THE UNIVERSITY OF ADELAIDE
VCC SUB-COMMITTEE ON GENDER, EQUITY & DIVERSITY
Record and Actions of Meeting 04/06
Held on Thursday, 26 October 2006, 3pm
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Professor Roger Thomas 
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Susan MacIntosh
Executive Director, Student and Staff Services

Lee Jones
Acting General Manager, Human Resources

Julia Della Flora
Senior Manager, Equity & HR Business Processes 

Sally Hebenstreit 
Manager, Student Support Services

Ursula McGowan
Deputy Director, Centre for Learning & Professional Development 

Elizabeth Yong 
Faculty of Engineering, Computer & Mathematical Sciences 

Dr Margaret O’Hea
Faculty of Humanities & Social Sciences 

Laura Grenfell
Faculty of the Professions 

Dr Judith Pollard
Faculty of Sciences 

Executive Officer - Jo Carrick
Equity Project Officer 

Apologies:

Liz Pryzibilla
Director, Professional & Continuing Education

Professor Martha Augoustinos
Faculty of Health Sciences 

Shane Mohor 
Indigenous Employment Officer 

Also attended:

Professor Alan Johnson
Deputy Vice-Chancellor (Research)

1.
WELCOME 

The Convenor welcomed the Committee members and the Deputy Vice-Chancellor (Research).

2
MINUTES OF PREVIOUS MEETING

Minutes of the previous meeting were accepted.

3.
AGENDA ITEMS

3.1
Meeting with Deputy Vice-Chancellor (Research)

The Convenor introduced the Deputy Vice-Chancellor (Research), Professor Alan Johnson, and welcomed him to the Committee.

The Convenor informed the Committee that A Johnson met with J Della Flora and J Carrick on Thursday 12 October 2006 to discuss his attendance at the meeting. Updated versions of the Discussion Points for Executive Managers, the equity and diversity discussion paper series and the Diversity Management Plan were supplied to him during this meeting The equity and diversity Profile for the Division of the Deputy Vice-Chancellor (Research) and the research staff and students in the University were supplied A Johnson on Thursday 19 October. 

The Convenor invited A Johnson to discuss the staffing profile for the Division, research staff and students in general and any elements of the Diversity Management Plan he wished to discuss.

A Johnson indicated that he viewed equity and diversity issues as important and that he was happy to provide further detailed responses to the Discussion Points at a later date. In the context of this meeting he would provide a general ‘big picture’ overview of key aspects of his Division’s profile and the profile for research staff and students across the University. He would also discuss with the Committee any other pertinent equity and diversity issues they would like to raise. 

A Johnson outlined the following main points relating to the Division of the DVC(R): 

· While there are a few academic staff members in the Division the majority of staff were classified as ‘professional staff’ that support research activities in the University.

· It is clear from the Profile that the Division needs more Indigenous staff and recruitment and retention is priority. He was pleased to announce that a new Indigenous staff member started in the Office of Industry Liaison at Thebarton Campus on Monday 23 October 2006. The staff member will assist with the University’s interface with the Community and while it is early days yet the position seems to be going well.

· It is important to identify post-doctorate women who are keen to join the University.

· Note that there is a younger demographic in the Division with 62% of staff across the Division under the 44 years of age. 

· Gender, equity and diversity underpin everything the Division does – there is a strong appreciation for the principles of equal opportunity and the importance of imbedding these into Divisional activities and research supports. 

· The University is currently looking for a PVC Community Engagement, who will report to the DVC(R) and the recruitment search has actively focused ensuring the pool of applicants includes qualified female candidates. This has included personally speaking to potential candidates and approaching contacts and networks for suggested candidates to approach.

· It is clear that women in the Division are underrepresented in senior positions and over represented at the lower classification levels - though there are some women in key high level positions. In recent recruitment activity the Division has worked to ensure that women were represented on the selection committees and a number of suitable female candidates were included in the applicant pools.

· The budget process has not been finalised but in relation to potential Fellowship positions, at least one could be a re-entry position and academic woman could be targeted for these positions.

