THE UNIVERSITY OF ADELAIDE
VCC SUB-COMMITTEE ON GENDER, EQUITY & DIVERSITY
Record and Actions of Meeting 05/06
Held on Tuesday, 12 December 2006, 3pm

Present:
Acting Convenor - Susan MacIntosh
Executive Director, Student and Staff Services

Professor Roger Thomas 
Director, Centre for Australian Indigenous Research & Studies

Liz Pryzibilla
Director, Professional & Continuing Education
Sally Hebenstreit 
Manager, Student Support Services

Julia Della Flora
Senior Manager, Equity & HR Business Processes 

Ursula McGowan
Deputy Director, Centre for Learning & Professional Development 

Elizabeth Yong 
Faculty of Engineering, Computer & Mathematical Sciences 

Laura Grenfell
Faculty of the Professions 

Dr Judith Pollard
Faculty of Sciences 

Executive Officer - Jo Carrick
Equity Project Officer 

Apologies:

Professor Mike Innes 
Executive Dean, Humanities and Social Sciences 

Lee Jones
Acting General Manager, Human Resources

Dr Margaret O’Hea
Faculty of Humanities & Social Sciences
Professor Martha Augoustinos
Faculty of Health Sciences 

Shane Mohor 
Indigenous Employment Officer 

Also attended:

Professor Fred McDougall
Deputy Vice-Chancellor (Academic)

Professor Chilla Bulbeck 
Convenor, Academic Women’s Forum 

1.
WELCOME 

The Convenor welcomed the Committee members and the Convenor of the Academic Women’s Forum.

The Deputy Vice-Chancellor (Academic) was delayed. The Acting Convenor started the meeting and addressed the minutes of the previous meeting and Item 3.2 prior to the Deputy Vice-Chancellor’s (Academic) arrival.

2
MINUTES OF PREVIOUS MEETING

Minutes of the previous meeting were accepted.

3.
AGENDA ITEMS

3.1
Meeting with Deputy Vice-Chancellor (Academic)

The Convenor introduced the Deputy Vice-Chancellor (Academic), Professor Fred MacDougall, and welcomed him to the Committee.

The Convenor informed the Committee that F MacDougall met with J Della Flora and J Carrick on Tuesday 28 November 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 (Academic) and the academic staff and students in the University were supplied to F MacDougall during that meeting. 
The Convenor invited F MacDougall to discuss the staffing profile for the Division and the University’s academic staff and student profile in general.
F MacDougall outlined the following main points during his discussion with GED:
· The Division of the DVC (A) is currently in change mode. With the University re-structure approximately one third of Division staff members, primarily from the libraries, have left the Division and about the same number of staff, primarily from Student Services, have entered the Division. The discussion will focus on the new structure of the Division.
· F MacDougall has been in the DVC (A) position for approximately 6 months and was acting in the position for a time before that time.

· The Executive Deans of the faculties are direct reports to the DVC (A) so he will discuss some elements of the overall faculty profiles.
· Prior to being the DVC (A) F MacDougall was Executive Dean in the Faculty of the Professions and oversaw some substantial change in the Faculty including piloting a project on the projected age and gender staffing profile for the Faculty. While some aspects of the project were flawed, a number of issues were addressed and as a result of the implementation of the recommended changes a positive shift in the age and gender profile of the Faculty has occurred.
· There is currently an all male Executive Management group in the University and they are working to target and recruit outstanding female Executive and Senior Managers. The University has recently recruited an outstanding female PVC Learning and Quality, Professor Birgit Lohmann, who will be located in the Division of the DVC (A) and form part of the Executive Management group of the University. Professor Lohmann is a Professor in Physics and a role model for academic women.
· In addition to the PVC (L & Q), Professor Pascale Quester will return to the position of Executive Dean of the Professions in June/July 2007. She is an excellent role model and is committed to mentoring and the development of staff in the Faculty.
· There is another Executive Management position coming up in Humanities and as with previous Executive positions the recruitment process will ensure a number of strong female candidates for consideration.
· The Profile of the Division of the DVC (A) was better than expected in some areas and while there is still the usual imbalance in age and gender, these areas are improved.
· There was one Indigenous person employed in Professional Continuing Education. This is surprising as there are other areas in the Division where Indigenous staff might be employed. This issue will be addressed further in 2007 now that the new Heads of Units in the Division are finalised. There is certainly the possibility of a couple of cadetships in the Division. 
· There are now a number of senior women in the Division and there has been an investment in the development of women staff to further progress them in managerial roles including the creation of accelerated pathways and opportunities undertake a range of project work to develop skills. 
· In a broader sense the Centre for Learning and Professional Development (CLPD) promotes professional development for all staff and there has been a stronger emphasis on training and development in the University in recent years.
· The CLPD has also introduced several Graduate Certificates that ‘value add’ to staff development in management skills. 
· Professional development opportunities for academic staff members in particular come down to budget and funds are not always available and/or development is not given priority.

