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DR JANIN BREDEHOEFT, CEO

It is my great pleasure to present this

successful application for a SAGE Athena Swan

Silver Award, as submitted by Edith Cowan
University.

The SAGE Athena Swan Silver Award is a
prestigious, world-respected
accreditation recognising an institution’s
progress towards greater equity,
diversity and inclusion. It represents a
milestone in development: the distance
an institution has travelled while
engaging in the SAGE framework.

The SAGE accreditation pathway itself is
a dynamic journey, marked by cycles of
self-evaluation, action planning,
implementation and measurement.
There is always room to improve equity,
and the Silver Award does not represent
a destination, but rather honours an
organisation’s ongoing effort and deep
engagement with the process of honest
reflection and incremental change.

This Award celebrates the success with
which ECU has embedded gender
equity, diversity and inclusion into
strategic and operational functions,
right across their institution.

In the nine years that ECU has been part
of the SAGE accreditation pathway, they
have documented steady and
meaningful improvements. increase in
their adoption and implementation of
codesign processes. Diverse staff are
now engaged in all aspects of decision-
making, with influence over the
outcomes that affect them most.

A particular highlight of ECU’s
progress is the new promotion
framework, which shows a focus on a
systemic approach, targeting
structural, cultural, and procedural
issues rather than on supporting
individuals. No matter how much an
individual contributes, their
achievements are no substitute for the
systemic change that opens up
possibility for everyone.

| also want to highlight ECU’s deep and
genuine effort to providing an honest
account of what they have achieved
and learned throughout the SAGE
process, acknowledging gaps in data
and reflecting on the challenges that
affect equity at ECU. This recognition
will lay the foundation for the
improvements they continue to make
under their Silver Action Plan. We're
excited to continue working with ECU
to make further transformative
change.
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+M (after STEM)
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SNM
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STEM

STEMM
Strategic Plan
TGDNB
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UE

VC

VP
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WGA

wiE

wiS

Associate Dean (Discipline)

Associate Dean (Research)

Academic level

Associate Lecturer

Lecturer

Senior Lecturer

Associate Professor

Professor

Athena Swan

ECU’s AS Bronze Application [document]

ECU’s AS Bronze Action Plan

ECU’s AS Data Dashboard developed in Tableau
Australian Workplace Equality Index

culturally and linguistically diverse

Disability Access & Inclusion Sub-committee
Deputy Vice-Chancellor

Deputy Vice-Chancellor (Research)

Deputy Vice-Chancellor (Regional Futures)

Deputy Vice-Chancellor (Students, Equity and Indigenous)
Edith Cowan University

ECU AS Charter Committee

Executive Dean

ECU’s Equity and Diversity Committee

Equity and inclusion

Hours worked by one employee on a full-time basis
Gender equality, diversity, and inclusion

Gender Pay Gap

Human Resources Service Centre

Lesbian, gay, bisexual, transgender, intersex, queer community, asexual

Medicine [includes School of Nursing and Midwifery (SNM) and School of Medical and Health
Sciences (SMHS)]

Office of the Deputy Vice-Chancellor (Regional Futures)

People and Culture (formerly Human Resources Service Centre)
Research and Higher Degrees Committee

Research opportunity and performance evidence

Assessing achievement ‘relative to opportunity’
Self-Assessment Team

School of Engineering

ECU'’s biennial Staff Engagement Survey (Voice survey to be known in the future as Xref Engage)
Senior Executive Team

School of Medical and Health Sciences

School of Nursing and Midwifery

School of Science

Science, technology, engineering, and mathematics [includes School of Engineering (SENG) and
School of Science (SSCI)]

Science, technology, engineering, mathematics, and medicine

ECU’s Strategic Plan 2022-2026: Towards the University of the Future
Trans, gender diverse and non-binary (TGDNB)

ECU ‘s Tracking Dashboard that monitors the ECU AS Bronze Action Plan 2018 - 2023
University Executive — ECU’s University Executive team meeting
Vice-Chancellor

Vice-President

Western Australia

Workplace Gender Equality Agency

Women in Engineering (School of Engineering)

Women in STEMM disciplines (academic)



SECTION 1 - LEADERSHIP AND ACCOUNTABILITY

At Edith Cowan University (ECU), the ten principles of the Athena Swan (AS) Charter are incorporated into
our policies and practices, driving our inclusive culture:

AS Charter
Principles

Leadership and accountability exemplars over the past five years, since January 2019 (ECU’s
Bronze Institutional Award achieved December 2018)

#1. Ensure that
gender equity,
diversity, and
inclusion (GEDI)
work is
appropriately
resourced,
distributed,
recognised, and
rewarded

#2. Undertake
transparent &
rigorous self-
assessment
processes

Actions’ snapshot

» ECU’s Strategic Plan 2022-2026: Towards the University of the Future, identifies the achievement of an “AS
Silver Award by 2024” as a key success measure.

e ECU has allocated over $2,241,120 in core budget funding for AS staffing in the past five years, including a
permanent full-time AS Program Manager. Significant and additional in-kind contributions from all
academic/service centre areas, additional Strategic Initiative Fund (SIF) bids, further Vice-Chancellor (VC)
discretionary funding, and external funding from competitive grant schemes targeting women in Science,
Technology, Engineering, Mathematics and Medicine (STEMM).

e Since 2016, over $232,098 for 31 awards through ECU’s AS Advancement Scheme (ASAS) to recognise
and progress staff. These awards recognised and sponsored women, men and all genders in STEMM and
non-STEMM areas and both academic and professional staff.

e Since January 2019, the AS Lead has delivered:

0 130 formal AS Standing Item traffic light monitoring reports to the University Executive (UE);

035 AS progress reports to the governing body (ECU Council) and five ECU Annual Reports to government
that included gender equality and the Gender Pay Gap (GPG) in line with ECU’s strategic goals;

® 329 global emails addressing the AS Charter principles to over 2,000 staff and over 30,000 students,
including AS progress, advancing women, the GPG, diversity and inclusion, and prevention of sexual
harassment and violence against women and gender diverse groups.

Examples of appropriate resourcing, recognition and reward outcomes

e ECU'’s financial results continue to be strong. In 2023; ECU reported an increase in its total operating income
(to $584.1m) and its operating result after income tax (to $101.2m). All Council financial targets were
achieved. Sustainable AS resourcing is supported through recurrent funding, which includes salaries for the
permanent positions of AS Program Manager and Senior Analyst.

e ASAS winners reported and presented at events on how they used their awarded funding (and why the award
facilitated their progress unlike any other opportunities available), e.g.:

o Presenting at an international nursing conference (single parent pursuing PhD — “By sharing my story being
a resilient woman striving for success”);

o A Dare to LeadTM Program, including a self-discovery workshop and Courageous Leadership Integration
session (“Empowering and inspiring others is at the centre of my personal and professional practice”);

o Two-day workshop on concept-based curriculum (significant career disruptions due to parental leave
periods, casual status with a seriously sick child — (“I aim to role model women in STEMM, particularly for
my children”); and

o Participation in the Black and Minority Ethnic Early Career Researchers Conference (“My journey as a
working-class woman of colour has defied conventional expectations, as | have transitioned into academia.
This conference represents a pivotal moment for me to enhance my leadership skills, especially within the
academic context and as a leader of colour. My extensive experience and dedication to fostering diversity
and inclusion within academia can make me an asset to our institution and the broader academic
community. Receiving this scholarship would enable me to further contribute to these efforts while
expanding my knowledge and network in the field”).

» Over 55% of ASAS academic staff awardees achieved successful promotion between 2016 and 2022.
Actions’ snapshot

e Since Jan 2019, 17 dedicated AS focus groups and 15 interviews have been conducted with a total of 110
staff participating in the identification of sub-issues and co-design of AS actions to redress inequities.

e ECU uses the AS Data Dashboard (AS Dashboard), Tableau, and bespoke tracking dashboards for
monitoring and renewal.

e The AS Dashboard provides metrics for over 100 ECU leaders to assist in decisions that impact on striving
for a gender balance and gender equity, including our GPG:

o Commenced March 2019 with upgrades (including additional reviews in July 2019); and

o Currently, 5 metrics across 22 pages, with 90 separate charts/tables depicting progress or gaps.

e ECU’s AS Champions Network (n=38) represents staff who act as enablers, representing each area of the
University. Champions play an ‘on the ground’ role in circulating and promoting initiatives and information,
providing reflection and feedback to the AS Team.

e The Staff Engagement Survey (SES) (the Voice Project survey, to be known in the future as Xref Engage) is
conducted every two years to help ECU better understand organisational well-being and address
development areas — so another system-wide measure of the impact of AS actions.

Examples of self-assessment outcomes

e There are two main outcomes from ECU’s whole-of-University biennial Staff Engagement Survey (SES)
(Voice Project survey/ Xref Engage): 1) employee engagement that contributes to employee retention and
productivity and 2) insights gained of staff perceptions about organisational performance.

e ECU is working with Xref Engage and this has maintained longitudinal comparability and sector
benchmarking with 41 universities for many of the standard survey questions.

e The SES (2020) achieved an 81% response rate; in 2022; it was 75% (2022 captured the impact of COVID).
These levels of staff engagement are sector-leading across ANZ universities, as are the results.

Table 1: Snapshot of leadership and accountability at ECU aligned to AS principles.




AS Charter Leadership and accountability exemplars over the past five years, since January 2019 (ECU’s
Principles Bronze Institutional Award achieved in December 2018)

* Results are made available to all staff via SharePoint. A snapshot of ECU’s results includes:

0 80% rated ECU favourably on flexibility, diversity, ethics and respect;

o 70% responded favourably to “There is equal opportunity for all staff in ECU” (this is 11% higher than the
sector average score);

093% responded favourably to: “In my organisation gender-based harassment and sexual harassment is
not tolerated” (this is 5% higher than the sector average);

0 86% responded favourably to “Discrimination is prevented and not tolerated (this is 8% higher than the
sector average); and

0 85% responded favourably to “| am treated with respect by other employees” (this is 7% higher than the
sector average).

e Results are consistent between 2020 and 2022 with strong (positive) perceptions relating to ECU’s equity
and inclusion actions/ the organisational culture. For example, 86% responded to “ECU’s environment is an
inclusive one” (2020) and it was 87% in the 2022 survey. As well, 93% responded favourably to “My
immediate supervisor/ manager genuinely supports equality between genders”.

e After each biennial survey, there is a detailed analysis provided to each area and following review and
analysis of the results, each area (schools and centres) provides initiatives for inclusion in ECU’s People and
Culture (P&C) Plan which is then implemented, monitored and reported to UE.

#3. Initiatives Actions’ snapshot

based on * Developed a database of global leading practice gender equity initiatives to inform our actions.
institutional data o Annual Reporting to ECU Council on AS and GPG.

and best practice , A GPG target striving for +/- 3% GPG within classification levels (achieved total GPG of 3.7% in 2024).

Examples of institutional data and best practice outcomes

¢ In 2019, ECU achieved a worldwide 6th place ranking in the inaugural Times Higher Education (THE) Impact
Rankings for the United Nations (UN) Sustainable Development Goal (SDG) #5 Gender Equality.

e Also in 2019, ECU achieved Gold status as a Mental Health First Aid Skilled Workplace:

o As of 2024, 15% of staff are trained. This is above ECU’s target of 10% and the industry target of 3%.

e In 2021, ECU was recognised as a ‘Women in STEM Decadal Plan Champion’ by demonstrating how our
gender equity plans and activities align with the six opportunities identified in the national Decadal Plan.

e In 2021, ECU’s Vice-Chancellor became a signatory to the Workplace Gender Equality Agency (WGEA) Pay
Equity Pledge initiative.

e In 2022, for the second time, ECU achieved Bronze Employer status for Pride in Diversity’s Australian
Workplace Equality Index (AWEI) — a benchmarking tool that assesses the progress of LGBTQ+ inclusion
initiatives in organisations.

o For the first time in 2019, ECU participated in the Perth Pride Parade since 2019.

e ECU’s commitment to promoting and protecting academic freedom and freedom of speech is provided in its
Statement on Academic Freedom and Freedom of Speech (adopted by ECU in 2020). No issues of concern
related to academic freedom were reported to the ECU Council in 2022 and 2023.

e ECU undertakes GPG analysis annually, with P&C also annually inputting data into the AS Dashboard for
ease of accessibility to relevant senior staff:

o Based on the most recent analysis (2023), since 2020, institutional data based on the overall base salary
GPG has been improving and is now 12.6%. The overall total remuneration GPG has also narrowed to
13.5% with both ECU measures the lowest since 2016.

e In 2024, ECU was awarded Silver Tier Employer status for LGBTQ+ inclusion in the results of the 2024 AWEI

Awards.

#4. Monitor, Actions’ snapshot

evaluate, & e AS progress reported each year in ECU’s Annual Report including to governments.

publicly report on o Annual reporting to WGEA.

progress, e Circa 100 public invited Keynotes on AS and Gender Equity and booked until 2025.

_challenges, & Examples of publicly reporting on progress outcomes

impact e In 2020, ECU was amongst the top 4% of universities globally that participated in the 2020 THE University
Impact Rankings for the UN SDG #5 Gender Equality.

e In 2022, the ECU SES showed that the most favourable responses, with 93% agreement, related to gender
equity and support for ECU’s values.

e As reported in the SAGE benchmarking analysis of the HER sector in 2024 (based on 2023 data):

o ECU has a total median remuneration GPG of 3.1%. This is -5.2 percentage points lower than the average;
GPG for universities at 8.3% and 4.8 percentage points lower than the average GPG for SAGE subscribers;

o ECU ranks 4t out of 39 universities for our GPG; and

o ECU has a formal remuneration policy in place and as a result of our GPG analysis, takes actions such as
improving equitable recruitment practices, having transparent policies and having an inclusive culture.

e As reported in ECU’s 2023 Annual Report, key factors contributing to ECU’s improved GPG in 2023 included:
increased representation of women at senior academic levels; and increased representation of men in lower
level academic and professional positions.

#5. Actively Actions’ snapshot

incorporate e In 2020, consistent with ECU’s vision for reconciliation expressed in ECU’s fourth Reconciliation Action Plan
Indigenous 2018-2021, ECU publicly endorsed the Uluru Statement from the Heart. Multiple ECU staff were among the
knowledges and 250 delegates from across Australia attending the 2017 Uluru Convention, who overwhelmingly supported
perspectives the Statement’s three key elements of Voice, Truth and Makaratta.

Table 1: Snapshot of leadership and accountability at ECU aligned to AS principles (continued).




AS Charter
Principles

Leadership and accountability exemplars over the past five years, since January 2019 (ECU’s
Bronze Institutional Award achieved in December 2018)

#6. Consciously
considering all
genders

#7. Taking an
intersectional
approach to
advancing GEDI

e In 2021, ECU developed a micro-credential to assist academic staff integrate Aboriginal and Torres Strait
Islander concepts in all courses.

e In 2022, ECU partnered with Kwantlen Polytechnic University in Vancouver, Canada to develop a student
learning abroad program for Aboriginal and Torres Strait Islander — First Nations peoples. The inaugural
Global Indigenous Learning Experience was held for four weeks over mid-semester break and was attended
by 14 First Nations students from the two institutions.

e In 2024, ECU developed a staff in-person training program, Dabakarn Koorliny (Walking Slowly), to build
cultural responsiveness and literacy of race, racism, and anti-racism attended by the entire UE.

* Resources are offered for dismantling structural racism in the workplace, fostering safety and well-being.
Koora, Yeye, Boorda (Past, Present, Future), is an online Cultural Awareness module. The module provides
an opportunity for students to engage with a range of learning activities and experiences that will enrich
knowledge and understanding of Australian Aboriginal and Torres Strait Islander peoples, cultures and
histories. From 1 January 2024, all new students (enrolled in an Award Course or an Enabling Course, except
Higher Degree by Research candidates) are encouraged to self-enrol in the module via Canvas. This module
is being rolled-out in 2024 to new ECU staff as part of staff onboarding.

Examples of incorporating Indigenous knowledge and perspectives’ outcomes

e The implementation of the Dabakarn Koorliny program initially targeted UE members and was attended by
all UE members early 2024, followed by Council and all staff during 2024.

e Koora, Yeye, Boorda is now a Prescribed Module for all ECU students (In 2024, 65 students self-enrolled).

e To adopt a cohesive approach across both staff and student learning experiences, this module is being built
into the ECU Staff Learning Management System in 2024.

o Staff survey results thus far for the Dabakarn Koorliny training:

0 100% of survey respondents anticipate this training will have a lasting impact on their attitudes and
behaviours; and

o 100% of survey respondents would recommend this training to colleagues.

¢ In May 2023, the ECU Council, Executive and Academic Board (AB) supported the call for the constitutional
change and recognition of Aboriginal and Torres Strait Islander people through the establishment of a Voice
to Parliament and was proud to advocate for a “Yes’ vote in the referendum.

o As part of National Reconciliation Week 2024, ECU is collaborating on a “Post-Referendum: What's Next for
Universities” event.

e In 2024, the VC’s Indigenous Futures Fellowship Scheme was established for four Senior Lecturer positions
($2.6m 2024-2027).

Actions’ snapshot

e AS Lead serves on Equity & Diversity Committee (EDC); EDC Chair serves on AS Charter Committee
(ECUASCC).

e Introduction of Pride @ ECU, ECU’s first LGBTIQA+ Advisory Committee established in 2019, to lead the
inclusion of LGBTIQA+ students and staff with strong focus on addressing systemic and cultural barriers and
to provide high-level advice to ECU on matters that impact LGBTIQA+ populations.

e ALLY Network was established in 2008 to promote a culture of inclusion and belonging for LGBTIQA+ staff,
students, alumni, and members of the wider community.

Examples of GEDI outcomes

e Since 2019, unconscious bias training has been a formal requirement for any ECU staff participating in
decision-making panels and as a mandatory requirement to serve as a Panel Chair on selection panels.

e ECU applies the principles of achievement relative to opportunity to the assessment of research activities
and all academic staff promotion and professional staff work assessment (ROPE and R20).

¢ In 2017, ECU developed a Gender Bias Busting Checklist that covers a range of impact areas including job
advertisements, language, visual images, titles, environment, social media and so forth. This Gender Bias
Busting Checklist has been adopted by other universities in Australia as a tool to counteract traditional
stereotypes and is referenced to ECU.

e ECU has achieved gender parity using a 40:40:20 ratio on committees and boards (20 being flexible to any
gender), with 85% compliance achieved on UE-Led committees (11 of 13 committees).

o Furthermore, the AS Dashboard reviews gender breakdowns in leadership groups across ECU.
Specifically, 53% of women across ECU’s University Council, 50% of the Executive Team, 62% of the
Executive Deans (EDs), and for the EDs - three of four STEMM schools’ EDs are women.

o For committees such as the AB, for the Chair and Deputy-Chair positions, the University notes that in
striving to achieve gender diversity at leadership and management levels, suitably qualified people of all
genders are encouraged to nominate.

o The current Chair of AB, the Chair of the Human Research Ethics Committee and the Chair of the Animal
Ethics Committee are now all women.

e The International Day Against LGBTIQA+ Discrimination (IDAHOBIT) is celebrated annually on all campuses
(Joondalup, My Lawley, and the South West), as well as online opportunities to communicate and learn.

e In March 2024, ECU commenced a Curriculum Transformation Program. This includes addressing the
immediate challenges of Al, including course designs that are inclusive and equitable. The Pilot Project has
a dedicated Equity, Diversity, and Inclusion Stream.

Actions’ snapshot

e ECU has conducted confidential AS interviews with staff since January 2019. Anonymity was assured with
the aim of securing honest feedback of the ASBAP progress, and to determine if the correct actions are in
place, or if the University needs to take different action.

» 2 Biennial Staff Engagement Surveys, approx. 15 AS confidential interviews conducted across 5 academic
levels (ALEVs) A - E and Executive Dean (ED), Australian Workplace Equity Index Surveys also undertaken.

Table 1: Snapshot of leadership and accountability at ECU aligned to AS principles (continued).
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AS Charter
Principles

Leadership and accountability exemplars over the past five years, since January 2019 (ECU’s
Bronze Institutional Award achieved in December 2018)

#8. Engage with
those most
impacted by
inequitable
practice

#9. Preventing
bullying,
harassment,
sexual
harassment,
gender-based
violence &
discrimination

Examples of intersectionality and advancing GEDI outcomes

e Since 2019, Ally Network, AS and Healthy Workplace badging are included in all recruitment advertising,
prioritising the importance of diversity and wellness in providing an inclusive and safe working environment.

e In building intersectional approaches to recruitment, the ECU Diversity and Inclusion Employment Policy was
created in November 2019 to support diversity and inclusion hiring. In 2020. ECU launched the inaugural
Equity, Diversity, and Inclusion Blueprint 2020-2021 to articulate a whole-of-institution approach to equity,
diversity, and inclusion.

e In 2022, ECU received six separate Australian Award for University Teaching (AAUT) awards with three of
specific relevance to AS and ECU’s Cygnets with their intersectional focus; one being for leadership to
highlight and redress inequities facing non-traditional health students; one being for a tailored program for
international nursing students; and one for ECU’s Inclusion in Action program.

e In 2022, a group of ECU students won a prestigious British Academy of Film and Television Arts (BAFTA)
nomination for an inspirational short film about a young athlete with cerebral palsy and was the only finalist
nominated from the Southern Hemisphere.

e In July 2023, ECU celebrated Disability Pride Month for the first time.

Actions’ snapshot

e ECU has a 2022 — 2026 Equity and Inclusion (E&l) Supporting Plan, together with a dedicated Aboriginal
and Torres Strait Islander Plan. The E&lI Plan complements other ECU supporting plans, (Diversity
Development Framework and Inclusive Language Guide).

e ECU has set an internal target for Aboriginal and Torres Strait Islander employment of 3%.

e ECU has delivered a new ECU Wellbeing Framework and 2024 Annual Wellbeing Plan; both include building
leadership capabilities, creating a network of Wellbeing Committees, centralised calendar for activities,
methods to measure effectiveness and a Wellbeing SharePoint page.

Examples of redressing inequity outcomes

e In 2023, ECU was awarded three Accessibility in Action Awards through the Australian Disability
Clearinghouse on Education and Training (ADCET) for projects titled: Enhancing Digital Accessibility Student
Partnerships; ECU Campus Sensory Spaces; and Lived Experience Led Work. The Campus Sensory
Spaces Project was completed in 2023 with new Sensory Spaces now available on each campus as well as
a new Neurodivergent Teams Channel (online platform).

e In 2024, ECU developed and funded an Aboriginal and Torres Strait Islander Workforce Action Plan 2022 —
2029. This plan articulates the proactive steps ECU will take to achieve our Aboriginal and Torres Strait
Islander employment target and outlines the responsibilities and the execution of initiatives to support staff
throughout the employee lifecycle. This plan aims to bridge the various strategies and is closely aligned with
P&C’s Talent Acquisition and Management Strategy:

o ECU exceeds sector benchmarks for Aboriginal and Torres Strait Islander employment (ECU 2.1%, sector
benchmark is 1.68%). 80% are women;

o ECU’s Aboriginal and Torres Strait Islander staff separation rates have declined significantly from 13 in
2020, seven in 2023 and zero in 2024;

o The Aboriginal and Torres Strait Islander talent pool resulted in five new staff appointments in 2023;

o ECU’s event communications all now include information about the access features of the venue and
images; and

e In 2024, the VC'’s Indigenous Futures Fellowship Scheme was developed with funding for the equivalent of
four Senior Lecturer positions for three full years from establishment.

e ECU increased its staffing levels in the Access and Inclusion Team in 2023.

e In 2024, ECU won the Australian Disability Confidence Awards 2024 “Best in Class for Customer
Experience”.

Actions’ snapshot

e ECU’s Prevention of Harassment, Bullying, Discrimination and Violence Policy commits ECU to providing
safe and inclusive work and learning environments.

e ECU influences attitudes to prevent discrimination through the ‘Respect. Now. Always’ initiative and annual
events: International Women'’s Day, Trans Day of Visibility, International Day of People with a Disability, and
International Day Against Homophobia, Biphobia and Transphobia.

Examples of ECU’s systemic approach outcomes

e In 2021, for the 5th consecutive year, ECU was awarded a Workplace Gender Equality Agency (WGEA)
Employer of Choice Citation. ECU remains the only WA university, and one of only three organisations in the
State, to have achieved the prestigious award.

e In 2023, ECU’s Access and Inclusion Index Report from the Australian Network on Disability afforded ECU
an overall score of 32% (this is 9 percentage points higher than ECU’s 2020 assessment) and in 2023, ECU
launched the ECU Disability Ally Network.

e In 2023, following a range of research projects, ECU’s Centre for Work + Wellbeing (a Strategic Research
Centre established in 2021) developed and tested novel tools to enhance employee wellbeing:

o Healthy Older Worker (HOW) Toolkit for improvements in HR practices including work re-design and
workplace accommodations (publicly available);

oSIGNal — an evidence-based organisational intervention that activates high-relational leadership
competencies for line managers and team leaders; and

o ECU D&l Capability Maturity Model Application Toolkit (ongoing — confirming the support materials required
to assist workplace application of the ECU D&l CMM).

* 80% of participants in the first ECU Management Foundations Program 2024 are women (ECU women asked
for such a program in 2023 and were nominated to attend).

Table 1: Snapshot of leadership and accountability at ECU aligned to AS principles (continued).




AS Charter
Principles

Leadership and accountability exemplars over the past five years, since January 2019 (ECU’s
Bronze Institutional Award achieved in December 2018)

#10. Embedding
change in the
institution

Table 1: Snapshot of leadership and accountability at ECU aligned to AS principles (continued).

Figure 1:ITopto bottom (L-R) Celebrating Pride Parade, 2021. Receiving the SAGE Institutional AS Bronze Award, 2018. A previous International

e ECU’s Centre for People, Place and Planet (a Strategic Research Centre established in 2021) has also
delivered a range of outcomes such as:

o Feminist Participatory Action Research, benefitting those who are the most disadvantaged and
marginalised, by increasing knowledge and skills, developing stronger community leadership, and
improved public policy and social justice infrastructures.

Actions’ snapshot

o As well as providing fortnightly UE updates, the AS Lead has presented an AS Standing Item 50 times at AB
and sub-committees, including Research & Higher Degree Committee (RHDC), EDC. Since Jan 2019:

o 24 official ECUASCC meetings (membership = 14) held and over 20 working sub-group meetings.

o ASCC is gender-balanced with the DVC(RF) and AS Lead as the Chair, and DVC(R), DVC(SE&I), EDs,
research leads, gender equity advocates and Director P&C as members.

e Formal Flexible Work Arrangements (FWA) put in place from 2017 onwards, including: Flexible Working at
ECU Strategy; policy amendments, FWA Guidelines and Checklists for employees and teams, resources,
FWA website presence, training, best practice guide for flexible and work from home arrangements.

o Suite of parenting resources released in 2019 that support all staff who are welcoming a child into their family,
and for their return to the workplace which is supported by the flexible working arrangements.

