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6.17.2 

6.17.3 

6.17.4 

transferred to the academic staff. In essence, there is no real career structure to 
sustain meritorious progression for Research Assistants and Research Officers. 

Job Specification 
An important area of concern is the lack of clear description of the duties to be 
performed by Research Assistants and Research Officers. This allows abuse of staff 
by senior personnel, to the extent that many highly qualified Research Assistants 
perform tasks which would be better performed by clerical assistants, and are 
prevented from claiming any right to more academically-oriented work. 
The morale and self-esteem of Research Assistants and Research Officers are 

, often very low in consequence of the kind of work required of them. For women, 
this adds to the well-documented problem of their low self-esteem. 

Selection Procedures 
Research Assistants and Research Officers are often interviewed by only one 
member of staff (usually an academic), and serious breaches of conduct may occur 
in such circumstances. In particular, irrelevant considerations are often taken into 
account, such as age, sex, marital status and care of dependents. It is strongly 
recommended that selection committees be convened for all appointments, and 
that each selection committee include at least one female representative of the 
same category as the appointment. 

Contract Renewal 
Renegotiation of expired or expiring contracts is a source of concern to Research 
Assistants and Research Officers because of the generally casual way in which it is 
conducted. Rarely is the employee consulted, or the reasons for the new contract 
explained: a letter simply arrives through the mail, sometimes the period of 
the new contract has commenced. Most employees hesitate to complain about 
this treatment because of the general insecurity of employment. There should be 
a formal requirement that all departments fully consult Research Assistants and 
Research Officers at the time contract renewal is considered. Decisions regarding 
contracts should be supported with written reasons. 

Deans' and Directors' Report 

6.18 At the request of the Secretary of the University, the AWE Sub-committee 
commented on the Deans' and Directors' Working Party Report. This comment 
is attached at Appendix E. 

Conclusion 

6.19 It appears that a high proportion of Research Assistants are mature women who 
have worked for several years on short-term contracts, very often part-time. They 
are properly concerned about the lack of career prospects, and about the lack of 
security in their jobs. This combination of unpleasant features is unique to the 
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categories of Research Assistant and Research Officer. They are dissatisfied with 
many of the present arrangements, particularly the lack of job specification, the 
irregular methods of selection, and the casual approach to contract renewal. If the 
University were to remedy these complaints, the reforms would be to everyone's 
advantage, since the present arrangements contribute to very low morale and self­
esteem among employees, which undoubtedly diminishes their effectiveness. 

6.20 Women who work as Research Assistants in the University present special 
problems, because they occupy positions which are for the most part invisible: 
there is little attribution to them, and generally there is scant recognition of their 
academic contributions to projects. They are themselves often invisible because 
they are women: their jobs are often perceived as unnecessary benefits conferred 
upon them, rather than as a necessity to those who employ them. The nature of 
their work varies enormously within departments and between departments. For 
this reason it is difficult to implement concrete reforms. The positions are often 
open to gross exploitation; but it is inherently difficult to document this, let alone 
eradicate the practices. Research Assistants often feel that they are doing the 
'academic housework' of a department, and they wonder why their work is so 
rarely recognised as valuable in itself. 

Recommendations 

6.21 The categories of Research Assistants and Research Officers cover such a wide 
range of people, performing such a wide variety of tasks, that it is unrealistic to 
make detailed recommendations before a survey is conducted. Therefore, a com­
prehensive survey of Research Assistants and Research Officers is recommended, in 
order to collect sufficient information for adequate decision-making. 

6.22 However, on the basis of information and opinions already available to the Uni­
versity and to the AWE Sub-committee, the following proposals can be made: 
(a) a career structure should be devised for Research Assistants and Research 

Officers; 
(b) employment procedures should be regularised and brought into line with selec­

tion and reappointment procedures for other members of the University. In 
this regard, selection committees should be convened for all appointments and 
should include at least one woman who is a Research Assistant or Research 
Officer. 

(c) On the assumption that a new career structure is implemented, special 
arrangements must be made for Research Assistants and Research Officers 
currently employed, so that they are not disadvantaged when structural changes 
in employment arrangements are affected. 
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7 ADMINISTRATIVE AND 
CLERICAL STAFF 

7.1 The aim of the Sub-committee on administrative and clerical staff was to examine 
briefly the distribution of women in clerical and ANU Officer classifications to gain 
information concerning conditions of appointment and, where possible, to identify 
problems relating to such things as promotion prospects, job satisfaction and 
classification. Responses from administrative and clerical workers to the general 
letter of enquiry sent to all women employees indicated that many were dis­
satisfied with the lack of a discernible career structure. Secretarial and clerical staff 
felt that there was little or no opportunity to use all their qualifications and skills. 
A second questionnaire (see Appendix 8.1) was therefore sent to all permanent 
secretarial, clerical and administrative staff to obtain further information about 
qualifications, experience and attitude to the career structure at the ANU. The 
overall response to this second survey was approximately 17 per cent (103 replies 
from 599 questionnaires) : 33 per cent of ANU Officers, 19 per cent of keyboard 
staff, and 12 per cent of clerical staff responded. 

7.2 Table 7.1 (p.44a) shows the distribution of women in clerical and ANU Officer 
classifications in all areas of the University. 1 It is readily apparent that the numbers 
of women are concentrated in the lower clerical classifications and that, if it were 
not for the Registrar's division, women would be very poorly represented overall. 

Clerks 

7.3 As shown in Table 7.1, 80 per cent of all clerks are women. The distribution of 
men and women within each classification is shown in Table 7.2. 

Figures in Table 7.1 and Table 7.7 are at 30:4.1983, whereas figures in all other Tables are at 13.1.1984 but only 
include those who commenced duty on or before 30.4.1983. 



TABLE 7 .I Clerks and ANU Officers at 30.4.1983 "' l Cl 

Library and Restricted Funds 
0 ., ... 

Computer Services Central Areas CRES& IAS The Faculties & Trading Areas TOTAL 0 ...... 
Classification M F M F M F M F M F M F T %F ... ::r 
junior Clerk I 4 S.82 I S.82 20.82 7S.98 It 

Oerk Grade I 2.70 3 9.07 2 11 .63 3 6 27.40 33.40 82.03 
):o. 

~ Oerk Grade 2 21.90 4 24.74 2 16.13 9 6 74.77 80.77 92.S7 "" Oerk Grade 3 18.SI 7 31 .17 I .71 12 7 2 9.71 70.68 80.39 87.92 
~ Oerk Grade 4 4 28.8S I 13 1.71 8 12 SS.S6 67.S6 82.24 

IS 8.80 
., 

Oerk Grade S I 8 I 18 19.80 37.80 S2.38 "" Admin. Officer 4 4 2 4 8 10 18 SS.SS 
:;· 

""' Sub-total SO.I I 44 111.63 9.71 67.76 4 I S.71 2 28.82 64.71 274.03 338.74 80.89 ~ 
AN U Officer Grade 3 1.89 1.89 1.89 100.00 

., 
~ 

ANU Officer Grade 4 4 0.2S 4 0.2S 4.2S S.88 
AN U Officer Grade S 14 9 s 2 2 23 10 33.00 30.30 
ANU Officer Grade 6 10 6 2 17 9 26 34.62 
AN U Officer Grade 7 14 7 3 2 21 7 28 33.33 
AN U Officer Grade 8 10 2 13 16 I 8.7S 
ANU Officer Grade 9 14 17 20 I S.00 
AN U Officer Grade I 0 7 4 12 4 16 2S.00 
ANU Officer Grade 11 4 2 4 2 6 33.33 
AN U Officer Grade I 2 8 2 II 14 21 .43 
AN U Officer Grade I 3 2 2 4 4 
AN U Officer Grade I 4 s s 
AN U Officer Grade I S 

Sub-total 90 37.2S 23 7 9 3.89 131 43 .14 174.14 24.77 

Total 7 SI .I I 134 148.88 32.71 67.76 II 16.71 II 32.71 I 9S.71 317.17 SI 2.88 61 .84 

Source: Staffing Statistics Dissected 
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TABLE 7.2 
Distribution of Male and Female Clerks by Classification 

Number % of total 
M F M F 

Junior I 4 1.7 1.5 
Clerk Grade I 7 22 12.5 8.5 
Clerk Grade 2 2 66 3.6 25.0 
Clerk Grade 3 12 79 21.5 30.0 
Clerk Grade 4 II 52 19.6 20.0 
Clerk Grade 5 10 26 17.8 11.0 
Admin. Officer 13 II 23.3 5.0 

Total 56 260 

Source: AMEM/Stats I, Statistical Office, ANU. 

7.4 It can be seen that 61 per cent of male clerks occupy Grades 4, 5 and Administra­
tive Officer, compared with 35 per cent of female clerks. Furthermore, more than 
half (55 per cent) of female clerks occupy Grades 2 and 3, compared with 25 per 
cent of male clerks. It is worth noting that the duties of clerks in Grades I to 3 
commonly include typing. 

Length of Service at ANU 

7.5 Tables 7.3 and 7.4 show that women in clerical grades are as likely as their male 
counterparts to remain in employment at the ANU for a substantial number of 
years: 41 per cent of women, compared with 39 per cent of men, have been at 
the AN U for more than 9 years. 

TABLE 7.3 
Years of Service at ANU: MALE CLERKS 

(Employees identified by Current Classification) 
1-2 3-5 6-8 9-10 11-15 16-20 20+ 

years years years years years years years 

junior I 
Clerk Grade I 3 3 I 
Clerk Grade 2 I I 
Clerk Grade 3 3 2 3 I I I 
Clerk Grade 4 3 I 2 3 I 
Clerk Grade 5 I 3 3 I 2 
Admin. Officer 2 4 2 3 

Total II 10 13 5 7 5 5 

Source: AMEM/Stats I, Statistical Office, ANU. 



Report of the AWE Working Party 
52 

TABLE 7.4 
Years of Service at ANU: FEMALE CLERKS 

(Employees identified by Current Classification) 
1-2 3-S 6-8 9-10 11-15 16-20 20+ 

years years years years years years years 

Junior 4 
Clerk Grade I 8 6 4 2 I I 
Clerk Grade 2 13 21 II 7 8 4 2 
Clerk Grade 3 12 23 16 6 12 6 4 
Clerk Grade 4 3 II 10 6 12 s s 
Clerk Grade S 8 2 4 4 8 
Admin. Officer I 2 6 

Total 41 70 43 27 43 23 13 

Source: AMEM/Stats I, Statistical Office, ANU. 

