
Introduction 

1. The purpose of these guidelines is to ensure that EEO principles and practices are incorporated 

into all aspects of academic promotion procedures. Promotion Committee considerations should be 

based upon the merit of the individual concerned, as well as giving consideration to the other factors 

set out below which particularly affect EEO group members. 

2. EEO Groups are: 

§ Women; 

§ Aboriginal People and Torres Strait Islanders; 

§ People with disabilities; and 

§ People whose first language is not English. 

3. The concept of merit considers the relationship between the qualities genuinely required for a 

position and the applicant's true (rather than assumed) qualities. 

Promotion decisions must be based only on the academic qualifications, demonstrated 

performance, and skill base of the applicant - and not on race, sex, seniority or other 

irrelevant criteria. 

Legal responsibilities in promotion proceedings 

4. The University is bound by state and federal legislation on discrimination and equal employment 

opportunity. It has policies and procedures in place to ensure that employment practices are free 

from discrimination. 

The enforcement of apparently neutral barriers which indirectly disadvantage EEO group 

members may be a basis for a claim of unlawful discrimination. 

5. Promotion Committee members must therefore ensure that the EEO considerations discussed in 

these guidelines are fully understood and implemented. Enquiries about EEO considerations in the 

process may be directed to the Head, Equity and Diversity who is an observer on the Panel, either 

confidentially, or as part of the Panel's deliberations. 

Discrimination in promotion 

6. Direct discrimination would occur if the Committee decided not to promote a candidate because a 

personal characteristic irrelevant to the situation (e.g. sex or ethnic origin) is applied as a barrier. 



7. Indirect discrimination may occur where the application of promotion procedures, practices and 

decisions which treat candidates equally, and therefore appear to be neutral, in fact reduce 

significantly the chances of an EEO group member being promoted. 

8. There is much more potential for this type of discrimination to occur during promotion proceedings 

than direct discrimination. This is because barriers to promotion may be hidden in policies, 

procedures and standards of an employer or they may operate through the prevailing "norms" of an 

institution. 

9. The existence of indirect discrimination can undermine both the morale and productivity of an 

employee, and it is the University's policy to eradicate all forms of discrimination from the workplace. 

Overseas qualifications 

10. The University has a series of booklets published by the National Office of Overseas Skills 

Recognition (N.O.O.S.R.) which provide information on the assessment and recognition of overseas 

qualifications in Australia. These booklets are located within Student Services. 

Interviewing applicants 

11. The purpose of the interview is to allow questions of clarification. The Chairperson of the 

Committee should allow sufficient time for each individual applicant to speak to their application, and 

for members to raise questions that they feel need to be answered. 

Admissibility of information 

12. The Chairperson should ensure Committee members refrain from making comments which: 

§ Do not relate to the promotion criteria; or 

§ Do not relate to information in the written application or the interview. 

13. A situation may arise where a panel member may have information about the applicant which 

may be relevant to the decision, and which is not covered to the panel member's satisfaction in the 

application. In such circumstances the panel member should either raise the matter with the 

applicant during the interview, thus giving the applicant the opportunity to comment; or otherwise not 

raise the information at all during the panel proceedings. E.G. The panel member may have heard 

rumours that "the applicant concentrates on their own research work to the detriment of their 

responsibilities to post-graduate students, and students have complained". The panel member 



should question the applicant about things like the way they allocate their time between research 

and teaching, their perception of student satisfaction with these time allocations, any evidence of 

student satisfaction/dissatisfaction etc. 

Identification of barriers to promotion 

14. Should Promotion Committees become aware via Committee procedures of barriers to 

promotion of EEO group members which have not already been identified in these guidelines, the 

Chairperson of the Committee should contact the Equity and Diversity Office and advise of the 

nature of these barriers or suspected barrier, so that steps can be taken to address them. 

 


