
CPAS – Equitable Hiring Strategy 2022 – 2027 Progress report (Dec 2023) 

1. 2023 workforce demographics 

All Funding Man Woman Non-Binary Unknown %F 

Early Academic A,B,C 7 4 
 

  36.4 

Senior Academic D,E 1 3     75.0 

Professional Staff – 
Administra�on 0 3     100 

Professional Staff – Technical,  
Research, Engineering, IT, 
Specialist,  
and Maintenance streams 0 0     n/a 

Casual Academic 2 5     71.4 

Casual Prof 0 2     100 

2. Narra�ve 
CPAS is proud of having gender equity across the Centre.  In 2024, we are turning our aten�on 
to inclusion strategies beyond gender iden�fica�on to intersec�onal maters and ensuring that 
colleagues and students, however they iden�fy, are welcome.  This includes LGTBQIA+ 
colleagues and students.  We adhere by the gender equity guidelines for hiring and seek to 
recognise other forms of diversity in hiring and in se�ng Centre Culture.  

 



FSES – Equitable Hiring Strategy 2022 – 2027 Progress report (Dec 2023) 

1. Achievements 

• ImƉroved the number of level � women to highest ever in the school ;achieved by Ɖromo�on 
from within: Marta Yebra).  There were no male academics promoted to E in this round, so 
we͛ve made a small steƉ in the direc�on of imƉroving the gender imbalance at level E. 

• do bring indigenous eǆƉer�se into our teaching and research we have established a 
fellowshiƉ Ɖrogram. dhe first visi�ng indigenous fellow was Zichard Swain, a tiradũuri man 
based in Cooma. In his fellow role he has contributed to our teaching both on country and on 
camƉus. ,e has also interacted with staff in a range of fora. te Ɖlan to reƉeat this successful 
arrangement partnership next year (2024) and have plans in development to engage more 
indigenous fellows.  

• dhe school has also created two indigenous cadet oƉƉortuni�es that will be filled in 2024. 
For one role the candidate has already been selected. These cadets will work in profession 
roles interac�ng with staff from the &enner School and other Ɖarts of the college. 

• dhe School has iden�fied a Ɖrovider for Indigenous Cultural CaƉability training for Academic, 
Professional and ,�Z students, to be conducted in 2024. 

2. 'ŽŽĚ�ƉƌĂĐ�Đe 

• 'ender balance consistent with AEh guidelines for academic staff shortlis�ng and 
appointments.  

• ZKP� statements were Ɖrovided by the maũority of ;seriousͿ aƉƉlicants to our most high-
Ɖrofile recruitment Ɖrocess this year ;hiring an ongoing academic in AƉƉlied Climate 
ScienceͿ. 

3. Not so much progress…. 

• te droƉƉed the ball on the intent to have all adver�sements run through a gender decoder 
or to increase in selec�on Ɖanel members having unconscious bias, disability awareness, and 
Ally training. dhese are good targets to worŬ on in the coming year and work to support the 
School in mee�ng our commitments are already under develoƉment. 

• te also did not maŬe Ɖrogress regarding reƉresenta�on of disabled staff. Kn this Ɖoint the 
School �irector had a very construc�ve conversa�on with Eat dhomas ;Senior Advisor, 
Culture Θ �iversity, CoSͿ. te Ɖlan to follow uƉ for advice to shaƉe ac�ons next year. 



MSI – Equitable Hiring Strategy Progress report (Dec 2023) 
CURRENT WORKFORCE DEMOGRAPHICS 

MSI ran an anonymous demographic survey in August 2022 to identify underrepresentation 
across the workforce. 

It was identified that MSI has a high percentage of staff born outside of Australia, and the 
associated cultural and linguistic diversity both suits ANU’s highly international student 
body and supports close ties to the international research community. The School has 
proportionally more male- identifying academics and proportionally more female-identifying 
professional staff, with reported female-to-male gender ratios of approximately 1:4 and 
7:3, respectively. MSI is underrepresented in terms of female academics, male professional 
staff, First Nations staff, and persons with disability. MSI exceeds the national average for 
employees identifying as LGBTQIA+, and 13% of the MSI staff are already members of the 
Ally network.  

