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Data Statement 

 

  

 

UWA affirms that gender extends beyond binary categories. Historically, our data collection 

systems did not reflect this, but we are gradually improving our systems in partnership with UWA’s 

LGBTIQA+ Advisory Group.  
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Figure 6 Socrates: communication 2019  

Teaching-intensive Careers Undervalued 

In 2019-2020, a teaching-intensive pathway to Professor was introduced, informed by 

consultation and benchmarking and level-specific promotions criteria were published 

(Figure 7).  

 

Figure 7 Promotion Pathways and Criteria – Intranet 

To strengthen recognition of teaching, UWA joined the Advance HE (Higher Education) 

Fellowship scheme in 2019. The Fellowship framework is incorporated into relevant 

promotions criteria and Fellows are recognised through award ceremonies and post-

nominals (Figure 8). 
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Figure 8 Advance HE Fellows - Intranet 

ARTO Implemented 

ARTO has been systematically embedded in promotions, sabbaticals, performance 

appraisal and research awards since 2020, although data has not been consistently 

collected. 

Guidance for appraisers highlights women’s lower promotion application rates and 

encourages managers to support eligible staff (Figure 9).  It also recognises the value of 

service (‘academic housework’9) disproportionately undertaken by women. 

 

Figure 9: Appraisal Guidance for Managers 

ARTO in promotions was improved through a statement, form (Figure 10) and updated 

guidelines.   

 
9 See, e.g., Thamar Melanie Heijstra, Finnborg Salome Steinthorsdóttir & Thorgerdur Einarsdóttir, ‘Academic career 

making and the double-edged role of academic Housework’ (2017) 29(6) Gender and Education 764. 
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Figure 10 ARTO in Promotions - Guidance 

Sabbatical Limitations 

The sabbatical policy, amended in 2022, explicitly included teaching-intensive staff and 

equity considerations: 

‘…applications are particularly encouraged where these facilitate the 

development of academic staff who (i) hold significant teaching responsibilities; 

(ii) are women; (iii) are Indigenous; (iv) under-represented equity groups; and/or

(v) early- or mid-career.’

Travel support for adult dependents with a disability was also included.  Unfortunately, 

broader equity data has not been collected, limiting outcome assessment (see ‘Future 

Actions’). 

Decoupling ‘Socratic Index’ from sabbatical decisions reduced barriers for women - 

more likely to be: in service/teaching-intensive roles, fractional, carers, and 

underrepresented in high-citation science fields. 

Outcomes 

Following Socratic Index removal, introduction of Advance HE Fellowships, and 

sabbatical and promotions changes, we expected improved recognition and retention 

of women, higher promotion rates, performance ratings and representation in 

leadership (as removing Socrates itself cannot be measured per se). Cygnet 3 outlined 
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accounting for part-time work, or teaching or service loads. Our Athena Swan action 

plan changed how the Index was used. 

(Interview, Academic Woman, Level E) 

 

However, others note that the sector needs to change as ‘…NHMRC and ARC define success’, 

irrespective of how UWA measures it.  

Funding bodies are changing their approach to gender equity, such as NHMRC’s structural 

priority funding and gender equity targets in Investigator Grants. Australia’s imminent access to 

Horizon Europe research funding, which has gender equity requirements, will further drive gender 

equity in the sector.  

Increased application of ARTO 

Increased use of ARTO was a theme in responses to the 2026 IWD survey. 

The implementation of 'Achievement relative to opportunity' at UWA has had a positive 

impact on how women feel about applying for promotion. There is a greater incentive to 

do it. 

(IWD Survey, Anonymous)  

 

…(there is) more focus on achievement relative to opportunity, more research grants 

with an equity focus/criteria. 

(IWD Survey, Anonymous)  

 

Interviews with promotions committee members also highlight positive impacts: 

 

There has been an optional relative to opportunity statement for a while, even under the 

old promotion system. But I'm on the new promotions committee and the relative to 

opportunity statement is given really deep consideration these days. 

(Interview, Head of School, woman) 

 

In performance appraisals, participants noted that ARTO is often an informal part of the 

process, dependent on the individual appraiser: 

After switching from full-time to part-time, I received a lower performance appraisal 

rating.  I don’t think being part-time was considered.  The next year, a different appraiser 

pointed out that I was fractional, and I received a higher rating, aligned with what I 

received before being part-time. 

(Email input, Level E woman) 

 

Misunderstandings of ARTO remain.  The quotes below describe circumstances which 

can be considered in ARTO but which people understood could not be:  

…life stages are not really factored in – teen children and perimenopause / menopause. 

(Interviewee, academic woman) 

 

…children’s special needs are not really taken into account. 



 

 

22 

(Interviewee, academic woman) 

 

There was also some confusion about how ARTO was used: 

 

I don’t know who reads it and how it is taken on board. 

