
 
In 2018–19, NHMRC reviewed whether Administering Institutions were continuing to 
meet the seven gender equality policy requirements in place at that time1 and has 
compiled a selection of better practice examples from the information provided.  

As institutions vary in size and capacity, this information reflects the different 
approaches used to ensure the progression and retention of women in health and 
medical research. Excellence is demonstrated in different ways, including the use of 
external resources, and there is no ‘one size fits all’ way of working towards gender 
equality in health and medical research. 

The examples included in the table below are illustrative, not exhaustive, with many 
Administering Institutions describing effective and innovative strategies for 
addressing gender equality. The intention in publishing better practice examples is to 
illustrate both the excellent work being done by different types of institutions and to 
provide examples of measures that could be implemented elsewhere.  

 
1. An institutional strategy that addresses the underrepresentation of women in 
senior positons in relevant strategic/corporate plans. This strategy should be 
reviewed frequently to ensure that it is effective and 

https://www.wgea.gov.au/
https://www.sciencegenderequity.org.au/
https://www.sciencegenderequity.org.au/sage-members/
https://www.wgea.gov.au/public-reports
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same pay when performing the same roles), and 
• recruitment, retention and progression (e.g. when recruiting for 

senior positions, ensure that at least one of the members of the 
interview panel is a female employee and at least one of the 
internal or external candidates is female). 
 

Deakin University Deakin University’s gender equity actions are set out under the Gender 
Equity Plan 2019–2023. These include: 

• recruitment including the initiation of Faculty based Taskforces to 
set and guide gender representation targets, in particular for 
academic roles at levels C-E  

• promotions including a focus on achievement relative to 
opportunity in all promotion activities and analysis of the career 
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2. Mentoring and skills training strategies that promote and seek to increase 
women’s participation. 
 
Australian 
National 
University (ANU)  
 
 

ANU provides additional support for female academics seeking 
promotion, including providing mentors who assist applicants to prepare 
for the interview with the assessment committee, as well as formal and 
informal panel discussions targeting female academics to coincide with 
the promotion round.  
 
Female staff are also supported through ensuring gender representation 
on selections and promotions committees, access to a number of 
mentoring, support and leadership programs, including a senior women’s 
leadership program, the Network for Early Career Academics at ANU 
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work practices for both men and women to help deal with the demands 
that a family can bring. This includes part-time work, flexible start and 
finish times for work days (to allow for picking up children from childcare 
or school), purchased leave (which caters for school holidays), 
compressed weeks, as well as carrying out portions of the working week 
from home, if practical. These working arrangements are also offered to 
staff caring for elderly parents.  
 
In addition, SVI strives to ensure family-friendly meeting times and 
access to meetings by teleconference or videoconference 
communication, when required. All staff who are junior postdoctoral 
fellows and above have access to a laptop that they can take home for 
work purposes. SVI is also investigating the possibility of providing 
support for attendance at meetings, such as for childcare or travel, for 
those with caring responsibilities. 
 

The Florey 
Institute of 
Neuroscience 
and Mental 
Health  
 

The Florey has a number of initiatives in place to assist with flexible work 
arrangements, both formally and informally. A Flexibility at Work Policy 
supports flexibility at work for staff with family responsibilities and 
covers the following areas: 

• flexible work hours 
• carers/family leave 
• flexibility for employees with family and household 

responsibilities 
• purchased leave scheme 
• family-friendly meeting times 
• 22 weeks parental leave  
• ten days paid keeping in touch leave whilst on parental leave, 

and 
• part-time options. 

 
5. Remuneration equity between men and women with the same responsibilities. 
 
Commonwealth 
Scientific and 
Industrial 
Research 
Organisation 
(CSIRO)  
 

CSIRO uses a sophisticated machine-

-

- -



 