Examples of embedding institutional change outcomes

e In November 2023, ECU was ranked 6" in Australia in the inaugural Australian Financial Review's Best
Universities Top 10 — rankings based on five categories of which equity and access is one.

e The ECU Enterprise Agreement 2022 includes clauses for Family and Domestic Violence Leave and Support,
Gender Affirmation Leave, Cultural and Ceremonial Leave, Flexible Working and the Right to Disconnect.
Also included is a staged salary offer totalling 17.5% commencing October 2022, enhanced parenting
provisions specifically in relation to breastfeeding, and minimum engagement periods offering casual staff
more security. This new EBA was informed by ECU’s 2021 EBA staff survey, which showed that the top
priorities for staff were job security, remuneration and work intensification.

e ECU’s 2020 and 2022 SES revealed: Flexibility is ranked a strength at ECU - 82% (2022) and 84% (2020)
of ECU'’s staff report flexibility is a strength at ECU “I have the flexibility | need to manage my work and other
commitments”. In 2022, the most favourable responses, with 93% agreement, related to gender equity and
support for ECU’s values (integrity, respect, rational inquiry, personal excellence and courage).

e AS is integral to ECU i.e., it is interwoven into its infrastructure and environment. For e.g.: accredited
parenting rooms are named AS rooms, University vehicles have the AS logo, the AS logo on the 98
designated parent and carer parking bays, SAGE Page feature in the staff newsletter, ECU Centre for Work
+ Wellbeing. These highly visible outputs have resulted in outcomes e.g., widespread reported recognition
of ECU’s AS commitment and positive impact on working at ECU (SES results for example).

e ECU’s annual budget includes recurrent funding for permanent, ongoing staffing, independent equity and
organisational culture consultants, recognition/rewards schemes, and emerging new initiatives.

e The newly established P&C Plan (2023-2026) includes specific priorities for fostering equity, diversity,
inclusion and belonging for staff, and promoting and supporting health and wellbeing.

e Two new ECU frameworks were established in 2023: a Strategic Workforce Framework to develop and
strengthen ECU’s workforce; and an Academic Careers Framework to support and enhance academic roles,
leadership, workloads and promotions.

e AS Awards history: AS Bronze Award 2018. Five SAGE Cygnet Awards achieved by December 2023 (one
in 2022 and four in 2023).

-

Women’s Day ECU event featuring ‘first women’ — (L-R) ECU AS Lead and Host (Prof. Cobie Rudd); The Hon Anne Aly, MP, the first woman federal
parliamentarian of Islamic faith; The Hon Carmen Lawrence, AO, the first woman to become the premier of an Australian state; Dr Liz Constable, the
first Independent appointed as a Minister of the Crown in WA; and ECU VC, Prof. Steve Chapman. Accessible via ECU’s YouTube channel.
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AS Principle 1. Ensure that gender equity, diversity and inclusion work is appropriately resourced,
distributed, recognised, and rewarded.

ECU commenced its SAGE journey in 2015 with strong and visible championship from the VC, who
immediately appointed DVC, Professor Cobie Rudd, (Figure 2) as the dedicated senior executive with
assigned responsibility for leading, executive sponsorship and coordinating the gender equality strategy for
ECU, including the SAGE AS initiative. The inaugural meeting of the ECUASCC was held in July 2015.
ECUASCC membership is a broad and diverse mix of ECU leaders with unique perspectives and skillsets.

Figure 2: ECU’s Deputy Vice-Chancellor (Regional Futures) [DVC(RF)] and Vice-President, Professor Cobie Rudd (AS Lead and Chair, ECU’s
AS Charter Committee) (pictured left with Vice-Chancellor, Professor Steve Chapman CBE).

In 2020, a full-time permanent position was created: Program Manager - AS. This clearly reflected the
imperative for dedicated resourcing and acknowledged AS as an ongoing priority. This, coupled with an
extensive AS Champions’ Network, has delivered sustained engagement across ECU. A review and
reflection of the AS Champions' Network demonstrated substantial turnover, due to staff movements and
departures. School representation also requires continual auditing (to ensure whole-of-institution discipline
representation), as well as Network compositional reviews and ongoing training to ensure the correct people
are AS Champions and are trained appropriately.

Action 1.1. Review and update the existing ECU AS Champion network (including across all eight schools).

Action 1.1.1. | Audit all eight ECU schools’ AS champion representation.

ECU’s Strategic Plan 2022-2026: Towards the University of the Future (Figure 3), articulates ECU’s
commitment to empowering the talent and potential of all staff through establishment of a specific Strategic

Goal.
Edith Cowan University E c U
E

DITH COWAN

STRATEGIC PLAN
2022-2026

Towards the University of the Future

Figure 3: ECU’s Strategic Plan is underpinned by eight supporting plans, providing a bridge to the operational plans of ECU’s schools, service
centres, and strategic research institutes and centres.




The VC aligned the Executive Team’s performance measures to AS and the ECU Strategic Plan with 50%

of the eight Supporting Plans distributing responsibility for Gender Equality, Diversity, and Inclusion [GEDI]
(Figure 4).

. Goal 4 - Empowering the talent and potential of our staff
. ‘A workforce that reflects our communities’

. Success measure: ECU will achieve AS Silver Award accreditation by 2024

Equity and Inclusion Plan, Research Plan, Regional Plan and People and Culture Plan (2022-2026)
SUPPORTING PLANS

-3 Aboriginal and Torres Strait Islander Plan -| Educational Experience Plan

-] Enrolment Growth Plan -| Equity and Inclusion Plan

International Plan -| People and Culture Plan

Figure 4: ECU'’s supporting plans referencing the AS agenda, which reside under ECU’s Strategic Plan.

AS Principle 2. Undertake transparent and rigorous self-assessment processes, analysing
institutional structures, systems, and cultures to identify the barriers to attraction, retention and
progression for staff and students, and thus to gender equity, diversity, and inclusion.

ECU has developed a coordinated, streamlined approach to the collection and analysis of institutional

gender-based data - specifically its AS Dashboard that uses real-time data relating to committee
compositions, recruitment, promotions, and staff-profiling information (Figure 5).

Athena SWAN Dashboard m

Gender Profile - Contract Type -

Overall Gender Profile of staff & target - Click here for a detailed view Staff Profile by Gender and Contract Type - Click here for a detailed view

16
(57.1%)
Award Group
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E Femal M.
W Female W Male ‘emale ale
Fixed-term m Ongoing . Ongoing Fixed-term
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Include/Exclude Casuals

Excluge Casuals i
Work Fraction - Academic Promotions

Staff Profile by Gender and Work Fraction - Click here for a detailed view Academic Staff Promaotions by Gender - Click here for a detailed view
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10
(35.7%)
Male I 2
Fémala Male Applications Successful Applications
Part-time B Full-time W Fuli-time Part-time Female Male B Female B vale
Staff Qualifications -
Staff Profile by Gender and Qualifications - Click here for a detailed view
Female Male
M PhD M FrD
. Masters . Masters
Other Qualifications [l Other Qualifications *Data shown as at today's date, excluding Acade

Promotions and Gender Pay
No Qualification recarded No Qualification recorded Gap which are calculated annually.

hance Improvements

Figure 5: Exemplar ECU’s AS Data Dashboard.

Note: ECU’s data collection systems gather data based on sex (male/female) rather than gender (man/woman).



This data allows ECU to measure and track equity data, including gender, both within and external to ECU
(including sector benchmarking).

Additionally, ECU developed a customised AS ‘Tracking Dashboard’ (Figure 6) to oversee, monitor and report
on progress made against ECU’s Bronze Institutional Award Action Plan 2018-2023 (ASBAP) and Cygnet
Action Plans, and are regularly reported to the UE, Academic Board, and RHDC along with AS Standing
Items.

Over the past five years, through regular monitoring of this Tracking Dashboard, the progress of ASBAP
items that were designed to address barriers, were flagged if they were ‘not-yet complete’.

Also, a traffic-light system provided for a high-level overview of items that may not be on schedule or have
any major or minor issues. Therefore, it became apparent for ECU which barriers and challenges that
remained relevant for closer examination due to lack of progress or not reaching completion.

ﬂ#t}"ﬁgﬁ Edith Cowan University Athena SWAN Bronze Action Plan 2018-2022
Bronze Award Detailed Theme Tracking Dashboard — 30 July 2020
Legend & o a  Noton schedule . Mot on schedule Is the: action strategy complete?  Trend for the entire action based on the previous reporting period
schedule and/or minar issues and/ar major issues (B - Yes, [ - Mo) ("' - no change, T - positive trend in cutcomes, 4 - negative trend in outcomes)
(Action Plarmed action/ objective fwhat) Lusd Action Within Dverall
o, Ourrer! Timuirams|  Action
Runpunsibifny] [Yes, Mo, |[Seatus/Trend
[ 3
Theme 1. Leadership — entrench Athena SWAN Con
H/E | status
i1 Monitor the implementation of cur Action Plan
a) Uz Athena SWAN repart cards at institutional, school and service centre level = CVCSP . -
b) Athera SWAN Action Plen progress & a standing fem for fortnightly UE meetings = -
£l Log of keading practics initiatives on & global scale maintained o inform new initiatnees (sstablished Dec. 2018 and updated in Mo, each yearl. =g
12 | Introduce a new AS data requirement for incorporation in all schocl & service centre reviews, reports & op plans. ovcse . _
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13 | Develop senicr beadership cagabilities to build an inchusive culture, address bias and imglement gender balancing strategies.
af Durta from lesving interdess with fernale staff, facus groups with senior lesders, and surseys, is used to inform the development, testing and evaluations of the = = DHRSC
Leadership Capahbility Framework and asseciated 380 feedbark tonl = DWCEP Yes =
EJA process & developed ta maintain an up-ta-date University Gender Bias Busting Checklist {anmually — Qctj =
£) Equality Impact Assessment is undertaken amrass the Universty examining how key committess are structured. =
14 | Aspire to achieve 18% fermale staffing in the School of Engineering (SENG) by 2022,
al All SENG appaintrments (all kesels) are monitored by the W Drgmig
BJAI interview panels ane selected bo ensure approgriate diversity.
£} Unconscious Bias (UB} and ERD training is mandatary far all SENG staff, E“;‘E:G"-“' Yes =

] All interdiew panel members For all SENG positions have received UB training. [—

&) Disrussion graups conducted with female engineering students ta identify School culture and retention issoes.
) Female adjunct appointments in SENG increased.
15 | Enourage an increase in applications from females for advertised positions in bath the Stheal of Engineering and the School of Science.

1 | Bl

) Al proencrtional materials, job advertisements, and information packs for apalicants, use gender neutral language, non- steretypical images, and visible female role |
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17 | Identify and preferentially target female Professarial Research Fellow candidates acrass all disciplines.
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Figure 6. Example: ECU Athena Swan Bronze Action Plan Tracking Dashboard — Actions 4.1 and 4.2 relating to flexible work arrangements (went
on to become an area of Cygnet focus).




Data Ethics

Data ethics should focus on collecting meaningful data in an ethical manner, ensuring it is gathered from
relevant individuals and used appropriately. At ECU, including initiatives like AS, data collection and usage
are strongly guided by our values and codes of behaviour, benefiting both individuals and the wider ECU
community. Our framework for ethical data collection is built on principles of fairness, privacy, transparency,
and accountability, fostering trust among staff regarding the use of their data, as illustrated in Figures 7/8.

Gender Inclusive Language and Data Collection at ECU

For the purposes of data analysis within this Application, we use the term ‘women’ for gendered data collected as female and
‘men’ for gender data collected as male. We acknowledge that inclusive gender data collection does not assume gender is
binary (i.e., only male/man or female/woman). However, due to limitations in ECU’s current data reporting systems, which are
based on ‘female/male’ terminology, we have adapted this to ‘men/women’.

It is important that data collection around sex, gender and/or sexuality is appropriate and well considered. ECU has a number
of guides to allow staff to navigate data collection and general use of language in data collection. Also, ECU has a Research
Ethics team accompanied by a dedicated website for our approaches to research ethics and integrity. In alignment with the
HES, ECU has a Framework for Responsible Conduct of Research that also underpins our approach to research integrity. This
is highly relevant for AS data collection activities (e.g., surveys, focus groups).

ECU’s Data Ethics systems are highly relevant to this Application, as evidenced by our Trans, Gender Diverse and Non-Binary
(TGDNB) Support Guidelines, LGBTIQA+ Inclusive Data Collection Guide, and Inclusive Language Guide.

Edith Cowan University E di van University
Office of Pro-Vice-Chancellor (Equity & Indigenous) Office of P & Chancellor (E & Indigenous
EDITH COWAN EDITH COWAN

LGBTIQ Inclusive Data

Inclusive Language : ;
Guide Collection Guide

ECU’s analysis considers women, men and gender diverse, however, the number of ECU staff who identify as a gender other
than men or women is often not large enough to include without the risk of identifying individuals. When collecting personal
information from staff, consideration is given to purpose and how it would benefit staff in some way. If there is no clear need for
gender-based information, it should not be collected, and the provision of such information should be voluntary.

Integrity is one of the five ECU’s core values. All research conducted at ECU is required to comply with The Australian Code for
the Responsible Conduct of Research which sets out the principles that characterise an ethical research culture. ECU has a
public facing document that states:

BEST PRACTICE SEX, GENDER AND SEXUALITY DATA
COLLECTION

At Edith Cowan University, we are committed to diversity and inclusion. We strive
to be a place of belonging for all staff and students including those who are
LGBTIQ (Lesbian, Gay, Bisexual, Trans, Intersex, Queer and/or Questioning) or
diverse in their sex, gender and/or sexuality.

As our collective understanding of sex, gender and sexuality continues to evolve, it is
important that language usage and data collection methods also reflect and acknowledge
the diversity that exists in our community

Our inclusive approach to data collection communicates to LGETIQ students, staff and
community members that ECU actively considers them and they are welcome, respected
and valued here. Inclusive data collection also allows us to better capture hidden
populations and to understand and respond to our diverse ECU community

Figure 7: Overview of gender-inclusive language and gender-inclusive data collection at ECU.




CONTENTS

03

BEST PRACTICE SEX, GENDER
AND SEXUALITY DATA COLLECTION

04

A GUIDE FOR SURVEYS, EVENTS AND FORMS
IS THAT QUESTION NECESSARY?
BEING INCLUSIVE IN COLLECTING DATA

05

KEY TERMINOLOGY

06

A NOTE ON THE RESEARCH IMPLICATIONS

07

SEX

08

GENDER

09
SEXUALITY

10
OTHER INFORMATION YOU
MAY CHOOSE TO COLLECT

A guide for surveys,
events and forms

t does not aim to be
a broad range of

nethods for sex
gender and sexuality to be used and adapted
as appropriate

Is that question
necessary?

N questions always need to be as

ometimes it can be inappropriats
to do so. Some useful que
aif before you start collec

u
to ask

personal information are:

Is a persol

LGBTIO people feel comi
with ECU?

ble to share

their identityiexperie

'“,_‘Y?ﬂ."’

< = L

-y

Being inclusive in
collecting data

ul manner throughaut

n Guideline.

Ploase follow these steps:

Step 1: Review existing data collection
practices
Step 2:

really needs to b

on what data information

Step 3: consi

information in an

r how you can collect this
sive and respectful way
ssary

— consult where

Step 4: Ensure appro

machanisms are put in place

iate privacy

Step 5: Contribute to building an inclusive
cultu
thes

afe to disclose
s at ECU

Step 6: Continue to revi

our understanding of sex. g

sexuality evolve
If you require any further information or
you would like advice regarding your data
collection methods, please contact the
Equity Projects Team at

equity@ecu edu.au or on 08 6304 6170.

N

KEY TERMINOLOGY

Sex and gender (and s

to do so.

Sex
Sex refers to a person’s body — made up of a
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Figure 8: Excerpts from the publicly available ECU LGBTIQA+ Inclusive Data Collection Guide.

Reflecting on the AS Dashboard (operational for six years) as noted above, ECU’s data collection systems
gather data based on sex (male/female) rather than gender (man/woman). Hence, in redressing limitations
which consider the non-binary nature of gender and include ECU’s transgender and gender-diverse
community, the mapping of functionality enhancements for the future are in progress. The challenge therein

lies in self-reporting mechanisms to accurately reflect ECU’s staff profile.

Action 1.2.1.

Revisit with Data Governance and Analytics, and P&C, the reporting functionality of the Dashboard to identify
and implement functional enhancements.

Action 1.2.2.

Review and revise gendered language used in the Data dashboard and other ECU data capture systems.

Action 1.3.

Review ECU'’s ability to capture and reflect on intersectional data.

Since 2015, 20 workshops have been held to undertake transparent and rigorous self-assessment processes
(Figure 9). These workshops have led to significant improvements in GEDI, such as AS parking bays for
carers (91 bays), AS breastfeeding/parenting rooms (seven University-wide) and have helped identify

progress and key areas for action.




AS Principle 3. Designing initiatives based on institutional data, and national and global evidence of

best practice.

As well as designing initiatives based on the quantitative and qualitative data sources mentioned above, in
2020, ECU developed a database of leading practice global gender equity initiatives. Updated annually, this
informs GEDI strategy and direction.

\\\\

Figure 9: Collaborative insights: Highlighting our engagement through focus groups, consultative sessions every year (pictured 2015, 2019 only).

AS Principle 4. Monitor, evaluate, and publicly report on progress made, challenges experienced, and
impact achieved, to inform continuous improvement.

Effective evaluation and monitoring of progress made towards achieving ECU’s GEDI goals, has required
dedicated tools, leadership, and ongoing commitment to support action and ensure accountability (Table 2).

Workforce planning

Activities led by P&C present and discuss data and staffing plans to address GEDI issues in the

profile of each school and service centre.

For example, regular monitoring of ECU’s GPG has occurred since 2016 as part of the commitments
made in participating in the AS program.

Reporting and analysis
of institutional data

GEDI data reporting to major external monitoring agencies e.g., WGEA and to highest level
governance e.g., ECU Council.

Data dashboards

Development of detailed reporting dashboards for use at business unit/school level to identify trends,
issues and drive action and accountability. These dashboards work in unison with AS Dashboard,
noting the AS Dashboard is specific to progress against the ASBAP.

Table 2: Ongoing monitoring and reporting of GEDI data at ECU.



There is regular monitoring and auditing of ECU’s AS Dashboard to identify areas of low engagement and to
provide the gendered evidence for decision-making. During review of usage, it is clear user engagement has
dropped since its inception.

There are also challenges for the AS Team in monitoring and training staff, who would greatly benefit from
user access, due to staff resourcing and positional role changes. Functional issues also exist in the AS
Dashboard i.e., time lags on uploading recruitment data.

Action 1.2. Renew focus and training on ECU’s AS Data Dashboard and continue to modify.

87% of ECU schools include regular AS standing items as part of their School Executive meetings as an
effective mechanism in channelling key findings to leadership groups at a localised level.

AS Principle 5. Actively incorporate Indigenous knowledges and perspectives to address the specific
inequities and injustices experienced by Aboriginal and/or Torres Strait Islander staff and students.

ECU acknowledges the considerable structural barriers that Aboriginal and Torres Strait Islander staff and
students face in terms of their engagement with higher education. The DVC (Students, Equity and
Indigenous) leads the University’s commitment to Australian Aboriginal and Torres Strait peoples’
advancement and serves on the ECUASCC.

ECU acknowledges and respects the continuing association with Noongar people, the traditional custodians
of the land, upon which its campuses stand. ECU has a commitment to (Table 3):

e Engage closely with Aboriginal and Torres Strait Islander peoples and communities.

e Fully develop Aboriginal and Torres Strait Islander students and staff, assisting them to realise their potential.

e Ensure that individual differences and diversity are respected.

e  Contribute positively to Aboriginal and Torres Strait Islander community development and sustainability through its students,
staff, and graduates.

Table 3: ECU’s commitment to Aboriginal and Torres Strait Islander staff and students.

ECU has several programs and initiatives in place to support Aboriginal and Torres Strait Islander staff and
students (Table 4).

Kurongkurl Katitjin, ECU's Centre for Indigenous Australian Education and Research provides
community engagement programs to inspire Aboriginal and Torres Strait Islander people to seek higher
Kurongkurl Katitjin education, leading and facilitating cultural knowledge for the University community. As well, the Centre
works closely with all ECU schools on course reviews, curriculum renewal, research guidance and
student success.

In 2023, ECU launched the Aboriginal and Torres Strait Islander Matters SharePoint site. The site
houses a collection of educational resources to build knowledge on Aboriginal culture, history and
protocols at ECU. Additionally, a talent pool targeting Aboriginal and Torres Strait Islander candidates
was developed to enhance diversity in ECU’s recruitment.

Aboriginal and Torres
Strait Islander Matters
SharePoint site

The Dabakarn Koorliny training, rolled out to UE members first, has been developed with relevance and
Dabakarn Koorliny connection to ECU, a lens on the higher education sector and with Aboriginal and Torres Strait Islander
staff and student perspectives.

The Koora, Yeye, Boorda module provides an opportunity for students to engage with a range of
Koora, Yeye, Boorda learning activities and experiences that will enrich their knowledge and understanding of Australian
Aboriginal and Torres Strait Islander people, cultures, and histories.

Table 4: ECU initiatives to support Aboriginal and Torres Strait Islander staff and students.
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AS Principle 6. Consciously considering all genders, recognising that gender is not binary, and that
trans and gender diverse people face specific inequities because of their gender identities.

ECU is passionate about ensuring a safe, inclusive, and affirming learning and working environment for
people of all genders’ (Table 5).

e The release of ECU’s Trans, Gender Diverse and Non-Binary , .
(TGDNB) Support Guidelines, LGBTIQA+ Inclusive Data Collection | © ECU's South West Campus event. IDAHOBIT
- . ! Festival.
Guide, and Inclusive Language Guide

e Leading the WA chapter of the Higher Education Australia Pride | e Involvement in Pride WA’s Pride Fair day and the
Practitioners (HEAPPs) Network Perth Pride Parade.

e Ally led Wear It Purple Day events that raise funds for LGBTIQA+ | e Continued growth of ECU’s Ally Network and
youth space Freedom Centre. LGBTIQA+ Staff Network

Table 5: Highlights from ECU’s LGBTIQA+ activities and initiatives.

Also, the number of ECU staff who identify with a gender other than a man or a woman is not large enough
to include without the risk of possibly identifying individuals. As reflected above, ECU has developed an
‘Inclusive Language Guide’ and an ‘Inclusive Data Collection Guideline’ to provide direction and guidance for
staff when developing internal and informal data collection methods such as surveys, forms, and event
registrations (Figure 10).

¥

Figure 10: Unity in Diversity: Celebrating Pride and Gender Equality events (2020, 2024).

Pride@ECU, ECU’s LGBTIQA+ Advisory Committee (est. 2019), focuses on redressing systemic and cultural
barriers, while the 150 member ‘Ally Network’, brings together staff to support ECU in building an inclusive
environment where LGBTIQA+ people feel safe, supported, and proud.

ECU currently holds a Silver level employer status with the Australian Workplace Equality Index (AWEI)
accreditation.

AS Principle 7. Taking an intersectional approach to advancing gender equity, diversity and
inclusion, recognising that people of any particular identity are not a homogeneous group.

ECU’s supporting plans provide a coordinated approach to achieving a broad range of objectives for the
relevant Strategic Plan Priorities (Figure 4).

In collating diversity data, ECU relies on staff self-reporting. For ECU schools, only a limited amount of data
on culturally and linguistically diverse (CalLD) staff from the past 10 years is available. This is because, at the
time of the AS Bronze submission, there was no access to CalLD profiles, thus no school was enabled to
report on the same.

The monitoring of E&D data was not routinely reviewed, and the lack of historical data is acknowledged as a
limitation.

Action 1.3. Review ECU'’s ability to capture and reflect on intersectional data.

Engage with relevant areas (Access and Equity Team, P&C) currently working on system-based reporting for

AR T2 diversity indicators.

Investigate best practice across the sector on staff self-reporting of diversity information and establish relevant

PG ok engagement strategies.

" As noted earlier, ECU’s dashboards currently record sex, not gender data.



AS Principle 8. Engage with those most impacted by inequitable practice to proactively redesign and
reshape structures, systems and culture.

Only genuine two-way engagement with people who are marginalised and impacted by inequity, ensures
meaningful and potentially sustainable organisational improvements. ECU commits to these principles in their
public pledge to equality and diversity on the ECU website (Table 6):

Engagement | Engage more effectively with marginalised communities.

Training Equip people from diverse backgrounds with knowledge and skills to succeed.
Research Undertake research that positively impacts disadvantaged individuals and communities.
Talent Attract and retain local, national, and international talent.

Relationships | Build and maintain strong and ethical national and international relationships, linkages, and partnerships.

Table 6: Principles by which ECU engages with marginalised peoples and equity groups.

As noted in AS Principle 2, through staff workshops ECU continues to engage with staff when redesigning
and reshaping structures, systems, and culture (Figure 11).

STAFF PARKING

BAYS FOR PARENTS wiTH
DROP OFF DUTIES oNLY

NO PARKING
BEFORE 9AM

MAXIMUM
PENALH $250

Figure 11: Promoting Inclusivity and Support: Showcasing our AS Initiatives with Priority Parking and Parenting Rms, 2016.

AS Principle 9. Increase the safety and wellbeing of staff and students by proactively and
transparently preventing and responding to bullying, harassment, sexual harassment, gender-based
violence and discrimination.

ECU’s Prevention of Harassment, Bullying, Discrimination and Violence Policy commits ECU to providing
safe and inclusive work and learning environments and minimising the risk of unacceptable behaviours,
including gender discrimination. Table 7 shows examples of tangible actions implemented:

1 Responded to the findings of the Change the Course: National Report on Sexual Assault and Sexual Harassment at
Australian Universities and implemented all 9 recommendations.

Introduced a new, comprehensive Sexual Assault and Sexual Harassment (SASH) Policy.

Set up an online reporting tool, where students and staff can report sexual assault and sexual harassment. Students and
staff can also report anonymously.

Expanded our University Contact Officer program.

Made it easier to report by streamlining our website, including reporting sections for both staff and students.

Recognised that students will often disclose to their peers first, so we’ve created resources to support the student peer
contacts.

Rolled out the online training program, Consent Matters, for ECU students.

Updated our Orientation material to include reporting tools, pathways to support and training for new students.

Included the Sexual Harassment/Assault: Reducing & Responding module in our staff training schedule.

10 Run both the Respect. Now. Always. and Be a Better Human awareness campaigns across our campuses.

Table 7: ECU action taken to support the Prevention of Harassment, Bullying, Discrimination and Violence.




AS Principle 10. Embedding change in institutional governance and accountability structures;
actively and visibly championing and promoting gender equity, diversity and inclusion in our
Institutions, the AS community, and across the sector; and holding ourselves and other senior
leaders accountable for driving sustainable transformational change.

ECU’s Senior Executive Team (SET) includes the VC, DVCs, and VPs who provide high-level advice to
Council, including on GEDI matters. As well, the DVC(RF) tracks gender equality progress and reports on
AS and any issues to relevant internal committees at each meeting, and to each Council meeting via the
VC'’s reporting (Table 8):

University Council

Applicable items of note are presented at each meeting. The AS Lead also delivers an annual presentation
on gender equality at ECU and a formal evaluation on achievement against the Gender Equality Strategy
2019 - 2021 objectives and metrics.

University
Executive (UE)

Fortnight AS Standing Item each meeting which reinforces the senior leaders’ accountability at the
University in terms of AS Action Plan progress and provides key gender equity information. It is important
to note, that this AS Standing Item is the only Standing Item on the UE agenda that has been a permanent
fixture since 2015.

Academic Board
and its
subcommittees

Academic Board and its subcommittees including Research and Higher Degree Committee — Standing
items where the VC or DVC(RF) reports on focused gender equity updates.

égn?rl:l?t:t:; The advisory group to ECU’s AS Program. ECUASCC is a high-level, gender-balanced committee and
(ECUASCC) meets at least quarterly.

Equity and EDC oversees several subcommitiees pertaining to disability, access, and inclusion, the LGBTIQA+
D?ver:it community and Kudjukat. As a point of difference, the AS program at ECU sits within the DVC(RF) portfolio
Commit¥ee (EDC) as a high-level accreditation, however both the DVC(RF) and AS Program Manager are a Member/

Observer respectively on the E&DC.

Workplace Gender
Equality Agency
(WGEA)

ECU reports annually to WGEA for our compliance reporting. Previously ECU reported as part of the
Employer of Choice for Gender Equality Citation, however, recently challenges have been experienced in
reporting both AS and WGEA.

Table 8: ECU committees which include GEDI matters and prioirites across the University.

Reporting ensures AS remains at the forefront of UE’s, and other committees’, agendae. All leaders can
therefore be challenged when action items aren’t addressed ensuring accountability, and this collective
actioning prevents siloing of GEDI actions, ensuring inclusion is ‘business as usual’ (Figure 12). As a result,
UE is now more conscious of the need to apply a GEDI lens to all decisions.