Length of Service in Current Classification 

7.6 In Tables 7.5 and 7.6, it is worth noting that no male clerks in Grade 2 and below 
have been in their current classification for more than S years, whereas 21 women 
in Grade 2 and below have been in their current classification for between 6 and 
20 years. 

TABLE 7.S 
Years of Service in Current Classification: MALE CLERKS 

1-2 3-S 6-8 9-10 II-IS 16-20 20+ 
years years years years years years years 

Junior I 
Clerk Grade I s 2 
Clerk Grade 2 I I 
Clerk Grade 3 2 3 4 2 
Clerk Grade 4 6 2 I I 
Clerk Grade S 3 3 2 2 
Admin. Officer 7 2 I I 2 

Total 25 13 8 4 4 2 

Source: AMEM/Stats I, Statistical Office, ANU. 
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Table7.6 
Years of Service in Current Classification: FEMALE CLERKS 

1-2 3-5 6-8 9-10 11-15 16-20 20+ 
years years years years years year:s years 

junior 4 
Cieri< Grade I 10 5 6 
Cieri< Grade 2 26 25 8 2 4 
Oerl< Grade 3 35 21 9 9 2 4 
Cieri< Grade 4 24 9 10 3 5 
Oerl< Grade 5 15 4 4 2 
Admin. Officer 4 3 I 

Total 118 67 38 15 12 8 

Source: AMEM/Stats I, Statistical Office, ANU. 

Responses to Letter of Enquiry and Questionnaire 

7.7 Responses to the general letter of enquiry and questionnaire focussed on the lack 
of a discernible career structure and raised several important issues, each of which 
is discussed below. 

7. 7.1 Oassification 
There was a strong view that there is very little opportunity for advancement for 
women in clerical grades. It was felt that current classifications were not con­
sistent across the ANU and appeared to be shrouded in secrecy. There have been 
instances of reclassification procedures taking more than five months before a 
decision became known and then only after repeated attempts on the part of the 
applicant to discover the outcome. 
There was a general feeling that classification/reclassification was determined by 
persons with insufficient awareness of the tasks involved in the position under 
consideration. Clerks in lower grades whose positions involved substantial typing 
duties felt blocked in their attempts to obtain reclassification because of the low 
worl< value ascribed to this skill. 

7. 7 .2 Discrimination 
The view was expressed that men were often selected over women applicants of 
equal or superior ability. 

7.7.3 Qualifications and training 
It was felt that 'paper qualifications' were too highly regarded and in themselves 
did not bestow job skills, whereas extensive worl< experience, without formal 
qualifications, received little or no recognition. On the other hand, many 
respondents, who possess professional certificates, diplomas or university degrees, 
felt that there was no acknowledgement of this and no opportunity to use them. 
Comments about the University's training courses were generally favourable. 
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There were indications, however, that while some supervisors offered 
encouragement, many refused permission or offered only token support. Some 
women felt it was self-defeating to attend a course because the many hours 
required away from the office resulted in a backlog of work for which they 
received no additional help, and resulted in many hours of unpaid overtime. It was 
felt that there should be financial recognition for the completion of a course, given 
the absence of avenues for using it for career advancement. In addition, clerical 
staff saw few or no opportunities for job rotation by which they could extend 
their skills and experience and thereby increase their prospects for promotion. 

7.8 In the light of unfavourable comments made by many about the classification 
procedures, considerable doubt must be thrown on their efficacy. Not only does 
there appear to be a lack of consistency of classification in the University, but the 
expertise of those conducting the classifications was doubted by a number of 
respondents. This raises questions about the manner in which the classifications 
area approaches its task. It is the opinion of this Sub-committee that the lack of 
published classifications criteria exacerbates the problem. Comments that length 
of service should be a criterion for reclassification are seen by this Sub-committee 
as symptomatic of the lack of career opportunities for clerical staff. 

7.9 This lack of career opportunity for women clerks would appear to be com­
pounded by the fact that typical female skills, such as typing, have low status and 
therefore the many clerical positions which include typing, are not perceived to 
'belong' to the same clerical structure. It is possible that the low work value 
assigned to typing duties is directly related to the separation of keyboard and 
clerical positions in this University's classification structure. Several respondents 
have suggested that the lack of opportunities for women could be remedied by 
the amalgamation of these two classifications into one, called 'Administrative 
Assistant' (see 3.13 and Appendix B.3). The introduction of a single classification 
for support staff, with a discernible career path and logical salary progression, 
would improve the status of keyboard skills and overcome the current overlap 
between the two classifications and within the classifications themselves. 

ANU Officers 

7.10 As shown in Table 7.1, 43 (25 per cent) of the 174 ANU Officers are women and 
they are concentrated in the lower and middle ranges. For example: 

ANU Officer Grade 5 30 per cent women 
ANU Officer Grade 6 34 per cent women 
ANU Officer Grade 7 33 per cent women 

At any level, women do not occupy more than approximately one-third of posi­
tions, except at ANU Officer Grade 3 where they occupy 100 per cent. 
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7.11 Table 7.7 shows that of the total number of ANU Officers at Grade 9 or above, 
only 18 per cent are women. In addition, of the total number of female ANU 
Officers, 31 per cent are at Grade 9 or above, compared with 41 per cent of all 
male ANU Officers at Grade 9 or above. 

TABLE 7.7 
Distribution of ANU Officers by Gender 

Male 

ANU Officer 3 
ANU Officer 4 4 
ANU Officer S 23 
ANU Officer 6 17 
ANU Officer 7 21 
ANU Officer 8 13 
ANU Officer 9 17 
ANU Officer 10 12 
ANU Officer II 4 
ANU Officer 12 II 
ANU Officer 13 4 
ANU Officer 14 s 
Total 131 

Source: 'Staffing Statistics Dissected'. 

Female 

1.89 
0.25 

10 
9 
7 
3 
3 
4 
2 
3 

43.14 

As revealed by Table 7.1, apart from the Central Areas (in particular the 
Registrar's Division) the percentage of women is minute: there are only four 
women ANU Officers located outside the Central Areas, and these are at Grade 
6 or below. There are no women in CRES and IAS, where there are 23 posi­
tions. 

Length of Service at ANU 

7.12 Tables 7.8 and 7.9 show that, as with women in clerical grades, women in ANU 
Officer classifications are as likely as men to remain in employment at the ANU 
for a substantial number of years: 70 per cent of women, compared with 73 per 
cent of men, have been at the ANU for more than 9 years. It is interesting to 
note that a much higher proportion of ANU Officers than Clerks remain with the 
University for many years. This is perhaps indicative of the more discernible career 
structure at ANU Officer grades. As shown, few women employees at ANU have 
achieved positions within these grades. 

Length of Service in Current Classification 

7.13 Information on years of service in current classifications was obtained for both 
male and female ANU Officers but as a major review had been carried out in 
1977, leading to the creation of a new classification of ANU Officer, it was not 
possible to make use of this material. 
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Responses to Letter of Enquiry and Questionnaire 

7.14 Responses to the letter of enquiry and questionnaire raised issues similar to those 
raised by clerical staff, with stronger emphasis on the development of administra-
tive skills and on the lack of job mobility. 

TABLE 7.8 
Years of Service at ANU: FEMALE ANU OFFICERS 

(Employees identified by Current Classification) 
1-2 3-S 6-8 9-10 11-15 16-20 20+ 

years years years years years years years 

AN U Officer 3 
ANU Officer 4 
ANU Officer 5 4 2 
ANU Officer 6 3 I 
ANU Officer 7 2 2 
ANU Officer 8 I 
ANU Officer 9 
ANU Officer 10 
ANU Officer II 
ANU Officer 12 
AN U Officer 13 
ANU Officer 14 

Total 3 3 6 10 6 4 6 

Source: AMEM/Stats I, Statistical Office, ANU 

TABLE 7.9 
Years of Service at ANU: MALE ANU OFFICERS 

1-2 3-S 6-8 9-10 11-15 16-20 20+ 
years years years years years years years 

AN U Officer 3 
ANU Officer 4 3 I 
AN U Officer 5 3 4 I 9 3 I 
ANU Officer 6 2 I 7 7 4 2 
AN U Officer 7 3 6 4 5 3 2 

ANU Officer 8 I 2 2 3 I 

ANU Officer 9 2 5 5 5 I 
ANU Officer 10 5 3 2 

ANU Officer 11 3 
ANU Officer 12 4 I 

ANU Officer 13 2 
ANU Officer 14 

Total 10 10 IS 24 38 28 12 

Source: AMEM/Stats I, Statistical Office, ANU. 
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C/assiff cation 
As with the responses from clerical staff, strong views were expressed about the 
inconsistencies in classification of positions across the University and apparent lack 
of understanding of the nature of the duties in many particular positions on the 
part of the classifications area. 

Qualiffcations and Training 
The most frequent comments from ANU Officers concerned limited opportuni­
ties to acquire new skills for the purposes of career development. It was felt that 
senior staff do not encourage those under their supervision to learn new skills. 
It was also recognised that restricted mobility within the ANU was partly attri­
butable to its small size. Nevertheless, there was a view that the University had 
no strategy for the planning and management of the skills and talents of its staff. 
The effect of this appeared to be compounded by staffing decisions primarily made 
on economic grounds, resulting in dissatisfaction, frustration and exploitation. 

The comment was made that where training courses provided opportunities to 
gain wider skills and knowledge of the University, there was no opportunity to 
make use of the knowledge gained, and no tangible change of status or extrinsic 
reward. 

One of the stated objectives of the Administrative Development Program (1984) 
at the ANU is that participants should 
- be better prepared and qualified to work at more senior levels within the 

University. 
In the light of views expressed in the responses, the Sub-committee questions 
whether opportunities to apply this training exist in any substantial way within the 
University. 

Recommendations 

7.16 Planned job rotation schemes should be introduced to enable a variety of skills to be 
acquired which would increase promotion prospects and the likelihood of greater 
job satisfaction for all staff. 

7.17 To assist job rotation, a procedures manual should be compiled for each work area 
and regularly updated, and the Administrative Guide should also be revised and 
updated. 

7.18 Classification procedures should be thoroughly reviewed, and clear classification guide­
lines should be drawn up and made available to staff on request. 

7.19 Reclassification should be undertaken by small committees, whose membership should 
include at least one woman and one member with a detailed knowledge of the 
position under consideration. 
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7.20 A single classification structure of Administrative Assistant for keyboard and clerical 
staff should be introduced (see also 3.13 and Appendix B.3). 