 
 
Ini�a�ves: Address the gender gap in academic posi�ons in the mathema�cal sciences 
 
• The College of Science (CoS) ,Z ran the 2022 DSI adver�sements through a gender decoder and 

no recommended changes were required to report.  
• MSI always uses the CoS ,Z standard adver�sing temƉlates to make sure that gender neutral 

language is always adopted.  
• Professor Andrew ,assell led a number of all con�nuing staff, level C and above, hiring mee�ngs 

Ɖrior to our last recruitment. Strategies were discussed and search commitees were formed. 
• CoS HR has provided, since 2023, a coƉy of the aƉƉroved strategy to all selec�on commitees as 

part of any recruitment process. 
• Shortlisted candidates are always asked why they are interested in ANU and how they became 

aware of the job. dhis informa�on is crucial to devise and imƉrove future adver�sement 
strategies. 

• Applicants are asked to answer a ROPE and Culture Ƌues�on in their ũob aƉƉlica�on. 
• MSI has engaged in extensive discussions with CoS HR to improve the current Ɖrocess while s�ll 

remaining in compliance with the legal framework for hiring. For instance, we do not ask 
candidates to add a descriƉ�on of the selec�on criteria to our adver�sements. Instead, we ask 
applicants to provide research and teaching statements to accomƉany their aƉƉlica�on. This is 
much less cumbersome and �me-consuming for candidates, Ɖar�cularly if they apply for many 
Ɖosi�ons and their �me is limited by family or caring resƉonsibili�es. te have taŬen this ac�on 
because we do not want to encourage unconscious bias. 

• MSI has been tracking hires by gender over �me. In order to achieve gender balance, we have 
reserved Ɖosi�ons ;both con�nuing and fiǆed term) for women only. As a result, over the past 5 
years, tenure-track and con�nuing academic women appointments in MSI have markedly 
increased and reached nearly 50%.  

• dhe generous dona�ons to DSI made by dim and Dargaret �ourŬe have allowed DSI to fund 
short-term postdoctoral hires (kickstart fellowships).  For instance, in 2023 MSI could support 
three female kick-start fellows. In this context, it should be noted that out of 11 level A 
academics, 7 are males and 4 females (36%) and out of 4 Level B academics, 3 are males and 2 
females (40%). 

• In MSI, academic Ɖosi�ons longer than 1.5 years are done in consulta�on with con�nuing 
academic staff at level C and above and adver�sed. dhe inclusion of fiǆed-term, tenure-track, or 
ũunior academics may cause conŇicts of interest, unconscious bias, and the inability to discuss 
Ɖosi�ons ;and Ɖoten�al candidatesͿ in an oƉen manner.  



• DSI has facilitated, over the Ɖast ϱ years, at least two Ɖartner hires, one also in conũunc�on with 
another area at the ANU. 

• In 2023, MSI considered one case for conversion from fiǆed term to con�nuing. dhis case was 
discussed with, and approved by, all MSI con�nuing staff members at level C and above. The 
candidate was therefore encouraged to apply for conversion since the applicant had the support 
of all staff members in DSI. 

• In late 2022 and in 202ϯ, DSI converted two Ɖosi�ons ;both held by women) from tenure-track 
to con�nuing. �ecause these women had been Ɖromised that a conversion case would be 
considered by CoS when they were aƉƉointed, no consulta�on with DSI academics was deemed 
necessary or indeed appropriate. 

• DSI has reserved Ψϱ0,000 to sƉonsor Ňight and accommoda�on of female Ɖar�ciƉants to the 
Pacific Zim Conference in Dathema�cs that will be held in �arwin in :une 2024. 

• Academic Promo�ons͗ In 2023, out of ϲ aƉƉlica�ons for Ɖromo�on ;all successfulͿ, 4 were 
awarded to women (67%). dhis success is significantly increasing the Ɖercentage of senior female 
mathema�cians in DSI. 
 