· Given the number of women undertaking Higher Degrees by Research across the board is approximately 50% - the University should consider ways in which to we keep this intellectual resource. [Suggested action – provide breakdown of HDR students by Faculty and area of study].
· HDR students tend to be concentrated in the 19-29 years age group – which is typical for research intensive group and there is an emphasis on undertaking early research career while young. 

· The Division does not have an equity plan or any plan as yet – the Division is currently working on an area Strategic Plan and it will include equity considerations. It is hoped the Plan will be completed in 2007. 

· An important way to tackle this through mentoring of staff and making mentoring an institutional priority. A Johnson indicated that he strongly believes that easy access to institutionally endorsed mentoring is essential for any organisation to function and progress.

· The Division does have a number of women in senior levels, there are small numbers of staff, particularly at the senior levels and the percentage of the group can shift dramatically with a change in work hours or if one person leaves. 

· The Research Branch and Office of Industry Liaison are re-structuring and there is scope for equity and diversity considerations in the potential changes. 

A Johnson asked if there were any questions regarding the points he outline relating to the Division Profile. There were no comments at that time.

A Johnson outlined the following main points relating to research staff and students across the University: 

· Can not comment too much on senior appointments of academics in general or the equity profile of senior staff as these appointments are managed by the Deputy Vice-Chancellor (Academic) Office and the DVC(R) Office does not have much direct connection with academic appointments across the University. 

· Note that in the data provided in the Profile regarding Chief Investigator success rates for research grants (internal and external) were encouragingly high (for both men and women). 

· This may be an indication of the good mentoring provided to Early Career Researchers. 

· S MacIntosh noted the emphasis placed on mentoring and asked what other development activities A Johnson felt were important to the advancement of staff.

· A Johnson indicated that succession planing and the development of an entrepreneurial culture in the University were also key factors in the success of the staff and the organisation. 

· In relation to entrepreneurial culture the emphasis should not just be on ‘making money’ but being receptive to new and diverse ideas.

· The University is currently operating in a very competitive environment. The University needs to increase productivity at the same rate and in line with other universities - it is not enough for University to increase output by 10% if our competitors have increased by 15%.

· At the same time we need to be mindful of career life balance, ensuring that we have the right mix and amount of expertise to ensure that all are staff happy and healthy and we are able to attract and retain high quality staff and students.

A Johnson ended the formal part of his discussion with the Committee at this point. The Convenor thanked A Johnson for the information provided and invited the Committee to ask questions.

· S MacIntosh noted that the University had lost a number of high profile and productive academic women in recent years to other competitor institutions. These women have continued to be highly visible and creative at their new workplaces. S MacIntosh asked or comment on this from A Johnson.

· A Johnson indicated that these where regrettable losses to the University and that the University needed to ensure that it retention strategies in place in ensure that such losses did not occur again. 

· It is essential in the current climate that the University attract and keep good people and that managers consider strongly the types of packages that will attract and retain the best people.

· J Della Flora drew the Committee’s attention to the data relating to salaries bonus which includes attraction and retention loadings – women receive significantly less money and receive fewer bonuses than men. She suggested that managers should be encouraged to use these loadings in developing retention packages for staff. 

· J Della Flora also brought the Committee’s attention to the practice of retention rankings – whereby organisations strategically ‘rank’ staff in relation to how much they want to retain that staff member and the particular skills and experience they bring to organisation. Retention strategies are then targeted towards retaining staff the organisation wants to keep the most and encouraging staff with lower rankings to seek development or employment elsewhere. 

· E Yong asked whether there was a process whereby staff could formally or informally inform the University of the reasons why they left.

· J Della Flora indicated that all staff are offered the opportunity to do an exit interview – though not all want to take up the opportunity. 

· R Thomas indicated that would be worthwhile to identify the key strategies that provide incentive to attract Indigenous people or women or other equity category people. 

· In relation to Indigenous staff - there is not a large cohort of Indigenous people with academic qualifications, therefore we need to consider not only what are the best packages to attract them but keep them here on an ongoing basis. Not just monetary factors. Currently there are the lot of qualified Indigenous people looking to leave State Government positions (for various reasons) – currently in a process of identifying people who may want to make the move here. 

