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Dear Professor Kelso 
 
Development and submission of gender equity policies 
 
I write in response to your letters of March and October 2015, inviting a submission from 
the University of Sydney outlining our policies and procedures that support the 
progression and retention of women in health and medical research.  
 
The University of Sydney is committed to creating a diverse and inclusive workplace, and 
improving the diversity of our leadership in all areas, including research. Our Senior 
Executive Group has recently set a series of targets to increase the representation of 
women at the University, which include ensuring that women make up 40 percent of our 
senior leaders by 2020 and 40 percent of our level E academic staff by the same date.  
 
We are also in the midst of developing the University’s 2016-2020 strategic plan, which 
will see us continue to invest in, and support the research careers of women across the 
University.  
 
In that context, I am pleased to provide you with the attached summary statement of the 
University’s gender equity policies and programs.  
 
If you require any further information or would like to discuss any aspect of our 
submission, please contact Ms Penny Oxford, Manager, Researcher Development 
Strategy, Research Development and Collaboration, Research Portfolio: 
penny.oxford@sydney.edu.au , 02 8627 0261. 
 
 

Yours sincerely, 

 

Signature removed for electronic distribution 

 

Dr Michael Spence  

Vice-Chancellor and Principal 
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University of Sydney gender equity 
policies and programs 
 
The University of Sydney is proud of its tradition of research excellence in health and 
medicine.  We believe our future successes will rely upon our ability to bring together diverse 
teams of remarkable researchers and to ensure that they are provided with the best possible 
environment in which to do their work.  As part of this, we have reviewed our existing gender 
equity programs and have developed additional initiatives to attract, retain and develop 
high-performing female staff as both researchers and research leaders.   
 
We are pleased to submit our gender equity policies and programs to the NHMRC for review.  
  
 

Administering Institution Policy requirements 

1.  An institutional strategy that addresses the underrepresentation of 
women in senior positions in relevant strategic/corporate plans. This 
strategy should be reviewed frequently to ensure that it is effective and 
relevant. 
 
The University of Sydney’s Strategic Plan for 2011–2015 aims ‘to create and sustain a 
university in which, for the benefit of both Australia and the wider world, the brightest 
researchers and the most promising students, whatever their social or cultural background, can 
thrive and realise their full potential’ (The University of Sydney 2011–2015 Strategic Plan, 
p.5).  This aim is also enshrined in the University’s Enterprise Agreement 2013–2017 
(Appendix A), which outlines the University’s ‘commitment to…ensuring gender equity in all 
work practices, including in relation to the allocation of work, and the implementation of 
policies to promote gender pay equity’.   
 
The University is currently developing its 2016–2020 strategic plan, which continues to focus on 
the importance of supporting and developing research careers.  The recent research strategy 
discussion paper on researcher development included Proposition 11: “That the University 
continue to invest in and support recent initiatives to support gender equity and the research 
careers of women across the University”.  (The University of Sydney Strategic Planning for 
2016–2020 Discussion Paper no. 4, August 2015: Building a Culture of Research Excellence, 
p.20).  
 
Sydney’s major management decisions are overseen by the Senior Executive Group, SEG.  
SEG is chaired by the Vice-Chancellor and includes the Deputy Vice-Chancellors, Vice-
Principals and Deans.  SEG is itself responsible to the University’s Senate, the governing body 
chaired by the Chancellor and responsible to the Parliament of New South Wales.   
 
There are fifteen SEG committees that focus on key university-wide themes, of which the 
Human Resources and Equity Committee is one.  This committee is charged with developing 
strategies and policies that support the University to achieve its goals for staff development 
and gender equity, as well as measuring our progress against these goals.   
 
In September 2015, SEG approved a series of targets to increase the representation of 
women at the University.  These targets include a commitment that, by March 2020, we aim to 

http://sydney.edu.au/senior_executive_group/committees/human_resources_equity/about.shtml
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have women occupying 40% of our senior leadership roles, 45% of professorial appointments 
and 50% of senior professional staff roles (Appendix B).   
 
A suite of initiatives has been developed in order to support the achievement of these goals.  
They form the Women’s Career Acceleration and Leadership Strategy, the key pillars of which 
are: 
- Inclusive leadership training for all senior leaders 
- Gender targets and measures to track progress and outcomes 
- Significant events, visible communications and staff networks 
- Career development programs targeted to create a level playing field for women 
- Investigating and addressing gender pay equity 
- Implementing and managing flexible working arrangements 
- Expansion of relevant policies, systems and practices to increase gender inclusion. 
 