Areas of improvements: MSI has not yet prepared a “focused and relevant document discussing 
implicit bias in academic hiring”. The MSI �Ƌuity and �iversity Commitee will con�nue its worŬ in 
this space and prepare such a document before the next hiring round. 
 
Increase diversity and inclusiveness across non-gender-based demographic cohorts 
 
• MSI ran a lunch �me, DSI sƉecific Ally draining torŬshoƉ for all staff and ,�Z student. 
• MSI academic vacancies are always adver�sed in the Koori Mail. This is an Australian Indigenous 

newspaper since 1991. It is based in Lismore and is fully owned by five �undũalung Aboriginal 
community organisa�ons.  

• ϲ.4й of DSI staff have iden�fied themselves as members of the >'�dYIAн community ;the 
Ɖercentage among the Australian ƉoƉula�on is ϯ-4% [2018 Census data]). 

• dhe DSI has ac�vely suƉƉorted the hiring of candidates with disabili�es. Kur most recent 
aƉƉointee to a con�nuing Ɖosi�on indicated in their ZKP� statement that they were aŋicted by 
a severe disability. The candidate was helped at every step (e.g., interview, visit to Australia, 
lodging of permanent residence Visa) and we look forward to having them in MSI in early 2024. 

• MSI is also ac�vely working with the CoS Senior Advisor, Culture and �iversity, to significantly 
imƉrove access to camƉus ;including ƉarŬing, mobility scootersͿ for staff members with Ɖhysical 
disabili�es. 

• MSI is not only delighted to celebrate the appointment and ARC success of Indigenous 
mathema�cian Rowena Ball, but also to celebrate her Ɖromo�on to level �.  Professor Zowena 
�all is the first female Indigenous Professor of mathema�cs in Australia. dhere will be a story 
published on the MSI website in 2024 to applaud this achievement. 

• In 2023, the MSI hosted an indigenous guest lecture for Zowena s͛ class and invited all staffͬ,�Z 
students to join. It was very well atended, and everyone enũoyed learning about the scien�fic 
achievements of Indigenous people.  

• MSI has hung indigenous artwork within the building and obtained an indigenous map of 
Australia that is displayed in the foyer of the Hanna Neumann Building.  

• MSI and are hos�ng a sƉecial session on Dathema�cs tithout �orders at the PZCD. All new 
starters are required to complete the pulse modules which cover cultural learnings. 

 
Areas of improvements: (1) Staff should be suƉƉorted to undertaŬe Indigenous Awareness training 
and reƉort on the Ƌuality and benefit of their eǆƉerience for the benefit of their colleagues. 
;2Ϳ Dembers of hiring commitees should consult with CoS Services staff on their eǆƉerience worŬing 
with ��S Ɖroviders and disability awareness training. 



RSAA Equitable Hiring Strategy: Progress report 
 
 
1st December 2023 
 
A/Prof Luca Cassegrande (RSAA Associate Director, IDEA) 
Professor Stuart Wyithe (RSAA Director) 
 
The RSAA Equitable Hiring Strategy was presented to the School in November 2022. The Associate Director 
(IDEA) recently provided a refresher at the all-School meeOng in November 2023, which was in advance 
of the seasonal academic hiring round. The strategy offers a set of recommendaOons to enhance diversity 
in the School via retenOon and hiring pracOces. The strategy includes metrics to monitor the adopOon and 
impact of these iniOaOves and to measure their success. This is parOcularly important within RSAA which 
has the lowest women’s representaOon in the College of Science among its staff. 
 
To evaluate the implementaOon of the strategy and resulOng outcomes all chairs from hiring panels in the 
past 12 month period parOcipated in an anonymous survey undertaken by the Associate Director (IDEA). 
The purpose of the survey was to benchmark RSAA hiring pracOces against the strategy during the first 
year of its implementaOon. Only completed job rounds were taken into account for this purpose. 
 
During the past 12 months, RSAA has adverOsed 23 posiOons across 16 disOnct job adverOsements.  
 
