3.1.4 Meeting with Deputy Vice-Chancellor Academic

Equity and Diversity Discussion Paper Series

The University of Adelaide is committed to building and supporting a diverse and inclusive community and to the principles of equal opportunity and social justice. A focus on the quality, visibility, impact and involvement of a diverse range of people will enable the University to utilise the skills and experience of its entire staff so that the total University community benefits from this diverse intellectual resource. 

The University has made a number of commitments to Equity and Diversity. These include:

· The University’s Strategic Plan 2004-2008, which sets a number of goals designed to make the University of Adelaide an employer of choice. The Strategic Plan commits the University to the development and promotion of a culture of mutual respect that makes social justice and cultural diversity key components of its quest for excellence. 

· Equity and diversity principles that underpin processes and decisions in relation to employment. 

· The principle of Pay Equity, including collecting and collating data related to staff employment and salaries to enable effective analysis of gender pay equity.

· Increased employment and development opportunities for Indigenous Australians through the implementation of an Indigenous Employment Strategy. 

· The issuing of a Reconciliation Statement that expresses regret for previous injustices to Indigenous people.

· A range of provisions for maternity leave, adoption leave, special family leave, and conversion to part-time employment for the care of a child, and special leave for and cultural obligations.

· The provision of a work and study environment free from unlawful discrimination and harassment. 

· Strategies to increase the representation of women staff in senior academic positions as well as in discipline areas where they are currently underrepresented.

· The establishment of the Gender Equity and Diversity (GED) Committee which contributes to the University’s commitment to inclusivity by identifying priorities and overseeing the development of an overall environment which reflects and responds to the social and cultural diversity of staff and students in the University community.

In addition to these commitments the University has a legislative responsibility to comply with the provisions of a number of Commonwealth and State Acts including:

· Equal Opportunity for Women in the Workplace Act 1999 

· Racial Discrimination Act 1975 

· Sex Discrimination Act 1984

· Disability Discrimination Act 1992

· Age Discrimination Act 2004 

· Human Rights and Equal Opportunity Commission Act 1986

· Workplace Relations Act (Cth) 1996

· Equal Opportunity Act 1984 (SA)

· Racial Vilification Act 1996 (SA)

The Equity and Diversity Discussion Paper Series is designed to inform discussion of a range equity and diversity issues in relation to staff at the University of Adelaide. It is also intended to support the understanding and implementation of the Diversity Management Plan. The series will include discussion papers relating to five equity and diversity issues identified as being priorities for the University including; Women’s employment, Indigenous employment, Age, Cultural Diversity, and Disability. The Diversity Management Plan also identifies five ‘Equity and Diversity target groups’ these are: women, Indigenous people, people from culturally and linguistically diversity backgrounds, people with a disability, and people identified as being from ‘younger’ or ‘older’ age groups.

The Diversity Management Plan provides a framework that sets goals and strategies that intend, in a systematic way, to identify and remove barriers to full participation in University activities by staff of the University. The quality of the University's equity and diversity programs will be judged by the extent to which they act as a catalyst, creating an organisational culture which actively values equity and diversity. The success of the Diversity Management Plan will be judged in a qualitative sense by monitoring the statistical profile of the University staff where this is possible.

Executive Managers will be invited to attend a meeting of the Gender Equity and Diversity committee in 2005 and 2006 and will be provided with data relating to their Faculties and Divisions respectively. They will be asked to respond to a series of discussion points relating to the equity and diversity profile within their areas. The Equity and Diversity Discussion Paper Series and Diversity Management Plan will inform those discussions. 

Equity and Diversity Discussion Paper Series - Women in the University

Introduction

The aspect of the University of Adelaide’s work profile that this document addresses is women’s employment and academic women’s employment in particular. Statistics for women’s employment in the University are provided and analysed for Faculties and their composite Schools as well as Divisions and their component areas and are compared with national benchmarks. 

This document was reviewed in October 2006 and data provided has been updated.

The University has a legislative responsibility to comply with the provisions of the Equal Opportunity for Women in the Workplace Act 1999 (Commonwealth).

The University’s approach to this obligation: 

· is a means of increasing the range of employment opportunities available to women;

· is intended to ensure that all discriminatory practices which affect women are identified and removed from the workplace;

· encourages programs which enable women to overcome the effects of past discriminatory practices;

· is not positive discrimination because it ensures that all appointments are based on merit - "selecting the best person for the job" and it does not involve employment quotas;

· ensures that the University's human resources are used to their full potential;

· ensures that women are included in the decision making processes which affect all members to the workforce;

· is sound management practice.