The University has also developed an overarching diversity and inclusion framework to allow 
our staff to achieve their full potential, and help make Sydney a welcoming place for staff, 
students, alumni and the wider community.  This will be formalised as an element of the 2016–
2020 Strategic Plan.   
 
We are working closely with the Science and Gender Equity (SAGE) Forum, hosted by the 
Australian Academy of Sciences and co-chaired by our colleague Professor Nalini Joshi.  Our 
application to participate in the SAGE pilot of the Athena Swan charter scheme has been 
successful and we look forward to this opportunity to collect more data on our gender equity 
practices and to reflect on areas in which we can continue to improve.    
 
Sydney reports annually to the Workplace Gender Equality Agency (WGEA) and was 
recognised by the agency’s predecessor as an Employer of Choice for Women.   
 

2. Mentoring and skills training strategies that promote and seek to increase 
women’s participation. 
 
Career development opportunities for women are provided at the University level and also 
within faculties, schools and departments.   
 
In 2014 the University’s Vice-Chancellor, Dr Michael Spence, was the first representative from 
the higher education sector to be recognised as a Male Champion of Change.  Dr Spence has 
led a renewed focus on the importance of developing and supporting women to take on more 
senior roles within the University.   In September 2015 he launched a sponsorship program to 
match women from culturally and linguistically diverse backgrounds with senior leaders at the 
University, to support and encourage these women to develop their leadership skills and to 
bring greater diversity and new perspectives to Sydney’s leadership team.   
 
The inaugural Women at Sydney symposium (Appendix C) was held in November 2014 and 
will become an annual event.  The symposium is a forum for female staff to share their career 
experiences, personal stories and advice for advancing women’s careers at Sydney.  In 
response to feedback from this event, the Talent and Organisational Development team is 
working with the Equity and Diversity Strategy group to review and refresh the suite of 
programs targeted at career development for women.  These initiatives will include a formal 
mentoring program, supported by self-service web tools and available to staff via the 
University intranet.  This will be complemented by a career development scheme for high-
performing and/or high-potential female staff, to be launched at the 2015 Women at Sydney 
event in November.     
 
A women’s research network, hosted by the Research Portfolio, is to be launched in Semester 2 
2015, and will connect women from all faculties to offer development and networking events.  

https://www.wgea.gov.au/
http://malechampionsofchange.com/champions/
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It also aims to bring together female academics with senior women leaders from other 
organisations in the public and private sectors to gain new perspectives on career 
development strategies.    
 
Female researchers in health and medical sciences also benefit from a number of Faculty 
programs.   
 
Sydney Medical School (SMS) has a strong program of staff development, available to all 
researchers via the SMS website.  There is a particular focus on Early Career Researcher 
(ECR) development, with mentoring and networks dedicated to assisting ECRs to build their 
academic careers.  The Medical School also displays its workload policy and minimum 
standards on its website and has established a Gender Equity Committee (GEC).  The purpose 
of the SMS GEC is to provide advice to the Dean on policies and priorities for ensuring and 
promoting gender equity in SMS. The Committee’s deliberations encompass all research and 
teaching activities of SMS and extend to academic and professional staff across all SMS 
schools, centres and affiliated Medical Research Institutes (Appendix D).  
 
The Faculty of Science has a number of career development and support programs that aim to 
support and promote women’s academic careers (Appendix E).  These include: 
− Additional support to cover childcare expenses for staff members to travel to and attend 

conferences 
− A Visiting Scholar Scheme for women, to bring senior female researchers from Australia 

and overseas to the University 
− The WiSci (Women in Science) Project, which offers public lectures, networking events and 

promotion support.   
 
The SPAM (Strategic Promotions Advice and Mentoring) scheme began in the Division of 
Natural Sciences in 2013 and targets women at Level D in the Faculties of Science, Veterinary 
Science and Agriculture and Environment, and the School of Medical Sciences, to support them 
in their applications for promotion to Level E.  The Sydney Medical School launched their SPAM 
scheme in late 2015, with the goal of increasing the number of female applicants for Level E in 
the 2016 and 2017 promotion rounds.   
 
The Faculty of Engineering and Information Technologies is preparing to launch a Carer Travel 
Assistance Scheme by the end of 2015.  This scheme offers funding for additional care-related 
costs related to travel for research activities such as conferences.  Female ECRs are also 
strongly encouraged to attend the faculty’s annual ECR Development Program, which offers 
strategic and instructional guidance on key professional development areas such as career 
planning, optimising grant success, project management and mentoring.   
 
Other faculties, including Health Sciences and Pharmacy, offer targeted mentoring and grant 
writing support to their staff.   
 

3. The provision of parental/maternity leave and carers’ leave, as well as 
transitional support to encourage return to work. 
 
