






RMIT Athena Swan Silver Award 
 

 

 

  
 
  
 
 

CRICOS: 00122A | RTO: 3046 

 
 

 

 
 

Page 4 of 103 

 

Contents 

 

List of figures .............................................................................................................................................. 5 

List of tables ............................................................................................................................................... 7 

List of abbreviations and acronyms ........................................................................................................... 8 

Context ..................................................................................................................................................... 10 

Terminology .......................................................................................................................................... 10 

Data explainer....................................................................................................................................... 11 

Summary table: Bronze to Silver pathway ........................................................................................... 17 

Section 1 – Leadership and accountability .............................................................................................. 20 

Athena Swan Principles and University strategies .............................................................................. 20 

Governance and accountability ........................................................................................................... 20 

Achievements, challenges and learnings ............................................................................................. 22 

Enabling actions ................................................................................................................................... 25 

Section 2 – Key barriers to attraction, retention and/or progression ...................................................... 26 

Key barrier 1: Supporting career progression for women/gender-diverse academics and balancing 
gender composition at all levels .......................................................................................................... 26 

Key barrier 2: Supporting parents and carers ..................................................................................... 49 

Key barrier 3: Academic workload activity and management ............................................................. 66 

Key barrier 4: Enabling accessibility: supporting people with disability and neurodivergence .......... 80 

Key barrier 5: Respectful cultures and behaviours .............................................................................. 91 

 

 
  



RMIT Athena Swan Silver Award 
 

 

 

  
 
  
 
 

CRICOS: 00122A | RTO: 3046 

 
 

 

 
 

Page 5 of 103 

 

List of figures 

Figure 1: Equity, diversity and inclusions governance at RMIT ....................................................... 21 

Figure 2: All academic staff headcount, by sex/gender identity and level (December 2025) ........... 26 

Figure 3: STEMM academic staff, by sex/gender identity and level (December 2025) .................... 27 

Figure 4: Engineering academic staff, by sex/gender identity and level (December 2025) .............. 28 

Figure 5: Science academic staff, by sex/gender identity and level (December 2025) .................... 28 

Figure 6: Architecture and Urban Design academic staff, by sex/gender identity and level 
(December 2025) ............................................................................................................................ 29 

Figure 7: Computing Technology academic staff, by sex/gender identity and level (December 2025)
 ....................................................................................................................................................... 29 

Figure 8: Fashion and Textiles academic staff, by sex/gender identity and level (December 2025) 30 

Figure 9: Accounting, Information Systems & Supply Chain academic staff, by sex/gender identity 
and level (December 2025) ............................................................................................................. 30 

Figure 10: HASS academic staff, by sex/gender identity and level (December 2025) ..................... 31 

Figure 11: Economics, Finance and Marketing academic staff, by sex/gender identity and level 
(December 2025) ............................................................................................................................ 32 

Figure 12: Management academic staff, by sex/gender identity and level (December 2025) .......... 32 

Figure 13: Academic promotion success rates (relative to applications), by sex, by level (2017-
2025) .............................................................................................................................................. 33 

Figure 14: Academic promotion success rates (relative to total academic population at level), by 
sex, by level (2017-2025) ................................................................................................................ 34 

Figure 15: Academic promotion applications, by sex, by level (2017-2025) ................................... 35 

Figure 16: Academic promotion application rates (relative to total academic population at level), by 
sex, by level (2017-2025) ................................................................................................................ 36 

Figure 17: CALD/non-CALD academic promotion success rates (relative to applications), all 
sexes/gender identities and levels (2019–2025) .............................................................................. 37 

Figure 18: CALD/non-CALD academic promotion success rates (relative to applications), by sex 
(2019-2025) .................................................................................................................................... 38 

Figure 19: CALD/non-CALD academic promotion applications and success rates (relative to 
applications), all sexes/gender identities, by level (2021/2024) ....................................................... 39 

Figure 20: Staff Survey 2025 responses (academic staff) - experiences of inclusion, by gender and 
racial identity .................................................................................................................................. 40 

Figure 21: Weeks of employer-funded parental/partner leave (paid and unpaid) taken, by gender-
identity, 2025 .................................................................................................................................. 51 

Figure 22: Weeks of employer-funded parental/partner leave (paid and unpaid) taken, by gender-
identity and job classification (2025) ............................................................................................... 51 

Figure 23: Weeks of Parental/Partner leave (unpaid) taken, by gender-identity (2025) ................... 52 

Figure 24: Number of staff by formal flexible work arrangement, by gender identity and 
employment fraction (2025) ............................................................................................................ 53 