• 4 Academic adverts (8 posiOons) 
• 10 IT/technical adverts (13 posiOons) 
• 2 professional/administraOon adverts (2 posiOons) 
 
The survey reports data on the hiring of 20 individuals, and we regard it as indicaOve of how hiring 
pracOces have been implemented across the School. The full data for each survey quesOon is available in 
the Appendix. In the following we provide a brief summary of key findings. 
 
Training and ComposiOon of Hiring Panels  
RSAA has prioriOzed unconscious bias training over the past two years, as evidenced by the 2022 
demographic survey conducted by the College.  RSAA has a 63% staff compleOon rate for unconscious bias 
training, including an 83% compleOon rate for academics at level D/E who are primarily involved in 
academic hiring. Among survey respondents 50% of hiring chairs have completed the training within the 
last 2 years, and 70% have completed within the last 5 years. The equitable hiring strategy aims for a 90% 
compleOon rate, and this target is met among the academic cohort with 100% of respondents having 
undergone unconscious bias training within the last 5 years. During the past 12 months 90% of hiring 
panels achieved gender balance (40/40/20 women/men/any). 
 
MiOgaOon Strategies and Rubrics for Each PosiOon 
Discussions on potenOal biases and miOgaOon strategies took place before shortlisOng for 90% of 
posiOons, while specific rubrics for each posiOon were developed in 80% of cases. This closely aligns with 
the Equitable Hiring Strategy's recommendaOon for 100% compliance. 
 
 



AdverOsing and InvitaOons to Apply 
All posiOons have been externally adverOsed, surpassing the 90% target set in the strategy. For half of the 
posiOons, women and/or people from under-represented groups were invited to apply, and job 
announcements were adverOsed through different channels and networks in order to reach under-
represented groups. In 90% of cases, job announcements included statements about work-life balance, 
flexible work arrangements, parental and caregiver support policies, and/or campus childcare faciliOes. 
For 70% of jobs in the past 12 months announcements included language addressing reasonable 
adjustments to support disability needs, and 90% of adverOsements underwent gender decoding. The 
Equitable Hiring Strategy does not set specific percentages for these statements, aiming instead to 
enhance diversity in the applicant pool. While we have not benchmarked against hiring rounds preceding 
the Equitable Hiring Strategy, we are able to provide data on the resulOng gender distribuOon of applicants. 
In the aggregate data (covering academic, professional/IT, and professional/administraOon posiOons), 
there were 71 women applicants, 161 men, and 3 from other genders. A similar distribuOon is observed 
for academic posiOons (34 women, 73 men), aligning with the postdoc demographic survey conducted at 
RSAA in 2022 (30-70% women-men). There's a notable (but opposite) gender imbalance for 
professional/administraOon  posiOons (5 men, 25 women) and for technical/IT roles (12 women, 82 men, 
3 others). 
 
ShortlisOng and Offers 
Separate shortlists for men and women were implemented for 40% of posiOons (rising to 50% when 
accounOng for two posiOons where gender diversity lacked among the total applicant pool). A 50-50 men-
women shortlist raOo was achieved for 30% of posiOons (rising to 40% when accounOng for two posiOons 
where gender diversity lacked among the total applicant pool). Notably, all academic shortlists had a 50-
50 raOo in cases where there was a more balanced gender distribuOon among applicants. 
 
Offers were extended to 15 men and 5 women, with variaOons based on the type of posiOon. Specifically, 
offers were made to 2 women and 5 men for academic roles. Among the professional/administraOon 
posiOons, 2 women received offers, while in Technical/IT roles, offers went to 1 woman and 10 men. 
 
AddiOonal notes and consideraOons 
In 2023, RSAA appointed a female to a conOnuing level-E posiOon. This hire was not included in the survey, 
as it originated from a previous year. AddiOonally, another women-only faculty recruitment has been 
recently adverOsed and will be appointed in early 2024. 
 
In 2022, the RSAA AITC (Advanced InstrumentaOon and Technology Centre) conducted a significant 
women-only recruitment to directly address gender balance. This iniOaOve included 10 posiOons which 
are not captured by the survey, but which significantly enhanced gender diversity among engineering and 
technical staff.  