The University of Sydney’s Enterprise Agreement provides parental leave options to assist staff 
to balance their work and family responsibilities at the time of the birth or placement of a 
child, for a period of up to 52 weeks (or 104 weeks, if approval has been given for extended 
leave).  At the end of their parental leave, a staff member may apply to vary their working 
arrangements for a set period, for example to work part time.  A staff member may also 
apply to work on a full-time, part-time or casual basis within the period of parental leave to 
assist with the transition back to work.     
 

http://sydney.edu.au/medicine/research/support/index.php
http://sydney.edu.au/medicine/research/ecr/index.php
http://sydney.edu.au/medicine/research/ecr/index.php
http://sydney.edu.au/science/wisci/index.shtml
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The University of Sydney’s Equity Fellowships are an annual program, launched in 2009 and 
designed to promote equity and diversity at Sydney.  These include the Brown Fellowships 
(Appendix F), which support researchers whose careers have been interrupted by a sustained 
period of caring duties.   
The Faculty of Science has a number of career development and support programs available 
to academics with significant caring responsibilities, including the Re-entry Fellowships, which 
offer funding for teaching relief or research assistance for academics returning from parental 
leave.   
 
The Faculty of Engineering and Information Technologies is currently finalising the Carer Re-
Engagement Scheme for launch in late 2015.  This scheme provides academics who have 
recently undertaken substantial periods of carer’s leave with funding for research support, 
teaching administration relief and professional development.   
 

4. Working arrangements that cater for individuals with caring 
responsibilities. 
 
The University’s Enterprise Agreement specifies that staff may use a portion of their sick leave 
each year to care for a member of their immediate family or household who is ill or 
incapacitated and requires care and support, or who requires care due to an unexpected 
emergency. 
 
Staff members with family responsibilities may also negotiate one or more of the following 
arrangements with their supervisor: 
− Taking up to two weeks’ annual leave in single days 
− Taking accrued time off in lieu of overtime 
− Taking unpaid leave or undertaking additional work to make up for time taken to care for 

a family member who is ill or incapacitated 
− Entering into a flexible working arrangement. 
 
The University’s Flexible Working Arrangements Policy provides a range of options to allow 
staff to manage their work and personal responsibilities.  Other flexible working 
arrangements available to researchers include: 
− Changing to part-time hours 
− Reduced Working Weeks Scheme (RWWS) 
− Working from home 
− Arrangements for children to be brought into the workplace.   
 
Staff experiencing domestic/family violence have access to support that includes additional 
leave and changes to work locations and contact details.  This is defined in the University’s 
Enterprise Agreement 2013–2017 and in the Domestic Violence Support Procedures.  Staff 
and their supervisors can find this information via the intranet (Appendix G).    
 
In May 2015, Sydney was awarded accreditation as a Breastfeeding Friendly Workplace 
from the Australian Breastfeeding Association (Appendix H).  Staff and students can access a 
list of parents’ facilities at the Darlington, Camperdown and Cumberland campuses on the 
University’s website.   
 
Sydney’s Parents Network (Appendix I) is a group of staff and students with caring 
responsibilities that meet regularly for presentations on topics of interest to parents.  There is 
also a Parents Network group on Yammer, the University’s social media platform.   
 
  

http://sydney.edu.au/research_support/funding/sydney/brown.shtml
http://sydney.edu.au/policies/showdoc.aspx?recnum=PDOC2011/107&RendNum=0
http://sydney.edu.au/policies/showdoc.aspx?recnum=PDOC2011/233&RendNum=0
http://sydney.edu.au/policies/showdoc.aspx?recnum=PDOC2011/230&RendNum=0
http://sydney.edu.au/policies/showdoc.aspx?recnum=PDOC2014/357&RendNum=0
https://www.breastfeeding.asn.au/workplace/accredited/education
http://sydney.edu.au/stuserv/child_care/parents.shtml
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5.  Remuneration equity between men and women with the same 
responsibilities. 
 
Remuneration at the University of Sydney and other conditions of employment are defined by 
the current Enterprise Agreement (2013–2017), a copy of which is available to all staff via 
the University’s intranet (Appendix A).  Further scrutiny of remuneration equity is part of the 
Women’s Career Acceleration Strategy, and as such the Remuneration Strategy team initiated 
a review of gender pay equity and participation across the University during 2015.   
 

6. Employment strategies that encourage the recruitment, retention and 
progression of women in health and medical research. 
 
Sydney’s Recruitment and Selection Policy (Appendix J) reflects the University’s commitment 
to equity and diversity and requires that all candidates are assessed in relation to clearly 
defined position-related selection criteria.  Gender balance is considered at all stages of the 
recruitment and selection process and selection committees must incorporate a minimum of 30% 
of women and men respectively.   
 