RMIT Athena Swan Silver Award 
 

 

 

  
 
  
 
 

CRICOS: 00122A | RTO: 3046 

 
 

 

 
 

Page 6 of 103 

 

Figure 25: Number of full-time staff by formal flexible work arrangement, by gender identity and 
employment classification (2025) .................................................................................................... 54 

Figure 26: Number of part-time staff by formal flexible work arrangement, by gender identity and 
employment classification (2025) .................................................................................................... 55 

Figure 27: Number of part-time staff, by gender identity, by level (where “level” represents the level 
removed from the Vice Chancellor (2025) ....................................................................................... 56 

Figure 28: Staff Survey 2025 responses (all staff) - experiences of workplace flexibility, by gender 
identity ............................................................................................................................................ 58 

Figure 29: Staff Survey 2025 responses (all staff) - experiences of workplace flexibility, by gender 
and racial identity ........................................................................................................................... 59 

Figure 30: Staff Survey 2025 responses (all staff) - experiences of workplace flexibility, by gender 
and disability/neurodiversity status ................................................................................................. 59 

Figure 31: Allocation of teaching, research and engagement 2025, by gender identity .................. 67 

Figure 32: Allocation of teaching, research and engagement 2025, by gender identity and College
 ....................................................................................................................................................... 67 

Figure 33: Proportion of female and male investigators on ARC Linkage and Discovery grant 
applications 2011-2026 .................................................................................................................. 68 

Figure 34: Success rates for female and male investigators on ARC Linkage and Discovery grant 
applications (2011-2026) ................................................................................................................ 69 

Figure 35: Staff Survey 2024 responses (all staff) - perceptions of workload, by gender identity and 
disability status ............................................................................................................................... 72 

Figure 36: Staff Survey 2025 responses (all staff) - experiences of the built environment .............. 81 

Figure 37: Staff Survey 2025 responses (all staff) - experiences of digital enablement, by gender 
identity and disability/neurodiversity status .................................................................................... 82 

Figure 38: Staff Survey 2025 responses (all staff) - experiences of inclusion, by gender identity and 
disability/neurodiversity status ....................................................................................................... 83 

Figure 39: Student responses to GBV prevention survey 2025 - where would you go to get 
support? ......................................................................................................................................... 92 

Figure 40: Student formal reports of gender-based harm, and resultant disciplinary actions, 2023-
25 ................................................................................................................................................... 92 

Figure 41: Staff formal reports of gender-based harm, and resultant disciplinary actions, 2023-2593 
  



RMIT Athena Swan Silver Award 
 

 

 

  
 
  
 
 

CRICOS: 00122A | RTO: 3046 

 
 

 

 
 

Page 7 of 103 

 

List of tables 

Table 1: Athena Swan Silver Award Workshop participants by gender identity and employment 
classification ................................................................................................................................... 11 

Table 2: Data sources - number of participants, by gender identity, and explanatory notes .......... 14 

Table 3: Summary of actions taken throughout period from Bronze to Silver Athena Swan 
accreditation ................................................................................................................................... 17 

Table 4: RMIT’s GEDI achievements, challenges and learnings...................................................... 22 

Table 5: CALD/non-CALD academic promotion applicants, successful applicants and success 
rates (relative to applications), all sexes/gender identities and levels (2019–2025) ......................... 37 

Table 6: CALD/non-CALD academic promotion applicants and success rates (relative to 
applications), by sex (2019–2025) ................................................................................................... 38 

Table 7: CALD/non-CALD academic promotion applicants, successful applicants and success 
rates (relative to applications), all sexes/gender identities, by level (2021/2024) ............................. 39 

Table 8: GEAP 2022-25 targets and outcomes in relation to support for parents ........................... 49 

Table 9: RMIT parental leave entitlements and amounts ................................................................ 50 

Table 10: Percentage of staff with formal flexible work arrangements (reduced time fraction, 
purchased leave and working more hours over fewer days/“compressed hours”), by gender 
identity, 2022-25 ............................................................................................................................. 53 

Table 11: Proportion of staff with a flexible work arrangement, by gender identity and employment 
fraction (2025) ................................................................................................................................. 54 

Table 12: Publications, citations and h-indexes (total and averages) by gender identity of the top 
500 researchers (2020-2024) .......................................................................................................... 69 

Table 13: Staff Survey 2025 responses (academic staff) – cross-section of responses, by gender 
and racial identity ........................................................................................................................... 73 