7.21 The University should establish procedures to ensure that people are able to utilize 
skills and expertise acquired through job related courses. 

7.22 In view of the small proportion of women achieving senior positions in the 
University, all selection committees for all grades of Oerks and ANU Officers should 
include at least one woman member. 



8 CLEANING STAFF 

8.1 The general letter of enquiry of the Association to women employees, although it 
reached all cleaning staff, evoked almost no response from this group, primarily 
because of their lack of English language reading skills. A subsequent approach 
through the Miscellaneous Workers Union provided the name of a cleaner who 
was prepared to be nominated as a member of the Working Party representing 
the cleaners. 

8.2 Most of the women cleaners in the University are migrants, mainly Yugoslavian 
and Italian, often with poor language skills in speaking, in writing and in under­
standing English. 

8.3 Specific cases of discrimination were brought to the attention of the Cleaning Staff 
Sub-committee. These were resolved through discussions among the Sub­
committee, the Personnel Officer, the Directors and Business Managers of the 
Schools involved, the Union and the women affected. Subsequently, a meeting 
was held in JCSMR with cleaning staff and tea ladies which Margot Bremner and 
Maureen Faull (a Leading Hand in The Faculties) attended to discuss particular 
problems. It was clear that many of the women did not have a clear idea of their 
rights as employees nor of procedures for protecting those rights. 

Problems 

8.4 Attitudes of supervisors towards cleaning staff which give cause for concern 
include: 

overt and covert racist remarks concerning ethnic origins; 
rumours that migrant women will no longer be employed; 
threats of dismissal or job loss if the women complain or disagree about tasks 
to be done; 
sexual harassment; 
statements that the women are 'stupid' or 'ignorant' when they do not 
immediately understand; 
favouritism towards Australian-born staff; 
interviews conducted by one person only (the Leading Hand); 
reluctance and often refusal to allow the women to carry complaints 
further; 
statements that the women should not join the union; 
statements that the women should not join the superannuation fund; 
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rigidity in allocating requested recreation leave; 
indirect intimidation of women who have complained in any way about their 
supervisors; 
victimisation of women who complain; 
accusations of 'trouble-making' against women who try to assert their rights 
or help other women to do so. 

8.S Most supervisors of cleaning staff at ANU have Australian or British backgrounds. 

Conclusion 

However, the majority of the cleaning staff are of southern European migrant 
origin and are disadvantaged in that: 
(i) they are in their jobs because of economic necessity; 
(ii) they often have young families; 
(iii) they frequently have language problems; 
(iv) the ethos of their countries of origin predisposes them to have a submissive 

attitude towards men. 
It appears that all too frequently the supervisors play on this vulnerability. The 
women do not complain because of fears of victimisation or even dismissal. Nor 
do they appear to be aware of avenues open to them for redress. 

8.6 Although the Association cannot assume the role of mediator in these cases it 
could and should provide an additional conduit for the cleaning staff to reach the 
proper authorities. Further, the Association should continue to express, as widely 
as possible, its support for the women. 

8. 7 The representative of the cleaning staff on the Working Party has written a letter 
to all women cleaners to be included in the Union newsletter. In conjunction with 
Audrey Dargan, the personal adviser to staff, a meeting is being arranged for all 
women cleaners to advise them of: 

the continuing support of the Association in helping to ensure that problems 
are handled through the appropriate channels; 
the Association's aid in upholding their rights; 
the existence of 'English in the Workplace' programs and their eligibility to 
attend these. 



9 ETHNIC WOMEN 

9.1 There are many female employees of the ANU whose language and cultural 
backgrounds set them apart from the mainstream Anglo-Saxon community. For 
want of a more definitive term, the word 'ethnic' is used here to identify this 
diverse group of women. As women, they face the 'normal' sexist discrimination. 
As ethnic women, they encounter enormous problems related to their command 
of the English language and, more especially, to the racism in the community. 

9.2 A study of the special problems that ethnic women encounter is a daunting task 
In the first instance, it is obvious that they do not form an homogeneous group. 
These women have backgrounds and experiences as diverse from each other as 
from the English-speaking community. There is often fear and distrust between 
their various ethnic groups. In the process of assimilating into the dominant 
society, migrant communities tend to take to 'wog bashing' as they see their own 
claims to being 'natives' strengthened. The most newly arrived ethnic groups 
suffer the racism of the more established migrants as well as of the Anglo-Saxon 
population. This is not unique to the Australian experience. Thus, these women 
may not recognize that they share common problems of discrimination. 

9.3 This report proposes, then, to present some of the most obvious difficulties that 
exist for ethnic women at the ANU. It was not possible to conduct a survey in 
this area. Time was a factor. As well, it was felt that the University is in a far better 
position to take on the task Firstly, it can provide the resources and expertise 
needed to set up and conduct an interview-survey survey of ethnic women. 
(Obviously questionnaires would be inappropriate here as many women would 
have difficulty in English expression.) Secondly, these women might be more 
willing to respond to a survey which had the approval of the Administration. 

9.4 The Ethnic Women Sub-committee has, however, considered the types of 
questions pertinent to such a study. While not exhaustive, these point to areas of 
concern: 

Have you been fully advised of your rights and entitlements as an ANU 
employee pertaining to sick leave? maternity leave? personal leave? workers' 
compensation? 
Were you fully advised of the specific duties pertaining to your position? 
Do you feel that you are or ever have been made to do jobs not covered in 
your list of duties? By whom? 
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Findings 

Do you feel free to approach fellow employees when you have a query or 
grievance? supervisors? the Personnel Office? 
Do you feel intimidated by fellow employees? by supervisors? Why? 
Are you encouraged to improve your English skills by the University? 
supervisors? fellow employees? 
Are you made aware of study and training opportunities at the ANU? 
Have you ever been refused time away from your duties to attend English or 
training courses? 
Are you made aware of sporting and recreational programs at the ANU? 
Do you feel the University has given you adequate credit for your overseas 
academic qualifications? for your overseas employment experience? 
Do you feel that your English expression and/or comprehension is a barrier 
to advancement and promotion ? 
Do you feel that you have been denied appointment or promotion unfairly 
because of your sex and/or ethnic background? 
Do you feel that your authority has ever been undermined because of your 
sex or ethnic background? 
Do you feel that you have been discriminated against in any way because of 
your sex, race, nationality, or religion by the University as an institution? by 
supervisors? by fellow employees? 

9.5 The Sub-committee feels that the questions set out above are relevant in light of 
the reports of ethnic discrimination that have been brought to its attention. 

9.6 Whilst ethnic women academics may encounter the kinds of problems faced also 
by other academic women, they may encounter additional problems. From their 
responses to the general letter of enquiry it appears that some feel that they have 
been discriminated against in such areas as promotion, appointment to Depart­
mental Headships (particularly in language Departments which tend to have a 
higher than average concentration of women of ethnic origin) , and recognition of 
overseas qualifications. 

9.7 The majority of ethnic women on campus are employed as general staff. Here it 
may be beneficial to distinguish between those women with poor English skills 
and those with a good command of the language. 

9.7.1 For the first group of women, the lack of basic speaking, writing and compre­
hension skills makes them vulnerable to blatant discrimination in the workforce. 
These women generally come from East European backgrounds and are employed 
in unskilled positions such as cleaners and tea ladies. They are often subject to 
harassment and intimidation from their immediate supervisors and need 
encouragement to improve their language skills and to air their grievances without 
fear of reprisals. 
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9.7.2 The second group, women with good English skills, tend to be Asian and West 
European and are widely employed in library, secretarial, clerical, technical, and 
research positions. They are more likely than the first group to know their rights 
and express their grievances. The Sub-committee received more reports from this 
group. Their problems tend to be less obvious, but are no less serious than those 
faced by the former group. 

9.7.3 Racism exists on campus and can affect appointments. In one case, the only two 
applicants short-listed for a temporary technical position were Asian women. One 
of the supervisors stated flatly to colleagues that he was not prepared to work 
with an Asian woman. 

9.7.4 The criteria for promotion are not always experience and expertise. For example, 
a technician, female and Asian, and very senior in her position, has applied on 
numerous occasions for promotion. She has been unsuccessful, even though she 
has been better qualified than many of the successful candidates. In all cases, males 
were appointed. She feels she has not been given adequate explanation; nor has 
she received encouragement to seek promotion from her immediate supervisor. 

9.7.5 Women as well as men may discriminate against employees from non-English 
speaking backgrounds. For example, a European typist was told by the rest of the 
women with whom she worked that she was required to do all duplicating jobs as 
well as her own typing. She complied for some months until she discovered that 
this was not the case. 

Recommendations 

9.8 The University should actively encourage ethnic women to improve their English 
and job skills by: 
(a) ensuring that every woman is aware of the English in the "Workplace Program 

through memos in ethnic languages where necessary; 
(b) advising these women and their supervisors that it is their right to be given time 

off from normal duties to attend this program; 
(c) encouraging and granting time away from the workplace to attend other courses 

- whether on or off campus - to up-grade education and employment skills. 

9. 9 The personnel practices at the University should be reviewed and made consistent for 
all appointments. In order to end sexist and ethnic discrimination in selection 
practices, it is recommended that: 
(a) an independent member be appointed to e11ery interview panel; 
(b) complete records of interviews be kept including the candidate's application, 

notes on the interview, rating of the candidate's ability in all criteria of the 
position, and an overall rating (i.e., Highly Acceptable, Acceptable, etc.); 
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(c) all candidates be advised of their ranking in the selection process and in 
particular, if unsuccessful, how they might improve their experience and/or 
interviewing skills; 

(d) a full report by the interview pane/, justifying their selection, be submitted to the 
Personnel Office for approval; 

(e) an appeal system be implemented whereby unsuccessful candidates may con­
test the decision of the panel on the grounds of superior qualifications, 
insufficient recognition of overseas qualifications and experience or apparent 
bias; 

(f) interviewers be . required to undertake some form of training in interview and 
selection procedures. 

9.10 The University should provide an interpreter service which would be available to: 
(a) provide communication between the Personnel Office and ethnic employees, 

ensuring that these employees are provided with their duty statement and 
fully advised of their rights and entitlements as ANU employees; 

(b) assist all ethnic employees in their correspondence with the Personnel Office, 
the Administration, supervisors, medical staff, etc. either verbally or in 
writing. 

9.11 The University should state in all recruitment advertisements that it is an 'Equal 
Opportunity Employer' and provides such facilities as child care, language training, 
an interpreter service. 