Edith Cowan
University

it

Figure 1

2: Celebrating Equality and Diversity: International Women's Day Event on Campus (2021).

GENDER
EQUALITY
AT ECU:

A DRIVING
FORCE FOR
CHANGE

A key leadership undertaking in 2024 (and beyond) is the commencement of the two new EDs in the School
of Science (SSCI) and the School of Engineering (SENG) and aiding them to successfully continue to uphold
the achievements and future of AS at ECU.

Action 1.4.

Onboard new executive staff in STEM schools of SENG and SSCI including coaching around ECU’s AS
imperatives.




Across the sector, senior staff, and institutional leaders visibly champion, support, resource, and are held
accountable for GEDI as per Table 9.

Regular reporting Regular reporting and leadership meetings including RHDC, Academic Board etc.

ECU Council (governing body) updated through the DVC(RF)'s (AS Lead) insert into the VC’s Report

Council updates every Council meeting.

Online profile ECU AS website — Our stories, development hub.

News Media releases and fortnightly ECU online newsletter.

Presence at relevant

Presentations, articles, contribution best practice, external sponsorships.
events

Events and initiative Initiatives through extensive funding — — e.g., ECU’s AS Advancement Scheme.

funding

Resourcing AS team is resourced with full-time permanent positions to manage this whole-of-institution AS portfolio.
. Raising awareness of SAGE and participation in AS since 2015 — all related activities, initiatives, and

Promotion

events.

Performance metrics | DVC RF directly reports to VC and has AS progress KPIs.

Table 9: Summary of accountability for GEDI activities at ECU.

The decision to focus on all ECU’s eight schools as ECU progresses in the AS journey was crucial to
addressing persisting issues. With more effort having been focused on STEMM schools earlier, ECU
acknowledged less attention was given to 3/8 non-STEMM areas. Not all problems are STEMM-related, and
many existing actions are relevant for those areas too.

Action 1.1. Review and update the existing ECU AS Champion network (including across all eight schools).

There are three key areas that ECU has credited for its AS progress to date and all factors are equally
important, interdependent and need to occur simultaneously to be effective (Table 10).

Leadership Strong leadership and governance;
Data Collection of gender equality data and development of tools to effectively assess that data; and
Evaluation Ongoing and regular evaluation and monitoring of progress.

Table 10: ECU key areas for leadership and accountability focus.
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Action Plan
ENABLING ACTIONS: Leadership and Accountability for Athena Swan (AS) at ECU

Ref.

Rationale/Evidence

Actions & Outputs

Actions
1.1. Review and update the existing ECU AS Champion
network (including across all eight schools).

With the considerable evolution of ECU’s
AS Champions’ Network since the
beginning of the University’s AS journey,

there has been substantial turnover due to 1.1.1. Audit all eight ECU schools’ AS Champion
staff movements and departures. representation
Recent appointment of AS Champions % Work with School Executive teams to nominate and

selection champions who will best reflect the specific
needs and interests of the area.

Implement appropriate and up-to-date training for all
ECU AS Champions.

revealed a lack of availability of data and
understanding of the required analysis.

Given the current focus for AS now is on :
all academic disciplines versus the

previous attention given to STEMM areas,

the network must now focus on ECU’s Outputs

eight schools in order to effectively a) Audit document findings used to achieve an AS Champion
address all the issues that persist across gap analysis.

the University. b) Revised AS Champions’ Network membership and the

information about the Network that is available to the wider
ECU community.

Given the effort historically on Science,
Technology, Engineering, Mathematics

and Medicine (STEMM) schools, ECU has )
had a lack of focus and attention given to d)
3/8 non-STEMM areas. Not all problems
are STEMM-related, and many existing
actions are relevant for those areas too.

New AS Champions appointed (where required).

Revised training for ECU AS Champions’ Network, reflecting
current priorities (including Cygnet and Silver Award Action
Plans) and extending on original scope of Institutional Bronze
Award.

With the AS Dashboard now in operation Actions

for over six years it has been noted that all 1.2. Renew focus and training on ECU’s AS Data Dashboard

ECU'’s data collection systems gather data and continue to modify.

based on sex (male/female) rather than 1.2.1. Revisit with Data Governance and Analytics and

gender. P&C, the reporting functionality of the Dashboard to

identify and implement functional enhancements.

Identify linking opportunities with other university-

wide systems to enhance quality of reporting and

increase capability (including diversity indicators

and research metrics).

« ldentify gaps in user access across the University
where relevant leadership and managerial positions
are not accessing the Dashboard.

This approach creates limitations when

consciously considering all genders and K
recognising ECU’s transgender and

gender-diverse staff.

While functionality enhancements for the
Dashboard are possible, the challenge

Timeframe @ Person/Group Senior Leader
(start & responsible for accountable for
end) implementing action | action delivery
o Office of the Deputy | Deputy Vice-Chancellor
Q2, 2024 Vice-Chancellor (Regional Futures)
(Regional Futures) (DVC[RF]) — AS Lead
Q2, 2024 (ODVCIRF]) —
Program Manager AS
Q3. 2024 e AS Champions
e EDs
Q4, 2024
e ODVC(RF) - e DVC(RF)— AS Lead
Q4 2024 Program Manager
Q1 2025 AS Supported by:
’ e Manager, Workforce|® Director, P&C
Strategy and
Capability (MWSC)
Q1. 2025 —P&C Lead
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Ref. Rationale/Evidence Actions & Outputs

moving forward lies in self-reporting to 1.2.2. Review and revise gendered language used in the

accurately reflect the staff profile. Data dashboard and other ECU data capture
systems.

¢ Linked to the People and Culture (P&C) Outputs

Plan under Item 6'_3 to enhance the a) Updated AS Data Dashboard to maintain currency of

employment experience and outcomes for information including new views of data profiles and

staff from equity groups. Through realising expanded metrics.

the experience those in different equity
groups are enduring, use this Plan, the
Employee Value Proposition and the
Inclusive Language Guide to ensure more
appropriate data is collected and
language is used in ECU systems,
documents and general language.

Conducted training on AS Data Dashboard for both existing
and new users.

ECU’s Equity and Inclusion Plan Actions

articulates the University’s vision to 1.3. Review ECU’s ability to capture and reflect on
strengthen its work with, and support for intersectional data.

students, staff, families, communities, and 1.3.1. Engage with relevant areas (Access and Equity
partners. Team, P&C) currently working on system-based

Relying on staff self-reporting for reporting for diversity indicators (e.g., an Equity and
numerous diversity indicators has been Diversity Institutional Dashboard for students is
problematic given only a limited amount of currently in development).

culturally and linguistically diverse (CalLD) 1.3.2. Investigate best practice across the sector on staff

data is available. This is an ongoing issue, self-reporting of diversity information and establish
and the monitoring of equity and diversity relevant engagement strategies
data is not routinely reviewed. 9ag gies.

Through qualitative feedback, other Outputs
intersectionality differentiators were a) Integration of relevant diversity data interface with AS Data
identified but have not been explicitly Dashboard.

included in the Silver Award submission.
Preliminary research indicates that for
example, CaLD women with disabilities

b) Ongoing regular meetings with relevant areas that report on
diversity indicators such as Access and Equity and P&C to

are further impacted through greater ensure opportunities to knowledge exchange are always

accessibility barriers to disability support identified.

and services. c) Implementation of engagement strategies to encourage more
staff self-reporting based on diversity indicators such as
CalD.

Timeframe

(start &
end)

Q4, 2025

Q1, 2025

Q4, 2024

Person/Group
responsible for

implementing action

Senior Leader
accountable for
action delivery

e ODVC(RF) — Program ¢ DVC(RF) — AS Lead

Manager AS
e MWSC - P&C Lead

e Director, Access &
Equity

Supported by:
e Director, P&C

e DVC (Students, Equity
and Indigenous)
[DVC(SEI)]
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Ref.

Rationale/Evidence

Actions & Outputs

ECU’s SET includes the Vice-Chancellor /Actions

(VC), Deputy Vice-Chancellors (DVCs), 1.4. Onboard new executive staff in STEM schools of SENG
and Vice-Presidents (VPs) who provide and SSCI including coaching around ECUs AS
high-level advice to Council, including on imperatives:

gender equality, diversity and inclusion 1.4.1. Meet with STEM (SSCI and SENG) EDs to discuss

(GEDI) matters. University Executive (UE) . . . e ]
includes the Senior Executive Team SC|erlce in Australia Gender Equity Limited (SAGE):

(SET) and Executive Deans (EDs). % AS Bronze Award 2018; and
« AS SAGE Cygnet Awards 2022 — 2023.

1.4.2. Deliver user access and relevant training on ECU’s
AS Data Dashboard.

In 2024, ECU will have two new EDs for
Science, Technology, Engineering,
Mathematics (STEM) disciplines: School
of Engineering (SENG) and School of
Science (SSCI) (where gender imbalance
in favour of men is greatest).

Outputs
A) ED’s of STEM schools are:

e Fully briefed and across all ECU AS activities and
It is important the STEM ED’s on initiatives.
commencement are fully across the
gender equality progress to date at ECU.
This includes AS reports on all GEDI .
issues relevant to their specific schools in
order to report on the work to date and
maintain momentum.

e Trained to access and use ECU’s AS Data Dashboard.

Across relevant Cygnet Action Plans and Silver Award
action items for which they are accountable.

Timeframe

(start &
end)

Q2, 2024

Q2, 2024

Q3, 2024

Person/ Group Senior Leader
responsible for accountable for
implementing action | action delivery

o ODVC(RF) — Program|e DVC(RF) — AS Lead

Manager AS

e EDs STEM schools

e Working Groups for
Cygnet and Silver
Award Action Plans
(STEM members)

e AS School Champions
(STEM
representatives)
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SECTION 2 — KEY BARRIERS TO ATTRACTION, RETENTION
AND/OR PROGRESSION

KEY BARRIER 1: Lack of development strategies to assist women in STEMM (wiS) to
prepare for promotion

Evidence of Barrier

Table 11 shows an overview of the steps taken to understand and address the key barrier to date:

How we know what the barriers are.

o Data shows that the number of wiS is low in senior levels.
e Analysis shows that wiS are successful when they do apply for academic promotion, however, application rates are low.

How we know why these barriers are problems

Numerous challenges were expressed during engagement with women in STEMM focus groups, workshops, interviews, and
surveys during 2019 — 2023:
Lack of development strategies provided by the University and/or awareness of available guidance processes/lack of University
marketing of these processes to know ‘how’ to prepare and apply for promotion e.g.,

> "l don’t get that back and forth. | do that for my students so why isn'’t it done for me?”

» “... wanted it to be someone that helps you with it; how do | navigate ASPEO (Academic Staff Performance Expectations and

Outcomes Framework). How do | work towards promotion etc. Sponsorship is different. Sponsorship is deliberate.”
» “Don’t know much about the new frameworks.”

Planning for career progression and academic promotions e.qg.,

» “For me it was about motivation — | had watched two women that | admired and that | aspired to be like, apply for promotion to
a ALEVC and both of them were rejected. Despite the fact that they were incredible. One of them was a course coordinator,
they had published papers and | can’t imagine how they got it done, both course coordinators, but a man who also applied and
hadn’t done any of what they had done got promoted and they didn’t.”

» “Another thing | am struggling with is the length of time in the whole academic promotions process. It was July | think we had
to put in the application, and | get my result in November (4 months). Writing the application took 6 months ... | think that is
quite a negative experience for people going through the process that it takes so long. It needs to be timely.”

Lack of opportunity to develop as leaders e.g.,

» “So many hurdles to jump through in that promotion application and one of them is — what leadership have you done? ... But
you really have to go and forge your own leadership opportunities ... or you can only be a ALEVC to go for the opportunity but
in the ALEVC application you need to show you have done leadership, but you are not allowed to apply for it because you are
not ALEVC. Chicken and egg. Need to be an ALEVC for leadership but need leadership to be an ALEVC.”

» “So, my issues are the length of time for promotion and knowing the outcomes, the opportunities are just not there (to show
leadership) and the leadership opportunities are pushed down through the Executive, within the University to the Executive of
the school, who then make a decision. They are not pushed down from the Executive of the University to the people of the
University. It comes down this pipeline ....”

Mentors and academic networks to successfully progress wiS careers e.g.,

“Sometimes we keep our problems to ourselves. But if we talk there might be changes.”

“Just being able to sit down and test own assumptions.”

“In terms of culture. Here we have more women. But interactions are not high as we are all so busy.”
“As a woman | hear — oh well you haven’t had kids so you can do it.”

YV V VYV

Leadership and | ¢ Appointed EDs of SCI/SENG to be on ECUASCC, engaged with SNM/SMHS AS Champions and their

accountability respective schools and across schools.

o AS focus through school executive meetings and AS Bronze and Cygnet Action Plan tracking in the schools.
Regular meetings of AS Team with AS Champions.

* Reporting to whole-of-school meetings on AS through combined AS Champions/ AS Team approach.

Honesty and | « Qualitative evidence used by the STEMM schools to design and implement corresponding STEMM actions.

self-reflection ¢ Applicant rates used as the preferred metric for comparisons.

o Recognition that data is not easily accessible, and some data is lagging being taken into account in system
enhancements and reporting measures.

o Acknowledgement that the academic promotions process can be arduous and that junior level women can
struggle, is being addressed in future frameworks.

Communication | e In 2019 (post Bronze consultation), conducted a follow up with women. Ran eight focus groups with 55 staff
and to develop and encourage women to apply for academic promotion (predominantly women in STEMM).

engagement ¢ In 2022, an external consultant ran a survey and detailed focus groups with 40 women in STEMM disciplines
to seek consultation on progress from actions from the ASBAP.

e 2019 — 2023 - one-on-one in-depth interviews/consultation sessions with the AS Champions in SMHS (N=3).

e In 2023, follow up promotion and cultural interviews with SENG/SNM as part of the Cygnet Awards process,
also facilitated by an external HR consultant.

Data analysis | « Data monitored, reviewed, and reported on a regular basis.
and discussion | o Ongoing and consistent follow up with accountable leaders.

Table 11: Overview of the steps taken to understand and address the key barrier to date.
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At ECU, academic women in STEMM disciplines (wiS) are underrepresented at senior levels. The number of

wiS at Academic Level [ALEV(C-E)] across ECU’s four STEMM schools (SENG, SSCI, SMHS and SNM) is
low (Table 12).

Table 12: Academic women across ECU'’s four STEMM schools by number and percentage.

As per above, when calculated as a percentage of headcount in each school, SENG and SSCI have the least
women (22% and 36% respectively) however, there were still notable increases across this timespan. SMHS
shows a decline in women between 2019 and 2023 by 5%, with SNM decreasing the least at 4%.

While SNM is dominated by women in numbers, further breakdowns in Table 13 (below) and Figures 13 and

Figures 14 and 15, reflect significantly less numbers of women in ALEVD and ALEVE compared to the number
of women at more junior academic levels.

The drop is proportionately greater than in the neighbouring STEMM schools, while both SSCI and SMHS
show declines at ALEVE, they have a more even spread at ALEVD and downwards.

2023 Academic staff headcount by academic level and gender (%)

100%
100% 100% 100%
86%
80%
77% 70% 76%
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Figure 13 Scissor Graph showing the percentage of women and men across the four STEMM schools.
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2019 2023 2019 2023
Women 5(100%) | 10 (100%) | 22 (92%) | 26 (76%)| 11(85%) | 11 (100%)
0 0 2(8%) | 8(24%) | 2 (15%) 0

4 (100%)
0

5(100%) | 5(100%) | 5 (100%)
0 0 0

A
Year 2019 2023 2019 2023
Women 18 (67%) | 13 (54%) | 40 (77%) | 43 (70%)
9(33%) | 11 (46%) | 12 (23%) | 18 (30%)

15 (54%)
13 (46%)

13 (62%) | 11 (79%)
8 (38%) | 3 (21%)

6 (67%)
3 (33%)

5(25%) | 6 (32%)
15 (75%) | 13 (68%)

2019 2023 2019 2023
Women 2(20%) | 5(50%) | 12 (41%) | 15 (50%)
8 (80%) | 5(50%) | 17 (59%) | 15 (50%)

2 (14%)
12 (86%)

3 (23%)
10 (77%)

8 (33%) | 6 (43%)
16 (67%)| 8 (57%)

2 (29%)
5 (71%)

1 (8%)
11 (92%)

Level

Year 2019 2023 | 2019 2023
Women 1(20%) 0 3(43%) | 3 (30%) 0 3 (23%) 0 0 0 0
Men 4 (80%) 0 4(57%) | 7 (70%) [13 (100%) |10 (77%) |5 (100%) | 4 (100%) | 3 (100%) | 2 (100%)

Table 13: Academic staff headcount across ECU'’s four STEMM schools by academic level, headcount, and percentage (SNM, SMHS, SSCI, SENG).

It is important to track progress and/or trends over regular intervals across extended period. This is important
particularly when examining small numbers (versus ‘broad brush’ analysis which is easier with larger
numbers) and during unforeseen events such as the COVID pandemic where exceptional ‘dips’ may be
observed.

As per below, bar and scissor graphs provide a visual representation of trends and ‘the story’ over time, with
progress or lack of desired impact can be which can be clearly displayed over an extended period. Five years
is a suitable time frame to assess progress against actions given ECU’s Bronze Action Plan is between 2018
and 2023. Peaks and troughs observed can be backed with narrative that clarifies key trends.

Headcount - Academic staff in SNM by level and gender - 2019 - 2023
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Figure 14: STEMM schools: SNM data — academic staff headcount 2019 — 2023 by school, academic level and gender.
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Headcount - Academic staff in SMHS by level and gender 2019 - 2023
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The academic staff data as per Table 13 and the Figures 12-15 above, indicate the following (Table 14):

School Gap analysis: Headcount of women across STEMM schools between 2019 to 2023.

SNM The number of women steadily declines at ALEVD and ALEVE with a bottleneck at lower academic levels. The graph
above showing that over the five year period the number of women at ALEVD and ALEVE is never above five.

Also, the number of men in SNM is comparatively low to women, although the number of SNM men did improve in
2023. Generally, ALEVB is where most men in SNM are currently located. Previous years had shown a greater spread
across numerous academic levels, however as of 2023, all men reside at ALEVB (24%). While analysis of wiS does
have linkages to men in SNM, it is not the focus of this key barrier, and proactive steps have already been taken by
the School to increase the numbers of academic men in 2024 (not reflected in dataset as not a complete year). The
lack of women in senior levels does not correlate to position availability but rather the pipeline losing steam as it
approaches the professoriate level and the explicit absence of men.

SMHS With 60% of the school identifying as women, markedly in recent years, the overall number and percentage of women
has declined. Specifically, at ALEVD, moving from 79% academic women in 2019 to 67% in 2023, a key area of
analysis and an indicator that this barrier needed future monitoring and investigation. SMHS women have left ECU at
ALEVD and are not being promoted or hired at the same rate. Although there are more ALEVD women than men in
SMHS, this number changes sharply at ALEVE.

SSCI The number of women in SSCI and SENG (STEM disciplines) is substantially lower than SNM and SMHS (the +M
disciplines, often more dominated by women). In SSCI, although the number of women in 2023 was steadily increasing
for ALEVC, it then drops for ALEVD from 45% to 29% (voluntary retirements played a role here). Women at ALEVE
only increased by one person from 8% to 14%. This aligns with the ongoing and recognised issues in STEM
disciplines, namely women progressing from ALEVB to ALEVC — a significant justification for this key barrier.

SENG The number of women in SENG has increased significantly by more than 100% moving from 9.2% in 2019 to 22% in
2023. A concentrated effort to employ and retain women in the School was undertaken over the course of ECU’s
Athena Swan Institutional Bronze Award Action Plan (2018-2023), however it was only in 2023 the School had its first
academic women receiving academic promotion.

Table 14: Gap analysis academic women headcount by STEMM school (SNM, SMHS, SSCI and SENG) — 2019 to 2023.

The breakdown of available data provides an overarching analysis which clearly identifies opportunities for
action and strategy development. The wiS headcount had been improving for SSCI and SENG as a result of
targeted actions (ASBAP). In 2019, the wiS headcount was higher, however, during the COVID-19 pandemic
the proportion of wiS declined in 2020/2021. This included the loss of senior academic women due to a
number of voluntary retirements (specifically in SSCI), depleting the proportion wiS and resulting in only slight
improvements across 2022/2023. This subsequently impacted momentum in building wiS numbers.

All STEMM schools (except SNM) still show an under-representation of women at ALEVE and some schools
at ALEVD (SSCI), despite ECU’s Cygnet Award #2 and its focus on recruitment and promotion processes.
The past five years of trend data highlights persisting barriers to achieving academic promotion.

Headcount and academic promotion

Data analysis offers a comprehensive view of staff levels across all schools, with opportunities to focus on the
lower numbers of women in STEM (and then STEMM) schools and their application rates relative to the
applicant pool. As previously illustrated, women are underrepresented at higher academic levels across
STEMM disciplines, with variations in representation across each school. This data presented ECU with an
opportunity to ask why headcount was low and look at application rates for academic promotion.

Having a lower number of wiS results in fewer instances of academic promotion and opportunities for women
to be promoted by virtue of the fact there is a lower pool of wiS to be promoted in the first case. Given academic
promotion takes approximately three to five years between each level and recruited women are not eligible
for at least one year of employment at the University, and unsuccessful applicants must wait another year
before reapplying, there are significant limitations in having low numbers of wiS i.e., in the pipeline e.g., only
two women currently at ALEVD in SSCI means only two women maximum could be promoted (if they are
even eligible).

With low numbers of wiS being promoted particularly at senior academic levels (and on an intermittent basis),
the ongoing theme of underrepresentation of wiS continues given the limited pipeline for progression.
However, ECU sees the key reason for the low promotion rates as the low number of wiS actually applying
for promotion — it is not success rates as the data shows, when women apply for promotion, often more than
not, they are successful (Tables 15 and 16).

Application rates for academic promotion

Tables 15 and 16 provide an evaluation of applicant rates for promotion to senior levels (ALEVC-E) in the
context of the number of women that constitute the available pool at the level immediately below over a three-
year aggregate.
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Applicant rates are the preferred metric for comparisons? but can be difficult to capture reliably as they require
measuring the eligible pool of ‘potential’ applicants at each level, year to year®. Various policies and
procedures will change eligibility criteria from time to time and identify and match data across the individuals
adding further complexity to creating system level rules or formulas. For this reason and simplicity, the data
will provide valid, though less precise percentage comparisons.

2018-2020 STEMM promotion applicants [3 year aggregate)

all By % # St-afF ?t % W at Application Rate
Applicants Gender Applicants Application Application o Success Rate %
w Level
Level
W I W W M W Wl W M

SNM
ALEVE to ALEVC =] =] 0 100% 25 2 93% 26% [ 30% 0%
ALEWVC to ALEVD 2 2 o 100%: 10 2 B0% 20% 0% 50% S0%:
ALEVD to ALEVE o o o 0% 3 0] 100% 0% [0 0% 0%
SMIHS
ALEWVE to ALEVC 15 11 4 F3% 36 13 73% 31% 31% 75% 50%
ALEWC to ALEVD 7 4 3 43% 14 24 B0%% 29% 13% 1002 30%
ALEVD to ALEVE 8 4 4 50% 8 15 B80% 50% 31% 25% 100%
S55CI
ALEVE to ALEVC 13 5] 7 46% 13 21 38% 46% 33% 100% S0%
ALEWC to ALEVD 5 1 4 20% 3 7 30% 33% 57% 100% 25%
ALEVD to ALEVE 1 0 1 0% 4 ] 32% 0% 13% 0% 0%
SENG
ALEVE to ALEVC 2 0 2 0% 2 7 13% 0% 29% 0% 50%
ALEVC to ALEVD 3 o 3 05 o 12 056 0% 25% 0%5 100%
ALEVD to ALEVE 2 0 2 0% 0 5 0% 0% A40% 0% S50%

W= "Women M = Men
Table 15: 2018-2022 promotion applicants by gender STEMM schools.

2021-2023 STEMM promotion applicants [3 year aggregate)

% # Staff at L
All By . At a % W at Application Rate
Applicants Gender Applicants Application Applicati o Success Rate %
pp w Level pplication
Lewvel
w | m w w | m W M w M
SNM T T
ALEVB to ALEVC 6 a | 2 57% 27 | o 75% 15% N/ 22% 75% | 0%
ALEVC to ALEVD 2 2 | o 100% 10 | 3 77% 20% 0% 100% | 0%
ALEVD to ALEVE 0 o | o (0% ) a 1 100% o% 4\ 0% 0% 0%
— " ey
SMHS — — _
ALEVE to ALEVC 7 a | 3] [ s7%Y ag | 16 [ 75% 8% 19% | 100% | =3%
ALEVC to ALEVD a 1| 3| Nosw/ 13 | = \.60%/ % 38%. | 100% | 66%
ALEVD to ALEVE 3 2 | 1 66% 7 1 66% 29% 25% 66% | 33%
S55CI — — ——
ALEVB to ALEVC 5 o [ s/ o% N[ 18| 21|/ s3 \|[/o% 24% N | 0% | so%
ALEVC to ALEVD 3 1 [ 2]l 33% ]| = 15 || s3% )| 13% 13% || 100% [ so%
ALEVD to ALEVE a 1 | 3N 5% S| 2 s |\ 3o% J [\ so% 60% /| 100% | se%
e e m——
‘\\"-q-_____—-'/
SENG —
ALEVB to ALEVC 1 3 | 1 75% 1 s |/ s7% \]| 75% 20% 100% | 83%
ALEVC to ALEVD 0 o | o 0% 3 0% % 0%~ | 0% | esx%
ALEVD to ALEVE 1 o | 1 0% 0 g |\ 0% J Noo% 13% /| 0% | 3%
J— e —

W =Women M = Men
Table 16: 2021-2023 promotion applicants by gender STEMM schools.

2 In academic promotions, the numbers by level, gender, and by year, are very small at the school level, and using percentages for comparison can
be opaque. Therefore, an aggregation of the numbers across 3-year windows was performed to enlarge the size of the cohorts to allow better patterns
to emerge and percentages to be meaningfully interpreted (Table 12 and Table 13).

3 Alignment of the percentage of applicants in a year(s) round by gender against the percentage of that gender at the applicant (from) level indicates
whether a pipeline is flowing at an appropriate rate or has restrictions.
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Applicant rates for women in all STEMM schools are low compared to the relevant pool size and compared
to ECU averages for all schools/disciplines.

A summary of the specific gaps (Table 16 — red circled) follows below (Table 17):

SSCI In the 2021-2023 period, with 53% of women at application level from ALEVB to ALEVC, it is disappointing to
observe a 0% application rate. This is a significant decline given in the 2018-2020 period, with 38% of women at
the same application level, there was a 46% application rate.

SSCI applicant rates to ALEVD/E are consistently below the percentage of women at applicant level, over the 6-
year period. When ‘on par’ with representation of women in the staff cohort at the applicant level, e.g., ALEVD in
2021-23 (33%), this rate is still below the gender parity being sought at ALEVD/E (50%) in the longer-term.

SMHS SMHS applicant rates are consistently below the corresponding proportion of women at applicant level across the
whole 6-year comparison period. Exception is applicant rate to ALEVE in the 2021-23 period where they formed
66% of all applicants. The corresponding rate of women at ALEVD is 33%. This should be seen as encouraging
and sustaining this level will see the gender balance at ALEVE achieved within a few years, particularly if
supplemented by targeted recruitment.

SENG SENG applicant rates for women ALEVB/C have improved across the comparison period 2018-2023 from zero
applicants from a 13% cohort at ALEVB (2018-20), to 75% of applicants corresponding with women at 57% of the
at ALEVB (2021-2023). This improvement is a result of specific approaches from targeted actions for the School
as per ECU’s Bronze Award Action Plan 2018-2023.

Table 17: Table of ECU analysis of gaps identified for academic promotion rates by STEMM School (SSCI, SMHS and SENG) 2021-2023.