· A Johnson indicated that he had previous experience on a number of ATSI Education Committees and found that it was important to establish links with University early and often. 

· A Johnson responded to question of retention stating the two ways of keeping staff were through the PDR process and mentoring. He indicated that he had previously overseen the roll out of a similar PDR process at another institution and he found that when the process has accountability and gains traction it is very beneficial. It allows dialogue between managers and staff and engenders a sense of belonging. Staff can receive direction and advice and managers and the University as a whole gains valuable understanding of the productivity and needs of staff. 

· L Jones informed A Johnson about the Women’s Professional Development Network (WPDN) who have run a successful mentoring program for professional staff women in the University since 1997.

· A Johnson acknowledged this program and indicated that a similar program for academic staff women would also be useful. He also indicated his support for the Leadership Development Program – as a number of the female staff in his area have undertaken this program. 

· U McGowan noted that there was a significant number of international research students and that the group assigned with supporting these students, the Research Education Unit, had quite a small number of staff. She queried whether there was any specific attention being put to recruitment and retention of staff in this unit – not only given the high workload generated from the increase in international research students but the importance of continuing to attract and retaining these students and the revenue they bring to the University. 

· A Johnson stated that it was not just the revenue that International students may bring that is attractive to University but that these students enormously enrich the cultural and intellectual life of the University’s research community.

· A Johnson indicated that Research Education Unit is a small but dedicated group that has been doing great work – they could use more staff but that more staff are required across the Division, at least 12, to handle the increase in workload over the years.

· M O’Hea indicated that there currently didn’t appear to be data collected for staff from culturally and linguistically diverse backgrounds or staff with a disability. She asked whether A Johnson would be supportive of ensuring future data collection and identifying explicit recruitment and retention strategies for these staff once the data had been identified. 

· A Johnson indicated that he would be supportive of both suggestions but that data collection was outside his area.

· M O’Hea indicated the Profiles provided to Executive Managers consistently omitted data on culturally and linguistically diverse backgrounds and disability – this is not good enough.

· The Executive Officer indicated that some DEST data related to equity was not available via Office of Planning and Quality.

· S MacIntosh indicated that she believed that the data was or should be available via Data Warehouse and that she would look into the matter. 

· R Thomas indicated that quite often the DEST data does not match the data collected internally by Wilto Yerlo.

· The Convenor thanked A Johnson for attending the meeting and his participation in the discussion. 

Action 3.1 

1. A Johnson will report back to the Committee regarding the strategies he has identified in 2007.
2. The Executive Officer will provide data on HDR students by area and course breakdown

The Committee discussed further the Portfolio data and the need to resolve the issue of data relating to culturally and linguistically diverse backgrounds and disability. This issue will be followed-up by S MacIntosh in the first instance.

3.2 
Report on Actions from the previous meeting

There were a number of actions for the Convenor arising from the previous meeting. The Convenor updated the Committee on the outcomes of those actions: 

· Item 2 - The Convenor will invite the Convenor of the AWF to a future meeting of the GED Committee. This has occurred and the Convenor of the AWF, Professor Chilla Bulbeck will attend the 12 December of the Committee. Professor Bulbeck indicated in her response that she would like to ask a number of questions of the Committee and of the DVC (Academic), who will be attending the meeting. The Committee agreed that the questions for DVC(A) should be forwarded to him prior to the meeting.

· Item 3.4 (1) The Convenor will write to the Executive Managers regarding including funding for equity initiatives in their area. This has occurred and included in this correspondence was the recommendation that the Faculty representatives be included in the membership of Faculty Board and will report on GED Committee activities to the Faculty and conversely, report on relevant Faculty matters to the Committee. A memo has been sent regarding this to all Executive Managers, also included in this correspondence was a request for follow-up information regarding equity initiatives that may have been undertaken or planned in their area.

· Item 3.4 (2) The Convenor will write to the VC regarding requesting a budget line for activities the GED Committee. This has occurred and the memo also included a request for additional funding for an equity and diversity initiative fund and advice on the future Convenorship of the Committee. The response from the VC indicated the following

1. In principle support for establishment of a budget line for equity and diversity activities. The Committee needs to identify and recommend an appropriate location for the administration of the budget line. 