F MacDougall ended the formal part of his discussion with the Committee and invited questions from the Committee. 

· R Thomas asked what strategies and/or plans are in place to improve the Indigenous and gender profile of the Division and the University.

· The University’s new strategic plan includes a commitment to Indigenous employment in the University and the Division is finalising its 3 year operational plan.

· There is a need to ensure that the planned strategies and management KPIs are converted into actions and that Executive and Senior Managers help push down the message on Indigenous employment and action occurs where it is needed in individual areas. 
· F MacDougall indicated that there appears to be a commitment to moving forwards but it was early days yet.
· R Thomas indicated that it was his understanding the AUQA audit process would include discussion of employment and education for Aboriginal and Torres Strait Islander people in the University.

· F MacDougall indicated that the University is preparing for the audit process and the Executive Management will know more about the shape of the audit when feedback from University staff currently training to be AUQA auditors is received.
· Another important strategy for the Division, through the CLPD, is the development of staff through formal mentoring. An example of this commitment to mentoring is the seed-funding of mentoring programs in Sciences and Engineering where groups of 4-5 teaching and research staff meet from across the faculty. The groups are due to report back in January and if the model works it may be worthwhile reproducing across the University.
· The goal of the mentoring programs is to create an outstanding learning environment for students and staff that will reflect in the Learning and Teaching scores for the University. The hope is that the staff development planned will make an impact on the scores; unfortunately there is a 2 year delay in the impact of the changes on the scores.
· L Pryzibilla noted that the Division also funds the Women’s Professional Development Network mentoring program for professional staff women.
· C Bulbeck enquired about the possible provision of a gender breakdown of SELTs data. The AWF would like further information on whether the anecdotal evidence that female academics predominantly teach large first year cohorts and take on coordination roles is accurate. 
· The GED Committee will request that the University Teaching and Learning Committee make this data available if possible.
Action 3.1 

1. F MacDougall will report back to the Committee regarding the strategies he has identified in 2007.
2. The GED Committee will request a gender breakdown of aggregated SELTs data from the University Teaching and Learning Committee.

3.2 
Working group for Equity and Diversity Grants Scheme
The Convenor updated the Committee on the outcomes of actions from the previous meeting: 

· The VC has provided in principle support for the establishment of an annual budget allocation of $20,000 for an Equity and Diversity Grants scheme. 

· The Committee now needs to develop a University-wide strategy and budget proposal to support the scheme, consistent with the terms of reference of the Committee, including a procedure for submission and assessment of bids. 