Overall, the staff pipeline for women up to ALEVC in STEMM schools has improved over recent years but is
still a barrier especially at ALEVB-C initially and then ALEVC-D. The only school performing well in this area
is SENG and only because of targeted actions over the past 5 years have worked to ensure the first cohort of
women was ready for promotion; accordingly, given promotion cycles, the next 3-year aggregate will return to
a lower improvement rate. Hence, the challenge remaining is the conversion rate of those promoted to ALEVC
to the most senior levels of academia (ALEVE) where the promotion criteria become more competitive, and
the numbers of staff employed, and promoted, are much smaller.

Australia’s talent pool is limited by the underrepresentation of women in STEMM education and careers such
as the SSCI PhD candidate in Figure 16.

Figure 16: ECU SSCI PhD candidate Samantha Ridgeway was featured in the ABC news; Perth rocketeer aims for new record with one
of Australia's most powerful amateur rockets. Samantha, a wiS, was the first Australian woman to be certified as a Level 3 Rocketeer.

Still, several academic promotion milestones were achieved in the past 12 months (Table 18):

1 | Inclusion of strategies within the ECU Strategic Plan to address gaps of underrepresentation across marginalised groups.

2 | The first women being promoted to Professor in the SSCI, and the first women ever being promoted in SENG.

Table 18: Key milestones for ECU’s STEMM areas across 2023-2024.
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Intersectionality considerations

As part of both the standard academic promotion process review, and the additional application work for
Cygnet and AS Silver Awards, ECU analysed academic promotion outcomes from 2019 - 2023. Initially, the
analysis focused on gender, but ECU subsequently considered intersectional factors that might influence
these outcomes. These factors include Aboriginal and Torres Strait Islander status, disability status, and
culturally and linguistically diverse (CaLD) backgrounds, with outcomes reported in Table 19.

Aboriginal and Torres q There was zero Aboriginal and Torres Strait Islander
. 0% N/A . .
Strait Islander people that applied for promotion.

. - For all genders, out of the four applicants 3 were

0, 0,

Disability 2% (4) 75% (3) successful.
Culturally and o o For all genders, out of the 67 applicants, 35 were
Linguistically Diverse S () 225 (35 successful.

Table 19: Summary of ECU analysis of academic promotions and intersectional considerations across the period 2019-2023.

Aboriginal and Torres Strait Islander Staff

In 2023, 38 staff members identified as Aboriginal and Torres Strait Islander, with 76% (29) being women.
This represents an increase from 2019, when there were 31 staff members, of whom 58% (18) were women.
Despite this increase in numbers, only 10 of these staff members in 2023 were academic staff (26%), and
among them, two were already at ALEVE, the highest academic level, thus ineligible for further promotion.
Thus, a significant portion (74%) of ECU’s staff identifying as Aboriginal and Torres Strait Islander are
professional staff and professional staff do not apply for promotion under the Academic Careers Framework.

Of the academic Aboriginal and Torres Strait Islander staff, the 8 out of 10 who were not promoted in 2023,
was because of a myriad of reasons, namely as many staff were not eligible for academic promotion yet. At
ECU, the standard norms for academic promotion include that promotion is considered to be “accelerated” if
achieved between three to five years since the last promotion/ commencement and before three years would
be considered “exceptional’. This is comparable across universities in the sector particularly as when
academics move into higher levels, evidence of consistent and sustained achievement is necessary.”

In 2019, there were only seven academic Aboriginal and Torres Strait Islander staff members at ECU; not
withstanding voluntary redundancies, this means those seven would only be due for promotion in 2024.

ECU has previously identified the absence of Aboriginal and Torres Strait Islander applications for promotion
as part of a broader issue concerning the employment and career progression of these groups. This
acknowledgement of an issue is aligned with the University's ongoing initiatives spearheaded by the Deputy
Vice-Chancellor (Students, Equity, and Indigenous) and driven through ECU’s strategic plans such as the
Aboriginal and Torres Strait Islander Plan and the Aboriginal and Torres Strait Islander Workforce Action Plan
2022 — 2029 (Table 20).

1.Ensure all ECU students engage with Aboriginal and Torres | 6. Expand high-quality international student experiences for

Strait Islander content, perspectives, and histories. Aboriginal and Torres Strait Islander students.

2.Lead Western Australia for Aboriginal and Torres Strait 7. Grow our Aboriginal and Torres Strait Islander workforce
Islander access and participation.

3.Establish a whole-of-institution approach to success and 8. Support ongoing career development for Aboriginal and Torres
retention for Aboriginal and Torres Strait Islander students. Strait Islander staff.

4.Become a national leader in Aboriginal research. 9. Develop relationships with external partners to empower

Aboriginal and Torres Strait Islander communities within and

beyond the University.

5.Support and empower Aboriginal and Torres Strait Islander 10. Explore entrepreneurial engagement with industry and
higher degree by research (HDR) candidates communities to share ECU’s expertise in Aboriginal and Torres

Strait Islander matters.

Table 20: Overview of the Aboriginal and Torres Strait Islander Strategic Support Plan 2022 — 2026.
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Disability and CaLD Status

ECU's thorough analysis of intersectional factors in academic promotion outcomes reveals critical areas for
improvement aiming to foster a more inclusive academic community. The intersectional analysis on ECU’s
available collected diversity data for academic promotion included staff who reported as having disabilities
and those from CalLD backgrounds. ECU reviewed four-years’ worth of academic promotions data,
considering these intersecting diversity factors both independently and in conjunction with gender.
However, the number of people identifying as having a disability was low, hence ECU was unable to ascertain
meaningful trends. Since 2019, only four applications for promotion were reported as originating from
someone experiencing a disability. Of those four, three were successful (75% success rate against 52%
University-wide).

From 2019-2023, ECU has strong representation of CaLD applicants through academic promotions to
ALEVC. However, only one CaLD woman applied for (and was successful) for ALEVD or ALEVE in 2023. In
Figure 17, for a wider perspective, the University is seen as a whole, before being broken down by STEMM
schools as the focus of the data analysis in Table 21.

Academic Promotions Applicants by level, gender and CalD 2019 - 2023

ALEVD ALEVE
22 | 23 19 | 20 21 | 22 23 | 19 | 20 | 21 22 23
T E EEE=E=ZT =EEEZEEZE ST =E=Z=ZT=s==EZT=sE===zEEs===c==T====ss=z=ss====s &=
B

Academic Level, Year, Gender

ALEVE ALEVC
19 20 21 22 23 19 20 21

=]
¥
=
o
o

10 12 14 16 1B

Staff headcount {number) m CalD m Non-CalD

Figure 17: Applicants for academic promotion by level, gender and CaLD status overall for ECU (vertical axis commences with 2019 and ends
in 2023, i.e., 19 - 23). W = Women M = Men

4 Aligning with the ideas that women specifically from CalD backgrounds or with disabilites may face compounded challenges that are not
immediately visible when considering gender alone.
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In the reviewed period 2019 — 2023, when cross referenced with gender, CaLD women across the STEMM
schools do not regularly appear as applicants for promotion beyond ALEVC (Table 21). SNM and SMHS had
lower CaLD staff applying for promotion and SNM specifically with no women applying for ALEVE at all in 5
years. Hence, this is why ECU chose this as a Key Barrier for a Cygnet and expects there will be many cross-
disciplinary learnings from the monitoring of that Cygnet Action Plan.

ALEVB ALEVC ALEVD ALEVE Total
2019 2020 2021 2022 2023 2019 2020 202 2022 2023 2019 2020 2021 2022 2023 2019 2020 2021 2022 2023
W‘M W|M W|M W‘M W‘M W‘M W‘M W‘M W|M W|M W‘M W‘M W‘M W‘M W|M W‘M W‘M W‘M W|M W|M

SNM
CalD 1 1 1 2 1 1 7] CalD
Non-CalD 1 1 2 2 2 1 2] 1] 1 2 1 1 A7 | Non-CalD

SMHS
CalD 1 2 1 1 1 1 1 1 9] CalD
Non-CalD 21 2] 2 2] 2 2 411 1 2 1] 2] 1] 1 1 10 1) 1] 1) 1] 3] 1 1] 1 37 | Non-CalD

SsCI
CalD 1 1 1 3 1 3 1 11] CalD
Non-CalD 2] 2 1 1 1 1 10 1 1 1 2] 1 15 | Non-CalD

SENG
CalD 1 3 2 2 1 1 10| CalD
MNon-CalD 1 1 Non-CalD

Total - STEMM STEMM CalD

CalD 1 2 3 2) 1] 3] 4] 1] 2| 4] 5] 3 2 2 1 2 1 1 1 41 Applications
Total - STEMM STEMM Non-
Non-CalD 1 21 2] 3 21 2) 2 6] 2] 6] 2] 2 20 21 2] 1] 1] 2] 2] 1 11 2] 2] 3] 11 2] 3] 1 2] 1 2] 1 66 CalD Applications
AIECU Total -

CalD 11 20 1] 3] 1] 3 2) 1| 3] 5] 3] 3] 1] 7] 7] 2 3 Ll 3 1 3 1 1 1 1 67 CalD Applications
All ECU Total MNen-CalD
Non-Cal D 4] 4| 4[ 7] 4] 2] 4] 3] 3| 1[0 4 8] 5| 6 6] 3| M[ 6] 4] 1] 6] 2{ 2] 2| 6| 2| 7] 6| 2| 2] 4] 1| 3| 2] 2| 2| 2| 1 154 Applications

W = Women M = Men
Table 21: STEMM school applicants for academic promotion by level, gender and CalLD status.

Through dissecting these different cuts of data, we can identify contextually where core inequities are located.
By analysis of this CaLD data over the four STEMM schools, in 2023 there was only one woman in total that
applied for promotion at ALEVE, in SMHS (Table 21). Figure 17 indicates this was less than the women who
do not identify as CalLD (no CaLD men applied). SMHS has a more consistent number of CaLD staff compared
to the number of overall CaLD academic staff in the School. Although there are smaller numbers, there are
women at ALEVD, indicating a potential pipeline of women. Also, 67% (4/6) of the CaLD staff applying for
promotion were successful in SMHS.

The total number of CaLD academic women across ECU in 2023 was 91. All STEMM schools had lower
numbers of women than men applying for academic promotion. In SNM, despite being a school dominated
by women, in 2023 the full dataset revealed that CaLD women (Total N=14) are not represented above ALEVC
at all (only two CaLD women at ALEVC). Of the current 61 academic women in SNM identifying as non-CaLD,
between 2019 and 2023, 16 applied for academic promotions.

Additionally, CaLD women in SNM have not had a high success rate with academic promotions, with 100%
of applications for ALEVC from CaLD women being unsuccessful over the past five years (see Key Barrier 3).
This is why ECU’s Application concentrates on career development for CaLD women in SNM, in Key Barrier
3 building on the achievements of the corresponding Cygnet Award #3 (Diversity in SNM).

In contrast, SENG and SSCI had such low numbers of women in their respective schools, especially in senior
ALEVs, the initial focus was on increasing their numbers. Also, due to academic promotion norms, the women
in SENG are not due to apply for promotion to ALEVD for another three to five years minimum as they were
promoted in 2023 to ALEVC (all three SENG women that were promoted are CaLD women).

Consultation and feedback on academic promotion

As data showed little evidence of clear patterns, the issue of low application rates was explored with qualitative
data methods using dedicated AS focus groups in 2022 (contributing to Cygnet Award applications) and
interviews in 2023 (contributing to Cygnet and Silver Award applications).

AS focus groups were facilitated with relevant academic wiS, to capture their lived experiences and confirm if
ASBAP actions were being achieved. The focus groups were designed to re-visit the original themes identified
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from 2019 (referred to as a Time 1 review), supplemented with additional questions to assess any change to
the organisational career context as it is perceived by staff and improve staff engagement with Athena Swan
initiatives and guide future actions. In 2023, follow up AS promotion and cultural interviews with SENG and
SNM were conducted as part of the Cygnet Award.

2019 -Time 1 2022 - Time 2 2023 - Time 3

Focus Groups Focus Groups (Includinga
(Predominantly with STEMM survey with smaller groups)

in depth interviews

CalD women

women]) STEMM women

Six Broad Themes A. Enablers/Encouragers A. School of Nursing and Midwifery (SNM)

5 - Enablers {6 items) Enablers/ Barriers (CalD focus)

10 - Barriers B. Barriers/Constraints B. School of Engineering (SENG)

(5 items) Enablers/Barriers (Gender focus)

The focus groups were designed to gain a better understanding of the barriers and enablers for women participating, and succeeding, in academic careers in STEMM
at ECU. As part of the AS interviews there was a demographic section (a survey), which wanted to take account of intersectionality and recognise that a person’s
identity is shaped by a range of factors including age, cultural and linguistic background, disability status, gender identity etc.

Figure 18. ECU'’s qualitative data development model

Numerous challenges were expressed as per an overview in Table 22.

e  ‘[Academic Promotion] It’s not about how good you are, but how good you sell yourself.”
e  “People who have a more public profile or a champion on the panel get promoted.”

e “Id like to apply for promotion. Is it reasonable to say to my line manager that | want to reduce what I'm currently
doing [with teaching workload] to include more university service. i.e., being on more university committees.”

e  “For career advancement, negotiating the workload is the biggest thing for me.”

e ‘I didn’t study in Australia so | don’t have the links for my research that others may have.”
Table 22: Snapshot of women in STEMM staff quotes from focus groups and staff interviews, 2022 and 2023.

Mainly, feedback from ECU’s wiS, when asked their issues they would like addressed by the University,
reported lack of career promotion resources, lack of leadership opportunities and a lack of strategic
development or awareness of available guidance processes to know ‘how’ to prepare and apply for promotion
as per the sub-issues below.

Lack of development strategies or awareness of available guidance processes to know ‘how’ to prepare and
apply for promotion

Staff interviews with wiS indicated they felt there was inadequate guidance from their line managers for them
to know ‘how’ to apply for promotion, including the ongoing preparation that is required.

WiS reported they weren’'t aware of the long-term strategies ECU was promoting through all-staff global
(University-wide) emails, websites, SharePoint sites, and promotion information sessions. Consequently,
feedback (Figure 19) indicates a lack of awareness and understanding of ECU’s communication efforts and
resources already in place. Despite significant efforts, this highlights the need for the University to facilitate
uptake of these resources in a customised way, e.g., via mentors at a school-level.

“I haven’t looked at ASPEO. Like how would I? | am so busy with teaching and finding time for research.”
“I'd like to apply for promotion... | didn’t know there was a website with that information.”

“From my point of view, I've recently applied for promotion and was successful [from ALEVA] to an ALEVB but going to ALEVC
is way more complex [to me].”

“You need to know what to do, but it’s just confusing...”

“Lack of clarity for promotion process.”
Figure 19: Staff quotes on academic promotions.

Develop and implement a ‘career advancement checklist’ equipping line managers to inform all ALEVs — ALEVC

Action 2.2. 1 4pough to ALEVE (for all ECU staff).

Action 2.3.1 Continue monitoring of ECU’s wiS workforce through school specific P&C Plans.
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ECU is phasing out the previous academic promotion framework, the Academic Staff Performance
Expectations and Outcomes Framework (ASPEO). ASPEO will be superseded by ECU’s new Academic
Careers Framework (the Framework) that will be more reflective of the unique journeys staff face,
accompanied by a range of organisational enablers, and provides academic staff with significantly greater
clarity on performance expectations in the core areas of academic work. This includes what is currently lacking
in explicit advice for academic promotion for some wiS as it specifically aims to mitigate exclusionary barriers
to academic career success (Figure 20).

2 O\ I A

Detailed Plan Stakeholder Engagement Framework Approach
Co-designing with Interactive workshops, Design our approach to

Advisory Group interviews and surveys academic careers
C : O
Plan/Scope Research/Benchmark Analysis Finalise Framework
Advisory Group formation, Collation of data and Engagement feedback and Engage with stakeholders
TOR, meetings scheduled. insights for discussion academic workforce data to design new academic
paper framework

sse £y

| Q2 2022 > Q3 2022 iy Q4 2022 > 2023

Fiqure 20: ECU Contemporarv Academic Careers Framework Plan.

Action 2.2 Develop and implement a ‘career advancement checklist’ equipping line managers to inform all ALEVs — ALEVC
o through to ALEVE (for all ECU staff).

Action 2.3 Complete the Contemporary Academic Careers Framework Project, addressing issues with existing approaches
o and academic career structure.

Since mid-2022, ECU undertook extensive consultation as part of the Framework’s development to provide a
firm foundation for the development of the range of elements and policy and procedure renewal for this
profoundly different and innovative approach (Table 23).

1. Has involved stakeholder consultation and agreement. Timeline below spanning 2022 to present.

2 A key project objective is to: Assess internal perceptions and identify issues with existing approaches and academic
career structures, the parity of different academic roles, and future drivers of change through internal stakeholder
engagement.

3. A few relevant guiding principles are:

3.1 e ECU will value and support the emerging diversity of academic career trajectories and acknowledge that the
different components of academic work for an individual will change over a career lifecycle and be recognised in
the expectations of success.

3.2 e ECU will underpin academic career development by a contemporary approach to GEDI and mitigation of
exclusionary barriers to academic career success.

4. The Framework enables academic roles and is underpinned by systems, policies, and procedures.

5. Academic Working Group which has informed the Framework development. Several staff have strong links to AS

(and/or strong advocates):

Table 23: ECU Contemporary Academic Careers Framework Overview.

The Framework Project team created the Academic Careers Framework Approach (Figure 21).

Organisational Enablers

Teaching Frameworks

Research Frameworks
School Culture Academic Roles

Discipline Benchmarking
Professional Development
Capability Models

Systems, Policies and Procedures
Academic Promotions Policy
Academic Leadership Policy

Performance Management Policy
Academic Workload Policy
Recruitment Policy

CULTURE - TALENT - LEADERSHIP - CAPABILITY

Figure 21: Visual representation of the ECU Contemporary Academic Careers Framework approach.
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This includes a set of foundational Guiding Principles, which have been developed to describe what has been
identified as the essential components and expectations of contemporary academic work, as a means to
better align the purpose of the organisation to the aspirations of academics at ECU.

The following figure (Figure 22) disaggregates all the components of the Framework. This helps to focus the
thinking and discussion, to ensure all the different aspects and uses of the Framework can be captured.

Element Definition

1. Academic Careers This is the overarching narrative that defines what it means to be an academic at ECU,
Framework what success looks like, what ECU values, what an academic career looks like, and the
domains of activity that underpin these things.

2. Academic Careers The central ‘tool’ that is used by academics for the various applications (row five of Figure
Tool 1 lists the proposed applications of the Framework). The tool provides the definitions and
capabilities for each of the domains across the different levels (ALEV A — ALEV E).

3. Measurement A measurement tool that provides dashboards and data across each of the domains to
enable ongoing performance management and career development. This data will be
aligned with, and contribute to reward and recognition processes, including academic
promotions. This is similar to data available in current dashboards, however new
dashboards will consolidate these to reflect updated and agreed metrics and evidence
sources.

4. Assessment The approach to assessing performance against the domains and capabilities. A core
tenet of the contemporary Academic Careers Framework is that it should provide
flexibility in the way that academics demonstrate performance and impact. The
assessment process enables flexibility and discipline specific assessments.

Fiqure 22: Outline of the elements of the Framework.

In practice, the design of the Framework aims to attract, develop, and retain a more diverse and talented
academic workforce. The Framework ensures that all academic staff can see a clear and valued path to
professional growth and recognition. Outline of the elements of the Framework are below (Figure 23):

1. Academic Careers Framework

2. Academic Definitions Capabilities DlsmpI[ne specific
Careers Tool requirements

3. Measurement Teaching and Student
(Dashboards and data) Success Practice Citizenship

Research Engagement and Leadership and

4. Assessment

Figure 23: Key components of the ECU Contemporary Academic Careers Framework.

Three illustrative personas are provided (Figure 24) to highlight how the Framework will recognise
performance across diverse academic pathways. These personas demonstrate that success within the
ECU community is not a linear path and shows that academics can flourish at ECU whether their career
focus is on teaching, research, engagement and practice, or an integrated blend of all.
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LEVEL A

Dr. Jenna Schmidt

Jenna, an early careerresearcherin ECU's School
of Science, recently relocated from Germany to
Perth with her young family, drawn by the
university's collaborative research environment
and innovative spirit. Her passion for pioneering
researchis matched by her appreciation for the
supportive community at ECU.

Profile

Teaching and
Student Success

Dr. Roger Williams

Roger has been at ECU for nearly 20 years. He
teaches in the Western Australian Academy of
Performing Arts and is passionate about providing
an excellent learning experience for every student.
He feels deeply connected to the University's
vision, values, culture, appreciates the outstanding
facilities, and plans to stay until his retirement.

Teaching and
Student Success

Dr. Anushka Patel

Anushka, with a decade of industry experience,
recently transitioned to academia as a mid-career
academic at ECU's School of Medical and Health
Sciences. As a Perth local, she values the chance to
enhance her academic standing and relishes the
knowledge-sharing culture fostered by her skilled
colleagues at ECU.

Teaching and

Student Success

Base-level
Leadership and
Citizenship

Leadership and
Citizenship

performance across
each domain

Leadership and
Citizenship

Research Research

Research

Engagement and
Practice

Engagement and

Engagement and
Practice

Practice

Note: the above personas are illustrative only, and do not prescribe performance levels for academic staff

Figure 24: ECU Contemporary Academic Career Framework lllustrative personas.

Key differences of the new Academic Careers Framework compared to the previous ASPEO Framework
(Table 24).

New features of the Academic Careers Framework

e The introduction of "Engagement and Practice" as a new domain, expanding the recognition of academic activities and
achievements beyond traditional boundaries, with an explicit outward-facing practice focus.

¢ More flexibility in the model allowing academic staff to focus on domains most relevant to their roles, without the requirement to
demonstrate performance across all domains.

o Commitment to scholarly pursuits and discipline-specific requirements across all domains, ensuring that the Framework supports
a rigorous and relevant approach to academic work.

¢ Inclusive design that recognises and values the diverse identities, backgrounds, and achievements of all academics, supporting
career development in a way that is responsive to changing academic landscapes and personal aspirations.

e The Framework moves away from defining set ‘roles’ for academics (e.g., teaching only, research only, teaching and research)
and instead provides opportunities for academic staff to focus on demonstrating their unique strengths.

e The Framework is designed to support a variety of different applications at ECU: career development, promotions, recruitment,
and performance. A single, agreed, definition of academic capabilities at different levels will ensure clarity and transparency for
all ECU academic staff on expectations and measures of success.

o lllustrative personas are provided above to highlight how the Framework will recognise performance across diverse academic
pathways.

Table 24: New features of the Academic Careers Framework.

Planning for career progression and academic promotions

Additionally, (even though ECU encouraged academic promotion) many wiS expressed they did not have
career progression/academic promotion discussed in their annual performance review cycle, ECU’s
Management for Performance System (MPS), for them to plan at least a year-or-two ahead (Figure 25).

“I look at the ASPEQO framework, but | would really like to have someone on a year-to-year basis speak to me and say “You have
this, but need more focus on that”. | think I'm strong at it but maybe I'm not.”

“If 'm going to apply in a couple of years. Collate the outcomes and evidence need to put it away for outcomes and evidence.
Need to bank it. Don’t leave it until you have the ‘bandwidth’ that is a big job.”

“[Promotion] requires people who understand the promotion process. Doesn’t mean it shouldn’t be done or can’t be done.
Figure 25: Staff quotes on academic promotions.

ECU will now develop and implement a ‘career advancement checklist’, equipping line managers to effectively
operationalise the MPS process.
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School-specific promotion sessions will interpret the new Academic Career Framework and promotion standards
Action 2.1.1. | for the levels that are showing sustained gaps in the relevant discipline context. Particularly for non-traditional
career path patterns.

Develop and implement a ‘career advancement checklist’ equipping line managers to inform all Academic Levels C

Action 2.2.1. | A| EVC) through to ALEVE (for all ECU staff).

Mentors and networks which aim to successfully progress wiS careers

There was a mixed representation in participants who expressed that they were encouraged to apply for
promotion. Those who did have a mentor had successfully progressed and were promoted through the
promotions system showing the importance of these discussions (Figure 26).

“I think having a mentor internal or external gives me a better opportunity to be promoted”.

“I pull all my work together and give my papers to my mentor - | ask them to read my resume and my application because they
will see the gaps and then | will know what to do [for academic promotion].”

“The main barrier that | see at this stage for progression, because I'm not considered an early-career academic, | couldn’t apply
for research. There isn’t another academic [role-model/mentor] in the school with the same research interests as my research.”

Figure 26: Quotes from wiS acknowledging benefits of a mentor to boost academic promotion prospects.

Building on the previous points, wiS wanted their supervisors/mentors to mentor/coach them on what to expect
for academic promotion, i.e., at MPS, or generally across the years, to guide them on addressing the criteria
and collating/presenting their evidence for promotion.

As part of ECU’s AS journey, there have been several initiatives to engage with wiS, namely through surveys,
focus groups and confidential staff interviews. ECU continuously profiles women to give them a voice and
promote networking opportunities, through the AS webpages and our commitment to equality and diversity;
‘Our Stories” women in STEMM series and the ‘News and Events’ pages (Figure 27).

Athena Swan in action at ECU

n Leam about how various members of our community pursue their studies and careers at ECU in both academic and professional capacilies

| Dr Masoumeh Zargar

» ~—
R -
© & 63
- ' za A 3 ~
About Development Our stories
Hub
The accreditation Learn about how
framework is based We offer targeted various members of Dr Sora Marin-Estrells
on ten key principles support and our community Hear from Dr Sora Marin-Estrella coastal ecolagy and biodiversity conservation researcher and lecturer for the School of
' . ) . . Science al ECU South West
which commit to professional pursue their studies
creating gender development and careers gt ECU
inclusive workplaces. opportunities that in both academic
can allow you to and professional
grow and develop capacities.

Dr Jemma Berry
your career.
Hear from Dr Jemma Berry, 2021 WITWA Tech [+] Award winner and academic in the School of Medical and Health Sciences,

specialising in genetic and forensic science

"-( ~?_:-

= Associate Professor Annette Raynor
=l =9 st o
) Hear from Assaciate Professor Annette Raynor, an academic in Exercise and Sports Science, specialising in ‘Motor Leaming
Athena Swan Gender equity. Workplace and Gontrof in the School of Medical and Health Siences.
Charter Gender Equity,
At ECU we are
o Agency (WGEA)
The Charter is based deeply passionate
on ten key principles and committed to ECU is required to
that guide tertiary achieving gender report annually to Dr Stacey Reinke
education and equality as an Federal Gevernment Hear from Dr Stacey Reinke, Head of biochemisiry and computational biology at ECU's Gentre for Integrative Metabolomics and
research institutions educator and on its policies and Computational Biclgy.
for gender equity, employer. strategies that
diversity and promote gender
inclusion. equality.

Figure 27: ECU’s AS website features images of women in STEMM, including a number of ‘Women in STEMM’ profiles

Action 2.1.2. | School-specific promotion sessions are inclusive of promotion challenges for wiS disciplines.

School-specific promotion sessions are inclusive of intersecting challenges for wiS i.e., CaL.D backgrounds, living

Action 2.1.3. | yith a disability.

Action 2.1.4. Schoo/-§peciﬁc pr_omotion sessions provide positive and visible role-models and mentors to guide wiS for
academic promotion.

Action 2.4. Work across sectors with STEM-employing organisations to develop a resource of best practice examples of

processes for recruitment and promotion and retention strategies.
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Through ongoing media releases, staff profiling and celebration of wiS achievements, ECU strives to engage
and inspire junior academic staff that are women in their career progression (Figure 28).

: : o .
Figure 28: The Ediths Responsive Roundtable Series 1 2024. ECU Centre for People, Place & Planet, Strategic Research Centre. Credit: Cassandra
Tytler, It will not be pure, 2024, Video still. 2024, Video.