Table 14: Issues raised in relation to workload models, their implementation and how these 
aspects vary across the University ................................................................................................. 74 

Table 15: Respondents to Staff Survey 2025 (all staff), by gender identity and 
disability/neurodiversity status ....................................................................................................... 80 

Table 16: Participant post-Our Watch training survey results 2025 (skill and confidence) .............. 94 

Table 17: Staff Survey 2025 responses (all staff) - experiences of respectful cultures and 
behaviours, by gender identity and sexual orientation .................................................................... 95 

Table 18: Staff Survey 2025 responses (all staff) - experiences of respectful cultures and 
behaviours, by gender and racial identity ....................................................................................... 96 

 

  



RMIT Athena Swan Silver Award 
 

 

 

  
 
  
 
 

CRICOS: 00122A | RTO: 3046 

 
 

 

 
 

Page 8 of 103 

 

List of abbreviations and acronyms 

ABA Australian Breastfeeding Association 

ADVC Associate Deputy Vice-Chancellor 

AISSC Accounting, Information Systems and Supply Chain (School of) 

ARC Australian Research Council 

ARtO Achievement Relative to Opportunity 

ASIG Athena Swan Implementation Group 

ASSG Athena Swan Steering Group 

AUD Architecture and Urban Design (School of) 

AWEI Australian Workplace Equality Index 

AWM Academic Workload Model 

CALD Culturally and Linguistically Diverse 

CGEPS Commission for Gender Equality in the Public Sector 

DDA Disability Discrimination Act 

DIAG Diversity and Inclusion Advocacy Group 

DNSN Disability and Neurodiversity Staff Network 

DSC Design and Social Context (College of) 

DVC Deputy Vice-Chancellor 

EAP Employee Assistance Program 

EFM Economics, Finance and Marketing (School of) 

ELP Equitable Learning Plan 

F&T Fashion and Textiles (School of) 

GBV Gender Based Violence 

GEDI Gender, Equity, Diversity and Inclusion 

GEAP Gender Equality Action Plan 

GSBL Graduate School of Business and Law 

GUSS Global, Urban and Social Studies (School of) 

HASS Humanities and Social Sciences 

HDR Higher Degree by Research 

HR Human Resources 

h-index Hirsch Index (research impact metric) 

IDAHOBIT International Day Against Homophobia, Biphobia, Intersex Discrimination, and 
Transphobia 

IDEA Inclusion, Diversity, Equity and Access 



RMIT Athena Swan Silver Award 
 

 

 

  
 
  
 
 

CRICOS: 00122A | RTO: 3046 

 
 

 

 
 

Page 9 of 103 

 

IDEAC Inclusion, Diversity, Equity and Access Committee 

IVF In Vitro Fertilisation 

LGBTIQA+ Lesbian, Gay, Bisexual, Transgender, Intersex, Queer, Asexual and other sexually or 
gender diverse people 

M&C Media and Communication (School of) 

NTROs Non-Traditional Research Outputs 

PCPM Property, Construction and Project Management (School of) 

POC People of Colour 

R&I Research and Innovation 

RtW Return to Work 

SAGE Science in Australia Gender Equity 

SCT School of Computing Technologies 

SDG Sustainable Development Goal 

SENG School of Engineering 

SHBS School of Health and Biomedical Sciences 

SSCI School of Science 

STEM Science, Technology, Engineering and Mathematics (College of) 

STEMM Science, Technology, Engineering, Mathematics and Medicine 

UEC University Executive Committee 

WGEA Workplace Gender Equality Agency 

WTWM Working Together with Men 
 

  



RMIT Athena Swan Silver Award 
 

 

 

  
 
  
 
 

CRICOS: 00122A | RTO: 3046 

 
 

 

 
 

Page 10 of 103 

 

Context 

Terminology 
Language used in this application reflects RMIT’s commitment to inclusivity and alignment with SAGE 
Athena Swan Principles. Key terms include: 

• Achievement Relative to Opportunity (ARtO): A framework for assessing performance in light 
of circumstance, career interruptions or non-linear trajectories. 

• Gender-based violence (GBV): Used as shorthand for a spectrum of behaviours including 
sexual harassment, sexual assault and gender-based harm. 

• Gender-diverse: An umbrella term for identities outside the binary of man/woman, including 
non-binary and gender-fluid identities. 

• Gender identity: Refers to an individual’s internal sense of gender, which may differ from sex 
assigned at birth. Data categories include woman or female, man or male, non-binary, other, 
trans/gender-diverse, self-described and prefer not to say. 