9.12 Supervisors should be required to undertake a management training course. 

9.13 The University should institute an effective mechanism for identifting and dealing with 
sex and racial discrimination on campus. 



10 TENOSYNOVITIS 

10.1 Soon after the establishment of a Tenosynovitis Sub-committee of the Working 
Party of the AWE, a brief questionnaire was sent out to all secretaries and VDU 
operators on campus (Appendix F.I) . A week later the questionnaire was also 
sent to all typists and stenographers. Clerks were not included because of the 
difficulties in obtaining addressed labels at that stage. Approximately 260 ques­
tionnaires were sent in the first batch and a further 100 in the second. 

10.2 As at 30 November 1983, 143 replies had been received, representing a 40 per 
cent response rate. This report discusses these replies. 

10.3 Of the 143 replies received, 98 reported that they had experienced some or all of 
the symptoms described in the sheet that accompanied the questionnaire 
(Appendix F.I). This represents 69 per cent of those who responded. Of these, 
73 per cent said that they had taken some form of action. The majority of those 
reporting symptoms were in the secretary or VDU classifications. The results are 
summarised in Table 10.1 below. 

TABLE 10.1 
Summary of Tenosynovitis Questionnaire Response 

Secretaries who have experienced symptoms 
VDU operators who have experienced symptoms 
Typists who have experienced symptoms 
Stenographers who have experienced symptoms 
Symptoms but no specified occupation 
Total reporting symptoms 
Total without symptoms 
Total with symptoms in the past but not now 
No. of people who have done something about it 

Total respondents 

No. of replies 

54 
30 
7 
I 
6 

98 
43 

2 
72 

143 

10.4 The number of people who reported symptoms even in this rough survey is 
sufficiently high to indicate that tenosynovitis is becoming a critical health problem 
on campus. The jobs most likely to show evidence of tenosynovitis are female­
dominated, so that the issue is of particular interest to the AWE. 
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10.S In 1983 the Trades and Labour Council and its associated unions agitated for 
reform of the ACT Workmen's Compensation Ordinance, which covered only 
'accident-related' injuries. The insurance companies had argued in the past that 
repetition strain injuries were not accident related and therefore did not require 
compensation. A test case was mounted by a University employee and was heard 
in early December 1983. The Court held that repetition strain injuries were 
covered by the Ordinance. However, the Ordinance was amended in December 
to eliminate any doubts that such injuries are compensable. 

10.6 HAREA has set up a sub-committee on occupational health and safety which is 
now in the process of drafting recommendations to go to the Vice-Chancellor's 
Advisory Committee on Occupational Health and Safety. The changes to the 
VDU guidelines that will be sought include mandatory hourly 10 minute breaks, all 
University equipment to be checked for appropriateness, new equipment to be 
bought only if it conforms to specified requirements, and management and 
supervisor training. 

Recommendations 

10. 7 It is recommended that, on the basis of this brief study and its alarming results, a 
proper survey of all prospective victims of RSI on campus be instituted, beginning with 
those who are currently operating VDUs or typewriters on either a regular or 
intermittent basis. It is important to note that when Stage II or Ill of tenosynovitis 
is reached, the issue is essentially one of redeployment or compensation. But 
those suffering only Stage I symptoms may still be capable of rescue - if they can 
be identified. Current fears about job security and the slowness of response by 
the University Administration may be inhibiting the application of preventative 
measures to those in need, thus ensuring that more Stage II and Ill victims will 
arise in the future. 

10.8 The University should implement a program of preventative measures which could 
include variation in tasks, job sharing, provision of document holder, correct furniture, 
machine speed locks, mandatory breaks and new keyboard design. 



11 CHILD CARE 

I I.I There is a great scarcity of good quality full-day care both at the ANU and in the 
Canberra community as a whole. This lack creates very serious difficulties for staff, 
particularly for women who continue to be seen as primarily responsible for 
children and hence for the provision of care. 

Child Care Services and Needs 

11.2 The ANU Administration has never been directly involved in the provision of child 
care facilities at the University. Academic and general staff, and students in parti­
cular, have been responsible for the establishment of all four full-time centres and 
for the School Holiday Program: 
(a) University Pre-School and Child Care Centre Inc. est. 1969; 
(b) Parents on Campus Child Care Centre Inc. est. 1972 (undergraduate co­

operative) ; 
(c) RSA Family Day Care Inc. est. 1975, originally set up with the support of the 

Research Students Association; this support is now provided by the ANU 
Staff Association; 

(d) Campus Child Care Collective est. 1979, a co-operative set up when places 
at (b) were not sufficient to meet needs. Not government funded. 

(e) ANU School Holiday Program est. 1982. Operates during all school holidays 
- not government funded. 

11.3 The 1981 study by FAUSA of University Child Care1 stated that ANU had good 
child care facilities in comparison with other Australian universities, and noted that 
the relationship between the Administration and the various centres was primarily 
positive. 2 The University has provided several facilities to each group which has 
demonstrated a need for care services and indicated a capacity to provide these: 
(a) rent-free accommodation; 
(b) some improvements of very sub-standard premises;3 

(c) maintenance of exterior of premises; 4 

(d) 0-barred PABX extension; 

Moore and O'Donnell. Report of the FAUSA Working Party on Child Care, Melbourne. (July 1981) 32 pp. 
Ibid .. p.29. 
Ibid .• p.25 (Campus Child Care Collective) ; p.26 (School Holiday Program) . See also AVCC Report Child Care 
Facilities. (May 1983 ), p.9. 
Ibid., p.12. 
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(e) provision of services required by external legislation; 
(f) advice/consultation on various issues.5 

11.4 It is important to note, however, that, since 1981, there have been new centres 
established in other universities, the facilities of which are far superior to those of 
any of the ANU centres. 

11.5 No ANU centre has security of tenure in its premises, hence there is always the 
risk of losing the benefits of the extensive work which parents and the staff of 
centres have put into repairs, improvements and decoration. This, for example, 
was the situation for the School Holiday Program which was moved from a 
Balmain Crescent cottage to very inferior accommodation at Lennox House. 

11.6 There is substantial and increasing dissatisfaction expressed as regards main­
tenance and other costs. Centres have to pay sewerage and water rates and for 
garbage collection. The University places a 10 per cent charge on all orders for 
supplies which go through its purchasing or costing systems, even though the 
goods may be purchased externally. The University is seen to have made sub­
Stantial changes to its policy as regards maintenance of the external framework. 
and it is difficult to get such work performed. The exterior of Lennox House (the 
base of three centres6) is in poor condition. Finally, centres are charged for 
unnecessary numbers of maintenance staff sent to do minor repairs, and for 
double work periods for such staff. 7 

11.7 Although such changes have affected all other University services, they are seen 
by the child care centres as providing additional strain on budgets which are 
already tight; and, even more importantly, as being an indication of the relatively 
low priority that workplace child care has as far as the Administration is con­
cerned. 

11.8 Overall, the attitude of the Administration has been, at best, one of detachment, 
perhaps to be summarised as an implicit belief in the 'user pays' principle. Such an 
attitude, however, by seeing users as a series of individuals and by viewing child 
cal"e as a personal issue, obscures the fact that in reality it is the University as a 
community of students and staff which uses the child care facilities. The University, 
therefore, reaps much of the benefit from the existence of the centres. The Sub­
committee believes therefore that the Administration needs to perceive the 
services currently offered by the individual groups in this light; and that it should 
relate the very real needs and problems of these centres to several factors which 
are crucial to the current operation of the University itself. 

E.g. see Moore and O'Donnell, op.cit, pp.22-23 , 29. 
See above, 11.2 (a), ( d) and ( e). 
Two maintenance staff are sent on each job, and such work tends to cover two time slots, both of which are 
charged for, even though staff may spend a much shorter period on the actual repairs. 
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These factors are set out below: 

The University revolves around its student population. This population has altered 
appreciably in recent years and the University's policies must change accordingly 
to meet its needs. As regards child care, it is important to note: 
(a) the number of younger students, often effectively sole parents, with children; 
(b) the increasing number of mature-age and part-time students (the Campus 

Child Care Collective was set up for such persons); 
(c) the increase in the number of women attending University. 

A high proportion (43.5 per cent) of the University workforce are women. The 
greater proportion of these are on the general staff (93.5 per cent of women 
employees) where they are 47.6 per cent of this staff category. Women academics 
(6.5 per cent of women employees) form 11 per cent of academic staff, primarily 
at the lower levels, often in non-tenurable positions. Nearly 33 per cent of the 
female workforce is part-time. The general letter of enquiry sent out to women 
employees in late 1983 revealed that lack of child care was a major problem for 
women staff (see above, 2.31). Child care hence must be seen as an issue affecting 
employment and performance. 

There is a large non-tenured staff in IAS, including many recruited from overseas, 
and there is a number of doctoral students from overseas. Both groups lack family 
in Australia, a network of friends, and knowledge of available childcare facilities. 
Staff (especially non-tenured) in The Faculties, who have been recruited from 
overseas and outside Canberra, often need child care and are also without a 
network of family, friends or information. For all these groups, the University 
provides no information and no assistance. Child care is seen as a private issue and 
individuals must spend considerable time and effort attempting to locate services, 
before they can settle into a job. This is disadvantageous to both the University 
and the employees. 

The survey of Women Academics (see above, 4.4) indicated a very real possibility 
that the lack of child care services was a factor in the decisions of some women 
not to have children and/or to postpone having children for some time. 

There is a scarcity of places at other child care centres (government and private) 
in the ACT. This factor has two effects: 
(a) that the parent employed at the University will attempt to use University 

services, because the workplace of the spouse offers no child care; therefore 
(b) there is a shortage of places available for children of those University families 

(especially single parents) who have limited access to external child care 
centres (full-day creche care, which is at a premium, especially for babies) . 
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11.10 It is not uncommon for parents to place a child in two or more centres through­
out a working week so as to have 5 days of full-time care. The effect on the child 
can only be devastating, and this situation is recognised as a major problem by 
child care centres throughout Canberra. 

11.11 For staff, full-day care is often seen as that most suitable for their needs and that 
of their children. The University Pre-School and Child Care Centre, which does 
not have a parent work involvement8 and which has built up a large and com­
fortable building, is the centre of choice for parents who expect to be at the 
University for an appreciable period. Waiting lists are long (at present there are 
approximately 150 on this Centre's list; and one must take into account the fact 
that many persons do not put their names down because they know they will 
have little chance of a place) . 