(Interviewee, academic woman) 

 

In GEAPP survey data, 25 out of 27 respondents reported an increased understanding 

of ARTO as a result of the promotions sessions for women and non-binary staff.  Also 

reflected in survey comments: 

… the "achievement relative to opportunity" form can be used to explain a role that 

doesn’t fit traditional academic, not just career breaks 

I had thought that the achievement relative to opportunity did not apply to me - but 

after listening to the discussion on this I realised that i did indeed have a narrative for this 

section. 

(GEAPP survey data, anonymous) 

Therefore, ongoing education on ARTO is needed and future initiatives should evaluate 

ARTO in performance review, sabbatical, workload allocation, and internal grants.  The 

ARTO policy/procedures are also currently under review to ensure suitability. 

Sabbatical opportunities 

Broadening sabbatical eligibility has removed barriers and is viewed positively: 

‘Despite being teaching-intensive, I was allowed to go on sabbatical to produce two 

manuscripts… If it had not been for sabbatical, I would have never had the time to 

complete this book, as my busy semesters do not allow for much research. 

(Email input, Level B woman) 

 

‘Not being required to travel as part of a sabbatical is a huge relief.  I have incorporated 

short trips… without the need to be away from home for an extensive period.’   

(Email input, Level E woman) 

Quantitative data (Table 5) does indicate persistent inequity - further investigation of 

barriers will be undertaken. 

Valuing and supporting teaching 

Perhaps the most significant impact was shifting the focus from research metrics alone to a more 

holistic assessment of academic roles, including valuing teaching: 

Teaching is now seen as just as important as research and that sends a really 

positive message to our academic community, and all of our teaching support staff. 

(Interview, Head of School, woman)  
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Advance HE Fellowships are well-regarded and included in promotions criteria. 

UWA holds incredible value to the (Fellowship) framework and recognises that the 

people who achieve fellowship are looking at developing effective teaching...  

(Interview, Professional staff member, woman) 

However, it was observed that people might use Advance HE without contributing to 

the community – a requirement of the program – and that women might be more likely 

to contribute than men: 

[people use it]…just for the promotion and just to put the application in, get the 

fellowship category and then get the promotion. 

(Interview, Professional staff member, woman) 

 

Despite gains, challenges remain, which will be addressed through various items in the 

below Action Plan: 

As a teaching-intensive academic, my contributions are often undervalued.  I am not 

always regarded as a serious academic. 

(Email input, Senior Academic, woman) 
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Further Action 

Several areas for improvement were identified that if addressed would further improve broader acceptance of diverse academic careers.  

Reference Rationale/ 

Evidence 

Actions & 

Outputs 

Timeframe  

(start & end) 

Person/Group 

responsible 

for implementing 

action 

Senior Leader 

accountable for 

action delivery 

Desired Outcomes/ 

Targets/ 

Success Indicators 

 

1. 

 

ARTO influence seems to be 

slightly positive in promotions 

outcomes for women, slightly 

negative in promotions 

outcomes for men, and not 

well tracked in other areas 

(e.g. sabbatical, performance 

review, internal grants, 

workload allocation etc.). 

1.1 Establish 

transparent 

reporting 

process for 

ARTO. 

1.2 Investigate 

variation of 

ARTO use by 

School, role 

type, FTE, 

gender. 

2026-2028 PVC AAD 

Chief People & 

Culture Officer 

SDVC More balanced promotion 

outcomes for people using 

ARTO and not using ARTO, 

irrespective of gender. 

 

2. Fluctuation of annual 

sabbatical rates.  

2.1 Investigate 

intersectional 

barriers to 

sabbatical.  

2.2 Develop 

consistent 

institutional 

approach to 

sabbatical 

approval 

process, 

including ARTO. 

2.3 Establish 

transparent 

2026-2029 PVC AAD 

Chief People & 

Culture Officer 

SDVC 

SDVC More gender balance in 

sabbatical rates. 

 

More consistent proportions of 

applicants and approvals 

across Schools. 
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sabbatical 

reporting 

process. 

3. Improvements may not be 

uniform for all women and for 

diverse staff. 

3.1 Embed data 

collection of 

non-binary as 

well as gender 

(F/M) and 

intersectional 

data. 

2026-2028 PVC AAD 

Chief People & 

Culture Officer 

SDVC Better data on overall diversity, 

equity and inclusion outcomes. 

4 Teaching and teaching-

intensive careers continue to 

need support. 

4.1 Ensure 

teaching-

intensive and 

especially 

fractional staff 

are encouraged 

and supported 

to submit timely 

applications for 

promotion  

2026-2028 PVC AAD 

Chief People & 

Culture Officer 

SDVC Increased promotion rates for 

teaching intensive staff / staff 

with a higher teaching and 

service, and with consideration 

of support for part-time 

(fractional) staff. 

 

 