• Culturally and Linguistically Diverse (CALD): Cultural and linguistic diversity can encompass a 
range of aspects including a person’s country of birth, their ancestry, where their parents were 
born, what language/s they speak, and their religious affiliation. CALD-status is self-identified, in 
this application.  

• Inclusive language: Language that affirms diverse identities and avoids assumptions about 
gender, sexuality, family structure, or ability. 

• Intersectionality: Recognises that experiences of inequity are shaped by overlapping identities 
(e.g., gender, race, disability, sexuality) and cannot be understood in isolation. 

• Neurodiversity: The natural diversity of human brains meaning that everyone has a unique way 
of thinking, feeling and functioning. 

• People of colour (POC): People of colour is a broad, self-identified term used to describe 
people who are racialised as non-White and who may experience systemic barriers, racism and 
racial discrimination. The term encompasses diverse racial, ethnic and cultural backgrounds 
and is used in this application as an inclusive descriptor rather than a homogeneous identity 
category. POC-status is self-identified in this application. 

• People with disability: Those who self-identify as having long-term physical, mental, 
intellectual, or sensory impairments, including health conditions, which, in interaction with 
various barriers, may hinder their full and effective participation in society on an equal basis with 
others. 

• People with neurodivergence: People who think, feel and function in ways that are considered 
less common, as opposed to people who are neurotypical. Neurodivergence is a non-medical, 
self-identifying term that may be used by people with a range of diagnoses including Autism 
Spectrum Disorder (ASD), Attention Deficit Hyperactivity Disorder (ADHD), Tourette Syndrome 
and Specific Learning Disorders (SLD). 

• Underrepresented and/or marginalised groups: Refers to cohorts historically excluded or 
disadvantaged in higher education and research, including women in STEMM, Aboriginal and 
Torres Strait Islander peoples, LGBTIQA+ communities and people with disability or 
neurodivergence. 
 

Throughout this application, terms such as women, men, and gender-diverse people are used in ways 
that respect self-identification. In some cases, data categories are limited by system constraints. RMIT 
acknowledges that language evolves and commits to ongoing review to ensure terminology remains 
respectful and inclusive. 
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Staff Survey 2025 and Australian Workplace Equality Index (AWEI) 2024 free-
text responses 
Free-text responses from the 2025 Staff Survey and the 2024 Australian Workplace Equality Index 
(AWEI) employee survey have been drawn upon throughout this application to complement the 
quantitative data and provide additional insight into staff experiences. Demographic data is not 
available for these comments, as free-text responses are supplied in a randomised format to maintain 
respondent confidentiality and anonymity. 

Disability and Neurodiversity Staff Network (DNSN) consultation 
Further evidence in support of Key barrier 4 was collected through RMIT’s Disability and Neurodiversity 
Staff Network between April and October 2024. At the time of data collection, the Network comprised 
118 academic and professional staff members. Participants were invited to voluntarily and anonymously 
submit written case studies describing challenges and successes related to accessibility at RMIT. 
Submissions were guided by structured prompts covering role context, what occurred, outcomes, and 
reflections on what could have been improved. In total, 52 case studies were collected, comprising 44 
challenges and 8 examples of good practice. These were consolidated into the DNSN’s Workplace 
Challenges and Successes Report (2024) and later discussion paper (2025)—many insights from these 
are presented in this application. 

Student survey and Higher Degree by Research (HDR) student focus groups 
Further evidence in support of Key barrier 5 was gathered through a student survey on gender-based 
violence awareness, conducted in July–August 2025, completed by 595 students—no gender identity 
data is available. 
 
Also, in support of Key barrier 5, evidence was gathered through dedicated focus groups with HDR 
student representatives. Representatives were invited to attend one of two focus groups to understand 
their perceptions of the University’s efforts to prevent and respond to gender-based harm. The two 
sessions were attended by a total five students—three man/male-identifying one woman/female-
identifying and one that did not respond regarding their gender identity.3 

2. Quantitative data 
Key quantitative sources and metrics presented in this application include: 

• Staff Surveys: Data from RMIT’s Staff Survey (2025) and Pulse Survey (2024), including staff 
perceptions of inclusion, workload, flexibility and respectful culture, disaggregated by gender 
identity, disability and neurodiversity status and sexual orientation. 

• Human Resources (HR) data: Workforce composition by gender identity, academic level and 
employment classification (2025), drawn from RMIT’s WorkDay platform. 

• Academic promotion data: Academic promotion application and success rates by gender 
identity (2017-2025), reported to University Academic Promotions Committee. 