2. In principle support for introduction of an annual budget allocation of $20,000 for an equity and diversity grants scheme. Before this is implemented, a University wide strategy and budget to support the scheme, which is consistent with the Terms of Reference of the Committee, along with a detailed proposal of the submission and assessment of bids will need to be developed and submitted by the Committee.

3. In regards to ongoing Convenorship of the Committee, the new Pro Vice-Chancellor Learning and Quality will be approached to Chair Committee from the start of 2007. 

Action 3.2: 

1. The DVC(A) will be briefed on the questions proposed by the AWF. 

2. The Convenor will respond to the Vice-Chancellor regarding the proposed budget line and equity grants scheme. 
3.3
Update on Aboriginal and Torres Strait Islander Employment Strategy

The Convenor invited R Thomas to update the Committee on the ATSI Employment Strategy:

· R Thomas indicated that there was not much more to report other than “We have done it!”.
· The Strategy was launched yesterday (Wednesday 25 October 2006) and the event was very successful and well managed.

· The Vice-Chancellor made announcement of the University’s financial commitment to academic and professional staff places across the University.
· R Thomas indicated that now it was matter ensuring that the commitments laid out in the document were taken up by Executive and Senior Managers and the University in general.
· R Thomas expressed disappointment at the lack of attendance by a number of Executive Deans and other senior staff and concern whether this reflected a lack of commitment from the people required to make the Strategy a success. 
· R Thomas praised the organisation of event and indicated that overall he had received positive response to the running and implementation of the event.
· J Pollard asked if additional copies of the Strategy and posters would be available – R Thomas indicated that they were available from Wilto Yerlo reception on request.
3.4
Student equity activities 2006
The Convenor invited S Hebenstreit to update the Committee on student equity activities.
S Hebenstreit outlined the following main points relating to student equity activities: 

· The University provides support and assistance to equity category students in two ways – as prospective students or as current students.
· In relation to prospective students, the University has a number of programs to assist and encourage prospective students to enter the University including, ‘Aim for Adelaide’, the ‘Fairway Scheme’ and scholarships.

· In 2006 the University piloted an ‘Aim for Adelaide’ program for metropolitan Fairway Schools (see below), offering a range of on-campus activities for students in years 10-12. The objective of the Aim for Adelaide program is to raise aspirations and motivation to enter university among students in schools under represented in higher education. There were around 15 on-campus activities including campus tours, visiting the anatomy and classics museums and a Kaurna language presentation. This program was developed in relationship with the Smith Family Learning for Life Program and links with the University’s Fairway Scheme and Smoothstart programs. 
· The Fairway Scheme assists students from schools under represented in higher education with an extra opportunity to study at the University of Adelaide through the addition of bonus points to their university aggregates. Adelaide Metropolitan Fairway Scheme Schools are determined on the basis of the participation rates of their students in South Australian universities over the previous three years. Country and remote students are also included in the scheme and from 2007 this will include country schools from Australia wide.
· An Access and Equity Network has also been established that brings together different staff that handle equity and diversity issues and activities in the University to talk about activities and strategies.
· S Hebenstreit indicated that she did have data relating to the number of students with a disability in the University – through the student PeopleSoft system. This data is collected from enrolment forms where students have indicated that they have a disability and what type. Staff members in the disability support services area also collect data on students who have accessed their services – these figures do not always match up as students do not always identify that they have a disability up front. 
· [further detailed figures discussed by S Hebenstreit in the session will be provided to the Committee separately]

· There were approximately 250 students who indicated that they have mental health issues – this could range from issues with depression and anxiety to schizophrenia. This is an area of particular concern for students and staff.
· S Hebenstreit indicated that Mental Health First Aid training session had been undertaken for staff – and was very well received. This was a specialised half day session (the original session is two day workshop) and the feedback has been excellent.
· M O’Hea indicated that there is strong interest amongst academic staff for training in this area. 
· R Thomas indicated the training in this area was vital for staff in his area and other area involved with Indigenous students as there is a higher incident of mental health issues for Aboriginal and Torres Strait Islander people. Typical problems confronted with are alcohol and drug induced psychosis – a number of incidents can occur throughout the year relating to this type of behaviour.
· L Grenfell agreed that further training for staff and students and support for students was required. In recent feedback discussion with a number of international students they commented that University provided great ‘visible’ support for students with vision and hearing impairments but this was not the case for students with mental illness.
· S Hebenstreit indicated that there had been changes to the University’s note taking services and audio streamed lectures had been offered as an alternative across the year. The audio streamed lectures are also useful for students with English as second language.