 
Building on the equitable hiring strategy and evidence-based acOons in academic hires 
 
Many of the recommendaOons contained in the Equitable hiring strategy have been implemented during 
the hiring occurred in the last 12 months. Among academic posiOons, the gender balance among 
applicants and offers is similar to the status-quo currently seen among the postdoc populaOon within the 
School. Thus, despite it’s posiOves, the strategy is likely to lead to gender balance only on very long 
Omescales. Indeed, this is the predicOon of workforce modelling previously undertaken by Lisa Kewley, 
indicaOng that other acOons are needed.  



 
The previous ASTRO 3D director (Lisa Kewley) and the current RSAA director led a paper that was recently 
published in Nature Astronomy  Otled The achievement of gender parity in a large astrophysics research 
centre. The paper reports how the ASTRO 3D centre of excellence set and achieved the goal of having 
equal numbers of women and men at all levels of the Centre. ASTRO 3D has implemented the components 
of the RSAA equitable hiring strategy for recruitment since 2017. The larger scale of ASTRO 3D relaOve to 
RSAA indicates the aspects of the Equitable Hiring Strategy which will see success. While the components 
of the RSAA Equitable Hiring Strategy including balanced shortlists, unconscious bias training etc are 
beneficial, the paper demonstrates that gender parity will only be achieved following proacOve promoOon 
of gender parity in the scienOfic leadership. RSAA will acOvely pursue this outcome through idenOfied 
female only conOnuing appointments in 2024 and beyond. As part of our upcoming 2024 School review 
the Associate Director IDEA will therefore lead an analysis of RSAA demographics at 5 and 10 years under 
different scenarios of idenOfied hiring among the conOnuing staff.    

 
 
 

Appendix 
 
Here we report the full findings of the data for each of the quesOons in the survey circulated among hiring 
managers in November 2022. We received 10 responses covering 20 posiOons, meaning that certain 
disOnct job adverOsements have been aggregated within the same hiring panel. Despite this, we consider 
the data indicaOve of the pracOces employed for adverOsing and candidate selecOon in RSAA over the past 
12 months. 
 
The distribuOon of applicants was as follows: 160 men, 71 women, and 3 individuals from other genders 
applied. Offers were extended to 15 men and 5 women. 
 

 
 

 



 

 

 

 

 



RSB 2023 report on Equitable Hiring Strategy 
 
A survey of HRMS data in 2022 found that RSB is well placed in gender equity except at 
academic >evel � and has culturally diverse staff overall.   
 
All recruitments, whether academic or Ɖrofessional staff, have followed the ƉrinciƉles set 
out in the 2022-202ϳ �Ƌuitable ,iring strategy. 
 
dhrough 202ϯ, we have con�nued to focus on recruitment of academics from diverse 
bacŬground and strong mentoring of women �DCZs to enable Ɖrogression to >evel �.  
• The only 2 academic recruitments in 2023 were strategic hires – both Level E women, 

one of which is south-east Asian.   
• dhis on toƉ of our use of sƉecified recruitments over the Ɖast ϯ years have resulted in 9 

of 10 new con�nuing academic staī being ǁomen, 2 from non-caucasian bacŬgrounds.   
• ZS� academic staff were very successful in the most recent round of Ɖromo�ons – of the 

ϭ0 Ɖromoted, ϲ were women and ϯ of these were Ɖromoted to >evel �. 
• &or 2024 and onwards we will con�nue to suƉƉort and mentor �DCZs, esƉecially the 

recent ;mostly womenͿ recruits, to imƉrove further the ƉroƉor�on of women in senior 
levels. dhis will reƋuire close aten�on to worŬloads. 

 
dhe following slide with summary informa�on was Ɖresented and discussed at the ZS� 
&aculty retreat on Eov 22. 
 