• Workload allocation data: Self-reported data on academic workload distribution across 
teaching, research and engagement domains (2025). 

• External benchmarking: Data from RMIT’s reporting for the Workplace Gender Equality Agency 
(WGEA) (2024) and auditing for the Commission for Gender Equality in the Public Sector 
(CGEPS) (2025), including data about flexible work arrangements and parental and carers’ leave 
uptake. 

• Research performance data: Analysis of research outputs and impact using Australian 
Research Council (ARC) grant application and success data (2011–2026) and bibliometric 
indicators from Scopus (2025). 

• Student equity metrics: Participation, retention and attainment rates for students with disability 
(2024).  

 
3 Gender identity markers were gathered via self-disclosure from participants, via a survey. 
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• Student surveys: Data from the Student Experience Survey (2023) and Gender-Based Violence 
(GBV) prevention survey (2025). 

• Training and engagement data: Completion rates and evaluation data for mandatory and 
targeted training programs, and engagement with awareness campaigns (2025). 

• Gender-based harm reporting data: Number of disclosures and formal reports made to the 
University’s Safer Community team, as well as number of disciplinary actions taken. 

 
Details about the number of participants, by gender identity, for each data source for which this 
information is available—alongside further explanatory notes—is provided in Table 2, below. 

3. Data limitations and ethical considerations 
RMIT acknowledges several limitations in the data used. Demographic information such as disability, 
sexuality and cultural background relies on voluntary disclosure, resulting in incomplete datasets. For 
some cohorts, including non-binary staff, small sample sizes limit statistical reliability and require 
cautious interpretation. Additionally, some HR and workload data are point-in-time or self-reported, 
meaning they may not fully capture dynamic changes over time. These limitations have been 
considered throughout the application and inform the careful framing of conclusions. All data collection 
adhered to ethical principles of informed consent, privacy, and respect for participants. 
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Section 1 – Leadership and accountability 

Since achieving Athena Swan Bronze accreditation in 2019, RMIT has had considerable success in 
promoting gender, equity, diversity and inclusion (GEDI). Below, we reflect on how the SAGE Athena 
Swan Principles have been embedded within the University’s key strategies and plans, our GEDI 
governance arrangements and our achievements, challenges and learnings throughout our “Bronze to 
Silver” journey. We also provide “enabling actions” to promote stronger leadership and accountability, 
through the next phase. 

Athena Swan Principles and University strategies 
RMIT’s Knowledge with Action Strategy aligns closely with the SAGE Athena Swan Principles, 
embedding GEDI into the University’s core mission. This is particularly apparent in the Strategy’s 
‘Adaptive Priorities’ 1 and 2—‘Foster a collaborative, caring, inclusive and innovative culture’ and 
‘Support a resilient workforce with fulfilling career pathways’. The Strategy also emphasises governance 
and accountability, calling for senior leadership to visibly champion inclusion, consistent with Athena 
Swan’s call for leadership-led cultural change (Principle 10). RMIT’s commitment to Indigenous 
engagement, intersectional approaches and recognition of all genders further mirrors Athena Swan’s 
Principles (Principles 5–7). 
 
RMIT’s vision and resources function to make inclusion a lived reality (Principle 1). For example, RMIT’s 
focus on safe, respectful environments—particularly through its Gender-Based Violence Strategic 
Action Plan 2023-27 (GBV Strategic Action Plan)—supports Athena Swan’s Principle of preventing 
harassment and discrimination (Principle 9). Through RMIT’s Inclusion, Diversity, Equity and Access 
(IDEA) Framework, RMIT commits to engaging with those most impacted by inequity to redesign 
systems and culture according to a “Universal Design” approach (Principle 8). RMIT’s Gender Equality 
Action Plan (GEAP) 2022-25 sets out an approach to evidence-based action, using staff and student 
data to identify barriers outcomes—directly reflecting Athena Swan’s focus on rigorous self-assessment 
and transparent reporting (Principles 2–4).  

Governance and accountability 
The Athena Swan program of work is overseen by the Athena Swan Steering Group (ASSG or Steering 
Group)4—a governance group of senior academic and professional staff and students at various stages 
of their careers. The ASSG meets five times a year to provide strategic oversight and is chaired by an 
academic lead—the Associate Deputy Vice-Chancellor (ADVC) Gender Equity.5 The Athena Swan 
Implementation Group (ASIG or Implementation Group) supports delivery of actions. Further to these 
bodies, the Diversity and Inclusion Advocates’ Group (DIAG), formed in 2021, provides academic and 
discipline-based insights and has representation from RMIT’s four Colleges and RMIT Vietnam. 
 