· A working party to undertake this project in 2007 needs to formed, supported by the Equity Project Officer - the Committee will oversee and approve the final recommended proposal.
· Julia Della Flora will oversee the budget line for the Grants Scheme.
The Convenor called for volunteers for the working party. 
The working party will include: Liz Pryzibilla, Sally Hebenstreit, Judith Pollard, Julia Della Flora and Jo Carrick

J Pollard indicated that in the early to mid 1990’s there was an Equity Grants Scheme in the University. Suggest that the RMO file for this scheme be investigated.  
Action 3.2: 

1. The Working Party will meet to discuss the proposed structure and direction of the Grants Scheme and approve documentation drafted by Equity Project Officer via email – documentation will be reviewed at the next meeting of GED.
2. The Equity Project Officer will investigate the RMO file on the previous Equity Grants Scheme. 
3.3
Discussion with Convenor Academic Women’s’ Forum
The Convenor welcomed the C Bulbeck to GED and referred the Committee to the correspondence relating her visit, which included a number of discussion points and queries and the draft report on the representation of women on University committees. 

Key points from the discussion relating the representation of women on University Committee included: 
· Ensuring 30 percent representation of women on University Committees is currently voluntary. The AWF suggests stronger intervention strategies to ensure that this occurs.
· While data in the draft report on the representation of women on committees is incomplete it is clear that the majority of Committees do not have sufficient representation of women. 
· One of difficulties in increasing the representation of women on Committees is that membership on many Committees is ex officio and there is a low representation of women in executive and senior management positions in the University .
· There is a need to support long term strategies to increase the number of women in senior positions to see a change in composition of University Committees.
· Other strategies could include use of proxy’s to ensure some gender balance and establish ensuring gender and equity balance as a norm for setting up Committees.
· R Thomas suggested a key issue is the current composition of the VCC and that the ongoing male dominated culture needs to be shifted. It is difficult to recruit women into such a culture and VCC have not taken enough steps address this.

· Another key issue identified is recruitment processes and ensuring that qualified women are encouraged to apply. There is a strong emphasis on ensuring that women and diverse range of applicants apply for positions in the University’s Recruitment Policy. Outside recruitment firms are often used for executive appointments and they are strongly directed to ensure qualified women are included in the shortlist. 

· It would be useful know of women approached as part of the targeting process for executive positions – why they may not have taken up the opportunity of applying and if there are strategies that the University could put in place that would encourage women to apply (and identify what ‘doesn’t’ encourage them apply).
· Other University committees which should also have 30 percent representation are Recruitment/Selection and Promotion Committees. Low representation of women on these committees further marginalises women’s entry into the University and their career progress.
· Members of Promotions Committees are required to be at the level being considered or higher. As there is a low representation of women at the Senior levels and this makes achieving 30% representation on these committees difficult. 
· There is data collected on the composition of Recruitment/Selection Committees but this usually occurs at the end of the process. It is suggested that an ‘equity check point’ be inserted in the recruitment process at the point of ‘request to advertise’ where the area recruiting staff indicates that they have given thought to equity considerations and the gender balance/representation on the selection committee. 

· J Della Flora indicated the HR would provide data on selection committees and include the ‘equity check point’ in the recruitment process as part of the implementation of the Recruitment Review.
Key points from the discussion relating to the AVCC Inter-institutional Gender Statistics produced by the Senior Women’s Colloquium included:
· The data provided by the Senior Women’s Colloquium indicates that the University of Adelaide is ranked lower than the Sector average and lower than other Group 8 universities in relation representation of women at the Senior Levels – for academic and professional staff. 

· S MacIntosh, who is a member of the Colloquium, indicated that the Colloquium was concerned the statistics relating to Executive Management were problematic as there were such small numbers of staff that those levels that a small shift in staff could indicate a large swing in the data. The Colloquium now has a strong focus on research in the area of gender equity in universities rather than data gathering.
· The VC has recently funded a ‘Women in Research Project’ put forward by the AWF – the project team will also request funding from the Colloquium for the project. 

· J Della Flora suggested that the project team for the Women in Research Project present the research at Equal Opportunity Practitioners in Higher Education Australasia (EOPHEA) Conference in 2007 as a way to lift the equity profile of the University. 
· S MacIntosh also indicated that the Colloquium recently changed their membership requirements. Without this change the University of Adelaide would not have representation on the Colloquium as there are currently no women in the University in executive positions that report directly to the VC and have responsibility for a large cohort of staff and budget. 