 
 
 
 
 
 



Research School of Chemistry - Equitable hiring strategy progress report 
 
December 2023 
 
Research School of Chemistry equitable hiring strategy: 
https://science.anu.edu.au/sites/prod.science.sca-lws06.anu.edu.au/files/RSC-Equitable-Hiring-
Strategy.pdf ) 
 
Progress for 2023 against RSC initiatives: 
 

1. Improve eƋuitable recruitment and reten�on prac�ces 
1. A  Understand your applicants 

� �ΘI included in adver�sements, include selec�on criteria for candidates to 
address how they support diversity 

1. B  Advertise Vacancies 
� sacancies are adver�sed, with the eǆceƉ�on 4 ǆ fiǆed term roles in the 

professional team in 2023 
1. C  Use Gender Neutral Language in job advertisements 

� 'ender neutral language is used in adverts, reviewed by CoS ,Z 
1. D  Promote our culturally diverse, fleǆible and family-friendly workplace in job 

advertisement 
� Adver�sements list the benefits of worŬ in in ZSC re Ňeǆible worŬing 

arrangements, reloca�on ƉacŬages ;where aƉƉlicableͿ, suƉƉort adũustments 
1. E  �ncourage candidates with underreƉresented gender, cultural or other asƉects of 

diversity to aƉƉly for adver�sed Ɖosi�ons 
� Adver�sed ϭ ǆ Chem�io Ɖosi�on for &emale-iden�fied candidates 

ϭ. &  Mitigate unconscious bias 
� SuƉervisors offered training, selec�on Ɖanels discuss methods to mi�gate 

unconscious bias and reference this on the commitee reƉort, selec�on 
panels are gender balanced 

1. G  Use capability-based selection 
� Selec�on criteria must be comƉleted and is assessed for all aƉƉlicants  

1. H  50:50 shortlisting of candidates 
� there we have had only ϭ ǆ female aƉƉlicant to a Ɖosi�on but the 

aƉƉlica�on was not comƉlete, seeŬ �irector aƉƉroval to move forward with 
only short-lis�ng male aƉƉlicants 

1. I  Use of identified multiple hiring records 
� Dul�Ɖle hiring rounds for the academic recruitment and a role subseƋuently 

adver�sed as &emale-iden�fied  
1. J  Use of identified positions 

� Adver�sed ϭ ǆ Chem�io Ɖosi�on for &emale-iden�fied candidates 
 

2. Improve Indigenous representa�on in our ǁorŬplace 
2. A  Provide employment programs for Indigenous students and candidates to gain work 

eǆƉerience in ZSC 
� ZSC did not adver�se for Indigenous students in 202ϯ with the large amount 

of vacancy and new team members in the Ɖrofessional team, it was 
determined that an effec�ve Ɖrogram could not be facilitated 

2.B  Understand the movement and aspirations of previous participants and develop 
initiatives to improve retention over time 



� This has not been conducted as there is no corporate knowledge in the 
Ɖrofessional team to have Ŭnowledge of Ɖrevious Ɖar�ciƉants 

 
3. ,ave a ǁorŬforce of staī ǁith disability that is representa�ve of the Australian 

community 
3.  A Provide information on support or adjustments available 

� All adver�sements are based on CoS ,Z temƉlate outlining assessment 
process and reasonable adjustments 

3.B  Consider candidates from the CoS Services pool of candidates with disability 
� dhis has not been accessed by ZSC for filling vacancies in 202ϯ 

 

 



RSES equitable Hiring strategy progress report 2023 
 
As Ɖer 202ϯ data suƉƉlied by ,Z, ZS�S recognises underreƉresenta�on of women amongst 
senior academics ;>evels �, �Ϳ at 2ϯ.ϴй. ZeƉresenta�on of women at ũunior academic level 
;A, �, CͿ is closer to eƋuity at 42.ϭй while women are overreƉresented amongst 
administra�ve staff ;ϳ2.ϳйͿ. 
Currently, all but ϯ ũunior academic Ɖosi�ons at ZS�S are non-con�nuing and staff in these 
Ɖosi�ons are mostly Ɖroũect-based eǆternally funded. ZS�S has one con�nuing female 
academic at level C, one female academic CC& at level C and one male diverse bacŬground 
academic on tenure-tracŬ at level � who is a new hire in 202ϯ. Kne new level C female 
con�nuing academic has been aƉƉointed via a female-iden�fied adver�sement to start in 
:anuary 2024. 
 