In 2024, a gap in strategic GEDI work at the College-level was identified. To address this, Equity and 
Inclusion Advisory Groups were established in each of the four Colleges in 2025. These Groups help to 
progress College-specific intersectional GEDI work, alongside the College-level “Ngulus” that progress 
RMIT’s commitment to its Aboriginal and Torres Strait Islander staff, students and community. In 
addition, some Science, Technology, Engineering and Maths (STEM) Schools also have School-based 
GEDI Committees.  
 

 
4 The ASSG is a refined assembly of its precursor, the Athena Swan Working Party (ASWP), established in 2016 to inform 
and govern the University’s Athena Swan Bronze Award application. 
5 The Chair of the ASSG is a member of both IDEAC and the Vice Chancellor’s Advisory Group for the Prevention of GBV, 
ensuring the connectedness of Athena Swan work to broader University strategy. 
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Summary 
Despite sustained success in recruiting women and gender-diverse academics, RMIT continues to 
face systemic barriers to equitable progression to the most senior academic levels. University-wide 
data show persistent underrepresentation of women at level E, particularly where women 
experience multiple forms of marginalisation on the basis of factors such as race, disability, or 
neurodivergence. This contributes to the gender pay gap and limits diversity in academic 
leadership. This pattern is particularly evident in many STEMM Schools, but is also present across 
several HASS disciplines, indicating an institution-wide challenge. Promotion data suggest the key 
barrier is not success rates, which are high for women, but lower application rates to level E, 
pointing to structural, cultural and confidence-related deterrents. Qualitative evidence from 
workshops demonstrate gaps/challenges in mentoring and career development, leadership 
encouragement, distribution of undervalued work, processes, promotion criteria, cultures and 
environments and access to flexible work and mobility opportunities, particularly for level C and D 
academics. This evidence highlights the need for targeted, systemic and sustained interventions to 
support equitable progression to senior academic roles. 
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Summary 
While RMIT has made progress in supporting parents, significant gendered inequities in caring 
responsibilities and the subsequent impact on careers persist. Women continue to be more likely 
to take extended Parental Leave and to work flexibly or part-time, particularly at lower and mid-
levels, while men’s uptake of Primary Carer Leave remains low, reinforcing traditional caregiving 
norms.  
 
Flexible and part-time work remain unevenly distributed across the organisation, with limited 
availability at senior levels and in academic, reflecting broader sector patterns and contributing to 
ongoing leadership imbalances. Staff report unclear leave processes, inconsistent managerial 
support and perceived career penalties associated with flexible and part-time work. Men face 
cultural and structural barriers to accessing Primary Carer Leave, and carers, beyond parents, 
report feeling overlooked.  
 
Overall, the evidence highlights the need to normalise shared caregiving, strengthen support for 
diverse caring roles and ensure flexible and part-time work are viable across all organisational 
levels and job categories to reduce gendered career impacts and support equitable progression. 
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shaped by local culture and 
manager discretion). They are also 
concerned by workload pressures 
when working part-time, and 
cultural resistance—particularly for 
men and carers with non-traditional 
caring roles—when requesting 
flexibility.  
 
Academic staff also highlighted 
that the limited flexibility of leave 
and RtW arrangements compounds 
the loss of research momentum 
and the rate of career 
advancement.  
 
These findings point to the need for 
a coordinated, consultative 
approach to defining shared 
expectations and practices for 
flexible and hybrid work across 
RMIT. 

strengthening connection and 
shared outcomes.  
 
Through listening sessions, staff 
surveys, and pilot initiatives, the 
program will be designed to 
capture diverse staff experiences 
and establish shared expectations 
for flexible work that respond to 
individual needs and caring 
responsibilities.  
 
This participatory approach will 
ensure hybrid work practices are 
informed by staff voice and 
embedded within a broader culture 
of respect, inclusion and wellbeing. 

support both shared 
outcomes and individual 
needs. 
 
Target: improvement of 
≥5 percentage points in 
survey measures of 
flexibility and inclusion. 
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Key barrier 3: Academic workload activity and management 

1. Understanding this barrier 
At RMIT, academic workload is distributed across three domains—teaching, research and 
engagement.36 Academics are required to demonstrate sustained impact across these domains, 
according to their specialisms (teaching/research, or both), workload distribution and academic level, 
on application for promotion. Allocation occurs according to each School’s Academic Workload Model 
(AWM). While this decentralised approach allows flexibility, it creates variability across Schools and 
Colleges—including in how AWMs are implemented. These potential inconsistencies can 
disproportionately affect some staff, particularly women and gender-diverse academics. 
 