Lack of opportunity for leadership development

ECU has an overall leadership capability framework developed as part of the ASBAP Action Item 1.3. In 2024,
the DVC (Research) [DVC(R)] implemented training for research leads and Associate Dean (Research) [ADR]
roles. Despite shadowing opportunities being prevalent in some schools (such as SNM), there remains an
overarching perceived lack of opportunities to shadow senior executives.

Successful staff in this program were provided opportunities to get valuable academic experience that was
rated in promotions, specifically research grants publications and leadership opportunities were cited.

Reflection on available data indicates WiS continue to have a lack of opportunity to participate in leadership
opportunities in their schools, as well as a lack of specific training courses (Figure 29).

“There was an opportunity to go on the organising committee for a conference but you don’t know if that is good for promotion?

“So many hurdles to jump through in that promotion application and one of them is — what leadership have you done? Unless you
go and forge your own leadership, leadership opportunities within the University are not verry forthcoming and | have probably
had more that most because | have been here for so long.”

Figure 29: Staff quotes on academic promotions.

As of 2024, ECU is sponsoring ten academic women (early to mid-career looking to enhance their leadership)
to undertake the Advance HE Aurora Australia Pilot. Professional staff members will be invited to another
program later in 2024. In addition, P&C has developed and is now offering the ECU Management Foundations
program, and both academic and professional staff with management responsibilities are being nominated for
the first Pilot Program commencing late April.

During the past eight years, ECU has explored and trialled a range of networking opportunities for senior
academic women, including an ECU Professorial Women in Leadership informal network. This is ongoing and
UE is presently considering subscribing to broader external women’s networking groups as well, e.g.,
WATTLE leadership development and networking program for women to attain and succeed in senior
university leadership roles (this is being coordinated by P&C in concert with AS Team).

Action 2.1.5 Increase uptake of targeted leadership programs and training for academic women (e.g., Advance HE Aurora
"7 | Australia Pilot 2024 and facilitate acting up opportunities for staff).
. Build a community of senior academic institutional mentors for emerging women leaders within ECU, and add to
Action 2.1.6. .
that pool from local alumnae (e.g., from Aurora Australia).
Action 2.1.7 Investigate relevant subscriptions to external women in leadership networking groups and development
“"" | programs to supplement in-house offerings.
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In combination with identifying academic promotion as a key barrier, ECU examined the retention of academic
staff University-wide to determine if this was a factor warranting further investigation.

Retention

ECU looked at retention data by comparing academic staff headcount, voluntary separations, turnover rates,
and retention rates (being the inverse of turnover).

Turnover rate by itself does not give ECU leaders a complete picture of respective schools, therefore, data
was analysed to view the number of staff in any given school, the number of staff separations and then the
turnover rate (Table 25).

Year Women Men Women Men Women Men
2020 54 32 2 1 4% 3%
2021 54 32 4 2 7% 6%
2023 60 36 3 3 5% 8%
2020 43 55 6 0% 11%
2021 41 55 4 5 10% 9%
2022 37 49 3 6 8% 12%
2023 42 55 2 5 5% 9%
2020 77 18 1 1 1% 6%
2021 79 16 4 4 5%

2022 73 12 1 2 1% -
2023 79 13 7 9% 0%
2020 5 26 0% 0%
2021 4 21 2 0% 10%
2022 4 20 0% 0%
2023 4 23 0% 0%
2020 85 49 6 4 7% 8%
2021 91 53 3 3 3% 6%
2023 81 53 5 2 6% 4%
2020 47 5 11% 0%
2021 50 8 1

2023 57 6 11% 0%
2020 29 51 2 2 7% 4%
2021 28 50 3 0% 6%
2022 29 50 3 4 10% 8%
2023 33 58 6 0% 10%
2020 22 42 1 1 5% 2%
2021 22 44 4 0%
2022 18 41 2 4 10%
2023 22 47 1 2 5% 4%

Table 25: Headcount, staff separation number and turnover rates for academic staff at ECU across all eight schools.

ECU’s breakdown of voluntary separations (employees who leave ECU on their own terms) is illustrated in
the AS Dashboard (Figure 27) and facilitated by further data analysis from ECU’s P&C Team (Table 25 and
26). This information is provided to schools and service centres as part of workforce planning.

This breakdown of ECU’s academic staff voluntary separations by school and gender individual numbers.
Understanding voluntary reasons for separations helps ECU to target our retention efforts and improve
recruiting/onboarding processes. Additionally, the mix of involuntary reasons for separations can significantly
impact future recruiting efforts, performance management, disciplinary programs, and workforce planning
models.
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Figure 30 exemplifies the detailed breakdown available through the AS Dashboard, showcasing year-to-date
turnover trends, comparisons to the previous year, and a three-year rolling average. Importantly, the AS
Dashboard also features built-in functions to flag high or low numbers and identify outliers so that at any given
time, line managers and leaders can be aware of the turnover rate.

Staff Separations Headcount - All Turnover % -
| Distinct count o.. | Distinct count o.. Distinct count 0.. | Separations 3 Y. | Turnover¥YTD | TurnoverSTLY |Turnover Last Ye. |Turnover3 Year

TR ) o 5
AARVC o | 0 0 ! 00 ALEVA Male 0.0% 0.0% - 14.3% - 6.8%
AADVC Female v} o 0 03

Male 0 e 0 03 ALEVB Female |D.0% - 41% - B.4% - 10.3%
ALEVA “emale 1 0 5 63

0 1 6 40 voe  [Jran T P pry e
ALEVB Female | & 4 1 123

Male 3 3 s 57 ALEVC Female | 0.0% 0.0% 0.0% - 9.2%
ALEVC Cermzle o 2 5 6.3 &

Aa T S -

it i E i i Male - 37.5% | 0.0% 0.0% 0.0%
ALEVD Femnale - B 3 27 ALEVD Female | 0.0% 0.0% 0.0% I 3.4%

Male 1 2 3 P
ALEVE Female 0 [ 2 13 ALEVE Female | 0.0% 0.0% - 12.5% . 5.3%

Male 1 1 3 32
EXECDEAN Female | 0 0 0 07 Male | 0.0% 0.0% 0.0% - 138%

Male 0 o 0 03
Grand Total 19 16 a8 533 Sedngial | | B | B8 -
Turnover % - All Schools 2023 Sector Average Benchmark

Gender
Turnover YTD-ECU| Turnover STLY-E.. Turnover Last Ye.. Turnover 3 Year B Female
ALEVA Fernale | 16% [0.0% I 50% I 103 : — T W ale
Academic 4 (F) [N 10 35
Male 0.0%  EEL) N 1c o [ 5% il W Total

ALEVB Fernale [N cc% N 21% . 5.5% I 7.1%
Male M L7% B 25% B 5% I ¢ %

ALEVC female | 0.0% Bz | B 7~
Mals I -2 W 14% B 20% B s 0%
AED  ferae ENzee  EEz%  EEEoe W T — L
Male [ 26% s 0% R HEw 1-5 (F) [, 14 .63%
ALEVE Female |0.0% 0.0% 71 B 5 _ )
HEW 6 and Above (F) [N, 1= 14%
Male N 2.1% | EED B 2% . 7.2 !
Profession atal (F) 7 9%
EXECDEAN Female | 0.0% 0.0% 0.0% I ofessional Toral () [ NN = 5<%
Male 0.0% 0.0% 0.0% B 7 5% Total (F 11.75%

Figure 30: Voluntary staff separations data — example from the AS Dashboard.
Note: ECU’s data collection systems gather data based on sex (male/female) rather than gender (man/woman).

Specifically, for wiS, when reviewing the turnover rates there was no indication that retention rates were an
issue that needed to be further addressed (Table 26).

Table 26: Turnover rates for academic staff at ECU across all eiaht schools.

In the absence of intersectionality data there is a distinct opportunity here to assess women attrition rates and
trends through exit survey interviews coupled with available diversity demographic staff data.
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Conduct trend analysis of staff exit surveys for wiS with an intersectional lens in conjunction with the available

AEHER 233 diversity demographic data for staff.

Figure 31 below, shows that voluntary separations percentage® across ECU is relatively low for all staff,
despite a voluntary early retirement package being offered to eligible staff in 2021.

ECU Voluntary Turnover % by school and gender - 2020 - 2023 - All Academic Staff (excluding executives)
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Figure 31. Turnover rates for ECU academic staff across all eight schools by school and gender — 2020 — 2023 in percentages.

SNM had slightly higher rates of turnover and so in addition to the School, the AS Team further reviewed this
data as part of data analysis which contributed to the outcomes section in Key Barrier #3 to ensure there were
no additional sub-barriers (investigations did not confirm a need for action). SMHS only had one year where
there was a higher number of separations and then returned to lower numbers. Comparatively, SENG and
SSCI has low turnover rates and number of staff separations both individually and when assessed women
against the men.

In fact, the turnover rate for academic women across all schools didn’t exceed 18% for women and 25% (in
one single year this 25% turnover rate for men occurred as an outlier, only due to known circumstances) and
an average of six percent (men and women respectively) in 2023 across all schools (Figure 32).

ECU Voluntary Turnover by (%) award and gender - all academic staff - 2020 - 2023
20.0%

8.2%
7.6% ’
:\o\ 6.3%
° 5.5%
()]
8 10.0%
c
)
o
[9)
o
0.0%
2020 2021 2022 2023
Academic
H Men 5.5% 7.6% 8.2% 6.3%
H Women 5.0% 7.7% 8.7% 6.1%

Figure 32. Turnover rates for all ECU academic staff by award and gender — 2020 — 2023 in percentage.

5 Voluntary reasons for separations may help organisations to direct retention efforts and interventions in recruiting and onboarding.
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To determine whether any actions were needed, specifically for wiS schools, the proportion of staff leaving
from each school and those trends and patterns were analysed and also compared to non-STEMM schools
and to ECU as a whole.

However, there is no identification of a sub-barrier here or any additional actions required. The average for
academic staff (both men and women) is 6.9% over the four years reviewed. The average for all STEMM
schools being 6% for women and 5% for men compared to non-STEMM schools of 7% for women and 7%
for men, so this is deemed equivalent.

Additionally, when benchmarking, ECU compares its turnover rates to the Australian Higher Education
Industrial Association (AHEIA) Benchmarking Results. In 2023, the AHEIA voluntary separations comparisons
rates were 8.46% for women and 7.45% for men. Table 25 (on page 40) compares headcount, separations,
and turnover rates across ECU’s eight schools, showing figures largely in line with the AHEIA rates. Since the
numbers are not consistently high within individual schools over time, and ECU's overall retention is
comparable to these benchmarks, retention was not deemed a focus for this Application.

When reviewing the data, consideration was given to patterns of high turnover in particular schools. However,
more consideration was given when turnover rates was higher than the normal consistent trend rates, this
was investigated [hence the two schools, SNM and Western Australian Academy of Performing Arts
(WAAPA)], form part of the five Key Barriers of the Silver Application as there were possible flags. However,
the figures above show a consistent trend in the number and rate of all genders leaving ECU voluntarily. There
was negligible movement up or down and many schools had multiple years of 0% turnover.

Also, ECU’s staff retention strategies such as flexible working, a focus on GEDI and gender-balanced
leadership, appear to be effective (see Cygnet #1) and as such ECU didn’t identify retention as a barrier at
this time, but will continue to monitor exit rates and intervene with action where necessary.
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Action Plan

KEY BARRIER 1: Lack of development strategies to assist women in STEMM (wiS) to prepare for promotion

success rates for women but will now
target culturally and linguistically
diverse (CaLD) men and women
applicants to ALEVC and above.

. Build a community of senior
academic institutional mentors for
emerging women leaders within
ECU and add to that pool from
local alumnae (e.g., from Aurora
Australia).

Ref. Rationale/ Evidence Actions and Outputs Timeframe Person/Group Senior Leader Desired Outcomes
(start & end) | responsible for | accountable
implementing for action
action delivery
The continued compression of women at | Actions ¢ Executive e EDs, Outcomes
Academic Level B (ALEVB) means thgre 2.1. Develop and deliver a school specific Q2, 2024 — Deans STEMM ¢ Improved applications for academic
l[s abnumber 0{ chdetmhlc won:quooklgg promotion session (for each Science, | @4, 2024 (EDs), schools promotion for ALEVC-E wiS for all identified
r(;ont(erlspromo €d In the nex - Technology, Engineering, Mathematics STEMM schools as per new school level individual
- and Medicine (STEMM) school). schools targets based on sustained gaps data.
Specific target groups: 2.1.1. School-specific promotion
eSchool of Science (SSCI) applicant sessions will interpret the new e Deputy Vice- o SSCI — improve apEIication rates for women
rates for ALEVB/C and ALEVD/E are Academic Career Framework and Chancellor to an average of 30% overall for ALEVB-E.
consistently below % women at promotion standards for the levels (Regional o SENG —maintain appllocatlon rates for women
licant level over the 6-vear that howi tained . Futures) to an average of 75% for applications to
applicant level, By at are showing sustained gaps in ALEVC.
gg”o.td' A;p%l;antti.to AIt‘E.VDt'.H' §O|21' the relevant discipline context. (DVCIRF]) - o SNM — improve application rates for women
theSI seander ° -arilts rafirls SA:_E\?DO/VE Particularly ~ for  non-traditional AS Lead to an average of 20% overall for ALEVB-D.
(50%)9 party career path patterns. Q2, 2024 — For ALEVE improve to a 15% application
' 2.1.2. School-specific promotion | Q4, 2024 rate. ) o
eSchool of Medical Health Sciences sessions are inclusive of | Q2,2024 - | o Djrector, © tSMHS—Improv]?gaoe)ﬁ)llcatlor]lrfatezlioEr\;vBorEen
(SMHS)  applicant  rates  are promotion challenges for wis | Q4. 2024 People and 0 an average of S0 overal for h
moderately. Iozver below the disciplines. Culture o _
corresponding % of women at 213, School-specific romotion P&C e Maintain or improve (where relevant)
applicant Ie\{el across the whole 6- T sessionsp are incIuF;ive of ( ) success rates for wiS disciplines in academic
year comparison period. . . o | Q1.2024 promotion ALEVC-E as per individual school
' ' intersecting challenges for wiS targets
eSchool of Engineering (SENG) i.e., CaLD backgrounds, living with e Office of the '
applicant rates for women ALEVB to a disabilit Q3. 2024 .
ALEVC have improved across the Y- . ’ Deputy Vice- o For example, SSCI applicant rates to ALEVC,
comparison period 2018-2023 from 2.1.4. Schc?ol-specmc. promotlon Chancellor D and E are on par with % of women at the
zero applicants from a 13% cohort at sessions provide positive and (Regional applicant level, over a three-year period. When
ALEVB (2018-20) to 75% of visible role-models and mentors to Futures) ‘on par’ with represer!tation of women in th.e
applicants corresponding with 57% guide wiS for academic promotion. (ODVCIRF]) staff cohort at the applicant level e.g., 33% this
women at ALEVB (2021-23). This Q3. 2024 _p be an interim goal, but the longer-term goal is
group are now the focus for building 2158 Increase_ uptake of targleted , M rogr:g 50%.
women’s numbers ALEVC to ALEVE leadership programs and training anager
over coming years. for academic women (e.g.,
Advance HE Aurora Australia Pilot
eSchool of Nursing and Midwifery 2024 and facilitate acting up
(SNM) have improved applicant and opportunities for staff). Q1. 2024
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Ref. Rationale/ Evidence Actions and Outputs Timeframe Person/Group Senior Leader | Desired Outcomes
(start & end) | responsible for | accountable
implementing for action
action delivery
Therg IS a separ'ate gcﬂon plan 2.1.7. Investigate relevant subscriptions
specifically addressing this. ; .
to external women in leadership
eSchools can utilise People and networking groups and
Culture (P&C Plans) to capture development  programs  to
targets and actions. supplement in-house offerings.
Outputs Impact
a) Annual school-based promotion panel e WiS report that when they are applying for
session. promotion they are:
b)  wiS tq feel more confldent through o Mentored by their line managers.
accessible and increased information. _
c) Implementation of engagement o Encouraged by their school.
strategies for the intersectional groups o The school promotion sessions helped them to
where women do not apply for promotion prepare for academic promotion.
to senlc?r levels. This includes .dllrectlon o They reported opportunities for leadership
and guidance for research activity and development.
profile where needed. )
d) Ten academic women took up the e Women .reported the internal and external
sponsorship opportunity and completed leadership and management development
P P opp Y . P . opportunities offered in 2024 helped
the Advance HE Aurora Australian Pilot accelerate their career progression.
in 2024.
e) There was parity of academic women and
professional staff completing the ECU
Management Foundations program in
2024.
» Facilitating conversations, encouraging | Actions e ODVC(RF)— | ¢ DVC(RF) — | Outcomes
staff feedback and addressing the | 2.2. Develop and implement a ‘career Q1, 2024 — Program AS Lead e Improved  applications for  academic
availability —and  correctness  of advancement checklist equipping line | @1,2025 Manager AS promotion of wiS for all schools as per
information provided for wiS seeking managers to inform all Academic Levels e EDs, individual targets.
promotion is key for improvement. C (ALEVC) through to ALEVE (for all ¢ AS School STEMM o Improved success rates for wiS disciplines in
ECU staff). Champions academic promotion as per individual school
2.2.1. Acknowledge ECU’s focus wiS | Q1, 2024 — targets.
disciplines and other under- | Q12025 e Improved perceptions from wiS of promotion
represented groups. Q1. 2024 via discipline feedback mechanisms.
2.2.2. Ensure the checklist aligns to ECU ’ -
. - Q1, 2025
policy, procedures, and decision-
making to achieve consistency.
2.2.3. Address challenges faced by Q1, 2024 —
women from overseas, CALD Q1, 2025

women and women from other
diverse groups.
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Ref. Rationale/ Evidence Actions and Outputs Timeframe Person/Group Senior Leader Desired Outcomes
(start & end) | responsible for | accountable
implementing for action
action delivery
2.2.4. Assess achievement relative to Q1, 2024 -
opportunity (R20) and promote | Q1,2025
ECU R20 resources.
Outputs Impact
A) University-wide ‘career advancement wiS report that when applying for promotion,
_CheCK“St’ available on the ECU ] they are using the University-wide ‘career
:Ir\:ittr;\rlgegt‘bdeveloped in collaboration advancement ‘checklist:
o Assisted with time management and
navigating the Academic Staff Performance
Expectations and Outcomes (ASPEO) and
upcoming launch of the Academic Careers
Framework in its place in 2024.
o Allowed easy awareness of, and navigation
around the Academic Promotions website,
SharePoint site and resources.
e Responsibility is required from a | Actions ¢ Manager, e Senior Outcomes
central source to provide updated | 2.3. Complete the Contemporary Academic Q4, 2024 Workforce DVC ¢ Improved applications for academic
information and resources. Careers Framework Project, addressing Strategy and promotion for ALEVC-E wiS for all identified
e Evidence showed numerous issues with existing approaches and Capability e Director, schools as per new school level individual
feedback still about the ASPEO academic career structure. (MWSC) — P&C targets based on sustained gaps data.
Framework and the career pathway 2.3.1. Continue monitoring of ECU’s wiS | Q4, 2024 P&C lead o SSCI — improve application rates for women
especially for the women—dominated workforce through school specific to an average of 30% overall for ALEVB-E.
areas of Nursing and Allied Health. P&C Plans. ¢« ODVC(RF)— | « DVCRF— | © tSENG — maintain ?p;)goc/atlfon ratesl'fort.womein
e The  Contemporary  Academic 2.3.2. Continue to maintain the ECU AS | Q4,2024 Program AS Lead :LEa\r;Caverage © o for appiications fo
Careers Project is underpinned by the Data Dashboard. Q4. 2024 Manager AS o SNM — improve application rates for women
ECU Strategic Plan 2022-2026: 2.3.3. Increased AS reporting on key ’ to an average of 20% overall for ALEVB-D.
Towards the University of the Future gender equity issues. « EDs For ALEVE improve to a 15% application
and looks to create foundational . . ’
% Increased reporting to whole- STEMM rate.

principles that guide academic staff to
achieve  their desired career
development and aspirations.

of-school meetings for STEMM
schools.

+«+ Conduct trend analysis of staff
exit surveys for wiS with an
intersectional lens in
conjunction with the available
diversity demographic data for
staff.

o SMHS — improve application rates for women
to an average of 30% overall for ALEVB-E.

e Maintain or improve (where relevant)
success rates for wiS disciplines in academic
promotion ALEVC-E as per individual school
targets.

e Improved retention rates of wiS across all
identified schools.
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Ref. Rationale/ Evidence Actions and Outputs Timeframe Person/Group Senior Leader Desired Outcomes
(start & end) | responsible for | accountable
implementing for action
action delivery
Outputs Impact
A) Ap Academic Careers Framework that e WiS report that they have an improved
will replace the current ECU ASPEO understanding of:
Framework. Current and future expectations for academic
B) Improved AS Data Dashboard reporting © P
. . roles and work.
C) Establish a renewed workforce planning L . .
" o The capabilites required for academic
and capability development approach to : . .
: ) promotion (i.e., less confusion and more
academic profile. . ) .
clarity of requirements for promotion).
o Individual development needs.
e The Diversity in Science, Technology, | Actions ¢ ODVC(RF) — | « DVC(RF) — | Outcomes
Engineering and Mathematics | 5 4 \Work across sectors with STEM- Q4, 2024 Program AS Lead e Improved applications for academic
(STEM) Review, the STEM Career . o - Q4, Manager AS promotion for ALEVC-E wiS for all identified
Pathways Project etc. are just some employing organisations to develop a 2025 d schools as per new school level individual

examples of the comprehensive
range of resources available to guide
wiS. However, having a tailored bank
of resources for wiS in the University
including guidance on how to engage
with these resources, will improve the
low applications rate across ECU
STEMM schools.

Supervisors/mentors who will be able
to mentor/coach wiS to understand
what development opportunities are
available outside the university to
develop industry links.

resource of best practice examples of
processes for recruitment and promotion
and retention strategies.

Outputs
A) A standardised resource to improve the
number of wiS being promoted.

targets based on sustained gaps data.

o SSCI — improve application rates for women
to an average of 30% overall for ALEVB-E.

o SENG - maintain application rates for women
to an average of 75% for applications to
ALEVC.

o SNM — improve application rates for women
to an average of 20% overall for ALEVB-D.
For ALEVE improve to a 15% application
rate.

o SMHS — improve application rates for women
to an average of 30% overall for ALEVB-E.

Impact

Women applying for academic promotion better
understand how to ‘self-promote’ and position
themselves within the Higher Education Sector in
preparation for academic promotion.
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KEY BARRIER 2: Recruitment of women in the School of Engineering (SENG)

Evidence of Barrier

Table 27 shows an overview of the steps taken to understand and address the key barrier to date:

How we know what the barriers are

o Data shows the recruitment numbers are low for women in engineering (WiE).
e Analysis shows that women-only job applications were needed to improve the recruitment outcomes in SENG.

How we know why these barriers are problems

Numerous challenges were expressed during engagement with women in STEMM and SENG focus groups, workshops,
interviews, and surveys.

The lack of women in ECU’s engineering discipline, limited pipeline for wiE leadership roles and lack of senior SENG role models.

>

“l had a research mentor who was very good and available, but sometimes you don’t have the time to use these
opportunities.

“l tend to complain less here. | might have complaints here, but | don’t say it. When you have men who dominate [the
school], you have hidden competition.”

“R20 is a concept that is also applied where despite trying to get access to exposure, to an opportunity. That hasn't
practically been possible.”

“Workload is just a balancing act. Whenever the diversity or gender thing needs to happen, they don’t have a big pool to
work from so they ask the same people. | just had a meeting with 15 people — | was the only woman.”

“We are looking to advance our careers and be promoted, but we are sometimes talking with people who went through
what you are going through for academic promotion, but they did it 15 years ago ...”

“Some people may say “I don’t want to do that”, but that actually is a leadership opportunity. When you look at the ASPEO
Framework and what you have to reply to (to say what you have done), they would see that, you can say you belong to
an organising committee. Maybe people don’t understand that those things actually can count as leadership.”

“If you are thinking of applying for promotion, someone could sit you down and say to you ‘this is what [XXX] looks like
... i.e., conference committee, local primary school committees.”

“In terms of people’s interactions. | was the only [academic staff member that was a woman] in our group.”

“The number of women doesn’t impact me because we don'’t really have time to meet/network anyway’.

Leadership and | « Leaders of SENG sit on the ECUASCC and SENG has a staff member on the SAT and the AS Champions
accountability Network.

e Focus through school executive meetings and AS Bronze and Cygnet Action Plan tracking in the schools.
Regular meetings of AS Team with AS Champions.

¢ Reporting to whole-of-school meetings on AS through combined AS Champions/ AS Team approach.

Honesty and | « Qualitative evidence used by SENG to design and implement corresponding SENG recruitment activities.
self-reflection « Applicant rates used as the preferred metric for comparisons

¢ Acknowledged data is not easily accessible, and some data is lagging.
¢ Acknowledged academic promotions process can be arduous and junior level women can struggle.

Communication | ¢ In 2019 (post Bronze Award), did a follow up with women. Ran eight focus groups with 55 staff to develop

and and encourage women to apply for academic promotion (predominantly women in STEMM).
engagement e In 2022, an external consultant ran a survey and detailed focus groups with 40 women in STEMM
disciplines to seek consultation on progress from actions from the ASBAP.
e 2019 - 2023 - one-on-one in-depth interviews and consultation sessions with the AS Champions in SENG
(N=3), also facilitated by an external HR consultant.
e |In 2023, follow up promotion and cultural interviews with SENG as part of the Cygnet Award #3.
Data analysis | « Data monitored, reviewed, and reported on a regular basis.

and discussion | , Ongoing and consistent follow up with accountable leaders.

Table 27: Overview of the steps taken to understand and address the key barrier to date.
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In his ‘Letter of Endorsement’ for ECU’s Bronze AS application, the VC (Figure 33) highlighted a pressing
issue for ECU was “the almost total absence of women on the staff complement in the School of Engineering,
a situation which is clearly unacceptable” and that ECU would address the situation.

Figure 33: Vice-Chancellor, Professor Steve Chapman CBE speaking to ECU staff on AS priorities, 2019.

This did occur, with a 200% increase of women in engineering by 2022 (Cygnet #3: Gender disparity in
SENG) (Figure 34). In 2023, two more women were hired into the School to bring the total to six.

“We are offered so many opportunities to do different things and build teaching and leadership skills, so the school does offer
opportunity for growth and development. | am not the same person | was professionally in 2019.”

“I would describe the culture as very welcoming. | have worked at another Australian University where they also wanted to bring
in more women, but they didn’t put a focus on nurturing them. | was giving my best but got no appreciation or support ... this is the
biggest difference | observed between x and ECU.”

“You freely go to your line manager. This is the place where | can talk and present my viewpoint and get feedback.”

“We can see things are starting to change — signs are looking positive.”
Figure 34: 2019-2023 SENG academic women.

Within SENG, academic staff numbers are consistently skewed towards men, indicative of the previous
inability to recruit women, particularly at a senior level (ALEVC-E).

SENG has worked towards building an inclusive culture, a critical part in ensuring the current academic
women within the School know there is a pathway as they transition into senior levels, despite a current lack
of visible senior women role models.

The SENG ED is an original member of the ECUASCC and ensures a focus on culture and gender issues
i.e., recruitment and promotion of women (Figure 35).

“It's our culture of the University and of the School. We know what is important and we are self-aware. The accountability is to
us.”

“We have scheduled meetings every month with our ED and another member of the school executive, it is an opportunity to raise
anything. | have seen many attempts to change the culture, on several occasions the ED has raised with me is there anything
happening that is of concern to me.”

Figure 35: Quotes from recent consultations with SENG academic staff.

The ED has appointed a woman as a representative on the SENG Executive Committee. Also, the ED,
Associate Dean Academic (ADA) and the women academics from SENG, continue to have monthly catch-
up morning teas, thereby providing those women with direct access to leaders, delivering opportunities to
ask questions and engage in a less formal setting.