All recruitment data for senior academic and professional roles will be analysed by gender 
and provided to SEG’s Human Resources and Equity Committee. Data on Level E appointments 
are also presented to every meeting of the Chair Appointments Committee. 
 
The Academic Board, in conjunction with Sydney Recruitment and the Office of the Provost, has 
refined the recruitment and selection process with particular regard to Level E academic 
appointments. It is now standard practice for the Chair of the Academic Board and Sydney 
Recruitment to challenge any selection process at this level where there are no female 
applicants or no shortlisted female applicants. In many cases the hiring faculty or unit will be 
instructed to extend the recruitment process to identify eligible female applicants.  
 
The University’s Academic Promotions Policy (Appendix K) states that promotion committees 
must ensure that applicants’ achievements are assessed relative to opportunity, which includes 
consideration of factors such as part-time employment and/or significant caring 
responsibilities.  The policy is currently being updated to state explicitly that disability should 
be considered as an impact factor when assessing achievement relative to opportunity.  This 
change has been endorsed by SEG and will take effect in January 2016, for the 2016 
promotion rounds.   
 
The Guidelines for Applicants (Appendix L) advises applicants to mention any special 
circumstances that may have affected their opportunities to meet the requirements for 
promotion and this is reinforced in the Promotions Procedures (Appendix M).  To facilitate 
this, the Academic Promotions online application system has been enhanced to include an 
option for every applicant to flag that the application contains special circumstances for 
consideration.  If the special circumstances are confidential, the applicant may disclose the 
details in confidence to a representative of the Equity and Diversity Strategy group or the 
Academic Promotions Unit.  In these circumstances, the information would only be disclosed to 
the Local Promotions Committee and, where applicable, the Chair of the Central Promotions 
Committee, who is then expected to guide the committee accordingly (without revealing the 
confidential details) during the assessment of the application.  The annual applicant 
information sessions include presentations from the Equity and Diversity Strategy Centre on 
the topic of equal opportunity principles.   
 
To encourage more suitably qualified women to apply for promotion, the Provost and the 
Director of Equity and Diversity Strategy write to Deans asking them to consider gender 
patterns in their faculty and to identify and support those women who are ready to prepare 
for promotion.  The Academic Promotions Unit regularly provides statistics and data to faculties 

http://sydney.edu.au/policies/showdoc.aspx?recnum=PDOC2011/120&RendNum=0
http://sydney.edu.au/policies/showdoc.aspx?recnum=PDOC2012/268&RendNum=0
http://sydney.edu.au/provost/pdfs/Guidelines_for_Applicants_2015.pdf
http://sydney.edu.au/policies/showdoc.aspx?recnum=PDOC2014/342&RendNum=0
http://sydney.edu.au/provost/promotions.shtml
http://sydney.edu.au/provost/promotions.shtml
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and the Equity and Diversity Strategy Centre to allow them to identify gender patterns in 
promotion application and success rates. 
 
The University of Sydney’s Equity Fellowships include the Thompson Fellowships, (Appendix 
N) which were created to promote and enhance women’s academic careers.  They are offered 
to female academics at Levels C and D with the aim of supporting them to apply for senior 
roles in the near future.   
 
The School of Physics has created the Messel Fellowship, a postdoctoral fellowship for female 
researchers, available as either full-time or part-time role.   
 
In addition to programs targeted at women’s career development, all researchers at Sydney 
are supported by university schemes that include: 
− Bridging support grants for NHMRC proposals that were highly ranked but not funded 
− International collaboration awards designed to bring high-performing overseas researchers 

to visit the University 
− Funding to support industry engagement projects 
− Equipment grant schemes 
− Postdoctoral research fellowships. 
 

7. Strategies to address the need for the provision of support for childcare. 
 
The University of Sydney’s Childcare Advisory Group surveyed staff and students in August 
2014 to determine the current and future childcare needs of the University community.  The 
group is working with the Campus Infrastructure Services team to incorporate planning for 
childcare services into the University’s Campus Improvement Plan for 2014–2020.     
 
Details of childcare centres at the Darlington/Camperdown and Cumberland campuses are 
available to staff via the University’s intranet (Appendix O) and website.   
 
  

http://sydney.edu.au/research_support/funding/sydney/thompson.shtml
http://sydney.edu.au/stuserv/child_care/centres.shtml
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Staff intranet information – Women’s Career Acceleration and Leadership 
Strategy 
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Appendix C: Women at Sydney symposium 2014 
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Parents’ Network on Yammer 
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Appendix J: Recruitment and Selection Policy 
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