 
 
At the time of RMIT’s Bronze Award application, a study of academic workload across the University 
revealed that male academics had a slightly higher allocation for HDR supervision and research, and 
females a slightly higher allocation for “engagement”. Some actions to understand and address this 
were implemented, but recent consultation and evidence confirm that workload activities and 
management are still of concern to academic staff. It is, therefore, important to address this barrier as 
part of RMIT’s Athena Swan Silver program of work. 

2. Evidence of barrier 

2.1. Allocation of teaching, research and engagement 
Workload data has traditionally been difficult to collate. In 2025, RMIT revisited this issue—the data, 
presented here, enables an approximate view of workload allocations across the University and at 
College-levels. However, this data was self-reported by staff at a point-in-time and may not reflect the 
true workload apportioned throughout the year. 
 
In 2025, women appear to have a slightly higher teaching-load, and slightly lower research-load, than 
men (Figure 31). “Engagement” loads are similar for all genders.  
 

 
36 RMIT’s Enterprise Agreement states that Engagement activities (10% of workload, minimum, for teaching and research 
academics) might include: ‘contributions to academic administration and management; and/or coaching and guidance of 
other staff; and/or leadership both internal and external to the University; and/or professionally-related engagement 
within the professions/disciplines and the community, industries, business, cultural and arts organisations; and/or 
philanthropic, alumni, media and communications activities; and/or professional development activities. This is not 
intended to be exhaustive but is provided by way of guidance’. 

Research (Misra et al. 2022; Järvinen & Mik-Meyer 2024) indicates that workload becomes 
gendered when: 

• low-status or “invisible” tasks (e.g. pastoral care, committee service, administrative duties) 
are disproportionately shouldered by women, and 

• high-status, career-enhancing tasks—particularly research—are dominated by men. 
 

This imbalance is compounded by the fact that research funding remains skewed toward male 
academics—in large part because they are more likely to apply (Kingsley et al. 2025)—amplifying 
cumulative advantage for men over time. These patterns reinforce traditional gender norms and 
create structural barriers to progression, recognition and leadership opportunities for women and 
gender-diverse academics. The consequences are long-term, including reduced research outputs, 
slower career advancement and diminished representation in senior academic roles (see Key 
barrier 1). 
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Summary  
 
Consultations and data analysis indicate that the variation in how academic workload activities are 
captured across domains, and implemented or managed at the local level, may be contributing to 
inequities for academic staff.  
 
Quantitative data, including ARC/Scopus data, alongside qualitative data discussed here and in 
Key barrier 1, suggest that women may have constraints on the time and the resources available 
to them to support research activity, impacting their ability to progress their careers. Women 
report heavier teaching loads, “invisible” tasks and increasing demands from diverse students—
alongside discipline-specific differences, these factors may be contributing to lower publications 
and citations, despite comparable research quality. 
 
Staff highlighted the need for transparent, consistent and regularly-reviewed workload models that 
recognise service and “invisible” work, allocate teaching transparently, clarify the “engagement” 
domain and align with milestones and promotion criteria. Addressing these issues is essential for 
gender equity and a sustainable, inclusive academic environment. 
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2,598 to 5,790. Over this period, the proportion of students with disability within the overall domestic 
undergraduate population rose from 6.7% to 15.4%. This demographic shift represents a positive 
development in access and participation, while also signalling the need to ensure that institutional 
systems, supports and culture evolve at the same pace. 
 
While outcomes for students with disability have improved in several areas, persistent disparities 
highlight structural challenges. Students with disability are now passing at higher rates (84.9% in 2019 
and 87.1% in 2024). Although this demonstrates progress, their success rate remains below that of 
other domestic students. Retention rates for students with disability have slightly declined, from 79.5% 
to 78.4%—though, this remains on par with other domestic students. Program attainment for this 
cohort has increased significantly, from 5.6% in 2019 to 12.6% in 2024. The combination of rising 
enrolments and only modest gains in some outcome measures points to the need for more 
coordinated, institution-wide strategies to support progression and completion. 
 
Student experience data further underscores this barrier. Evaluations of the ‘Quality of the entire 
educational experience’ and ‘Student support and services’ declined between 2019 and 2024 for 
students with disability, mirroring broader trends among domestic students (with some recovery in the 
post-COVID period). Nonetheless, declining satisfaction in core areas of educational experience and 
support highlights the urgency of strengthening inclusive teaching practices, accessible service delivery 
and proactive student support mechanisms. 
 