11.12 Temporary and non-tenured staff are particularly disadvantaged in this instance. 
The other centres developed because student and staff needs were immediate, 
and the University Pre-School simply could not meet them. This situation con­
tinues. 

11.13 RSA Family Day Care, which places approximately 200 children, has difficulties in 
finding sufficient minding parents (as do other Family Day Care Centres in the 
ACT) . The other two centres expect parents to work a shift relative to the 
number of sessions used; this provision means that full-time staff prefer a centre 
which does not have this requirement of child care on the campus. 

Concluding Remarks 

11.14 All the above-mentioned factors are ones which affect the University profoundly. 
Child care is a matter of necessity for staff and students, not a matter of individ I 
whim. 

II.IS The provision of good quality on-campus care should be seen not only as desir 
able, but as essential: essential to the proper functioning of an institution which is 
c~mprised of several groups each with particular needs. 

11.16 For students, the provision of child care should be seen as a service equivalent to 
the medical and counselling centres - an essential support service. 

11.17 For general and academic staff, the provision of on-campus child care must b 
seen as a fundamental part of working conditions. 

Except for maintenance etc. This distinguishes this centre from Parents on Campus and the 
Campus Child Care Collective. both of which roster parents to work for a 4 hour session. The 
latter, however. has provision for parents to pay extra in lieu of working a shift. 
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For too long the University has concentrated on the provision of services and 
support which are of especial benefit to tenured academic staff, and thereby, of 
especial benefit to men. Without a real and continuing commitment to the 
improvement of child care on the campus, the University carnot provide e ual 

employment opportunities to women. ~ 

The existing disadvantages which many parents employed at ANU expe ience as 
regards child care must not be swept aside as personal and private proble s. They 
are communal problems; the refusal to accept this reflects a failure by ~he Uni­
versity to establish policies which meet the varied, but equally valid, needs of a 
very substantial, highly disadvantaged, proportion of its staff. 

Recommendations 

11.20 The University should become directly involved in the provision of child care services on 
campus and should recognise such services as an essential part of working con­
ditions for staff. 

11.21 The University should assume responsibility for the cost of utilities supplied to the child 
care centres and for the cost of all repairs. 

11.22 The University should establish a committee with representatives from all child 
care centres, and senior administrative officers: 
(a) to undertake a full survey of child care needs of University employees; 
(b) to discuss the ways in which such needs could be met by the up ding of 

existing facilities and/or by the establishment of new centres. 

11.23 The University should provide to all new employees full and uf>-to-date information on 
all child care centres and services on and off campus, and should undertake not only 
to inform new employees of such services, but to make inquiries of these services 
as to available places and costs on behalf of all employees coming ~ outside the 
ACT and from overseas. 

11.24 The University should make such information listed in 11.23 above available to all 
current staff. 

f 
v 
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APPENDIX A.I 
AWE Circular to all Women Employees 

The University has appointed Dr Marian Sawer as a consultant for two months from 10th 
October 1983 to advise it on equal employment opportunities. Marian is based in Room 108 in 
the Chancelry and she may be contacted on Ext. 3868/2491. 

Marian is seeking information from women employed in all areas of the University to help 
it develop an Equal Employment Opportunities Program. The Vice-Chancellor will receive 
recommendations by 10th December 1983 and then review University employment practices 
to ensure that under the Federal Government's proposed sex discrimination legislation, 
University practices do not discriminate against women. 

On 10th October approximately 80 women employees met in the Coombs Lecture 
Theatre and decided to form themselves into The Association of Women Employees at the 
ANU. The Association then set up a Working Party to collect information on women's work 
problems, such as the lack of promotion prospects for some kinds of women employees, the 
absence of work guidelines for general staff, and the 'dependent' nature of many female jobs 
which block equality of opportunity at work. 

At present the Working Party includes the following people: 

Name Area (A = Academic) 

Phillipa Weeks 
Alice Day 
Liz Stephenson 
Caroline lfeka 
Kath Bourke 
Helen Hughes 
Robyn Maier 
Ellen Reith 
Pam Montgomery 
Jane Murray 
Margot Bremner 
Bronwyn Duncan 
Thelma Hunter 

( G = General) 

Law (A); (ANU Staff Association) 
Sociology, Visiting Fellow (A) 
Chancelry, Administration ( G) 
Anthropology (A) 
Political Science, Secretary ( G) 
Development Studies Centre (A) 
Earth Sciences, Technical Officer (ADSTE) ( G) 
Germanic Languages, Secretary ( G) 
Chancelry, Student Employment Officer ( G) 
Statistics, Tutor (A) 
Chifley Library ( G) 
Chancelry, Careers and Appointments ( G) 
CCE, Political Science (Retired) 

Phone 
No. Ext 

2609 
3813 
4739 
3610 
2134 
4579 
4641 
2738 
3674 
4791 
4084 
3593 

73-1441 
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Pam Denoon 
Barbara Payne 
Peta Dawson 

Caroline Cobban 
Jenni Knobel 

Urban Research Unit, p/t Research Assistant ( G) 
Economics, Assistant Faculty Secretary (G) 
Centre for Resource and Environmental Studies, Research 
Assistant (HAREA) (G) 
John Curtin School, Word Processing Co-ordinator ( G) 
The Faculties, Word Processing Co-ordinator ( G) 

4603 
3392 

4681 
3113 
3261 

We are now seeking information from women about their working conditions and, 
additionally, about problems they may have which prevent them from having opportunities 
equal to those of men. The Working Party would like anyone wishing to help to please ring us 
on one of the above contact numbers. 

The Working Party is meeting weekly and will report back to the next meeting of the 
Association, when it will seek further guidance. 

The next meeting will be held on 31st October and will be asked whether it wishes to 
nominate to the Working Party, representatives in areas not yet covered. 

It is very important that as many women as possible attend to represent their views. If 
you can, please tum up on Monday, 31st October at 12.30 p.m. to the meeting in the Haydon 
Allen Tank 

Working Party of the Association of Women 
Employees at the ANU. 
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Letter to the Vice-Chancellor with Draft Constitution 

I December 1983 

Professor P.H. Karmel, 
Vice-Chancellor, 
Australian National University 

Dear Professor Karmel, 
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In our letter of 20 October 1983 we outlined the formation of the Association of Women 
Employees at the Australian National University, and on 22 November we met with you to 
discuss the activities of the Association. 

The objectives of the Association have now been formalised in a Draft Constitution, a 
copy of which is attached. Those objects are: 
(a) To promote investigation, and elimination, of all forms of discrimination against women in 

the AN.U. 
(b) To seek provision of equal employment opportunity for women in the AN.U. 
(c) To monitor the implementation of equal employment opportunity initiatives in the 

AN.U. 
(d) To improve the status of women in the AN.U. 
(e) To promote the study of issues affecting women within the AN.U. 

The Association encompasses all women employees at the AN.U., and retired women 
employees, and we are about to implement the formal registration of membership. At present 
the activities of the Association are being carried out by a Working Party, the 23 members of 
which represent a very wide range of occupations and geographical areas in the University. 

While the immediate concern of the Association is to enquire into conditions of employ­
ment of women in the University and advise Dr Marian Sawer, the University's Equal Employ­
ment Opportunity consultant, the Association's objectives involve a broader, continuing 
function of monitoring and promoting the interests of women employees at the AN.U. 

The University is currently directing its attention to Equal Employment Opportunity in 
reponse to indications of Federal Government Policy, and in devising and implementing a~ 
Equal Employment Opportunity Programme will be engaging in extensive consultation with 
affected groups, the largest of which is women. We suggest that our Association is the most 
appropriate forum for consultation on issues affecting women and we seek formal recognition 
as such. The form which that recognition could take includes: 
• representation on the University Council and other decision-making bodies; 

regular consultation between the University Administration and the Association on 
general employment and administrative matters; 
provision to the Association of secretarial, clerical and mail assistance for the purposes of 
communication with the University and its members. 
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A formal, co-operative relationship between the University and the Association along 
these lines would prove fruitful to both wo.men employees and the University. 

Yours sincerely, 

MafiOt Bremner 
Convenor, 
Working Party, 
The Association of Women 
Employees at the AN.U. 
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Draft Constitution 

I. Name 
The name of the Association shall be "The Association of Women Employees at the 
Australian National University". 

2. Objects 
The objects of the Association are: 
(a) To promote investigation and elimination of all forms of discrimination against 

women in the ANU. 
(b) To seek provision of equal employment opportunity for women in the ANU. 
(c) To monitor the implementation of equal employment opportunity initiatives in 

the ANU. 
(d) To improve the status of women in the ANU. 
(e) To promote the study of issues affecting women within the ANU. 

3. Membership 
Membership is open to: 
(a) Women employees of the ANU and 
(b) Retired women employees of the ANU 
who are sympathetic to the objects of the Association. Eligible women shall register 
their membership in writing. 

4. Management 
The management of the Association shall be vested in a Working Party. 

5. Working Party 
(a) The Working Party shall consist of the Convenor and the Secretary/Treasurer 

and such other members as shall be elected by the members of the Association 
at the Annual General Meeting. 

(b) Any casual vacancy occurring on the Working Party may be filled by the Working 
Party. 

6. Proceedings of the Working Party 
(a) The Working Party may meet together for the despatch of business and regulate 

its meetings as it thinks fit . 
(b) The Convenor may at any time, and the Secretary/Treasurer on the requisition 

of any two members of the Working Party, summon a meeting of the Working 
Party. 

7. Annual General Meeting 
The Annual General Meeting of members shall be held during the month of March in 
each year. 

8. Special General Meetings 
(a) Two Special General Meetings shall be held in each year, one in second term and 

one in third term of the academic year. 
(b) Additional Special General Meetings may be convened by: 

(i) any two members of the Working Party, or 
(ii) the Secretary/Treasurer upon the written request of any 20 members of 

the Association and shall be held within a period of six weeks from the 
date of r~ceipt of the request. 
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9. Proceedings at General Meetings 
(a) A resolution put to the vote of a meeting shall be decided on a show of hands. 
(b) In the case of equality of votes. the resolution will be lost. 

I 0. Notice of Meetings 
The Secretary/Treasurer shall give notice of all general meetings to members by way 
of: 
(a) notices distributed to all University Noticeboards, and 
(b) notice in the ANU Reporter Diary of Events. 