Leading US academic Joanne Martin, Professor of Organisational Behaviour and Sociology from Stanford University has recently undertaken research on how the proportion of women in the workplace profoundly influenced workplace culture. She found that: 

· When women comprised fewer than 20% of workers at any level they could suffer unequal treatment.

· A "tipping point" was reached when women formed 20% to 40 % of the workforce - when women started to break the glass ceiling, move into male territory, identify common interests, work as a group, and make demands. This could make men defensive, or give the women power to change things eg by questioning hostile cultures or long-hours or gender inequalities in pay and promotion. 

· At a second tipping point of 40% to 60 % women, people relaxed, awareness of gender issues tended to disappear, and workplace morale soared for both women and men. 

· In big organisations it was important for women to hold at least two of the most senior executive positions to show a firm's commitment to women's advancement. They state that female-dominated organisations (over 60%) are often marked by lower prestige and pay.

[Senior Women Executives and the Culture of Management Conference 2004 accessed 11 April, 2005 http://www.uts.edu.au/oth/wexdev/research/womexecconf_nov04.html]

The performance of universities in attracting, retaining and achieving positive outcomes for women is measured through the use of performance indicators that are used nationally and adopted from the Equal Opportunity for Women in the Workplace Act 1999 (Commonwealth). These include the

· percentage of women in the workplace and their representation at different classification levels;

· proportion of women who are promoted or reclassified to a more senior level;

· provision of family friendly policies;

· provision of an harassment free working environment;

· representation of women on decision making bodies;

· access to the full range of work place benefits and entitlements.

The Gender Equity and Diversity committee monitors the representation of women across all classification levels and has endorsed a Diversity Management Plan that proposes a number of strategies to be used by Executive Deans and Executive Directors, Heads of Schools and Managers to identify and implement local initiatives aimed at improving the recruitment and retention of women staff. 

In the context of women’s employment the success of the Diversity Management Plan will be measured in a qualitative sense by monitoring the statistical profile of women’s employment for an increase of women into senior positions. It is hoped that the strategies contained in the Diversity Management Plan will provide a basis for identification of strategies to facilitate an overall approach to increasing the percentage of women staff.

Data relating to Women’s representation in the University of Adelaide

Table 1 (see following page) shows the percentages of female staff at the University of Adelaide from 2003 to 2005 and provides a comparison with data for the Group of 8 and the Higher Education Sector. The table indicates the following:

Overall

· Women are almost evenly represented in overall staff numbers, with a 1% increase in the percentage of women staff from 2003 to 2005. The University figures have remained consistently 1% under the Group of 8 average and 3% under the university sector average from 2003 to 2005.

· Women are significantly underrepresented in senior positions in the University, with 22% of senior roles filled by women in 2005 - 8% less than the Group of 8 average and 11% less than the University Sector average. 

· There are significant differences in representation of women between academic and professional staff. Women comprised 34% of academic staff in 2005 while women comprised 63% of professional staff.

Academic Women 

· Academic women are under-represented at all academic staff levels. The overall percentage of academic women has increased 4% since 2003 but remains 5% less than the Group of 8 average and 6% less than the university sector figure.

· Academic women are significantly under-represented at levels D and E, with a slight increase in the percentage of women at these levels since 2003 (2% at Level E and 1% at Level D). The University figures have remained consistently 3% under the Group of 8 average and 5% under the university sector average from 2003 to 2005.

· The percentage of women at Level C has risen 5% since 2003 but this is still 4% lower than the Group 8 average and 5% lower than the university sector average where the increase in the percentage of academic women at this level has been slower than the University during this period.

· The percentage of women at Level B has risen 6% since 2003 but this is still 6% lower than the Group 8 average and 7% lower than the university sector average where the increase in the percentage of academic women at this level has been slower than the University during this period.

· The percentage of women at Level A has risen 4% since 2003 but this is still 4% lower than the Group 8 average and university sector average.

Professional Staff Women

· The representation of women in senior professional staff positions has increased. There are small numbers of people at senior levels and so a change of one person can result in a significant percentage shift amongst senior staff.

· Women are over represented at levels 1 – 5 in the HEO range. This situation is not unique to the University of Adelaide and reflects the pattern of general staff women’s employment across the sector.