In the wider context, lack of women in engineering disciplines (wiE) is an ongoing issue across Australia®.

6 https://www.engineersaustralia.org.au/sites/default/files/females-in-engineering-report-june-2022.pdf
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Despite ECU’s work to date with Cygnet Award #3, at the end of 2023, SENG continues to be a school
dominated by men with only 20% of the academic cohort being women (six women to 24 men) (Figure 36).

SENG Academic Staff Headcount - 2019 to 2023
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Figure 36: Trajectory of SENG academic staff headcount between 2019 and 2023.

This still is above the sector average for the workforce which is only 17% for wiE. The wiE (three at ALEVB,
three at ALEVC) are still at a junior stage of their career journeys. Ensuring they have opportunities for
promotion is covered in Key Barrier #1. This second Key Barrier acknowledges the persisting low numbers
of women being recruited into SENG.

Intersectionality considerations

In alignment with Section #1 and Key Barrier #1, ECU understands that each school has their own complex
issues to address, and that intersectional analysis helps to determine if there are any other factors that may
need targeted interventions.

As part of the ongoing AS monitoring activities and the preparation for the Silver Application, ECU reviewed
staff diversity through Aboriginal and Torres Strait Islander status, disability status, and culturally and
linguistically diverse (CalLD) backgrounds for each barrier, with outcomes reported in Table 28 below.

Aboriginal and Torres Zero (0%) There was zero staff members that identified as Aboriginal and/or Torres
Strait Islander ° Strait Islander in SENG.

There was zero staff members that identified as having a disability in

Disability Zero (0%) SENG

Culturally and
Linguistically Diverse

23 out of 30 staff members who reported their CaLD status in 2023,

0,
23 (77%) identified as CaLD to 4 identifying as non-CaLD, and 3 didn’t say.

Table 28: Intersectional factors considered for SENG.

ECU also considered any GEDI and/or intersectionality factors through reviewing gender along with the
above staff diversity.

ECU has previously identified the absence of Aboriginal and Torres Strait Islander staff members, and
specifically academics, as part of a broader issue concerning the employment and career progression of
these respective groups (Table 20) in Key Barrier #1. ECU will continue to work with P&C and the Office of
the DVC (SEI) to advance those initiatives where required, as they already report to their own strategic plans,
strategies and action plans.
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ECU reviewed the last five years’ worth of staffing data for SENG to determine the number of staff identifying
as having a disability and those staff members with a CaLD profile, considering these intersecting diversity
factors both independently and in conjunction with gender’.

However, the number of people identifying as having a disability was non-existent, hence ECU was unable
to ascertain meaningful trends. Nevertheless, ECU acknowledges that this number (or lack of any staff
identifying as having a disability at all) may not be accurate. Staff members may feel unsafe declaring a
disability out of concern of any implications to their employment status, or they may have developed the
disability later in their career and not gone back into the employee ‘staff kiosk’ our Human Resources and
payroll management system to update their relevant information. Hence the University works with the ECU
Equity Office to ensure overt messaging and workplace adjustments to ensure that students, staff and
community members with any disabilities, medical conditions, and mental health conditions have equal
opportunities to access, engage and participate in all aspects of University life.

ECU’s commitment to disability access and inclusion is seen in ECU’s Strategic Plan as it elevates access
and inclusion for people with disability, setting out as a priority that ECU will provide sector leadership in
contemporary equity, diversity, and inclusive practice. Improving the Australian Disability Network’s Access
and Inclusion Index has been set as a Key Performance Indicator within the Strategic Plan and that could
encourage those with a disability to apply to work at ECU feeling confident, they will be in an inclusive and
discrimination-free environment.

ECU is visibly committed, in a range of public document, to providing a work environment that does not
discriminate against people on the basis of disability and increasing the diversity of the workforce through
the use of inclusive recruitment practices and the development of accessible workplaces (Table 29).

Summary of ECU’s key initiatives for staff and students with a disability

Australian Disability

Participation in the Australian Disability Network’s Access and Inclusion Index.
Network

A group of staff with disability at ECU co-designed the Staff with Disability Network, launched in mid-
Staff with Disability | 2024, together with the Equity Projects team under Access and Equity.

Network The mission of the Network is to connect staff with disability at ECU and membership is open to all those
with a lived experience of disability.

In 2023, ECU launched the Disability Ally Network (DAN) for staff who identify as allies to people with
disability. The ECU Disability Ally Network is a visible network of staff who identify as allies to people with
disability.

The Network promotes a higher education environment that is inclusive, safe, and respectful for all
persons representing ECU’s core values — integrity, respect, rational inquiry, personal excellence, and
courage.

Disability Ally
Network

At the foundation are the Network Members who are disability allies committed to fostering an inclusive
environment and advocating for the rights of people with disability. These allies engage in various
initiatives, events, and awareness campaigns.

Table 29: ECU key initiatives to for staff and students with a disability

ECU’s Equity and Inclusion Plan, the Educational Experience Plan, and the P&C Plan incorporate specific
focus on access, inclusion and outcomes for students and staff with disability. In terms of governance, the
Disability Access & Inclusion Sub-committee (DAISC) meets quarterly to advise ECU, through the ED&C, on
policies, procedures, practices, and initiatives that are proactively inclusive and responsive to the needs and
experiences of people with disability at ECU.

At ECU, as part of the application forms to work at the University, (a form of data collection for onboarding
purposes), P&C collections numerous ‘diversity and working rights’ information. These questions include,
citizenship, country of birth, being from an Aboriginal or Torres Strait Islander origin as mandatory
questions. This is followed by a diversity statement:

“Edith Cowan University welcomes diversity in our workplace and we pride ourselves on being respectful,
supportive and flexible. We are able to provide reasonable workplace modifications for people, particularly
where a disability or medical condition exists.”

Then diversity mandatory questions of “do you have a disability?” and answers allow a ‘prefer not to say’
option.

7 Aligning with the idea that women specifically from CalLD backgrounds or with disabilities may face compounded challenges that are not
immediately visible when considering gender alone.
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ECU's thorough analysis of those staff members from CalLD backgrounds comes from the table below
(Table 30). SENG’s CalLD data demonstrates that SENG has more than twice the number staff who are
from CaLD backgrounds than non-CaLD staff, with 85% of academic staff identifying as CaLD in 2023.

w 1
2019
M 4
W 1
2020
M 2
W
2021
M
w
2022
M
w
2023
M
W 2
2019
M 3 1
W 4
2020
M 3 1
w 4
2021
M 1 1
W 4
2022
M 5
W 4
2023
M 6 1
W
2019
M 9 4
w
2020
M 9 4
w
2021
M 7 4
W
2022
M 6 3
W
2023
M 7 3
w
2019
M 5
w
2020
M 4
W
2021
M 5
W
2022
M 4
w
2023
M 4
w
2019
M 2 1
W
2020
M 2 1
W
2021
M 2 1
w
2022
M 2
w
2023
M 2

W = Women M = Men
Table 30: Headcount SENG by Academic level by gender & CalLD 2019 — 2023

Note: Number will not always match headcount exactly as CalD status is self-reported and not mandatory to disclose.
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Analysis showed that compared to ECU overall this was the highest of the STEMM schools and across the
University. Noting this, as part of actions from the ASBAP, ECU reviewed whether SENG and SNM could
worked together to have mutual learnings about the experiences of wide gender disparities and the
experiences of CaLD women/men. This is why the Cygnet Interviews in 2023 conducted by the external
consultant focused on the two schools to investigate the positive (and negative) impacts and where
strategies can be cross referenced in the future.

ECU does not take an isolated approach to any area an integrates work across many diversity areas. As
referred to in Section #1, there are ongoing initiatives as per the ECU Strategic Plan and supporting plans
and well as committees and sub-committees reporting on the qualitative data collected.

ECU does not collect LGBTIQA+ status through the HR systems to protect privacy so the University can’t
provide data on number of people identifying, but we do have mechanisms to receive feedback e.g., biennial
SES. Collecting information this way means that staff members can remain anonymous. Also, in line with the
Data collection guide (Section #1) ‘If there is no clear need for gender-based information, it should not be
collected, and the provision of such information should be voluntary’. So, through our extensive initiative and
staff networks, ECU promotes LGBTIQA+ inclusion and initiatives, regularly promoting events and
information on how the University engages with the community but it does not require staff to individually
report their sexuality status.

Recruitment

As part of the AS Dashboard’s functionality, in the School, the ED and ADD can monitor SENG gender profile
and recruitment history (including appointments by gender, academic level, and year). Functions include
providing applicant numbers, panel composition, shortlisting numbers, and successful applicants and can all
be reviewed by gender.

What is apparent, is there is limited appointment activity over the last four years, skewed to men. In observing
SENG’s ongoing recruitment trend, the low appointment numbers between 2020 and 2023 are apparent,
37.5% of which were women (Table 31).

Table of appointments in SENG 2021 — 2023

ALEV/Year 2020 2021 2022 2023
Gender w M w M w M w M
E
D
(o3 1
B 2 1 2 1 1
A

W = Women M = Men
Table 31: Gender profile in SENG during recruitment activity between 2020 to 2023.

As per Table 31, in 2020, only two women were recruited however these were not through traditional
advertised recruitment opportunities i.e., an ASBAP action to hire more women through women-only
recruitment. Hence were not captured on the AS Dashboard. Standard recruitment processes do not focus
on men and still have a testimonial from a SENG academic woman and diversity considerations. SENG
recruitment data indicates a low number of positions are advertised and it is important to note that alternative
recruitment methods such as direct appointments and women-only recruitment rounds, are not included on
the AS Dashboard.

This lack of timely recruitment data can be problematic for schools and is a gap in ECU’s overall data
collection activities and ECU will need to renew focus on recruitment processes.

Action 3.1 SENG to renew focus on recruitment processes which also include attraction strategies that offer extensive
o guidance to new recruits that are women.
, Increase applications from women for advertised positions in SENG, with all women meeting minimum
Action 3.2. ; ; , :
requirements for appointment being shortlisted.
Action 3.3 Ensure the new SENG ED is fully briefed on the School’s AS journey to date and is informed of gender profile
- in preparation for workforce planning (P&C Plan for the School).
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Further analysis into SENG recruitment strategies reported recruitment for women has required the use of
‘women only’ advertising for available positions and international scouting. SENG on two occasions has
adopted the Equal Opportunities Act provisions to advertise ‘women only’ positions (Figure 37).

Edith Cowan University
School of Engineering

EXPRESSIONS OF INTEREST
ACADEMIC POSITION IN CIVIL ENGINEERING
AT EDITH COWAN UNIVERSITY — FEMALES ONLY

CANDIDATE INFORMATION AND
SELECTION CRITERIA

PLEASE NOTE: This role is open for international applicants
= » - visa sponsorship and relocation will be provided to the
LECTURER (LEVEL B) OR SENIOR LECTURER (LEVEL C) successful candidate if required.

IN CIVIL ENGINEERING

ECU is a diverse and inclusive workplace reflecting the differences in society. Specific
strategies and initiatives are in place to address underrepresentation of specific groups.
Applications are encouraged from suitably qualified people from all backgrounds.
Aboriginal and Torres Strait Islander people are strongly encouraged to apply.

Athena
SWAN

Bronze Award

WGEA
Employer

of Choice for
Gender Equality

Figure 37: Overview extract from ‘Women Only’ ECU position candidates in Civil Engineering, 2020 and the diversity, inclusion, and flexibility
references to try to appeal recruitment towards women.

Note: ECU’s data collection systems gather data based on sex (male/female) rather than gender (man/woman). In redressing limitations
which consider the non-binary nature of gender and include ECU’s transgender and gender-diverse community, changes in use of language
for advertising are in progress.

Low numbers of applications from women for SENG positions

Since 2018, numerous gender-based interventions (Table 32) are currently in place for SENG recruitment
(As detailed in Cygnet #3: Decreasing gender disparity in SENG).

Action 3.2.1. | Review advertising to appeal more strongly to domestic markets.

Additionally, SENG aims to provide opportunities for women recruits to network and have development
opportunities, e.g., in 2024 the ED and the ADD (one of the AS Champions) took a number of the women
SENG staff to an IWD event.

54



Documentation | Gender lens applied when crafting position descriptions and role specifications.

e Recruitment advertising includes diversity and inclusivity statements, emphasising benefits such as
flexible working arrangements.

e Website, promotional materials, job advertisements, and information packs for applicants including
gender neutral language, non-stereotypical images, visible role models that are women, and testimonials
from women:

o "l have joined the School of Engineering at ECU in 2019, as it is one of the top engineering schools
in Australia and worldwide. | was particularly impressed by the state-of-the-art teaching and
research facilities, which are amongst the most up-to-date and best equipped facilities that | have
seen anywhere. | enjoy working at ECU because of the positive, vibrant and stimulating work
environment; it values, supports, and promotes academics who strive for excellence, and it provides
many opportunities for advancement and professional growth and development. So far, | have
received a great deal of support from my colleagues, and | have been able to advance my career in
many different ways. As an academic woman, | really appreciate the work-life balance school policy
and the flexible working environment."

Advertising

Websites

e Al SENG appointments are monitored by the VC with the School’s gender profile discussed with the ED
on a regular basis.

e Interview panels are gender-balanced, with wiE trained as panel members.

Monitoring

Interview Panel

e 100% of staff have undergone Equity & Diversity and Unconscious Bias training in SENG.
e ECU has a Selection and Recruitment Panel Policy and Guidelines.

e Gender diversity must be represented on the Selection Panel (i.e., at least 1 man and 1 woman) with
selection panels for ongoing STEM positions having a gender-balance; the entire Panel should be as
diverse as practicable (for example, consider age and cultural diversity); this helps prevent unconscious
bias and encourages different perspectives.

e ECU is striving towards 100% of selection panel members having completed training in ECU recruitment
and selection policy and processes, including unconscious bias training. Maximising the number of panel
members trained in unconscious bias will greatly increase the quality of selection decisions and reaffirm
ECU'’s strategic initiative of commitment to the AS accreditation. *At a minimum, unless otherwise agreed
with HR, the Panel Chair and at least - *Additional panel member must have completed ECU’s
Recruitment, Selection and Appointment and Unconscious Bias training within the previous 5 years.

Training

Table 32: Gender-based interventions currently in place for SENG recruitment.

Women only recruitment has been shown to work for ECU. When comparing results of recruitment
applications from an all-gender recruitment campaign and a women-only recruitment campaign (Figure 35),
there was a significant increase in applications and a successful appointment, which was a woman, was
made on both occasions.

Advert - All Applicants Advert - Women Only

Men 14 Men 0
Women 1 Women 21
Total App. 15|Total App. 21
% Women 6.67% |% Women 100.00%
Advert - All Applicants Advert - Women Only
Men 76 Men 1
Women 14 Women 24
Total App. 90|Total App. 25
% Women 15.56% |% Women 96.00%

Figure 38: Recruitment trajectory by gender breakdowns from ‘Women Only’ recruitment campaigns.

The SENG ED and AS Champion regularly consults with the AS Team and report on their recruitment
activities, which in-turn are reflected in the AS Lead’s UE fortnightly report.

The School reported a key challenge for SENG had been recruiting domestically, resulting in increasing
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scope to international-level recruitment. This has been a significant step in securing academics that are
women with a further appointment in early 2024 (but not reported in the incomplete datasets).

The AS Champions in SENG reported that significant efforts were made to find an ‘organisational fit’ with the
right international candidate and to ensure mutually beneficial arrangements to relocate to Perth. While the
financial aspects of reallocation are provided for, there is no formal or mandatory ‘set-up’ process in place
other than the standard ECU onboarding program managed by P&C (non-gender specific). SENG specifically
helped their new international recruits that were women to locate schools etc. and their families to settle in
Perth where required.

SENG to renew focus on recruitment processes which also include attraction strategies that offer extensive

AEHEI Sl guidance to new recruits that are women.

There is an opportunity to further augment recruitment efforts through more targeted onboarding processes
which aim to advance and progress women, as both an attraction and retention strategy.

Action 3.1.1. | Continue targeted recruitment through the two-step method.

Action 3.1.2. | Monitor application rates of academic women.

Action 3.1.3. | Monitor shortlisting rates of academic women.

Low proportion of women being shortlisted/interviewed.

In examining attraction strategies for potential women applicants for SENG academic positions, inevitably
there is a flow on effect to shortlisting. Low levels of applicants that are women equate to lower numbers of
women shortlisted. However, in SENG when shortlisting for positions via traditional recruitment methods
examined over a three-year period (2021-2023), while applicant numbers for women is low, 2023 saw equal
rates of appointment by gender at ALEVB, and in line with the ASBAP action women who applied and met
the criteria were being shortlisted.

Action 1.2. | Renew focus and training on ECU’s AS Data Dashboard and continue to modify.

It is important to reinforce this approach of SENG, i.e., that all applicants who are women and meet the
minimum role requirements will continue to proceed to interview. SENG has shown early signs of attracting
more women into the School, but ensuring that once women are shortlisted, the process advances eligible
applicants who are women to succeed is critical®.

Increase applications from women for advertised positions in SENG, with all women meeting minimum requirements

AN S for appointment being shortlisted.

Appointment of women into SENG

To improve the number of appointments of women, discussions are in train with the School regarding
examination of the unique skill sets of qualified women candidates, so if they are not deemed suitable for one
position, to identify if there are opportunities elsewhere in the school. When scrutinising applicants,
consideration is to be given to their potential and not solely their experience.

Recruitment processes at ECU

International recruitment processes are managed externally; however, ECU is incorporating targeted
information for women applicants within the advertising and onboarding process as this is where the
University recruitment is currently focused. However, information will be applicable for all genders.

SENG new recruits (specifically from international recruitment processes) to be onboarded within the School, with

AT ST consideration and provisions given to any domestic needs of the candidate.

8 https://universitiesaustralia.edu.au/wp-content/uploads/2019/06/Best-Practice-Gender-Equity-Recruitment-Guidelines-6.pdf
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In return, the School needs to be flexible and accommodating about the needs of new recruits, particularly
where international relocation is needed. This includes being responsive to particular needs when joining the
School and advertising successful academics that are women within the School (Figure 39).

Dr Masoumeh Zargar
Dr Masoumeh Zargar

Dr Masoumeh Zargar is a Senior lecturer and ARC DECRA Fellow in the School of
Engineering at Edith Cowan University (ECU). Actively engaged in promoting gender
equality and supporting women's careers in STEM disciplines, she also serves as the Co-
Chair of the ECU Early and Mid-Career Researchers (EMCRs) Commitiee. Her current
research surrounds filtration membranes and processes, environmental remediation,
advanced functional materials synthesis, evaluation and application, fluid science, transport
and separation mechanisms, solar distillation, and resource recovery.

Masoumeh joined ECU in 2020 and holds a PhD in Chemical Engineering from the
University of Adelaide, and a Master's Degree and Bachelor's Degree in Chemical
Engineering from the University of Tehran. Before joining ECU, Masoumeh was a Research
Associate in the Fluid Science and Resources Research (FSRR) group at the University of
Western Australia. There Dr Zargar researched emulsions behaviour and stability, magnetic
resonance spectroscopy, produced water treatment and monitoring, and solid phase
extraction.

Dr Zargar is an Athena Swan Champion at ECU, saying from the moment she commenced
at the school has been focused on gender equality and supporting the careers of women in
STEM (the academic discipline of science, technology, engineering, mathematics).
Reflecting on her experience at the School of Engineering, she acknowledges the robust
support received through establishment grants and additional research funding, stating, “Since joining ECU, I've been strongly supported with establishment
grants from the School of Engineering, as well as additional research supports from the University itself,”.

Dr Masoumeh Zargar is a Senior Lecturer and ARC DECRA
Fellow in ECU's School of Engineering.

Figure 39: SENG academic women feature on ECU’s AS website, sharing their stories and career journeys.

For example, in consultations with SENG leaders, it was noted that costs for prospective applicants that are
women to travel with children for position interviews was covered by the School. While such practices are
managed on a case-by-case basis, there is an opportunity to establish greater transparency in processes to
attract more women.

All new staff members are required to complete unconscious bias training within their first 12 months of
employment and, ongoing maintenance is required.

Action 3.6. Maintain 100% compliance of SENG staff with unconscious bias training.

Adjunct appointments and sessional staff

Adjunct appointments may be provided to individuals employed in other institutions or agencies who could
assist the University in developing and strengthening engagement with industry and the professions. These
appointments can also be a potential source of staffing for SENG. As per the ASBAP (Action item 1.4: Aspire
to achieve 18% academic women in SENG by 2022), a sub-action was included to improve women adjunct
appointments. Numbers have considerably improved since, from a ratio of 8:1 in favour of men to 5:1 (four
women; 22 men) today.

Increase appointment of adjuncts and sessional staff that are women in SENG to boost pool of potential future

Action 3.4. staff

Sessional staff are also a source of recruitment for the School, potentially offering a mutual opportunity for
both the School and the staff member. There have already been successful transitions within SENG from
sessional work to ongoing contracts for women, however ECU is cognisant of the need to be more focused
on this cohort (Figure 40).

“l was a sessional staff member who converted to ongoing [staff member] in the School... it was great to be able to do my PhD
here and then have employment here afterwards.”

Fiqure 40: Quote from SENG women'’s staff interviews.

Action 3.5. Maintain the number of academic women in the School of Engineering at 20% or above.

Action 3.5.1. | Review and revise the SENG staff interview data and implement a strategy to address outstanding issues.
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Action Plan
KEY BARRIER 2: Recruitment of women in the School of Engineering (SENG)

The current SENG People and Culture (P&C) Plan where workforce profiles and strategies are included, is currently on hold while the School awaits the new Executive Dean (ED), scheduled to
commence May 2024. With the historical sponsorship of the previous ED in meeting Bronze Action items and goals, the Deputy Vice-Chancellor (Regional Futures) (DVC[RF]) - Athena Swan (AS)
Lead will work with the new ED to ensure momentum is maintained.

Ref.

Rationale/Evidence

e There are still
women within SENG. The School |3 4
continues to encourage an increase
in applications from women for
advertised positions.

As part of the related Science in
Australia Gender Equity Ltd (SAGE)
Cygnet Award Application, an
external consultant completed a
report on the culture and activities
within SENG to continue to build the
pipeline for women in STEM.

“Whenever the diversity or gender
thing needs to happen, they don’t

3.1.2 Monitor

3.1.3 Monitor

Actions & Outputs

low numbers of /Actions

SENG to renew focus on recruitment processes
which also include attraction strategies that offer
extensive guidance to new recruits that are
women.

3.1.1 Continue targeted recruitment through the

two-step method.

and track application rates of

academic women.

and track shortlisting rates of

academic women.

have a big pool to work from so they Outputs

ask the same people. | just had a
meeting with 15 people — | was the

only woman.” (Quote extract from
recent consultations with SENG
academic women)

C) Increase of women in SENG in the academic
cohort.

A) Targeted recruitment method incorporated into the
new SENG P&C Plan.

B) Improved monitoring and reporting of academic
women in SENG including trend analysis.

e The number of academic women is Actions
pooled towards lower levels in 35 |ncrease applications from women for advertised Q4. 2024

SENG.

positions in SENG, with all women meeting
minimum requirements for appointment being
shortlisted.

Timeframe (start
& end)

Q1, 2024 - Q4
2028

Q1, 2024 - Q4

2025

Q4, 2024

Q4, 2028

Person/ Group
responsible for
implementing
action

ED, SENG

o SENG School

Executive
Team (SET)

SENG AS
Champions

Deputy Vice-
Chancellor
(Regional
Futures)

(DVC [RF]) -
AS Lead

Office of the
Deputy Vice-
Chancellor
(Regional
Futures)
(ODVCIRF]) —
Program
Manager AS

ED, SENG
SENG SET

SENG AS

Senior Leader
accountable
for action
delivery

e ED, SENG

Desired Outcomes and Impact

Outcomes

e Increase headcount of women
in SENG to 24%.

e Improve data tracking and
monitoring capabilities
through AS Data
Dashboard.

the

e Increase adjuncts to be 20%
women (overall aim for 40%)
for gender parity).

Impact

e Academics that are women in
engineering report that having
a senior woman in the school
provided an opportunity for a
mentor for teaching/research.

o Academics that are women in
engineering report that their
workload is lessened by
having other women
representatives attending
meetings and being on panels
as part of gender-balance
requirements.

Outcomes

e Improved number of women in
SENG being promoted to
ALEVC 30% (N=2).

NOTE: Women currently at
ALEVC will not likely be eligible

e ED, SENG
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Ref.

Rationale/Evidence

To ensure wiE have the tools they
need to progress, analysis from
feedback will be factored into
decision-making.

To truly assess staff sentiment
towards the School culture, it is
important to regularly engage with
academic women in obtaining
honest feedback.

To mentor SENG women from
intersectional backgrounds,
(particularly those who were born or
studied in different countries) for
academic promotion and career
advancement.

As per the Athena Swan Bronze
Action Plan (ASBAP) (Action item
1.4: Aspire to achieve 18%
academic women in SENG by
2022), a sub-action was included to
improve adjunct appointments of
women. Numbers have
considerably improved since, from a
ratio of 8:1 in favour of men to 5:1
(four women; 22 men) today.

The number of academics that are
women is pooled towards lower
levels in SENG.

To ensure wiE have the resources
and tools they need to progress,
analysis from feedback will be
factored into decision-making.

To truly assess staff sentiment
towards the School culture, it is
important to regularly engage with
academic women in obtaining
honest feedback.

3.2.1

3.4 Increase

Actions & Outputs

Review advertising
strongly to domestic markets.

to appeal

Timeframe (start
& end)

more

3.3 Ensure the new SENG ED is fully briefed on the

School’s AS journey to date and is informed of
gender profile in preparation for workforce

planning (P&C Plan for the School).

appointment  of

adjuncts

and

sessional staff that are women in SENG to

boost pool of potential future staff.

Outputs

compliance.

A) Continue the process for shortlisting and ensure

B) SENG policies and rules reviewed for any gender

exclusion/ disadvantage and alignment with

University policies confirmed.

Actions
3.5 Maintain the number of academic women in the
School of Engineering at 20% or above:

Review and revise the SENG staff
implement a

3.51
interview data and

Q4, 2024 — Q4
2028

Q1, 2025

strategy to address outstanding issues.

3.5.2 Address various

intersectional

Q2, 2025

challenges faced by women from

diverse backgrounds

inclusive of

different backgrounds and national

origins (i.e., CALD women).

3.6 Maintain 100% compliance of SENG staff with

unconscious bias training.

Q4, 2024

Person/ Group
responsible for
implementing
action
Champions

¢ ODVC(RF) -
Program
Manager AS

e ED, SENG

e SENG
Executive
Team

e SENGAS
Champions

e ODVC(RF) -
Program
Manager AS

Senior Leader
accountable
for action
delivery

e ED, SENG

Desired Outcomes and Impact

for promotion as recently
promoted.

e SENG Executive increases
awareness of nuanced
barriers to academic

promotion for academic staff
that are women in SENG.

Increased pipeline of SENG
women progressing beyond
ALEVB, creating potential for

diverse growth in SENG
senior levels.
Impact

e WWomen in engineering report
that having a pipeline for
women has given them
confidence that promotion is
possible.

Junior women in SENG to
learn from the successful
2023 cohort of promoted
women on what is required to

prepare for academic
promotion.
Outcomes
e As per Key Barrier B#1,

improved applications for
academic promotion SENG —
maintain application rates for
women to an average of 75%
for applications to ALEVC.

Increased number of women
in SENG being promoted to
30% (N=2) by 2026.

e SENG Executive increases
awareness of nuanced
barriers to academic
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Ref.

Rationale/Evidence

To mentor SENG women from
intersectional backgrounds,
(particularly those who were born or
studied in different countries) for
academic promotion and career
advancement.

As the new ED of SENG
commences May 2024, his vision for
the School’s future will need time to
operationalise. The ED will meet
with P&C and develop the new
SENG P&C Plan.

As a result of the 2024 SENG P&C
Plan, decisions will be reviewed on
timing regarding actions.