Encouragingly, the overall employment rate of graduates with disability has increased from 77.3% in 
2019 (10 percentage points behind other domestic students) to 83% in 2024 (1.4 percentage points 
behind). While this demonstrates substantial progress in closing employment disparities, the historical 
gap and the scale of enrolment growth reinforce the importance of sustained, systemic action to ensure 
equitable graduate outcomes. 

2.3. Staff and student experiences of accessibility  
Staff feedback was collected through RMIT’s Disability and Neurodiversity Staff Network and a further 
workshop with staff, as set out in the Data Explainer. Student feedback was collected through recent 
consultations with students and the RMIT University Student Union Disabilities and Careers Officer. 
Qualitative insights gathered through these mechanisms are discussed, below. 

Barriers to access in the built environment 
Staff who identified as living with disability reported some positive experiences where physical 
adjustments were made, such as desk allocations away from high-traffic areas, which reduced anxiety 
and improved concentration. But many staff described ongoing challenges associated with the built 
environment, particularly neurodivergent employees. Open-plan office layouts were reported to 
contribute to sensory overload, resulting in reduced productivity and the need to compensate for lost 
work time outside standard hours. One staff member noted: 

‘RMIT moved to open plan office spaces. As someone with ASD, ADHD and dyslexia, 
I find these spaces virtually impossible to be productive in… The problems include 

visual and audible noise, harsh lighting, and having to constantly process every 
personality in the environment (even if they're not there). Every hour spent in one of 

these spaces is… an hour I must spend at home catching up on work.’  
- academic  

Staff also identified a lack of dedicated, appropriate spaces to support physical regulation and sensory 
needs, such as quiet areas or spaces for stretching or movement during breaks. These experiences 
suggest that, while Disability Discrimination Act compliance has addressed baseline physical access 
requirements, further work is needed to support staff with disability and neurodivergence through more 
inclusive design of workspaces. 
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Key barrier 5: Respectful cultures and behaviours 

1. Understanding the barrier 
RMIT’s fifth Cygnet Award application (2025) focused on promoting respectful cultures and 
behaviours—creating an environment where gender-based discrimination, bullying and harassment, as 
well as sexual assault and sexual harassment,50 are actively prevented and responded to appropriately, 
when they occur. 
 
RMIT continues to face challenges in embedding consistently respectful cultures and ensuring staff and 
students feel safe to report gender-based harm. While awareness of gender-based violence (GBV), 
consent and available supports is relatively high across the University, this awareness has not yet 
translated into consistent reporting behaviours. This gap reflects ongoing concerns about 
confidentiality, fear of negative academic or career consequences and uncertainty about whether 
complaints will lead to transparent and fair outcomes. These challenges are further shaped by variable 
social and cultural norms across Colleges and Schools and the need for sustained, multi-year effort to 
embed accountability and cultural change. 
 

 

2. Evidence of barrier 

2.1. Staff and student reporting 
Engagement data from 2025 indicate high levels of awareness of GBV prevention and support, 
alongside relatively low rates of formal reporting. During the 2025 ‘Respect at Uni’ campaign, 725 
students51 engaged with ‘Sex and Consent Snack Cart” stalls, and over 600 students completed 
surveys, with 91% reporting increased knowledge of supports. Figure 39 sets out student responses to 
the question ‘Where would you go to get support for gender-based violence?’ and reflects students’ 
awareness of the Safer Community team.52 

 
50 These range of behaviours are referred to as ‘gender-based violence’ or ‘gender-based harm’ throughout this 
application, for brevity. 
51 This represents around 2% of RMIT’s 45,000 students who study at the Melbourne City Campus. 
52 Staff and students can report experiences of gender-based violence, or unwanted or threatening behaviour, by phone, 
email or the anonymous online support form to the Safer Community team. Beyond Safer Community, staff and students 
can make complaints through student conduct and workplace relations channels, as well as seek support from RMIT 
Counselling and Psychological Services, the Employee Assistance Program or campus security. 

Since the award of Cygnet 5, new evidence has become available. This includes an audit of RMIT’s 
workforce data, required by CGEPS, and updated GBV reporting data. Together, these data 
provide a more nuanced current state picture of staff and student experiences, highlighting both 
areas of progress and persistent barriers. Along with updated actions brought about by the 
requirements of the National Higher Education Code to Prevent and Respond to Gender-based 
Violence (the National Code), these insights shape the next phase of work to embed consistent, 
accountable and inclusive cultures of respect. 




