Table 1: Percentage of female staff at the University of Adelaide, Group of 8 and Sector comparison

	
	2003
	2004
	2005

	 
	UoA 
	Go8
	Sector
	UoA 
	Go8
	Sector
	UoA 
	Go8
	Sector

	Total Overall
	48
	49
	51
	48
	49
	53
	49
	50
	52

	Senior staff
	22
	28
	29
	20
	28
	31
	22
	30
	33

	Academic
	30
	36
	39
	31
	36
	40
	34
	39
	40

	Level E
	10
	13
	15
	10
	13
	18
	12
	15
	17

	Level D
	15
	18
	22
	15
	20
	25
	16
	23
	26

	Level C
	25
	31
	34
	27
	31
	34
	30
	34
	35

	Level B
	35
	45
	46
	41
	46
	47
	41
	47
	48

	Level A
	43
	50
	53
	43
	48
	51
	47
	51
	51

	Professional
	62
	60
	61
	63
	60
	62
	63
	60
	62

	HEO 1-5
	74
	66
	68
	73
	66
	69
	74
	67
	69

	HEO 6-10
	49
	52
	51
	51
	53
	53
	52
	54
	54


Table 2 (see following page) provides breakdown of FTE numbers of academic women compared with academic men in the University across Faculty and classification level. The table indicates that academic women: 

· are the minority of academic staff in all Faculties and at all levels except for Levels A and  B in Health Sciences;

· comprised 30% of academic staff in the Sciences, 14% in Engineering, Computer & Mathematical Sciences (EC&MS), 33% in the Professions, 41% in Health Sciences and 43% in Humanities & Social Sciences (H&SS) in 2005;

· are significantly underrepresented at level E in all faculties - there was an increase of 2 FTE of women in Health Sciences at Level E from 2004 to 2005;

· are significantly under-represented at Level D and in 2005 comprised 9% of academic staff at this level in the Sciences, 8% in EC&MS, 20% in the Professions, 16% in Health Sciences and 35% in H&SS;

· are significantly under-represented at Level C in EC&MS (12%), the Sciences (25%) and the Professions (26%) and are under-represented Health Sciences (39%) and H&SS, (41%);

· at Level B comprise 20% in EC&MS, 33% in the Sciences, 46% in the Professions, 49% in H&SS and 57% in Health Sciences;

· at Level A comprise 25% in EC&MS, 42% in Sciences, 54% in H&SS, 50% in the Professions and 70% in Health Sciences;

· in the non traditional area of employment environment of EC&MS, slightly increased 1.0 FTE at Level C and 1.6 FTE at Level A and, while not counted in the DEST data collection figures there is one full time academic woman Professor in the Faculty.

· at level D in Sciences from 2003 to 2005 increased from 0 to 3 FTE women staff while male staff increased from 28 FTE to 30.2 FTE in the same period.

Table 2: - FTE numbers of academic women compared with academic men by classification level by Faculty 2004 -2005

