 4 4 0 100
$73,003 - $79,305 0 0 0 0 0
19 34 53

Casual staff are not included in these figures
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3.4

VET Staff - Promotion
Academic staff promoted within the University based on performance in the 12 month period to 31 March 2007.

salary total number total number  total number of percentage of percentage of
range of women of men women and men
men
Category | $34,358 - $39,801 0 0 0 0 0
Category I $42,590 - $60,745 2 5 7 29 71
Category llI $64,051 - $70,097 1 1 2 50 50
Category IV $73,003 - $79,305 1 0 1 100 0
TOTAL 4 6 10
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3.5 VET — Separations
Tenured and contract staff separating in the 12 month period to 31 March 2007.

total no. of percentage  Percentage
total number total number women and of women of men
of women of men men
voluntary redundancy 0 1 1 0 100
forced separation 0 0 0 0 0
agreed period expired 13 7 20 65 35
all other separations 12 27 39 31 69
TOTAL 25 35 60

17



4. GENERAL STAFF STATISTISTICS — Salaried &taff Awa

4.1 General staff employment basis
General staff numbers as at 31 March 2007.

total no. of percentage Percentage
total number  total number  women of women of men
of women and men
tenure full-time 260 130 390 67 33
fractional 34 3 37 92 8
contract full-time less than | year 25 10 35 71 29
1to less than 3 yrs 20 17 37 54 46
3 or more years 23 18 41 56 44
fractional less than | year 6 3 9 67 33
1to less than 3 yrs 3 4 7 43 57
3 or more years 5 0 5 100 0
casual 67 26 93 72 28
TOTAL 443 211 654
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4.2 HEW level by gender

General staff numbers as at 31 March 2007

HEW level 1

HEW level 2

HEW level 3

HEW level 4

HEW level 5

HEW level 6

HEW level 7

HEW level 8

HEW level 9

HEW level 10 and above

TOTAL

total number of total number of total number of percentage percentage
salary range women men women and men of women of men
$27,827 - $29,093 16 5 21 76 24
$27,725 - $30,990 4 2 6 67 33
$31,621 - $36,047 47 22 69 68 32
$36,365 - $39,520 89 29 118 75 25
$39,525 - $45,849 83 39 122 68 32
$46,800 - $49,959 53 21 74 72 28
$50,595 - $57,038 35 23 58 60 40
$56,919 - $66,059 19 14 33 58 42
$66,404 - $70,200 11 13 24 46 54
$71,146 and above 18 18 36 50 50
375 186 561
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4.3 General staff ASCO occupations*

General staff numbers as at 31 March 2007.

total total number total percentage Percentage
number of men number of  of women of men
of women women
and men
managers, administrators 28 32 60 47 53
professionals social 0 0 0 0 0
computer business 15 24 39 38 62
other business 82 27 109 75 25
other 1 0 1 100 0
para-professionals  medical, science, technical 10 8 18 56 44
officers & technicians
other 85 39 124 69 31
tradespersons 1 | 7 8 | 13 | 88
clerks stenographers, typists 46 | 10 56 | 82 | 18
data processing, business 81 24 105 77 23
machine operators
other 6 3 9 67 33
other general staff 20 15 35 57 43
TOTAL 375 189 564
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4.4 General Staff - External Recruitment

General staff recruited from outside the University in the 12 month period to 31 March 2007.

HEW level 1

HEW level 2

HEW level 3

HEW level 4

HEW level 5

HEW level 6

HEW level 7

HEW level 8

HEW level 9

HEW level 10 and above

TOTAL

total number of total number of total number of percentage percentage
salary range women men women and men of women of men
$27,827 - $29,093 3 2 5 60 40
$27,725 - $30,990 3 3 6 50 50
$31,621 - $36,047 31 10 41 76 24
$36,365 - $39,520 39 7 36 81 19
$39,525 - $45,849 22 7 29 76 24
$46,800 - $49,959 10 5 15 67 33
$50,595 - $57,038 8 7 15 53 47
$56,919 - $66,059 2 2 4 50 50
$66,404 - $70,200 1 1 2 50 50
$71,146 and above 3 4 7 43 57
112 48 160
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4.5 General Staff - Competitive Appointment
General staff movements within the University to positions for which competitive selection took place in the 12 month period to 31 March 2007.

HEW level 1

HEW level 2

HEW level 3

HEW level 4

HEW level 5

HEW level 6

HEW level 7

HEW level 8

HEW level 9

HEW level 10 and above

TOTAL

total number of total number of total number of percentage percentage
salary range women men women and men of women of men
$27,827 - $29,093 1 0 1 100 0
$27,725 - $30,990 0 0 0 0 0
$31,621 - $36,047 3 0 3 100 0
$36,365 - $39,520 12 5 17 71 29
$39,525 - $45,849 9 2 11 82 18
$46,800 - $49,959 8 6 14 57 43
$50,595 - $57,038 5 3 8 62 38
$56,919 - $66,059 5 2 7 71 29
$66,404 - $70,200 1 2 3 33 67
$71,146 and above 2 1 3 67 33
46 21 67
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4.6 General Staff — Separations

Permanent and contract staff separating in the 12 month period to 31 March 2007.

total no. of percentage percentage
total number of total number of women and of women of men
women men men
voluntary redundancy 4 1 5 80 20
forced separation 1 0 1 100 0
agreed period expired 20 8 28 71 29
all other separations 75 | 35 | 110 | 68 32
TOTAL 100 | 44 | 144 |
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