Actions & Outputs

3.7 SENG new recruits that are women (specifically
from international recruitment processes) to be
onboarded within the School, with consideration
and provisions given to any domestic needs of
the candidate.

Outputs

A) Table of actions and strategies to address
feedback provided from the SENG staff interviews.

B) Completed review and audit SENG’s processes
and polices, ensuring they are inclusive of CaLD
provisions, giving consideration to diversity and
inclusion principles.

C) Increased pipeline of SENG women progressing

beyond ALEVB, creating potential for diverse
growth in SENG senior levels.

Timeframe (start
& end)

Q4, 2024

Person/ Group
responsible for
implementing
action

Senior Leader
accountable
for action
delivery

Desired Outcomes and Impact

promotion for academic staff
that are women in SENG.

e By Dec. 2024, 100% staff in
SENG  should complete
unconscious bias training,
including the new starters for
2024.

Impact

e Academic women in SENG
report promotion discussions
at least two-years in advance
with their line managers.

e \Women recruited into the
School from international
processes report onboarding
within the School has provided
appropriate consideration of
domestic needs.
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KEY BARRIER 3: Lack of institutional practices to enhance the career development of
CaLD women in SNM for promotion to senior levels (ALEVC and above)

Evidence of Barrier

Table 33 shows an overview of the steps taken to understand and address the key barrier to date:

How we know what the barriers are

e Data shows lack of enablers and specific institutional processes which develop and progress CaLD women in SNM to build
career capital for advancement.

o Analysis shows some structural and cultural workplace issues.

How we know why these barriers are problems

Numerous challenges were expressed during engagement with women in STEMM and SNM focus groups, workshops,
interviews, and surveys:

Barriers to building career capital
»  “The opportunity to fulfill the criteria [for leadership opportunities] are not being offered evenly across the school.”

Managing workload
»  “Barrier to career advancement is the workload model. Limitations form workload and limitations from the cognitive
load that | have as a woman.”
» “So, itis incredibly challenging doing something that is hard enough, let along juggling a family. Because you don’t
have the PhD it is difficult to get research grants ... but then when you are going for promotion, even on a teaching
scholarship, you have to demonstrate some form of publication anyway.”

Inadequate research processes and networks
» “I'm not bagging the University because | think the University is doing a lot to support women. But these things are
really there, and they need to come out in the open and need to be acknowledged. Especially in terms of research. It
is really easy if you have research income/publications, anecdotally, to get promoted. Much harder on service and
teaching quality - that’s not right.”

Absence of role models at more senior academic levels
» “I have independently had to seek out mentors.”

Personal attributes — speaking up and negotiating

»  “The things with the culture ... it is ingrained, it is not something you can just let go of ... | would say if there were
something | am struggling with ... which | blame my background for ... it is something to do with assertiveness to
negotiate what | want with my manager. Where | come from, you don’t negotiate things with your manager, you just
take it ... here it is normal to negotiate.”

Leadership and | ¢ Leaders of SNM are members of the current SAT and the School has several AS Champions.

accountability ¢ Focus through school executive meetings and AS Bronze and Cygnet Action Plan tracking in the
schools. Regular meetings of AS Team with AS Champions.

* Reporting to whole-of-school meetings on AS through combined AS Champions/ AS Team approach.
o SNM Executive reporting as part of the SNM Diversity and Inclusion Pillar.

Honesty and | « Qualitative evidence used by SNM to design and implement corresponding diversity and inclusion
self-reflection activities aimed at improving promotion outcomes for CaLD academics that are women.

o Acknowledged CalLD data is not easily accessible, and some data is lagging.
o Acknowledged academic promotions process can be arduous and junior level women can struggle.

Communication | e In 2019 (post Bronze Award), did a follow up with women. Ran eight focus groups with 55 staff to
and develop and encourage women to apply for women for academic promotion (predominantly women
engagement in STEMM).

e In 2022, an external consultant ran a survey and detailed focus groups with 40 women in STEMM
disciplines to seek consultation on progress from actions from the ASBAP.

e 2019 — 2023 - one-on-one in-depth interviews and consultation sessions with the AS Champions in
SNM (N=2), also facilitated by an external HR consultant.

Data analysis | e Data monitored, reviewed, and reported on a regular basis.
and discussion | , Ongoing and consistent follow up with accountable leaders.

Table 33: Overview of the steps taken to understand and address the key barrier to date.
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In SNM, barriers for CaLD women academics exist because, not only are there low numbers of CaLD women
employed, but they are pooled at lower ALEVs. Feedback indicates CaLD women lack mentors, tailored
guidance, networks, and the confidence to seek academic promotion.

SNM Staff profile

Figure 41 data is from 2023 (last full year dataset) and indicates the absence of CalLD staff (all genders) at
senior academic levels (ALEVC and above). There are 69 academic staff in total; 20 are CaLD staff and of
which 14 are women (70%), with only two CalLD academics at ALEVC.

SNM academics by level and CaLD status - 2023
30

25
20

15

: I
0 I s i
W \ M W M

W M M

Staff headcount (number)

w

ALEVA ALEVE ALEVC ALEVD ALEVE

B CalD ™ Non-CalD W = Women M =Men
Figure 41: SNM workforce profile for CaLD/non-CaLD by gender, 2023.

CalLD academic promotion application and success rates

The lack of diversity of senior staff in SNM is an issue when looking at a five-year trend of academic promotion
outcomes (as discussed in Key Barrier 1). Figure 39 indicates a gradual increase of CaLD women mainly at
ALEVB/C.

Total CalLD Indicator
!g o Of the 69 academics in the School:
Yes 20 ¢ 61 academics are women; and
No 46 e 20 are CaLD (29%), 3 unknown (4%), 46 not CaLD
Unknown 3 (67%).
Total 69
[ ]
CALD Indicator for women CalLD Indicator for men
Yes 14 Yes 6
No 44 No 2
Unknown 3 Unknown 0
Total 61 Total 8
e Out of the 61 women academics, 14 women e Out of 6 men who identified as CalD, 1
identified as CALD: identified as having a disability.
o 14 CalLD (23%), 3 unknown (5%), 44 not CaLD
(72%);
o 1indicated they had a disability; and
o 3 XALEVA, 9 x ALEVB, 2 x ALEVC.
Figure 42: Demographic information for women academics i.e., English as a second language and/or CalLD staff members in the SNM.

The SNM CalLD and non-CaLD women applicants for promotion to ALEVC in the period 2019-23 are almost
the same. However, only one CaLD applicant that was a man across the period applied for a ALEVD
promotion (Figure 43).
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SNM CalLD academic promotion applicants
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Figure 43: SNM applicants for academic promotion by level, gender and CaLD status.

While applications to ALEVC/D increased in 2019/20, success rates were low.

Action 4.1 Implement and establish systems and structures for all CaLD staff within SNM to prepare for academic promotions.

There are only a few CaLD women applying/succeeding at higher levels.

While nursing nationally is acknowledged as women-dominated at all levels®, GEDI issues within SNM were
previously acknowledged in ECU’s 2023 Cygnet Award #5: Addressing Diversity in SNM, identifying
intersectional gaps for SNM, in relation to cultural diversity'® in a women-dominated discipline e.g., with only
small numbers of men in SNM, 90% are from CaLD backgrounds. Therefore, SNM and ECU, strategically
approached AS to apply a broader GEDI lens, not just more men in SNM, although in 2024 two additional
men (ALEVB/C) were recruited through the Vice-Chancellor's Research Fellowship Scheme (VCRFS), aiming
to reduce SNM'’s gender disparity.

Despite 29% of all academics in SNM being from CalLD backgrounds (23% women, 75% men), the SNM
leadership group presents as a team with low diversity and CaLD women are reflected more at lower
academic levels (ALEVA/B). However, in 2024 a CaLD man is now a representative on the SNM Executive
(Figure 44).

“I've always felt in the school, they really value diversity and what the diverse staff can bring to the School. My application is on
merit — it’s not being a man or being from another country. | have a mentor that guides me ... coming from a CalLD background,
pushes me to go for it.”

Figure 44: Quote from an academic man in SNM 2024.

In confidential SNM staff interviews in 2023 (N=24), the staff profile was reported as ‘appearing very diverse’
except for the SNM Executive and senior profile (ALEVC and above) [Figure 45].

“If I look around when | come into the building, | look at the images of culture in the School graduation photos. You can look at
them and get the feeling most of the people are from not diverse backgrounds.”

Figure 45: Quote from academic woman in SNM.

A 2022 staff focus group gave feedback that this contributed to lower applicant numbers in subsequent years
where it was reported that career progression in SNM generally seems to ‘hit a ceiling’ at ALEVC (emphasised
for CaLD staff). Upward progression from ALEVC is not seen as a viable advancement option for CalLD
women as there are no role models that are women to mentor them or give them confidence/prove to them it
can be done.

As part of the 2023 interviews, a report was prepared by the external consultant for the AS Team and SNM
leaders to reflect upon key barriers and why CaLD women are not applying for academic promotion. Women
were asked about their experiences, particularly from their CaLD backgrounds, and how this impacted their
perceived ability to progress at ECU.

9 88.12% of employed nurses and midwives identify as women, 2022 - https://www.anmf.org.au/media/rixjepl5/nursing-and-midwifery-workforce-
overview.pdf

10 1n 2022 the proportion of Australia’s population born overseas was 29.5%. Census data (2022) shows over 40% of Registered Nurses and
Aged and Disabled Carers were born overseas - https://www.abs.gov.au/statistics/people/population
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Barriers/challenges for SNM women from CalLD backgrounds

Managing workload

CaLD women discussed managing their workloads while working flexibly and maintaining appropriate
boundaries within family life. Academic work was flexible, but there is significant workload and responsibility.
SNM is actively recruiting and guiding academic women from diverse backgrounds to have a workload model
that would allow them to finish their PhD if that is what they needed to be promoted (Figure 46).

“The nature of [academic] work is often unpredictable, but if you happen to have a different batch of students who need more
attention, or you need them to assist them more (they have high needs), maybe they need more guidance...With that it means
[there is more work to do] because it is a different cohort it means there is more workload for you.”

“Very quantitative — hard to quantify the work within the [workload] model.”

“I think it will take time to change steps on the ladder. So, I'm not a senior lecturer but seeing as how I’'m struggling in time now, |
think it will take time to get up there. How | am and my [current] responsibility.”

Figure 46: Quotes from SNM women'’s staff interviews.

Action 4.3. | Review the current SNM workload model and benchmark with other schools across ECU.

Understanding inadequate research processes and networks

CaLD women expressed a lack of knowledge, networks, and funding to progress career beyond early mid-
career stage. That the wanted their line managers to develop customised research career development plans
with them to help them take the next steps in their career development journey (Figure 47).

“As an early career researcher, support is missing. Finished PhD, what do we do now?”
“Standard mentor would be better.”

“I could ask my line manager for support, but it's not a common practice in my culture.”
“It’s not a thing though [to ask for more help], so no one asks. “

“Everyone should have a research mentor”

Figure 47: Quotes from SNM women'’s staff interviews

SNM acknowledged these barriers for CalLD staff and has provided guidance in various ways. Some staff
were recruited through industrial arrangements that enabled the conversion of casual staff to contract roles.
This typically means a PhD or Higher Degree completion is required before these staff would likely be
considered competitive for promotion. Simultaneously, many were upskilled in research skills which also
contributed to the opportunity for advancement.

Despite these strategies and the employment of overseas nurses, a PhD is still normally required for
promotion. Given the challenges, it is not surprising that most CalLD staff in SNM still remain at lower
academic levels (ALEVC and below). As noted, since 2016, SNM applicant rates for women have been low,
as were success rates (Figure 48), but picking up in 2023. No SNM men received promotion in this period.

Academic promotion success rate by level applied for - SNM
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Figure 48: SNM applicants for academic promotion by level, gender and CaLD status.
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While SNM applicant rates to ALEVD are now higher than ECU’s average of 44%, applicant rates to ALEVE
were zero across the six-year period 2018-2023. Success rates to ALEVD have however improved from 50%
to 100% across 2018-2023.

The challenge for the School is to maintain the growth of a more diverse staffing cohort, and to retain and
encourage them in career progression and promotion. The issues were explored in detail in the confidential
2023 staff interviews (described in Cygnet Award #5: Addressing Diversity in SNM). This links back to the
new Academic Career Framework and better understanding academic career paths especially for women.

Action 4.1.1. To raise awareness of the importance on how to build networks, ED, SNM to develop and coordinate an information
session for networking for SNM staff.

Action 4.1.2. | Raise awareness of the Early and Mid-Career Researcher Network (EMCRN) and its benefits.

Action 4.1.3. | Promote training events and workshops of the EMCRN for SNM CaLD staff.

Action 4.4. Continue to develop and implement pathways from sessional conversion including PhD or other qualification
completions in workload allocations.

Identifying role models

This overall absence of diversity presents limitations in having role models and finding mentors to guide and
encourage junior CaLD academics. This impacts the ability (and confidence) to network, in pursuit of an
academic career. The specific absence of CaLD women in senior positions means that CaLD women’s
perspectives are even less influential in decision-making and workforce culture.

SNM CalLD women stated they wanted to see diverse people in managerial positions and see that success
was possible. Not seeing themselves or role models like them at more senior academic levels didn’t give
them confidence (Figure 49).

“People I look up to have retired or are just not available.”

“We want to see people from everywhere represented.”
Figure 49: Quotes from SNM women’s staff interviews.

Negotiating the academic promotions process and standards

Promotion to more senior levels appear daunting given existing work demands. Several women who had
recently completed PhDs and applied for ALEVB/C, found the promotions process quite burdensome when
coupled with their regular roles including family responsibilities.

Unsurprisingly a ‘re-group’ period was often planned before the next ‘big step’ and there was a lack of
confidence about how/where to get advice they needed to extend their research profiles to the next level as
was required to progress beyond ALEVC. Interviews findings showed that for some, there was limited contact
and network building opportunities in facilitating career development (Figure 50).

“Written narrative was daunting from my perspective.”

“I have heard about it at senior levels [academic promotion] that it is hard, but as a junior, internal promotion is easy. [Going from
ALEVA to ALEVB]”

“Promotion process was hard — internal from A to B. Not interested in doing it again!!”

“Promotion process itself may be an impediment!! Tempted to Resign and reapply because the recruitment is easier to complete
than academic promotions.”

“Road test applications — prior to academic promotions. B to C to D, research profile becomes very important. University will
need to look at this.”

“Look at applications and give feedback. Assistance process? Won’t want to go to Level C ever!!”
“Perspective is unique from third world countries, what they bring from that.... we have it so easy in Australia.”

Figure 50: Quotes from SNM women'’s staff interviews.

Action 4.2. | Host annual SNM Academic Promotion sessions with a focus on CaLD women staff.

Personal attributes — speaking up and negotiating

Personal attributes such as assertiveness and negotiation are not a natural part of some cultural backgrounds,
meaning that negotiating workload for some CaLD women regarding their academic loads was often a
struggle.
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This ultimately impacts on promotion readiness and/or confidence to apply. It is important to note that at
present, there is no reporting provided to supervisors and managers on when their respective staff may be
due for promotion consideration. ‘Readiness’ is currently discussed informally at annual management
performance conversations. While there is a ‘Manager’s Report’ provided by P&C to line managers, it is
predominately based on more administrative HR matters such as annual leave, sick leave entitlements,
probation, and contract end dates.

Generally, while interviewees felt they were thriving (now), there were times in the past that some did not feel
that way particularly when trying to complete PhD qualifications and fulfil teaching requirements while
managing young families, in some cases as a single parent. This pressure was mitigated by encouraging
supervisors and colleagues, along with some flexibility provided to manage schedule conflicts (Figure 51).

“Having that enabling environment with your Line Manager, this is what you need for academic level D. When you look at the

criteria, you must demonstrate and sustain it.”
Figure 51: SNM CalD staff quotes on academic promotions,2023.

A lack of a PhD inhibits progression past ALEVB and C, so the role of the supervisor or manager is critical in
developing customised research career development plans which facilitate the advancement CaLD women.

The former academic career framework known as the ASPEO, and its requirements do not sufficiently
recognise the diverse accomplishment profiles particularly from clinical/practitioner academic streams (Figure
52).

“There are barriers around university evaluations (Unit and Teaching Evaluation Instrument).”
Figure 52: Quote from SNM staff consultations, 2024.

Action 4.1.4. | Target women from CalLD backgrounds and mentor to apply for programs such as the ECU AS Advancement
Scheme. Provide University funding in the research development/ sponsorship/ funding space to facilitate
endeavours.

Action 4.4. Continue to develop and implement pathways from sessional conversion including PhD or other qualification
completions in workload allocations.

Action 4.8. Continue the recent strategies to coach/mentor and encourage junior women in the School to advance their careers
through promotion.

In line with the new Academic Careers Framework, key foundational guiding principles will include the
cultivation of emerging diversity in academic career trajectories, applying contemporary approaches to equity,
inclusion, and mitigation of exclusionary barriers and metrics to academic career success.

The SNM ED provides a strong leadership vision around diversity and inclusion (D&l) arguing that the School
profile is better served by a strategy of D&l than gender equality because SNM is dominated by women and
SNM staff have provided positive feedback on this strategy (Figure 53).

“We are being seen, the School tries to push the boundaries to say — hey we represent a diverse community, and this is who we
are.”

“I feel heard [through the conversations | am having with people], and that’s why [ feel like staying here. | am not just a statistic.’
Figure 53: Quote from SNM staff consultations, 2024.

Reflecting on cultural safety for all SNM staff, the current ED has led several initiatives already (Table 34):
An E&l update is provided at the fortnightly School Executive meetings using a ‘traffic light’ approach. A
review of SNM’s E&l Committee’s Terms of Reference will transpire in 12 months.

Intervention Type Examples

Structural . New Equity and Inclusion (E&l) Committee.

° D&l ‘pillar’ in the P&C plan for the School.

Planning ) 2023 SNM Operational Plan includes an E&I Plan where key leaders are held accountable including
the ED, AD Midwifery, AD Regional, Director International and AD, Nursing.

Reporting o E&I committee currently provides the ED with a report or item for presentation at the monthly School
Forum.

Table 34: GEDI interventions completed by SNM.
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Furthermore, the School has reflected on how best it can engage with its staff on a regular basis. There is an
intent to complete a formal biennial SNM survey on the alternate years of the University-wide staff survey to
closely monitor trends.

Action 4.5. | Develop and implement a school-level biennial survey for all staff to provide confidential feedback to the E&I Committee
to ensure the lived experiences of all staff are captured.

This will be sent to staff and initially responses will be collated and reviewed by the E&l committee. A summary
and any actions will be provided to the School’'s Senior Executive and will ultimately inform Operational
planning and metrics at the School-level.

Action 4.6. Review granular intersectional and diversity data in University systems to track progress and provide regular
reporting to the SNM E& Committee on progress of its actions.

Action 4.6.1. | Monitor culturally diverse membership representation on all SNM internal and external committees.

Action 4.7. Regular diversity reporting, including an annual report from the E& Committee (annual reporting and appointment
of AS Champions).
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Action Plan

KEY BARRIER 3: Lack of institutional practices to enhance the career development of CaLD women in SNM for promotion to senior levels (ALEVC

and above).
Ref. Rationale/ Evidence Actions and Outputs Timeframe | Person/Group Senior Leader| Desired Outcomes
. (start & end) | responsible for | accountable for
implementing action delivery
action
¢ The lack of diversity of senior staff Actions e Diversityand | ¢ ED, SNM Outcomes
is an issue on which SNM is 4.1 Implement and establish systems and Q1, 2024 Inclusion e Increased CalD academic
focussed because academic structures for all CaLD staff within SNM to (D&l) ‘Pillar’ women’s participation at ALEVC
promotion outcomes indicate a prepare for academic promotions. Lead, SNM and above to 10% of academic
gradual increase of CaLD women 4.1.1 To raise awareness of the importance . staffing cohort for women.
towards ALEVB/C. on how to build networks, Executive e Chair, E&l,
Dean (ED), SNM to develop and SNM L
e Data indicates the absence of coordinate an information session for Office of th * Improve'd appllcgtlons rates for
CalLD st.aff (all genders) at senior networking for SNM staff, ° ice o 't € academic promotion CalLD staff.
academic levels (ALEVC and . , Deputy Vice-
above). There are 69 academic 4.1.2 Raise awareness of the Early and Mid- Chancellor
staff total; 20 of whom are CalLD Career Researcher Network (Regional e Increased number of CalLD staff
staff and of which 14 are women (EMCRN) and its benefits. Futures) applications for the annual ECU
(70%). There are only two CalLD 4.1.3 Promote training events and (ODVCIRF]) AS Advancement Scheme
academics at ALEVC. workshops of the EMCRN for SNM ~  Proaram (confidential process to be
CaLD staff. Managef ol managed by ODVC[RF]).
» Despite 29% of all academics in 414 Target ~ women  from  CalD
SNM being  from CalD backgrounds and mentor to apply for « Deputy
backgrounds (23% women, 75% programs such as the ECU AS Vice-
of men academics), the SNM Advancement  Scheme.  Provide Chancellor
leadership group presents as a University funding in the research (Regional
team with low diversity and CalLD development/ sponsorship/  funding Futures)
academic women are more space to facilitate endeavours. /(ADSVIE:eE(,j:)_
reflected at lower academic levels
(ALEVA/B). 4.2 Host annual SNM Academic Promotion .
sessions with a focus on CalLD women * Director,
o Staff focus groups in 2022 gave staff. People and
. . Culture
feedback that this contributed to (P&C)

lower applicant numbers in
subsequent years where it was
reported that career progression in
SNM generally seemed to ‘hit a
ceiling’ at ALEVC (emphasised for
CalLD staff). Thus, upward
progression from ALEVC is not
seen as a viable advancement

Outputs

A) Annual reporting provided to line managers
on CalD staff who are eligible for academic
promotion.

B) Annual school-based promotion panel
session targeting junior CalLD staff (under
ALEVC).

Impact

e CalLD women report:

o An increased in knowledge,
networks, and funding to progress
career beyond early mid-career
stage; or

o New CaLD women in SNM report
awareness of networks, and
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Ref. Rationale/ Evidence Actions and Outputs Timeframe Person/Group Senior Leader| Desired Outcomes

. (start & end) | responsible for | accountable for
implementing action delivery
action
option for CaLD women in the C) Annually, staff feel confident to apply for the funding initiatives to progress
absence of role models to provide ECU AS Advancement Scheme through career into the future.
mentorship. increased information.
¢ The challenge for the School is to Actions e D&l ‘Pillar | o+ ED, SNM Outcomes
maintain the growth of a more 4.3 Review the current SNM workload model | Q1,2024 Lead, SNM e Increased CalD academics in
diverse staffing cohort and to and benchmark with other schools across SNM to overall to 40% of
retain and encourage them in ECU. e Chair, E&I academic staffing cohort.
career progression and promotion. Committee
4.4 Continue to develop and implement Q1, 2024 ' i
* SNM is actively recruiting and pathways from sespsional conpversion SNM -\Ilccc);rrﬁ:rsfesd artg:ial_a%on aafiﬁeErC/g
guiding academic women from including PhD or other qualification d ab pt 180/ f academi
diverse backgrounds to have a completions in workload allocations. * ODVCIRF] - atn ff'a ovehc;t ° O academic
workload model that would allow Program stafling conort.
them to finish their PhD if that is 4.5 Develop and implement a school-level | Q4, 2024 Manager AS « Improved applications rates for
what they need to be promoted. biennial survey for all staff to provide academic promotion for CalLD
. confidential feedback to the Equity & e DVCIRF] -
Current absence of accessible and . . staff.
) transparent data that reflects diversity Ipclusmn (.E&I) Committee fo ensure the AS Lead
staff profile lived experiences of all staff are captured. e Improve accessible reporting
' . capabilit hich can provide
e Tracking and monitoring of diversity 4.6 Review granular intersectional and diversity Q1, 2025 * Director, regs)ulalrI {rac\:llvdr:g of staffppr\o”file
data in University systems to track progress ’ P&C

actions is necessary to understanding
intersectional needs of staff.

including diversity

and provide regular reporting to the SNM E&l demographics.

Committee on progress of its actions.

e Baseline data is required to track i
and keep oversightqof success of 4.6.1 Monitor culturally diverse membership | Q4 2024 * Sﬁggﬁ;el'i?]zi:aa;toarsfogofelggtfg
School-led activities and initiatives representation on all SNM internal and staff and Aboriginal and Torres
to better tailor strategies. external committees. Strait Islander peoples.

o SNM acknowledged that academic 4.7 Regular diversity reporting, including an | Q4, 2024 « Annually conduct ‘review and
promotion was underpinned within annual report from the E& Committee improveY processes for all equit
the Academic Career Framework (annual reporting and appointment of AS and inclusion activities Withinthg
by a specific teaching-focussed Champions). .
role type School through standardised

feedback processes.

¢ Flexibility from local supervisors in

how the workload and teaching Outputs Impact

scheduling requirements were met A) Reviewed, updated and benchmarked SNM e CalD women in SNM

and managed was also cited by Workload Model developed and ready for reported:

these women as critical to use in 2024 by CalLD academics. oBeing able to manage their

achieving. .the. completion of their B) Improved tracking and monitoring of gender workloads more successfully.

PhD qualification. equality, diversity and inclusion (GEDI) in o Worklng flexibly and 'malntalrun'g
SNM appropriate  boundaries  within

family life.
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Ref. Rationale/ Evidence Actions and Outputs Timeframe | Person/Group Senior Leader| Desired Outcomes
. (start & end) | responsible for | accountable for
implementing action delivery
action
C) Annual diversity reporting for the School to
inform targeted succession planning for
academic women ALEVC onwards.
D) Consistent review through formalised and
regular feedback mechanisms which ensure
equity and inclusion initiatives are having a
positive impact.
E) Have culturally diverse membership/
representation on all internal and external
committees  (including  selection and
promotion panels, boards, etc.),
Qualitative feedback revealed that Actions e D&l ‘Pillar’ | ¢ ED, SNM Outcomes
staff wanted to see more cultural 4.8 Continue the recent strategies to Q2, 2024 Lead, SNM e Improve application rates for
diversity in leadership roles. coach/mentor and encourage junior ) CaLD women to an average
The School has a mentorship women in the School to advance their * Associate of 10% overall for ALEVE-D.
scheme in place for teaching staff careers through promotion. Defan. ) NOTE: As there is currently no
through ‘iMATE’ where new staff (Discipline), ALEVD CalLD academic women,
are assigned a ‘buddy’. Interview SNM (ADD) there is currently no outcome set.
feedback from CaLD staff (2023) This desired outcome will be
confirmed that this has had a e Associate monitored across the period of the
significant impact on success and Dean Action Plan.
retention. (Research),
For research, all new staff meet Outputs (ADR), SNM Impact
:;Itjt;irz ?eggﬂaéazgzizun%ported A) Increased capability of the CaLD women in « Director, e CalLD academic women in SNM
assigned a research mentor. SNM P&C report having a mentor for

Guidance is in place for all SNM
EMCRs through research assistant
resources, publication fees support,
seminars, and training.

Formal mentor program (iMATE)
was acknowledged as a key
enabler for women to succeed in
SNM in Cygnet #5: Addressing
Diversity in SNM.

B) Increased proportion of CalLD women
participating in mentoring within SNM.

research to their

careers.

progress

e CalLD academic women in SNM
report they have an improved
understanding on:

o Current and future expectations for
academic roles and work.

o The capabilites required for
academic promotion (i.e., less
confusion and more clarity of
requirements for promotion).

o Individual development needs as a
CaLD  women and CaLD
academics.
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KEY BARRIER 4: Underrepresentation of senior academic women in the School of
Business and Law (SBL)

Evidence of Barrier

Table 35 shows an overview of the steps taken to understand and address the key barrier to date:

How we know what the barriers are

o Data shows that more men than women were hired over the past years.
e Analysis of feedback from the ED states the pool in WA is smaller and overseas recruitments are often men.
¢ In a two-step recruitment of head-hunting women there is a reluctance to move to Perth.