	Organisational Area
	
	2004
	2005

	
	Level
	Female
	Male
	Total
	Female
	Male
	Total

	Engineering, 

Computer & 

Mathematical

Sciences
	E
	
	19.3
	19.3
	
	22.5
	22.5

	
	D
	2.0
	18.0
	20.0
	2.0
	20.0
	22.0

	
	C
	5.0
	46.1
	51.1
	6.0
	42.2
	48.2

	
	B
	10.3
	35.2
	45.5
	9.6
	38.9
	48.5

	
	A
	4.2
	18.3
	22.5
	5.8
	17.5
	23.3

	
	Total
	21.5
	136.9
	158.4
	23.4
	141.1
	164.5

	Health Sciences
	E
	3.7
	38.3
	42.0
	5.7
	38.3
	44.0

	
	D
	7.0
	24.5
	31.5
	5.0
	26.4
	31.4

	
	C
	21.5
	52.2
	73.7
	29.9
	47.6
	77.5

	
	B
	34.8
	25.4
	60.1
	36.8
	27.8
	64.5

	
	A
	26.1
	18.5
	44.6
	31.3
	13.6
	44.9

	
	Total
	93.1
	158.8
	251.8
	108.7
	153.6
	262.3

	Sciences
	E
	3.0
	30.0
	33.0
	3.0
	30.0
	33.0

	
	D
	2.0
	29.0
	31.0
	3.0
	30.2
	33.2

	
	C
	9.9
	45.5
	55.4
	14.5
	43.0
	57.5

	
	B
	27.9
	45.2
	73.1
	26.1
	52.1
	78.2

	
	A
	44.1
	70.1
	114.2
	49.7
	69.8
	119.4

	
	Total
	86.9
	219.8
	306.6
	96.3
	225.1
	321.3

	Professions
	E
	3.0
	10.8
	13.8
	2.0
	11.8
	13.8

	
	D
	1.0
	9.0
	10.0
	1.8
	7.0
	8.8

	
	C
	9.9
	24.0
	33.9
	10.4
	29.1
	39.5

	
	B
	14.8
	16.4
	31.2
	18.3
	21.6
	39.9

	
	A
	4.4
	6.2
	10.7
	3.5
	3.5
	6.9

	
	Total
	33.2
	66.3
	99.5
	35.9
	72.9
	108.8

	Humanities &

Social 
Sciences
	E
	1.0
	9.8
	10.8
	1.3
	10.1
	11.4

	
	D
	5.0
	11.0
	16.0
	8.0
	15.0
	23.0

	
	C
	18.0
	22.6
	40.6
	16.0
	22.6
	38.6

	
	B
	23.8
	28.1
	51.9
	26.3
	26.9
	53.2

	
	A
	6.2
	8.8
	15.0
	11.9
	10.2
	22.1

	
	Total
	54.0
	80.3
	134.3
	63.5
	84.8
	148.3

	Grand Total
	
	299.3
	674.9
	974.2
	340.6
	692.4
	1033.1


Table 3 (see below) shows the percentage of academic women at the University of Adelaide who hold doctoral qualifications compared with men for 2004 and 2005 and provides a comparison with data for the Group of 8 and the Higher Education Sector. The table indicates that: 

· More women staff at levels D and E at University of Adelaide have a doctoral qualification than male staff at these levels.

· The percentage of women at the University of Adelaide who have a doctorate is higher than the percentage of women with a doctorate at other Group of 8 universities for all classification levels except Level B.

 Table 3: - Percentage of female staff compared with male staff with Doctoral Qualifications at the University of Adelaide, Group of 8 and the Higher Education Sector 2004 and 2005.

	
	University of Adelaide 
	Group of 8
	University Sector

	
	2004
	2005
	2004
	2005
	2004
	2005

	Classification
	F
	M
	F
	M
	F
	M
	F
	M
	F
	M
	F
	M

	% of Level E
	100
	93
	100
	96
	90
	90
	87
	90
	89
	85
	80
	88

	% of Level D
	97
	85
	91
	85
	86
	87
	86
	87
	88
	86
	81
	85

	% of Level C
	73
	76
	71
	78
	69
	71
	65
	70
	61
	66
	63
	69

	% of Level B
	52
	62
	51
	60
	55
	63
	56
	57
	39
	46
	44
	50

	% of Level A
	53
	56
	52
	63
	46
	54
	39
	46
	26
	32
	32
	40

	% of staff
	61
	72
	59
	74
	58
	53
	55
	67
	43
	57
	49
	63


Table 4 (see below) shows the number and percentage of women that received attraction/retention, performance and responsibility loadings in 2005 compared with male staff, including the amount of money received and the percentage of the overall funds paid in the category. The table indicates that: 

· Significantly fewer women were given pay loadings than men and they were paid less money, with 31% of all pay loadings awarded to women and they received 17% of the total money paid in loadings.

· A third of staff members who received attraction/retention loadings were women and they received less than a quarter of the total money paid in this category. 

· Very few women received responsibility loadings (16%). This figure is not unexpected given that this category of loading is given to staff in senior positions, where women are significantly underrepresented – however, women received only 2% of money paid in this category.

· More women than men received performance loadings (53%) however they were paid significantly less money – receiving 24% of the money paid in the category.

· Responsibility and attraction/retention loadings were more likely to be received by academic staff and performance loadings were more likely to be received by professional staff. 

Table 4: Attraction/Retention, performance & responsibility loadings by gender 2005

	Loading Type
	Female
	Male
	Total

	
	No.
	%No
	Amount
	%Am
	No.
	%No
	Amount
	%Am
	No.
	Amount

	Attract/Retention
	18
	20
	147,499
	15
	72
	80
	824,862
	85
	90
	972,361

	Responsibility
	5
	14
	13,734
	2
	31
	86.1
	613,783
	98
	36
	627,517

	Performance
	1
	14
	10,000
	6
	6
	85.7
	153,134
	94
	7
	163,134

	Total
	24
	18
	171,233
	10
	109
	82
	1,591,780
	90
	133
	1,763,013


The University has made a commitment to attract and retain academic women staff at all classification levels and increase the percentage of professional staff women at senior levels. This discussion paper, together with the Diversity Management Plan and the Faculty and Division profiles is intended to inform decision making in fulfilling this commitment and assisting the University in positioning itself as a genuine Employer of Choice for Women.
� Universities’ HR Benchmarking Program 2004, 2005 and 2006 – GO8 and Australian university comparisons, prepared by the Human Resources Department Queensland University of Technology. There are slight variations on data compared with EOWA as this benching data is collected from total calendar year and EOWA data collected at DEST collection point.


� The data was taken from the Equal Opportunity for Women in the Workplace Agency Compliance Report 2005-2006.
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