· U McGowan also indicated that a printed version of the spoken lectures was also a helpful addition for students with English as a second language – there is voice recognition software that converts speech to printed text.
· S Hebenstreit indicated that they were looking at a range technology opinions in relation to this but that audio-to-print technology that works effectively from a lecture format was not available yet.
· M O’Hea indicated that the experience with audio-streaming, in practice, was that is it great when it works but quite disastrous when the infrastructure failures. 
· Smoothstart is mentoring/transition program for current students, which matches students from rural/isolated areas, low SES (socio-economic status) backgrounds and Fairways Schools with intensively trained peer mentors.
· There were approximately 50 participants who accessed the service in 2005 – with 80 in 2006 and a planned 100 participants in 2007. 
· J Pollard asked whether there was an evaluation of the Smoothstart program in relation to improved outcomes for these students.
· S Hebenstreit indicated that it would be useful to compare retention rates of Smoothstart students with other Fairways students but that this data was not available. Load data for equivalent commencing student cohort (rural, isolated and low SES) did show an overall drop in load between Semester 1 and 2 of 10.8% compared with 2.27% for the Smoothstart group. 
· J Della Flora asked whether comparative data on the ‘success’ indicator for these cohorts was available also.
· S Hebenstreit indicated that this would be useful data to collect in the future.

· A number of members of the Committee expressed interest in further information on the program – S Hebenstreit indicated that she would provide the report for circulation to the Committee.
· M O’Hea asked whether data relating to the spread of students across the Faculties was available (it is in the report for 2005 figures). 

· R Thomas asked whether figures for ATSI students in the program were available. S Hebenstreit indicated these figures were not available but to her knowledge none of the participants were Indigenous.
· J Pollard queried the timeline to join the program, as there are a number of students who think that they are fine but realise later that need assistance. If academic staff had awareness of the program they could help identify students to refer to the program.
· S Hebenstreit indicated that the program was targeted at a specific cohort of students before they start and felt that a different model of support and intervention was required for students who may experience difficulties later.
· R Thomas indicated that the Federal government had allocated 1.7 million dollars for initiatives that support transition/pathways programs for Indigenous students. He informed the Committee that the Deputy Vice-Chancellor (Academic) and Vice-Chancellor had expressed interest in submitting a bid. 

· R Thomas expressed interest in talking with S Hebenstreit about transition programs and stating that it would be useful to talk about the Smoothstart process. 
· S Hebenstreit indicated that they had found the Smoothstart model very successful, with the ‘Smoothies’ (mentors) chosen with great care and given quite intensive training and support.
· Further programs for current students include subsidised accommodation – which was reviewed in 2006 and changes made to the procedures for the Policy. A key change included the move to direct debit payment of rent. In some cases the accommodation subsidy includes payment of utilities. 
· R Thomas indicated that this scheme was invaluable in supporting ATSI students in continuing their studies at the University. 
· S Hebenstreit indicated that the University had a significant student Loans Scheme – totally one million dollars. Students accessing this service are required to pay back the money before graduation. In addition to this the University administered a number of equity related scholarships and grants, including Commonwealth Scholarships.
· S Hebenstreit also briefly reported on Disability access in the University indicating that progress had been on number of disability building works including a number of new access toilets and the start of an extensive lift installation project in the University.  

· There was one difficulty, a chair lift installed in one of the buildings was deemed not OHS complaint and a new lift needed ordered for installation next year.

Action 3.4: S Hebenstreit will provide the Smoothstart report for circulation to the Committee and figures she has available relating to students with a Disability. 