Additional points from the discussion included: 
· C Bulbeck confirmed that the AWF would like the gender breakdown of the SELT data and reiterated that she would like GED to request this data.
· J Pollard commented that she was aware of research regarding student evaluation of teaching in large first courses that showed women tended to fair badly in compared to men and that it was in important to critical assess the ways in which student judge ‘effectiveness’ in large classes.
· U MacGowan also indicated that women tended to score lower in large class room situations as students tended to place emphasis on perceptions of ‘disciple’ in those contexts.
· C Bulbeck indicated it would be useful to know qualitative patterns on teaching from the SELTs data.
· C Bulbeck asked whether the feedback from the Executive Manager meetings had been received and whether more formal feedback and accountability to GED could be sought. 
· In terms of ensuring accountability from the Executive Managers in relation to equity and diversity in the University there has been a lot of good will but perhaps a more formal approach should be considered.
· R Thomas suggested that the Convenor of the AWF enquire about initiating an agenda item on VCC and request a regular item on gender. R Thomas indicated that he has the opportunity to raise critical issues in relation to Indigenous matters on VCC in this manner.
Action 3.3: HR would provide data on selection committees and include the ‘equity check point’ in the recruitment process as part of the implementation of the Recruitment Review.
3.4
Selected inter-institutional gender equity statistics
The Convenor drew the Committee’s attention to the inter-institutional gender equity statistics (discussed briefly in 3.3) that were circulated via internal mail.
It was proposed that the Senior Manager Equity and HR Business and the Equity Project will prepare a discussion paper to VCC that brings this document to their attention and includes current and suggested strategies the University is undertaking relating to gender equity in the University.

The Committee agreed to this proposal
Action 3.4: J Della Flora and J Carrick will draft a discussion paper on the Inter-Institutional Gender Equity Statistics.  
4.
ANY OTHER BUSINESS

4.1
CLPD Resource 

U McGowan demonstrated a new DVD resource produced by the CLPD – the resource provides information and demonstration on the pronunciation of Asian names and provides insight on cultural differences. 

The disc will available through the CLPD and the library.

5.
FOR INFORMATION

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

5.1
Report to VCC
A draft report to VCC on GED activities for 2006 is complete. The Committee approved the report to go to VCC without amendment 

5.2
Update on Diversity Management Plan
J Della Flora and J Carrick are currently revising the Diversity Management Plan. Draft revisions to document will be made available to the Committee in 2007 and the members will invited to provide input.

5.3
Update on Report to Council
The GED Report to Council was discussed at 6 November Council meeting. The Council minutes are not available in time for the GED meeting but ‘news from Council’ stated:
Council considered the annual report of the Gender, Equity and Diversity Committee.

Council noted the actions that had been taken to address equity issues. Council agreed that the matter of strategies for improving the performance of Indigenous students and for increasing the employment of Indigenous staff should be a topic for discussion by Council in 2007
The Convenor closed the meeting at 4.30 pm.

Next meeting: - TBA
Signed by Convenor, Professor Birgit Lohmann: …………………………………….…………….

Date:  ……………/…………/……………………….. 

Action list 

	No
	ACTIONS
	BY WHOM

	3.1
	1. F MacDougall will report back to the Committee regarding the strategies he has identified in 2007.

2. The GED Committee will request a gender breakdown of aggregated SELTs data from the University Teaching and Learning Committee.
	F MacDougall
Executive Officer

	3.2
	1. The Working Party will meet to discuss the proposed structure and direction of the Grants Scheme and approve documentation drafted by Equity Project Officer via email – documentation will be reviewed at the next meeting of GED.

2. The Equity Project Officer will investigate the RMO file on the previous Equity Grants Scheme.
	Executive Officer

Working Party

	3.3
	HR would provide data on selection committees and develop the ‘equity check point’ in the recruitment process as part of the implementation of the Recruitment Review.
	J Della Flora

	3.4
	J Della Flora and J Carrick will draft a discussion paper on the Inter-Institutional Gender Equity Statistics.  
	J Della Flora and J Carrick
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