I I . Amendment of Constitution 
This Constitution may be altered by a resolution on notice passed by a simple majority 
of members present at the Annual General Meeting or a Special General Meeting. The 
requisite notice to such resolutions is one month. 
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General Letter of Enquiry 

Letter to all Women Employees 
From the Association of Women Employees at the ANU 
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The University needs our help to collect information about employment practices and 
working conditions that affect women's employment opportunities in all areas of the 
University community. 
The purpose of collecting information is two-fold: 
(I) to review the employment situation of women at the ANU so as to ensure that under 

the Commonwealth Government's proposed sex discrimination legislation no individual 
or group of women employees is discriminated against by University practices; and 

(2) to advise Dr Marian Sawer, whom the Vice-Chancellor has appointed as Consultant on 
this matter, in developing recommendations to assist the University in setting up an 
Equal Opportunities Program. 
To enable the Working Party of the Association and Dr Sawer to present fair and 

comprehensive reports on the University's standing as an employer of women, we have listed 
in the attached papers topics we believe will be particularly useful to the University in 
preparing its review. However, we would appreciate hearing from you about any other 
matters that you believe would contribute to a broad assessment of the status of women at 
the University, and recommendations for how this can be improved. 

All women employed at the ANU are automatically members of the Association of 
Women Employees. The Working Party of the Association welcomes contributions to its 
review. If there are any issues not covered in this letter, such as responsibility for dependents, 
that you would like to see raised, please contact: 
Margot Bremner - 4084 Thelma Hunter - 73.1441 Alice Day - 3813 
Thank you for your cooperation, 
Working Party 
Association of Women Employees at the ANU 
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Request for Information from Women Employees 

If you prefer to remain anonymous, omit your name. Your information will be entirely confidential. 
Name Age 
Occupation and area of work 
Classification (where appropriate) 
Duration of employment at ANU 
Full-time 0 
Part-time D 

Years Months 
Permanent D 
Short-term appointment D 
Fixed-term contract D 

Please take time to comment on the following topics. Under each topic, we have listed 
examples of the items we are interested in. We would appreciate your comments on all or 
any one of the items - whatever applies to your particular situation. Please be as specific as 
you can in describing your experience and views. Use reverse side of page if you need more 
room. 
I. The ANU as employer, e.g.: 

Advertisements of position 
Appointments to selection panels 
Interview for job 
Guidelines for work for general staff 
Job-sharing opportunities 
Re-entry into workforce 
Promotion prospects 
Re-classification 
Superannuation 
Facilities for Child Care 

2. The ANU as an institution providing education or training, e.g. 
Staff development 
In-service training 
Encouragement to acquire new skills 

3. The AN.U as a provider of accommodation, e.g. 
Have you been denied access to University accommodation on the grounds of sex. 
marital status or pregnancy? 

4. The ANU as a provider of goods, facilities and services, e.g. 
Quality of health services 
Sporting facilities 
Availability of counselling 
Physical education 

5. Have you had any experience that you believe might have been discriminatory 
against you? Please describe. 
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6. Have you any other comments about the quality of life for women at the ANU? 
e.g. 

Contact with colleagues 
Participation in informal networks 
Career encouragement from senior staff 
Compatibility of working conditions with family responsibilities 

7. Have you any suggestions for improving conditions of employment at the 
ANU? 

Return to: 
Margot Bremner, The Library, J.B. Chifley Building, AN.U. 
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APPENDIX B.I 
Questionnaire to Secretarial/Clerical and Administrative Staff 

9 December 1983 

Association of Women Employees at the Australian National University 
Working Party 

The Keyboard Career and Administrative and Clerical Sub-Committees of the Working Party 
are investigating the status of women in the secretarial, clerical and administrative classifi­
cations. 

The replies to the recent AWE survey and discussion among secretarial and clerical staff 
have raised the issue of recognition of skills and educational qualifications within the present 
classifications and the career structure of the University. 

In order to examine this issue detailed evidence of qualifications is needed. We would 
therefore appreciate your reply to the attached questionnaire by 20 December I 983, so that 
the Working Party can report to the University early in the New Year. 

Thank you for your assistance. 

Keyboard Career Sub-Committee 
Kath Bourke 
Caroline Cobban 
Pamela Montgomery 
Ellen Reith 

Administrative and Clerical Sub-Committee 
Bronwyn Duncan 
Barbara Payne 
Liz Stephenson 
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Occupation/ Classification: Full-time: ..... . . 
Faculty/School/ Area: . ... .. .. . . . .. . ..... .. .. .. . .. .. .. .. .. .. .... . .. .. . .. .. .. ........ ..... Part-time: .. ... . 
Length of service at AN U: .. .. .. .. .. .. .. .. .. .. Years .................... Months D Casual: .. ........ . 
Length of service in 
present position: .......... .. ........ Years .... ................ Months D Age: .......... .. .. . 

I. Qualifications - professional and/or educational 
(including courses in progress) 
Certificate/Degree/Diploma Institution Completion date 

2. Skills and Other Relevant Work-related Experience (e.g. word processing, use of 
computers, language ability, managerial skills, bookkeeping. etc.) Please distinguish 
between: (a) those skills obtained prior to and required for your present appointment, 
(b) those acquired during present appointment. and (c) those not currently used, 
whether or not stated a requirement of the position. 

3. Staff Training and Development 
Have you undertaken any staff training courses within or outside the University? (e.g. 
interpersonnel skills, report writing, career planning) 

4. Comments 
We would appreciate any general comments on the present classifications and 
administrative career structure. 

Please return this questionnaire by 20 December 1983 to: 
Pamela Montgomery - Student Employment Officer. Chancelry Annex 
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APPENDIX B.2 
Salary Scales (Document 2692/1983) 

The Australian National University Staff (Specific Conditions and Salaries) Award 1981 
Rates of pay for administrative officer, clerical, secretarial and keyboard staff 

Previou~ Current Effective Quantum 
Rates Rates First Pay difference 

Code Classification $pa $pa Period on/ after $pa % Increments 

417 Administrative officer 1740S 181S3 N.W. Decision 748 4.3 
18031 18806 FPP 6 Oct. '83 77S 6S3 
18626 19427 i.e. 6.10.83 801 621 
19220 20046 826 619 

416 Clerk Grade S IS600 16271 671 
16560 17272 712 1001 
17040 17773 as above 733 4.3 501 
17630 18388 758 61S 
18160 18941 781 SS3 

47S Grade 4 146SO IS280 630 
ISl20 IS770 6SO 490 

IS600 16271 as above 671 4.3 SOI 

16S60 17272 712 1001 

17040 17773 733 SOI 

414 Grade 3 13330 13903 573 
13770 14362 S92 4S9 
14210 14821 as above 611 4.3 4S9 
14650 15280 630 459 
ISl20 IS770 6SO 490 
15600 16271 671 501 

413 Grade 2 12890 13444. 5S4 
13330 13903 573 4S9 
13770 14362 as above 592 4.3 4S9 
14210 14821 611 459 
146SO IS280 630 459 

412 Grade I 124SO 1298S S3S 
12890 13444 SS4 4S9 
13330 13903 S73 4S9 
13770 14362 S92 459 

411 Junior under 18 7470 7791 321 
at 18 8715 9090 as above 37S 4.3 
at 19 10085 10519 434 
at 20 11330 11817 487 

424 Office Assistant Grade 3 13050 13611 S61 
13340 13914 as above 574 4.3 303 
13630 14216 586 302 
13920 14Sl9 599 303 

423 Grade 2 12160 12683 S23 
12360 12891 as above S31 4.3 208 
12S60 13100 S40 209 
12760 13309 549 209 
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Previous Current Effective Quantum 
Rates Rates Fim Pay difference 

Code Oassification $pa $pa Period on/after $pa % Increments 

422 Office assistant Grade I 11160 11640 N.W. Decision 480 4.3 
11360 11848 FPP 6 Oct. '83 488 208 
11560 12057 i.e. 6.10.83 497 209 
11760 12266 506 209 
11960 12474 514 208 

421 Junior under 17 5580 5820 240 
at 17 6696 6984 288 
at 18 7812 8148 as above 336 4.3 
at 19 9040 9429 389 
at 20 10156 10593 437 

463 Secretary personal to 19440 20276 836 
Vice-Chancellor 19970 20829 as above 859 4.3 553 

20500 21382 882 553 

462 Secretary Range 3 16460 17168 708 
16930 17658 as above 728 4.3 490 
17410 18159 749 501 

461 Range 2 15500 16167 667 
15980 16667 as above 687 4.3 500 
16460 17168 708 501 

460 Range I 14070 14675 605 
14430 15050 as above 620 4.3 375 
14790 15426 636 376 
15140 15791 651 365 

465 Stenographer Grade 2 13500 14081 581 
13775 14367 as above 592 4.3 286 
14040 14644 604 277 

464 Grade I 13010 13569 559 
13255 13825 as above 570 4.3 256 
13500 14081 581 256 

469 Junior Under 17 80wpm 6220 6487 267 
470 100 wpm 6530 6811 281 
474 120 wpm 6840 7134 294 
469 at 17 80wpm 7402 7720 318 
470 100 wpm 7712 8044 332 
474 120 wpm 8022 8367 345 
469 at 18 80 wpm 8584 8953 369 
470 100 wpm 8894 9276 as above 382 4.3 
474 120 wpm 9204 9600 396 
469 at 19 80wpm 9884 10309 425 
470 100 wpm 10194 10632 438 
474 120 wpm 10504 10956 452 
469 at 20 80wpm 11066 11542 476 
470 100 wpm 11376 11865 489 
474 120 wpm 11686 12188 502 

478 Head Typist 16930 17658 N.W. Decision 728 4.3 
17410 18159 FPP 6 Oct. '83 749 501 

i.e. 6.10.83 

482 Supervising typist 14420 15040 620 
14790 15426 as above 636 4.3 386 
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Previous Current Effective Quantum 
Rates Rates First Pay difference 

Code Oassification $pa $pa Period on/after $pa % Increments 

473 Typist Grade 2 12933 13489 556 
1310'4 13667 as above 563 4.3 178 
13255 13825 570 158 

472 Grade I 12147 12669 522 
12343 12874 531 205 
12548 13088 as above 540 4.3 214 
12741 13289 548 201 
12933 13489 556 200 

471 Junior under 17 5910 6164 254 
at 17 7092 7397 305 
at 18 8274 8630 as above 356 4.3 
at 19 9574 9986 412 
at 20 10756 11219 463 