3.5
Succession planning and activities for 2007
The Convenor indicate that the agenda for the final meeting of the Committee is quite full so he felt it prudent to set in train some succession planning for next year.

· As previously indicated the Convenor requested guidance from the VC regarding the future Convenorship of the Committee in 2007 – the VC indicated that he would approach the new PVC (Learning and Quality) to take up the role.
· The Convenor indicated to Committee members that he would send a letter to the Executive Deans asking them to indicate whether they would like to nominate a new representative or continue with the current appointee. The letter will suggest that Executive Deans meet with representatives to discuss whether they would like to continue their membership on the Committee.
· The Convenor asked whether there were any further suggestions regarding the membership of the Committee.
· S MacIntosh indicated that representative for students and staff from Roseworthy, Waite and Thebarton campus may be appropriate. 
· J Pollard agreed, indicating that Sciences often had two representatives on Committees as they were in a unique position of being spread across the University’s campuses.
· The Convenor indicated that this proposal would be put forward to VCC. 
· The Convenor asked whether there was any feeling whether the meetings should increase/decrease – the consensus was that the number of meetings should remain the same. 

· J Della Flora indicated that it may be worthwhile for the Committee to consider having a greater balance of student and staff equity concerns. S Hebenstreit’s report on student equity generated a lot of interest in the Committee and more of this type of discussion would be worthwhile for the Committee to pursue.

· The Committee determined that further discussion of the Committee activities should wait for a new Convenor.

· There were no other issues raised in relation to succession planning.
Action 3.5: 

1. The Convenor will write to the Executive Deans regarding the continued or new appointment of Faculty representatives.  

2. The Convenor will write to the Executive Dean Sciences suggesting that an additional Campus representative be nominated.

3. The new Convenor will seek approval from VCC for final the membership structure at the beginning of 2007.
4.
ANY OTHER BUSINESS

There were no items of other business tabled at the meeting

5.
FOR INFORMATION

The Convenor reported on the following items for information to the Committee:

5.1
Update Women in Research Project

At the previous meeting of the Committee J Carrick informed the members that the Academic Women’s Forum (AWF) had submitted a proposal to the VC for funding for a research project on the structural impediments to maximizing the research output of academic women at the University, particularly in the context of the RQF framework. 

This proposal was successful and the VC has allocated $36,500 the project. This was announced by the DVC(R) at the Women in Research Forum on 9 October.

5.2
Report to Council

A report to Council from the Committee regarding its activities and equity and diversity activities in the University has been prepared and submitted. 

Council requested an annual report from the Committee be supplied to Council after the presentation given in October 2005. The annual report will be discussed at the 6 November meeting of Council.

A copy of the report was tabled in the meeting and the report will be made available via the GED Committee website.

5.3
Staff Survey
The Convenor indicated that Staff Survey is underway and will continue until 6 November. A report will be provided to the Committee on the survey results specifically relating to equity and diversity issues. 
5.4
Change in Convenor 
The M Innes indicated that this would be his final meeting as Convenor of the Committee. He thanked the Committee members and indicated that he was proud of the achievements and advancements made ‘under his watch’ as Convenor.

S MacIntosh thanked the M Innes for his work on the Committee and reflected that he should proud of the achievements made and formally expressed her appreciation of his Convenorship of the Committee.
R Thomas also indicated that he would like to add a few words. As a member of Committee since its inception he had seen four Convenors and he would reinforce the sentiments of S MacIntosh by saying M Innes could proud of his achievements and he acknowledge M Innes effort in driving the equity agenda and leading the Committee. R Thomas expressed his personal thanks to M Innes for his leadership and support, particularly in relation to advancing Indigenous issues.
J Della Flora also expressed thanks on behalf of the Committee members and acknowledged M Innes work as a ‘champion’ of equity and diversity in the University.

The Convenor closed the meeting at 4.40 pm.

Next meeting: - Tuesday 12 October 2006, 3.00pm-5.00pm

Signed by Convenor, Professor Mike Innes: …………………………………….…………….

Date:  ……………/…………/……………………….. 
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