As Ɖer ac�ons to address underreƉresenta�on, ZS�S con�nues to adver�se eǆternally all 
con�nued, tenure-tracŬ, CC& and fiǆed-term Ɖosi�ons with very rare eǆceƉ�ons. All selec�on 
Ɖanel chairs are encouraged to taŬe unconscious bias training and to encourage their 
selec�on Ɖanel members to do the same. :ob cards are aƉƉroved only with CoS aƉƉroved 
adver�sement teǆt and nominated selec�on Ɖanel members to ensure aƉƉroƉriate diversity. 
Adver�sement teǆts are checŬed with a gender decoder soŌware to ensure gender-neutral 
language and are regularly broadly adver�sed on email lists and social media sites targe�ng 
underrepresented groups. 
 
tith above Ɖrocesses imƉlemented and three new academic hires in 202ϯ, 2 of which 
increase diversity and gender eƋuity, ZS�S is on tracŬ regarding the ZS�S eƋuitable hiring 
strategy. 



RSPhys – Equitable Hiring Strategy 2022 – 2027 Progress report (Dec 2023) 

1. 2023 workforce demographics 

All Funding Man Woman Non-Binary Unknown %F 

Early Academic A,B,C 66 23 
 

  25.8 

Senior Academic D,E 30 7     18.9 

Professional Staff – 
Administra�on 9 20     69.0 

Professional Staff – Technical,  
Research, Engineering, IT, 
Specialist,  
and Maintenance streams 58 13     18.3 

Casual Academic 42 24     36.4 

Casual Prof 82 48     36.9 

It is important to note the trends in Level A-C to understand beter career Ɖathways in a gendered 
context. 

Level M F % F X 

A 24 11 31% 1 

B 30 9 23% 1 

C 13 3 19% 0 

 
66 23 26% 2 

2. Progress in closing ŝĚeŶ�ĮeĚ�ŐĂƉƐ͕�ǁŚeƚŚeƌ�ƚŚe�^ĐŚŽŽů�ŝƐ�ŽŶ�ƚƌĂĐŬ�ƚŽ�ŵeeƚ�
strategic goals 

�elow is a table of Ɖosi�ons filled in 202ϯ which reŇect an overall imƉrovement against the general 
demograƉhics in the School across all emƉloyment classifica�ons.  dhe gender ra�os in the 
Ɖromo�on round show ra�os reŇec�ve of the ra�o for that level in the school demographic. 

Recruitment 
   

Level M F % F X 

A 24 11 31% 1 

B 30 9 23% 1 

C 13 3 19% 0 

 
66 23 26% 2 

 



 

Wromo�ons 
   

 
M F %F X 

B 2 1 33% 0 

C 2 1 25% 1 

D 2 0 0% 0 

E 0 0 
 

0 

 
6 3 33% 

 
 

3. WŚeƚŚeƌ�ĂŶǇ�ĂƩƌĂĐ�ŽŶ͕�ƌeĐƌƵŝƚŵeŶƚ͕�ƐeůeĐ�ŽŶ�Žƌ�ƌeƚeŶ�ŽŶ�ŵeƚŚŽĚƐ�ǁŝůů�ďe�
amended to help the ^ĐŚŽŽů�ĐůŽƐe�ŝĚeŶ�ĮeĚ�ŐĂƉƐ͘�^ƚĂ�Ɛ�ĐƐ�ŽŶ�ƚŚe�ƐƵĐĐeƐƐ�ŵeĂƐƵƌeƐ�
ŝĚeŶ�ĮeĚ�ŝŶ�ƚŚe�ƐƚƌĂƚeŐǇ�ĂďŽve͘ 

te saw a small but helƉful increase in the number of iden�fied Ɖosi�on recruitments.  Of the two 
iden�fied Ɖosi�on ;femaleͿ recruitment now comƉlete both were successful in atrac�ng womenΎ. 
Kne recruitment seeŬing balanced aƉƉointments is s�ll underway and will be finished early in 
2024.  Kne iden�fied Ɖosi�on ;femaleͿ recruitment has gone to marŬet three �mes over the Ɖast 
three years, the first two �mes saw offers made to female iden�fying aƉƉlicants, regretably both 
declining aŌer Ɖrotracted nego�a�ons.  dhe third �me to marŬet was oƉened to all aƉƉlicants with 
the view to interview two gendered short lists.  dhe recruitment is liŬely to finish in 2024. 