485 Word Processing typist Grade I 140'40 14644 as above 60'4 4.3 
14430 15050 620 406 

479 Copy varitypist 13500 14081 581 
13775 14367 as above 592 4.3 286 
140'40 14644 60'4 277 

480 Linguistics varitypist 13996 14598 602 
14430 15050 as above 620 4.3 452 
14854 15493 639 443 
15272 15929 657 436 

499 Senior linguistics assistant 17953 18725 772 
18420 19212 as above 792 4.3 487 
18877 19689 812 477 

468 Linguistics assistant 15230 15885 655 
15659 16332 673 447 
16086 16778 as above 692 4.3 446 
16513 17223 710 445 
16930 17658 728 435 

436 Accounting Machinist Grade 5 15730 16406 N.W. Decision 676 4.3 
16100 16792 FPP 6 Oct. '83 692 386 

i.e. 6.10.83 

434 Grade 4 14420 150'40 620 
14790 15426 as above 636 4.3 386 

433 Grade 3 13957 14557 as above 600 4.3 

432 Grade 2 13346 13920 as above 574 4.3 

431 Grade I 11672 12174 502 
11954 12468 514 294 
12246 12773 as above 527 4.3 305 
12528 13067 539 294 
12792 13342 550 275 
13010 13569 559 227 
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Paper No: 2692/1983 

List 4 - Schedule 'D' 
Casual Rates of pay for administrative, clerical, secretarial and keyboard staff 

Code Oassification 

466 Stenographer (casual) 

467 Typist (casual) 

427 Coder (casual) 

276 Interviewer (casual) 

426 Invigilator 

Invigilator (assistant) 

428 Proof reader (casual) 
Copyholder (casual) 

Allowance payable to a 
typist Grade I or 2 who 
is operating an 

automatic typewriter 

126 Allowance payable to 
Secretary to 
Dean/Director 

Previous Rates 

$ 

13500 + 20% = $8.87 per hour 

12741 + 20% = $8.37 per hour 

11160 + 20% = $7.33 per hour 

11160 + 20% = $7.33 per hour 

14240 + 20% = $9.36 per hour 
12160 + 20% = $7.99 per hour 

14240 + 20% = $9.36 per hour 
11160 + 20% = $7.33 per hour . 

$236 per annum 

$769 per annum 

Current Rates 
N.W. Decision - 4.3 % increase 

FPP 6 Oct. '83 (i.e. 6.10.1983) 

$ 

14081 + 20% = $9.25 per hour 

13289 + 20% = $8.73 per hour 

11640 + 20% = $7.65 per hour 

11640 + 20% = $7.65 per hour 

14852 + 20% = $9.76 per hour 
12683 + 20% = $8.H per hour 

14852 + 20% = $9.76 per hour 
11640 + 20% = $7.65 per hour 

$246.00 per annum 

$802 per annum 
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APPENDIX B.3 
Proposed Administrative Assistant Structure 

The table below sets out the proposed administrative assistant classifications which could be 
achieved by amalgamating the present secretarial and clerical structures. 

Administrative 
Assistant Grade 

II 

Ill 

IV 

v 

VI 

VII 

VIII 

IX 

x 

Description/ old classification 

Junior Office Assistant, Junior Clerk 

Office Assistant 
Typist Grade I 
Clerk Grade I (movement of invoices, filing, etc.) 

Typist Grade II 
Word Processing Typist I 
Clerk Grade II 

Word Processing Typist II 
Stenographer I & II 

Secretary I (a) (ie second secretary in Faculty Office, 
junior secretary in Department) 
Clerk Ill 

Secretary I (b) (ie secretary to Professor) 

Clerk IV (present broad range to be divided into 2) 
Secretary II (a) (ie secretary to School Secretary, 
Secretary to Head of Department, Secretary in 
specialist department (languages/linguistics/mathematical) 

Secretary II (b) (ie Departmental Secretary. Senior 
Secretary in Faculty Office, Dean's Secretary) 
Clerk IV 
Word Processing Co-ordinator 

Clerk V 
Secretary Ill 
Administrative Officer 

Personal Assistant (with secretarial skills) to 
senior University Officers (ie Vice-Chancellor, 
Deputy Vice-Chancellor, Registrar) 
Administrative Officer (whose duties may be regarded 
as similar to Personal Assistant) 
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APPENDIX C 
Follow-up Questionnaire for Women Academics 

24 November 1983 

Hopefully you have by now completed and returned the Association's general questionnaire 
to all women employees at ANU. The Association's sub-committee on academic staff is now 
following up the responses with a more detailed questionnaire particularly · relevant to the 
situation of academic women on campus. This is designed to provide the kind of information 
necessary to formulate an equal opportunities programme for the University. It is also 
intended to identify areas where discrimination occurs. 

Completion of the questionnaire will therefore contribute to a better understanding of 
the conditions under which women academics at ANU are recruited and employed. This data 
will provide support for recommendations to Council and hopefully enable the implementa­
tion of reforms. Could you please complete the questionnaire immediately and send it via 
return internal mail as all data has to be collated by 10 December 1983. 

If you have any queries or would prefer to talk to us, please ring: 
Pauline Moore X4083 
Frances Perkins X4669 
Beverly Hong-Fincher X3112 
Jane Murray X4791 

Please send completed questionnaires to: 
Jane Murray 
Statistics Department 
Copland Building 
ANU 
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Supplementary Questionnaire for Women Academics 

Name• 
Age 
Occupation/ Classification 
Faculty I Department/School 
Full time 0 
Part time 0 
Tenured 0 
Fixed term contract 0 
Short term appointment 0 

Qualifications 

Degrees (tick) 
Subject 
University 
Year conferred 

Pass Diploma Honours Masters/B.Litt PhD 

Duration of employment in your current position ............. ..................... years 
List other academic or relevant public or private sector appointments held and duration of 
these appointments .................................. years 
Level of first academic appointment 

Academic Career 
I. Do you feel you have ever been discriminated against in: 

(a) the making of academic appointments at the ANU? Yes/No 
(b) the granting of promotions? Yes/No 
Please specify circumstances 
• If you prefer to remain anonymous omit your name. Your information will be entirely 
confidential. 

4. Do you know of other instances where women at the ANU have been discriminated 
against in the making of academic appointments (particularly of interest where women 
concerned are no longer employees of the University and cannot respond to this 
questionnaire) ? Yes/No 
Specify instances 

5. Do you feel you have been discriminated against in being given the opportunity to 
participate in academic activities related to your career? . 
(a) supervision of post-graduate students Yes/No 
(b) allocation of research funds Yes/No 
(c) opportunities for teaching Yes/No 
(d) allocation of funds for conference attendance Yes/No 
(e) opportunities for overseas study Yes/No 
(f) allocation of funds for field trips Yes/No 
(g) opportunities to give conference papers, submit publications Yes/No 
(h) other, specify 
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Please specify circumstances 

6. Do you believe you were given the same encouragement as male students to undertake 
post-graduate studies, when you were a studend Yes/No/Don't know 
Please specify circumstances 

7. Do you think female students within your faculty/school are given the same encourage­
ment as male students to pursue post-graduate studies? Yes/No/Don't know 
Please specify circumstances 

8. ke there any other ways in which you believe your academic career is being obstructed 
by current University practices, regulations or facilities? e.g., regarding: 

maternity leave provisions Yes/No 
availability of part-time employment after child birth Yes/No 
lack of child care facilities Yes/No 
others, specify 

9. Have you received encouragement in the pursuit of your academic career? Yes/No 
Please specify types of encouragement 

Mobility 
10. Do you believe any University regulations discriminate against you because of the lower 

mobility you may have due to family commitments? Yes/No 
e.g. restrictions on re-appointments of non-tenured staff Yes/No 
expectations by some Departments that qualifications will have been obtained outside 
ANU Yes/No 
Please specify circumstances 

Decision-Making 
11. Have you been appointed to any academic staff selection/promotion, student selection, 

or policy committees within the ANU? Yes/No 
Specify which committees 

12. Do you feel you have been passed over for membership of committees on which you 
were qualified to serve? Yes/No 
Please specify circumstances 

13. Do you believe you have been excluded from decision-making processes within informal 
networks of male colleagues? Yes/No 

Working Environment 
14. Do you feel that you are made more accountable to your head of department/director 

than are your male colleagues? Yes/No 
Do you feel your authority has ever been undermined by more senior academics? 
Yes/No 
Please specify circumstances 
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15. Have you ever been subjected to intimidation by male colleagues/students? Yes/No 
Please specify circumstances 

If so, do you believe that this has impeded your ability to function as an academic ? 
Yes/No 

16. Have you been subjected to sexual harassment by male staff/students? Yes/No 
Please specify circumstances 

If so, has this impeded your ability to function _as an academic? Yes/No 
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APPENDIX D.I 
Request for Information from all Technical and Draughting Staff 

This questionnaire has been sent to all Technical and Draughting Staff on Campus. The 
intention is to collect information to review the employment situation of women at the ANU 
and we hope that everyone will return their completed forms before 18th December. The 
questionnaire has been sent to male and female staff to enable us to make comparisons. 

The information is CONFIDENTIAL so there is no need to give your name. 

I Your School, Faculty, Unit etc. 
2 Your sex is F/M? 
3 Age? No of children? 
4 Please circle your position: 

LTI /L T2/SLTI /SL T2/TO/T02/STOI /ST02/ST03/ HTOl/HT02/HT03 
DAI /DA2/Draughtsman, Illustrator/SDI /SD2/SD3 

5 You are 
a) Full time /Part time? 
b) Permanent /Casual /Temporary? 

6 How long have you been 
a) at this classification? 
b) at the ANU? 

7 At what level did you join ? 
8 What qualifications do you have? 
9 Are you currently studying for a qualification? If so, why? 
10 Do you go to l~ures during work hours? 
11 Do you meet with any resistance if you attend lectures during work hours? 
12 Are you classified appropriately compared with people doing similar work? 
13 Would you prefer 

a) to work part time? 
b) to job share? 
If yes 
a) how many hours/week? 
b) permanent? 
c) casual? 

14 Do you have somebody to go to with problems or difficultjes experienced in your job 
situation? e.g. Supervisory staff I Union rep. I Audrey Dargan I Other? 