With many thanks to assistance from the College and Central we were pleased to retain an 
indigenous Ɖrofessional staff member in an ongoing role.  dhis is Ɖar�cularly Ɖleasing as this was the 
result of an indigenous targeted aƉƉren�ceshiƉ almost ϱ years ago.   

4. Lessons learnt 
Kn reŇec�on, the onus on obtaining reƉorts from Ɖanel chairs is not a Ɖrac�cal metric and this needs 
review.  dhe �Θ� commitee will develoƉ a School guideline to encourage self-training in unconscious 
bias, offering Ňeǆible worŬ condi�ons and emƉloyment of candidates for ƉeoƉle with disabili�es for 
panel members.   

te will also thinŬ to reƉort of deƉar�ng staff and Ɖromo�on numbers.  In this way the dynamic of 
the school demograƉhic can be beter understood. 

thile the ͞scissor curve͟ behaviour is s�ll evident in the transi�on from >evel A to >evel � it is far 
less Ɖronounced than a decade ago. dhe Ňatening and eƋuilibra�on of this trend suggests a 
deriva�ve method for assessing the Ɖrogressive effec�veness of any recruitment and reten�on 
strategies.  We note that the lower the gradient of %F from junior to senior rolls is preferred, as is the 
improvement in overall parity. 
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CoS reports significant progress towards its listed action items for this strategy, as follows: 

 
Action item Outcome 
1.1 Completion of prescribed training by 
supervisors 
 
1.2 Completion of prescribed training by all 
CoS Services staff 
 

This training is required every two years, and 
therefore is still in progress. 
 

1.3 (i) Mitigating unconscious bias – hiring 
managers are provided with a checklist to 
prompt good practice measures 
 
(ii) Hiring managers are encouraged to add a 
statement to selection committee report 
addressing this. 
 

Checklist not yet developed.  
 
A CoS services specific Selection Committee 
Report has been developed to include the 
statement addressing unconscious bias.  
 
17 positions advertised in 2023; applications 
from 324 (59%) female, 192 (35%) male and 
35 (6%) unidentified.  
 
20 new hires (continuing/fixed term) in 2023; 
15 (75%) female and 5 (25%) male. 
 
 

1.4 Remove barriers to inclusion in internal 
short-term acting opportunities 

Emails asking for EOIs for temporary 
transfers/higher duties of over 4 weeks are 
regularly being sent where applicable. 
 

1.5 Improve visibility of diversity actions and 
initiatives 

Content on our internal webpages has been 
refreshed, Wellbeing Portal added. 
 

1.6. Improve advertising material, PDs etc to 
expand applicant pool and remove barriers 

CoS Services advertisements have been 
simplified. 
 
Capability based selection is regularly used 
in selection processes. 
 

2.1 Use gender neutral language in job 
advertisements 

CoS Services job advertisements are using 
gender decoded language wherever possible. 
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2.2 Tailor advertisements to an 
underrepresented gender 
 

Not applicable to date 

3.1 Provide employment programs for 
indigenous students and candidates to gain 
work experience in CoS Services 

Working collaboratively with the CPO’s 
office, the Indigenous Cadetship program is 
successfully in place, and welcomes two 
female cadets in January 2024. 
 

4.1 Use of a job board with a specific focus on 
promoting jobs to people with disability 

CoS Services positions advertised on Toozly.  

4.2 Engage with Disability Employment 
Services providers to sources candidates 
with disability for role within CoS Services 
 

Nil engaged in 2023 

4.3 Provide information in support or 
adjustments available 

All advertisements provide this information, 
and an increased number of candidates have 
requested support 
 

4.4 Provide advise and support to supervisors 
on managing a staff member with a disability 
 

All relevant supervisors are receiving support 

 