15 What are your ideas for improving morale amongst tech/draughting staff? 
16 Any other comments? 

PLEASE RETURN THE COMPLETED QUESTIONNAIRE TO ROBYN MAIER R.S.ES. 
If you wish to contact us please leave your name, it will remain CONFIDENTIAL 
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APPENDIX 0.2 
Summary of Information obtained from Questionnaire 

Total Male Female % Female 

Replies 151 91 60 40% 

Positions HT03 I 
HT02 4 3 
HTOI 3 3 
ST03 9 8 
ST02 II II 
STOI 28 17 II 
To/Draugh 52 32 20 
SLTI I I 
SLTI 4 I 3 
LTI 22 7 15 
LTI 15 7 8 

Quali~cations PhD 2 (1.3%) I 
MSc 9 (6%) 6 3 
(BA)BSc 34 (23%) 16 18 
Dip 17 (11%) II 16 
Cert 52 (35%) 36 16 

Incomplete Qual. & None 37 (25%) 23 14 
Promotions whilst at ANU 64% 65% 
Studying for a qualification 31% 22% 
Resistance to attending lectures 18% 12% 
Correctly classified 49% 55% 
Incorrectly classified 33% 31% 
Preferring to job share, work part-time 26% 43% 
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Somebody to go to with 
problems or difficulties 

Qualification of Lab Techs 
PhD 
MSc 
BSc 

Dip 

Cert 

Part or No Qualification 

Mean Age of Lab Techs 
Mean Age of Senior Techs 

HT03 
HT02 
HTOI 
ST03 

Male Female 

74% 

I 
2 

8 

27 

57 
41 
44 
43 

82% 

8 

2 

4 

12 

34 

37 

35 

Faculties 4 female+I male 
JCSMR 3 female 
Faculties I female 
JCSMR I female 
Faculties 2 female+I male 
JCSMR 2 female+I male 
JCSMR 2 female+3 male 
Faculties I male 

(with children) 

(with children) 

28% of comments were about career & promotion advancement (or lack thereof) 

95 

17% of comments were about 'class mindedness', communication gap, involvement with 

research. 

Other Comments Repeated/Raised - Downgrading of jobs when readvertising. 
Requirement of management courses for senior staff. 
Need for good Head of Department or Section. 
Administrative consultation. 
Staff development and training schemes on campus. 
A couple of positive comments requiring no change. 
Acknowledgement of work done. 



Report of the AWE Working Party 
96 

APPENDIX E 
Letter from Research Assistants/ 
Research Officers Sub-Committee to the Secretary 

8 December 1983. 

Dear Mr Williams, 
You asked for our comments on the Deans and Directors Working Party report, "Mode 

of Appointment of Research Assistants and Research Officer", which was written in response 
to a submission on that subject, by representatives of Research Assistants and Research 
Officers at AN.U. 

As we read the situation, the RA/RO representatives made a number of recommenda­
tions with a view to making the employment and working conditions of RAs and ROs more 
equitable: the most important recommendation being that appointment provisions be 
brought into line with those of other general staff. That would imply continuing appointments 
as a rule, except in cases of fixed-term research projects or fixed-term funding. The Deans 
and Directors acknowledge the need for some reform, but essentially they defend the status 
quo, using rather convoluted arguments. 

The Deans' and Directors' defence of the status quo is not convincing. They argue, for 
instance, that the special nature of research militates against security of tenure: yet at least 
half of the research fellows in the research schools, and a majority of the teaching staff in the 
Faculties, enjoy security of tenure. Further, Library staff, technical officers, and other general 
staff who support research activities, are not subject to the uncertainties of short-term 
discretionary appointments. 

The Deans and Directors are disturbingly vague and bland in some of their statements, 
and make no clear statement towards substantial reform. For instance, the statement: "where 
practicable Research Assistants and Research Officers should be offered .. . " (p 10) is not 
worth anything in practice. Similarly. the report is rarely supported by any data; and in some 
instances the data might not fully support the assertion advanced. 

In particular, we are disappointed to find that the Deans and Directors do not address 
the question central to the RA/RO submission: why research officers and assistants are not 
offered similar conditions to those enjoyed by general staff. Nor do they directly tackle the 
question of bringing these appointments more into line with the condition of other research 
staff. At present RAs and ROs enjoy the advantages of neither category: they do not enjoy 
the continuing appointments which are common among general staff, nor do they have the 
possible career structures, nor anything like the salaries, of other research staff. 

Our sub-committee feels that the complex position of RAs and ROs reflects the ad hoc 
way in which these positions have evolved: they are not generally thought to be part of a 
career structure, so that no-one has thought it necessary to regularise appointment pro­
cedures in the manner of other appointments to AN.U. We support the call for continuing 
appointments for RAs and ROs, on the grounds of equity and of sound management 
principles. At the same time we recommend that AN.U. consider a personnel management 
review of the position of ROs and RAs. There is very little available knowledge about who 
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holds these positions. what their qualifications may be, what they expect fro111 the job, or 
what each job involves. This degree of ignorance reflects the discretionary and ad hoc manner 
in which many appointments are made. On general ground of equity therefore we recom­
mend that continuing appointments should be available for RAs and ROs, through regularised 
appointment procedures. except in those cases where the research or the funding is fixed­
term. 

We are also interested in this question from the different perspective of Equal Employ­
ment Opportunity. We do know, for example, that 65% of full-time positions are held by 
women, and that the great majoricy of the casual and part-time workers are women. The 
career opportunities. or the lack of them, for these women employed by AN.U., merit 
additional consideration: We are asking women in this ambivalent and insecure situation to 
offer their own suggestions. Until we have their responses. and have had time to analyse 
those responses, we feel unable to offer further comment. since we wish to reflect their 
views in the report which we will present. 

Yours sincerely, 
Pamela Denoon 
(on behalf of the sub-committee on RAs, ROs and TOs, of the working party, Association of 
Women Employees, AN.U.) 
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APPENDIX F.I 
Letter to all Keyboard Staff (on Tenosynovitis) 

From the Sub-Committee on Tenosynovitis of the Working Party on Equal Employment 
Opportunities 

No Names are required - This information is entirely confidential. 
A sub-committee of the Working Party has been set up to find out how many people may be 
experiencing repetition strain injuries of which Tenosynovitis is now very important. 

Please read ~he attached statement which describes the symptoms of Repetition Strain 
Injuries· symptoms. Then an~wer the following questions: 

I. Have you experienced any of the symptoms described? 

2. How long have you had these symptoms? 

3. If so, what have you qone.about it? 

4. Are you a Secretary, Typist, Word Processor Operator? 

We urge you to answer these questions and return this letter to Jenny Tebbutt, CRES. It 
is in your own interests to help us gather the information on repetition strain injuries so we 
can advise the University how to best deal with the problem. 

Signed: Sub-Committee of the Working Party: 
Peta Dawson, Caroline lfeka. Jenni Knobel, Gennesse Winch 
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REPETITION STRAIN INJURY 

Repetition Strain Injury (RSI) is a term which encompasses a wide range of complaints 
affecting several different areas of the body. The injuries are often encountered in types of 
work where particular repetitive movements and/or fixed postures must be maintained for 
long periods of time. 

Tendon inflammations such as tenosynovitis in the wrist are typical examples of the 
injuries commonly referred to as RSI. Such injuries are usually attributed to continual specific 
movements involving a. good deal of force or speed. There is another type of injury which may 
afflict people doing repetitive work. due to the need for them to endure a static load on 
certain muscle groups as they maintain a fairly rigid working posture. These postural stresses 
may induce back pain, headaces or other tension-related complaints as well as contributing to 
the other injuries mentioned above. Some medical authorities see these static stresses as the 
more important side of the problem and therefore prefer to use the term 'overuse injury' 
rather than 'repetition strain injury' because the latter term tends to ignore the static causes. 
While this report will retain the term 'repetition strain injury' for convenience. it should be 
remembered that the injuries and causes discussed are not exclusively involved with move­
ment. 

Repetition strain injuries may appear in a variety of ways. Symptoms may be pain, 
numbness, tingling, heat sensations, swelling or loss of muscle power. In the early stages these 
symptoms may not appear to be serious and this, together with the fact that external signs are 
often difficult to detect or are non-existent, makes diagnosis a problem. 

Stages of Repetition Strain Injury 

Stage I 

Stage II 

Early reversible 
Duration - usually weeks 

Aching and/or fatigue of the affected limb occurring during the work shift. 
Symptoms settle overnight and on days off. No significant reduction of work 
performance. usually no physical signs. 

Duration - usually months 

Recurrent aching and fatigue occurring shortly after shift and persisting longer. 
Reduced capability for repetitive work. 

Stage Ill Duration - months to years 

Persistent aching fatigue and weakness at rest and pain with non-repet1t1ve 
movements. Inability to perform light duties and difficulty with household and 
other tasks unrelated to work. 
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APPENDIX F.2 
ANU Circular No. 1186 on 'Repetitive Strain Injury' (Document 3299/1983) 

The number of reported repetitive strain injuries has increased considerably over the past 
few weeks. While preventative measures can be taken (and my circular in July this year on 
Guidelines for the Use of Visual Display Units is one such attempt), it is already apparent that 
some members of staff have sufficiently serious medical conditions which will necessitate their 
redeployment or retirement. 

I feel that positive action is required. The Personnel Manager has initiated procedures 
designed to assist in the redeployment of staff suffering repetitive strain injuries: 
I. A Senior Personnel Officer, Mr J. Blackley, is interviewing all staff known to require 

redeployment. He will compile a list of the staff, their work skills. etc., and add to it as 
the need arises. 

2. Appointments Section staff will bring to his attention all Requests to Advertise forms for 
vacant positions requiring duties that appear to be within the capability of staff on the 
redeployment list. 

3. The positions will be withheld from advertisement until the Personnel Manager is 
satisfied that no member of staff on the redeployment list is capable of filling the 
vacancy. 

4. If it appears that a member of staff on the redeployment list may eventually be capable of 
filling a suitable vacancy (i.e. after further treatment and recuperation) the Personnel 
Manager will arrange for the position to be filled, if necessary by a temporary member of 
staff. 
I have asked the Personnel Manager that staff redeployed in these circumstances suffer 

no loss of salary. If the new position is at a lower grade, the difference in salary shall be made 
up by the original area if no alternative form of compensation is available. I do not think this is 
unreasonable. 

We appreciate that a major difficulty in redeploying staff is to find suitable jobs. Your 
assistance in facilitating redeployment, where this is necessary, will be very much appreciated. 
This, of course, includes help in retraining if this is required. 

I will be issuing further information shortly on additional preventative measures to avoid 
these kinds of injuries. 

W.R. Williams 
Secretary 

Distribution: 
Directors and Deans 
Administrative List No. 3 WRW:GAO 
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