How we know why these barriers are problems

surveys:

Numerous challenges were expressed during engagement with women in the non-STEMM, (including SBL), focus groups, interviews, and

Lack of senior academic women in SBL.

»  “l would love to see more women in higher management positions.”
»  “l would like to see more diversity in the senior management roles.”

» “There needs to be recognition from line managers that are men that family responsibilities extend to elderly
parents, not just children; there is sometimes an assumption that if your children are grown up, you have no family
responsibilities.”

» “ECU needs to implement a leadership for women course and a formal mentoring program.”

» “Being able to work flexibly is critical to both wellbeing and performance outcomes and is a truly inclusive way of
working that meets individual needs regardless of their identified diversity dimensions.”

» “l appreciate that there are programs and initiatives to advance gender equality at ECU. At the organisational level, |
think the support that is offered (e.g., parental parking, support for PD for those with care duties) is good, but broad
and not without its limitations. In my opinion, our informal support systems (great Executive Deans, Executive
leadership, good line managers) provides more targeted support for gender equality. Yet, | think the initiatives could
be more targeted (i.e., analysis of precarious employment by care duty and gender - with opportunities for more
secure employment; parental parking is full by 8:30am in semester; PD support doesn't help if travel is cancelled).
But this is part of our journey, and we have the raw ingredients and commitment to keep growing. Well done!”

»  “Parent friendly meeting hours, classes and expectations.”

»  “More representation by women on committees, as leaders and as Research Directors.”

Leadership and
accountability

e As a non-STEMM school, leaders have been engaged since 2015 to be AS Champions.

SBL has developed a new SBL Strategic Plan (2022 — 2026) and annual Operational Plans and a new
mission statement was developed in 2024.

SBL has assigned the School’s Manager, Quality, Accreditation and Engagement to now focus on
AS and GEDI initiatives and data analysis to ensure Executive-team-level accountability.

Honesty and
self-reflection

An annual analysis of the GPG is presented to ECU’s Council, UE, ECUASS and the Equity and
Diversity Committee (ED&C). Through data analysis, SBL was identified as having an upward GPG
trend in 2023. However, there is now the ability in SBL to pick up on these trends, and the school has
already begun to make changes resulting in visible improvements in the staff profile gender-balance
in 2024.

The SBL Leadership Team is now aware of the gender imbalance and routinely takes this into account
in recruitment decision-making. SBL has begun to rectify this imbalance by appointing several women
that are ALEVDs.

Communication
and
engagement

ECU surveyed academics but was not able to separate non-STEMM academics (all genders/ALEVs
to ensure anonymity) about their thoughts on: AS, Flexible Working Arrangements (FWA) as part of
Cygnet Award #1, and/or feedback from being recruited via VC Research Fellowship (VCRF) and VC
Professorial Research Fellowship (VCPRF) schemes.

In a significant achievement, SBL academics have been awarded a substantial grant of $75,000 by
the Department of Communities for a pioneering project called "Empowering Women in Western
Australia to Achieve Economic Independence Through Entrepreneurship.”

Data analysis
and discussion

SBL is reviewing all the strategic plans within the School to ensure there is adequate capture of
relevant issues.

e The P&C Team and SBL undertook a remuneration analysis focussing on the GPG.

SBL has taken action to address recruitment issues.

Table 35: Overview of the step taken to understand and address the key barrier to date.
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A key example of successful organisational maturity at ECU is the understanding of our institutional
mechanisms and the identification of persisting barriers. To be honest of what the challenges are for the
University, despite existing structures and processes to monitor ECU’s GPG, gaps persisted.

However, ECU's mechanisms for double-checking data and conducting detailed discussions revealed the
GPG as an indicator of underlying issues and barriers that need addressing. Reducing the GPG is a desired
outcome, as stated in the Silver Application, as it is the indicator that the gap is closing between the average
pay of men and women. ECU aims to increase applications from women for roles and recruit them to ECU,
particularly into senior positions, as a means to address and reduce the GPG.

ECU is working to close the GPG by conducting audits and producing reports to understand the GPG across
the University and within each school (Figure 54). This enables ECU to set targets and actions, such as
focusing on increasing the number of women in senior and leadership positions where the recruitment is
truly needed.

2023 Gender Pay Gap — ECU schools
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Figure 54: 2023 Gender Pay Gap — Comparison between ECU schools — base remuneration and total remuneration.

Staff Profile Analysis

The academic staff profile for SBL (Figure 56) shows a higher number of men than women, particularly at
senior levels (ALEVC-E). This disparity contributes to a higher GPG in the School.

Recruitment analysis revealed that although SBL has been continuously hiring women, men were being
hired at a higher rate, with the ratio of men (M) to women (W) at ALEVE increasing from 2W:6M (75% M) in
2022 to 3W:10M (77% M) in 2023. This trend may be partly due to rapid growth in student and staff numbers
following the pandemic, with the school growing by 30%.

Achieving gender balance in significant recruitment campaigns, such as the VCRF, is also vital. Maintaining
a critical eye on key decision points across the employee lifecycle will ensure ECU’s GPG continues to
narrow during the life of the ECU Strategic Plan (2022—2026) and the ECU People and Culture Plan 2023-
2026.

Through gender equity data analysis, a more nuanced understanding of gendered data across schools
emerged. ECU’s Cygnet #4: Women in Professorial Research Positions, school engagement activities, and
gendered reporting revealed gaps, particularly in recruitment activities. Although there was a negative trend
in the man-to-woman ratio for 2022-2023, SBL has now identified these trends and has begun making
changes, resulting in visible improvements in the staff profile gender balance in 2024.

Despite being one of the largest schools at ECU, SBL has one of the lowest and thus most positive GPGs
within the university (Figure 54). Nonetheless, through reflection activities, a deeper analysis of the data
revealed areas where further improvements for gender parity can be realised.

Since 2019, SBL data reflects a relatively consistent gendered pattern for senior academic levels, across
ALEVC and ALEVE, skewed towards men, with ALEVD showing greater gender parity (Figure 55).

At the end of 2023 (last complete full dataset) for ALEVA to ALEVE, academic staff numbers were 55 men
to 40 women (42% women). While this isn’'t considered a negative result, an emerging pattern between 2022
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and 2023 shows intervention is needed on the growing disparity at ALEVE (increasing numbers of men).

Action 5.1 Decrease the disparity between men and women in senior ALEVs in SBL to reduce the School’s GPG. ‘

Headcount SBL by academic level and gender (2019-2023)
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Figure 55: SBL Academic staff breakdown by level and gender 2019 — 2023.

The SBL Leadership Team recruited more men than women and hence, a gender imbalance was now
evident. SBL is now aware of the imbalance and routinely takes this into account in recruitment decision-
making. In 2024, SBL has begun to rectify this imbalance by appointing several ALEVD women.

SBL is a relatively gender-balanced school, and as it is part of the Arts, Humanities, Social Sciences,
Business and Law (AHSSBL) category, SBL historically has not been an area of concentration within the
ECU AS Bronze Award STEMM focus. As ECU sought to expand on its GEDI journey, aiming to be inclusive
of all disciplines, a full institutional analysis was undertaken, and this further facilitated the opportunity for
improvements within the School.

Reporting on Data Analysis - Gender Pay Gap (GPG) Reporting

GPG data was analysed and reflected upon as part of established annual GEDI mechanisms and again as
part of the Cygnet Award applications. ECU’s main accountability for GPG reporting resides with P&C and
includes an annual analysis of the GPG. This report is presented to ECU’s Council, UE, ECUASCC and the
E&DC. However, monitoring and reporting mechanisms/processes are not sufficiently specific enough to
identifying gaps at a school level.
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P&C undertook a remuneration analysis focussing on the GPG™ at ECU and despite significant action
across the University, the GPG still remains as an issue because of the number of women'? in professorial
levels in specific schools (Figure 56).

Academic GPG (excl. relevant UE)
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Figure 56: Academic GPG across ECU.

Through data analysis, SBL was identified as having an upward GPG trend in 2023, the School is still in a
favourable position compared to the majority of schools at ECU (Figure 54), however, as the University has
a focus on continuous improvement in GEDI, this was identified for attention and action.

Action 5.2. | GPG reporting to be provided at a more granular level to highlight where the greatest inequities exist.

2023 Gender Pay Gap — ECU Schools
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Figure 54: 2023 Gender Pay Gap — Comparison between ECU Schools.

Regular reporting at UE and ECUASCC by the Director, P&C on annual GPG data (that were also shared
specifically with the AS Team to facilitate a more detailed analysis and exploration of future GEDI work),
was found to oversimplify the data in AHSSBL. The evidence was presented in a high-level snapshot
format which lends itself to the risk of oversight on important emerging trends.

" GPG is calculated as the difference between average women’s FTE salaries and average men’s FTE salaries expressed as a percentage
of average men’s FTE salaries. Using FTE salaries eliminates any pay gap caused by less hours through part-time work.

2 Ecuss analysis considers the pay differences between staff who identify as women or men. The number of ECU staff who identify as a
gender other than men or women is not large enough to include without the risk of possibly identifying individuals. It is acknowledged that this
may make gender diverse individuals feel excluded.
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Observing detailed breakdowns, demonstrated to ECU that opportunities for improvement were more visible
at a granular level. Schools previously would not have seen data that indicated downward trends or potential
issues as they were broadly categorised into STEMM, Non-STEMM and ASSHBL categories. Total
remuneration GPG sits at 4.0% for AHSSBL disciplines (which SBL is part of), 5.3% for STEMM and 10.2%
for STEM (Figure 57).
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Figure 57: Academic GPG by STEMM and Non-STEMM categories.

AS Data Dashboard

The ED in SBL is across the AS Dashboard and collates the quantitative data regularly to allow reflection on
the emerging trends such as in Figure 41 a widening of the GPG from 3% (base remuneration) to 5.3%
(Figure 58).

Schoel/Service Centre
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Figure 58: SBL GPG trending upwards in 2023.

The use of the AS Dashboard, however, is not consistent across localised areas and this includes awareness
of the Dashboard, which staff have access to, its functionality and how to interpret the data. Although the AS
Champions Network is active and Champions are present amongst the schools, as noted in Section #1, the
awareness and training need to be revisited by the AS Team to strengthen staff capacity to retrieve and
analyse data specific to their areas.

Action 5.2.1. | Implement training for members of the SBL Executive and SBL AS Champions on the AS Data Dashboard.

Action 5.2.2. | AS Team to retrain AS Champions where required (As per Action 1.1 in Section #1).
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The role of the AS Champion in schools was not expanded upon through the wider AS Network during the
Bronze Award period and SBL didn’t previously have data that suggested a need for attention.

Intersectionality considerations

Aligning with the information already stated in this Application, as part of the AS work across the University,
initially, data analysis focuses on gender, and then subsequently considers intersectional factors that might
influence these areas such as Aboriginal and Torres Strait Islander status, disability status, and staff from
CaLD backgrounds.

These outcomes are stated in Table 36:

Intersectional factors Staff numbers in SBL Comments
considered in 2023

In early 2024, out of all staff at ECU (n=2012), 38% (774) are academic
staff (excluding casuals) and 1.4% (11) are Aboriginal and/or Torres
Aboriginal and Torres o Strait Islanders. This is comparable to the 2023 sector average for
Strait Islander Zero (0%) benchmarking, which is 1.48%.

There was zero staff members that identified as Aboriginal and/or Torres
Strait Islander in SBL.

There was only one staff member that identified as having a disability in
SBL.

Disability 1(1%) ECU acknowledge that this number (or lack of any staff identifying as

having a disability at all) may not be accurate. Staff members can often
feel unsafe identifying a disability, or they may have developed the
disability later in their career and not update their records.

In SBL, out of 97 staff members who reported their CaLD status in 2023,
55 out of the 97 identified as CalLD, whereas 42 identified as non-CalLD.
Out of all the CaLD staff members, 42% (23 out of 55) of these people
identified as women.

Culturally and

0,
Linguistically Diverse 22 (272

Table 36: Diversity and intersectional factors considered for SBL.

Aboriginal and Torres Strait Islander Staff

Identified in Key Barrier #1, only 10 ECU staff members in 2023 who identified as Aboriginal and Torres
Strait Islander were academic staff (26%). None of these Aboriginal and Torres Strait Islander staff members
identified they were part of SBL. Although ECU cannot adequately address intersection trends for this school
from this low dataset, ECU continues to work together with other ECU networks to make SBL (and ECU as
a whole) a more appealing place for Aboriginal and Torres Strait Islander people to want to work.

ECU has customised Tableau dashboard reporting, the ‘Indigenous Australian Staff Report’, that it uses to
monitor and produce reports for committees, to be aware of the Aboriginal and Torres Strait Islander and
staff with disability employment status at ECU. This information is reported as standard at each E&DC.

P&C and the Office of the DVC (SEI) continue to implement initiatives, e.g., strategic funding investment
proposals; one of which is aimed at hiring more Aboriginal and Torres Strait Islander academic staff
members for a workforce reflective of ECU’s community and enabling the University to meet its 2026
Aboriginal and Torres Strait Islander Employment Strategic Plan Key Performance Indicators.

Disability and CalLD Status

ECU currently employs 45 staff (ongoing/fixed term) with a disability which equates to 2.2% of the
headcount. There has been 1 new starter in 2024 with a disability (but not in SBL).

Accordingly, the number of people identifying as having a disability is low institution-wise and was low in
SBL, hence ECU was unable to ascertain meaningful trends. Again, ECU acknowledges that this low
number of staff with a disability may not be accurate and continues providing a work environment that does
not discriminate against people on the basis of disability as per the disability action initiatives in Table 29.

Overall, at ECU in 2023 for academic staff, 30% staff identify as CaLD (N=211). Within SBL, 55 out of 97
staff members of these people identify as CalLD and 42% (23) of those CalLD staff members identify as
women (Table 37). Showing all five years’ worth of data allows ECU to track changes year on year rather
than an overarching change in five years.

There is a fairly even CaLD split for women and men at ALEVA to ALEVC, however, at ALEVD and ALEVE
the difference between men and women for CaLD becomes greater (skewed towards men).
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These strong number of CalLD staff members (men and women) within SBL, is in part attributed to the
positive culture in the School with SBL celebrating major ‘diversity days’, including a wide range of diverse
individuals in planning activities, including the School's ‘Away Days’, and the University-wide training
opportunities readily available. Therefore, at this stage, this was believed not to be a key issue of concern.

2019 W > 3
M 3 5
2020 W 4 2
M 2 4
2021 W 3 L
M 3 4
W
2022 ] > 7
W 3
2023 ] 3 >
2019 W 6 1
M 8 10
2020 W 11 11
M 14 8
2021 W 11 11
M 13 8
2022 W 11 8
M 10 6
2023 W 10 2
M 11 8
2019 v S 3
M 8 5
W 5 4
2020 ] 5 5
2021 W > 3
M 9 5
2022 W ! 4
M 10 5
W 7 3
2023
M 9 6
W 5
2019 ] 5
W 5
2020
M 5 1
2021 W L 4
M 5 1
W 1 4
2022
M 5 1
W 2 5
2023
M 5 1
2019 W 1 1
M 4 2
W 1
2020 v 7 3
2021 W 2
M 4 3
W 2
2022 ] 3 3
W 1 2
2023
M 4 2

W = Women M = Men
Table 37: Headcount SBL by academic level by gender & CaLD 2019 — 2023.

Note: Number will not always match headcount exactly as CalD status is self-reported and not mandatory to disclosed.
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Recruitment

During Cygnet Award #4: Women in Professorial Research Positions, recruitment data was reviewed
University-wide, and a comparative analysis was conducted (Figure 59).

“Another observation here is that we in the main end up recruiting for our SBL academic vacancies from overseas and interstate
as the pool in WA is far too small but people outside end up being far more competitive.

That is one of the reasons why we have more applicants that are men to start with when we advertise as we have found women,
even the ones we have tried to tap on the shoulder to recruit, are not keen to move countries/states or relocate to Perth

[Western Australia].”
Figure 59: SBL ED speaking to on recruitment, 2024.

Findings showed that in 2023, in SBL more men were recruited compared to women. Over the past five
years, looking at recruitment numbers, there were 17 women appointed compared to 33 men appointed -
mainly at ALEVC-E in the senior levels (25 men: 9 women). ECU does not currently track applicants and
their CalLD status through recruitment data.

Once recruitment data for the most recent year became available for analysis, it showed that not only does
SBL have more applications from men for positions, but more men were also shortlisted, thus more men
were hired as per Figure 60.

SBL appointments by academic level and gender 2019 - 2023
10

Staff headcount (number)
» (6] (o)) ~ (o] o

2

3

0 1 1 1 2 1
II 1 0 1 1 1 1
0 ..oloo.ooooooo.o.oo .o

2019 2020 2021 2022 2023 2019 2020 2021 2022 2023 2019 2020 2021 2022 2023 2019 2020 2021 2022 2023 2019 2020 2021 2022 2023

= N W

ALEVA ALEVB ALEVC ALEVD ALEVE

B women Men

Figure 60: SBL appointments by academic level and gender 2019 — 2023.

The AS Dashboard recruitment data is a ‘lagging instrument’ as noted in Section #1 and time delays had
implications for decision-making. Also, formal processes such as workforce data from centralised ECU
service centres proved limited in availability and awareness of gender trends. Having enhanced data will
provide more real-time analysis to inform current recruitment activity and workforce planning.

Action 5.3. Review recruitment advertising to ensure all promotional materials, job advertisements, and information packs
for applicants, use gender neutral language, non-stereotypical images, and visible women role models and
incorporate our gender diversity commitment.

Action 5.3.1. | AS and P&C to provide up-to-date data for schools to review recruitment information.

SBL was aware of the downward trend in appointments of women in 2023 and was proactive; thus, has
already begun to see marked changes in recruitment trends for 2024 with two women appointed into senior
positions.

As part of gendered considerations in the School, recruitment advertisements reflect a clear commitment to
GEDI (Figure 61). Job advertisements are shared by ECU as well as the ED, with affirmative statements
strongly reaffirming the value of inclusivity.
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On applications for jobs, all job advertisements say:

“ECU is a diverse and inclusive workplace reflecting the differences in society. Specific strategies and initiatives are
in place to address underrepresentation of specific groups. Applications are encouraged from suitably qualified
people from all backgrounds. Aboriginal and Torres Strait Islander people are strongly encouraged to apply.”

Additionally, logos displaying the commitment to a healthy and inclusive website are displayed:

Bronze Award T

Figure 61: Example of recruitment advertisement within the School.

Given the high level of applications from men apparent in 2023, further consideration should be given to
reviewing future recruitment rounds to ensure greater appeal to diversity groups with a gendered focus,
particularly on senior levels (Figure 62).

“Being appointed as a Strategic Research Fellow has provided me with the opportunity to focus on my research interest and
conduct impactful research.”

“My School, SBL, and especially my mentor have helped me hugely for my involvement as an active and contributing member.”

Figure 62: Quotes from academic women in SBL.

Women appointed into SBL noted there were numerous positive opportunities to build research capacity,
not only benefiting their career but also mutually benefiting the school and industry engagement
opportunities. Hence, once recruited, women in the School could see progression and development options.

Action 5.3.2. | Review and revise the SBL website and job references to see if there are any further references for inclusive
environments that could be included on job references.

Retention

ECU looked at available retention data by comparing academic staff headcount, voluntary separations,
turnover rates. Specifically, for SBL, there was no indication that retention rates were an issue that needed
to be further addressed (Table 26).

Women Men
4% 3% 2020 7% 8%
7% 6% SMHS 2021 3% 6%
12% 0% 2022 11% 12%
5% 8% 2023 6% 4%
0% 11% 2020 11% 0%
10% 9% SNM 2021 16% 17%
8% 12% 2022 13% 0%
5% 9% 2023 11% 0%
2020 1% 6% 2020 7% 4%
SEDU 2021 5% 25% sscl 2021 0% 6%
2022 1% 17% 2022 10% 8%
2023 9% 0% 2023 0% 10%
2020 0% 0% 2020 5% 2%
2021 0% 10% 2021 18% 0%
SENG WAAPA
2022 0% 0% 2022 11% 10%
2023 0% 0% 2023 5% 4%,

Table 26: Turnover rates for academic staff at ECU across all eight schools.
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The turnover rate for academic women in SBL didn’t exceed 10% and didn’t exceed 12% for men and
delivered an average of 6% and 10% (women and women respectively) across the years 2020 — 2023. This
was comparable to other non-STEMM schools and to the AHEIA benchmarking data for voluntary
separations.

When reviewing the data, consideration was given to patters of high turnover, however, this was not the
case for SBL, and the figures above show a consistent trend in the number and rate of all gender leaving
ECU voluntarily and dropped from 2022 to 2023.

In addition, the School has a family-friendly ethos and School level meetings do not commence before 9:30
am to accommodate school drop-offs. As a rule, the ED and members of the School Executive do not send
emails to staff outside standard business hours of 9:00 am to 6:00 pm. There is also a strict rule in place in
SBL that no one is allowed to send work emails over the weekend ™.

Action 5.4. Improve career progression for academic staff that are women by increasing applications for promotion to
ALEVC, ALEVD and ALEVE in SBL.

Action 5.3. Review recruitment advertising to ensure all promotional materials, job advertisements, and information packs
for applicants, use gender neutral language, non-stereotypical images, and visible women role models and
incorporate our gender diversity commitment.

The ED acknowledges there is some work to be done to further embed AS and gender equity at the School-
level. SBL has a Strategic Plan (2022 — 2026) and annual Operational Plans and a new mission statement
(Figure 63) was developed in 2024 to underpin these.

The mission statement is:

“We are inclusive, and enrich society through high quality teaching and research that matters.”

“As a provider of an accredited law program, the School is proud to express its commitment to the rule of law and the promotion
of the highest standards of ethical conduct, professional responsibility, and community service.”

Figure 63: SBL mission statement.

The SBL ED has always endeavoured to achieve a balanced profile, not only for women but also in terms of
cultural diversity. SBL in recent years has had a goal around diversity in the annual Operational Plans, with
a focus on cultural diversity and its new mission that has been socialised this year, setting an agenda around
being ‘inclusive’ that has mandated reporting.

Also, there is currently a project being undertaken to review the plans in the School and ensure they are
corresponding to the pillar for workforce representation and having a diverse and inclusive workplace.

For leadership, SBL has a strong advocate in their ED, she openly advocates for GEDI, and this is displayed
Rl | S——p = /k
IR =3 gr=

el

on the SBL webpages (Figure 64).

A — .

Figure 64: SBL'’s social media and website images from School diversity events.

13 Note: Because of ECU's Flexible Working Arrangements (FWA) policies, procedures and commitment, if it suits staff personally to work
outside these hours, this is accepted however, a delay-send strategy is encouraged.
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Action 5.5. Revise direction within SBL through completing a project to review current school-level plans.

Action 5.5.1. | Have a GEDI reference in the SBL Strategic Plan.

SBL is further invested through assigning the School’'s Manager for Quality, Accreditation and Engagement
to focus on AS and GEDI data analysis which ensures Executive-team-level accountability.

Action 5.2.3. Ensure future reporting is broken down at school level for AS and P&C Reporting.

Action 5.5.2. Have an AS Standing Item on the SBL Executive Agenda.
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Action Plan

KEY BARRIER 4: Underrepresentation of senior academic women in the School of Business and Law (SBL)

ECU’s main accountability for GPG
reporting resides with People and
Culture (P&C) and includes an annual
analysis of the GPG. This report is
presented to ECU’s Council, University
Executive (UE), ECU Athen Swan
Charter Committee (ECUASCC) and
the Equity and Diversity Committee
(E&DC).

What is apparent is monitoring and
reporting mechanisms/processes are

SBL to inform recruitment
activities and workforce
planning. AS Data Dashboard
training complete.

B) School GPG data to be provided
as part of school workforce

planning meetings with P&C.
C) SBL Executive Dean (ED) to be

able to make informed decision-

Director, P&C

Ref. Rationale/ Evidence Actions and Outputs Timeframe | Person/Group Senior Desired Outcomes
(start & responsible Leader
end) for accountable
implementing for action
action delivery
e ECU’s Athena Swan (AS) Champions’ | Actions e ED, SBL e ED, SBL Outcomes
Network initiative was formed in 2017 | 5.1. Decrease the disparity Q1, 2025 ¢ SBL GPG decrease from 5.3% base
and acted as an informal touch point for between men and women in o Manager for remuneration to +3%.
communications, events and initiatives . . .
on the ground level for AS s:m;r:LF}VsGlr;CS;BLto reduce Quallty., ) NOTE: ECU generally sets a target of +3%/-
implementation. the School's : Accreditation 3% base rem for the University.
5.2. GPG reporting to be provided | Q4, 2024 and
e While the AS Champions’ Network at a more granular level to Engagement, ¢ 100% of SBL AS Champions to be trained
remains active and AS Champions are highlight where the greatest SBL in the use of the AS Data Dashboard and
present in SBL, awareness and training inequities exist. other AS reporting.
need to be revisited by the AS Team to 52.1. Implement training for Deputy Vice-
strengthen staff capacity to retrieve and mepmbers of theg SBL Q2, 2024 * CEEEC);”;SG
analyse data specific to their areas. Executive and SBL AS (Regional
e The role of the AS Champion in schools Champions on the AS Data Futures)
was not expanded upon through the Dashboard. (DVC RF) —
wider AS Network during the Bronze 5.2.2. AS Team to retrain AS | Q1, 2025 AS Lead
Institutional Award period and SBL did Champions where required
not previously have data that suggested (As per Action 1.1 in « Office of the
there was a need for attention. Section #1 )
ection #1). o Deputy Vice-
« Gender Pay Gap (GPG) data was 5.2.3. Ensure future reporting is Char'!cellor
analysed and reflected upon as part of broken down at school (Regional
ECU’s established annual gender, level for AS and P&C Futures)
equality diversity and inclusion (GEDI) Reporting. (DVC RF) -
mechanisms and again as part of | Qutputs Program Impact
Cygnet Award applications. However, A) Annual GPG report provided to Manager AS « SBL Executive and AS Champions

report greater awareness and

understanding of gender pay equity

issues School-wide.

o Specific understanding of the causes
of the increasing GPG and what
impact recruitment decisions will
have on the School.
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Ref. Rationale/ Evidence Actions and Outputs Timeframe | Person/Group Senior Desired Outcomes
(start & responsible Leader
end) for accountable
implementing for action
action delivery
not sufficiently specific enough to making with the increased
identifying gaps at a school level. availability and quality of data.
Breakdowns are shown in science, D) AS Champions to guide better
technology, engineering, and . L
mathematics (STEM), Non-STEMM and decision-making in SBL
STEM plus medicine (+M) clusters.
Recruitment by SBL across 2023 | Actions e ED, SBL e ED, SBL Outcomes
resulted in more men than women | 5.3. Review recruitment advertising Q1, 2024 e Increased recruitment of academic staff
peing appointed (I/ch?el_rhiipicel\f/lgflg to ensure all promotional «DVC RF - that are women so that the SBL ALEVE
(ALEVC) to ALEVE). materials, job advertisements, AS Lead cohort (professorial staff) increases to
and information packs for 40% by 2026.
Over the past 2 years, in 2022-2023, applicants, use gender neu.tral ¢ ODVC(RF) - e A gender-balanced professorial cohort
SBL recruited 6 men to 1 woman staff language,  non-stereotypical Program for SBL by 2028.
member. This negatively impacted images, and visible women Manager AS
on SBL’s Gender Pay Gap, which role models and incorporate Note: Al ming f d it at
. o ) ) -
|ncreased. by 2.3 /ooto 5.30 base our gender diversity « Director, P&C 009' ways aiming ror genaer pariy a
remuneration and 3.9% to 6.8% total commitment 50% in a woman and a man breakdown.
remuneration. 5.3.1. AS and P&C to provide up- | Q4. 2024
. to-date data for schools to e Increased recruitment of women into
Women are not applying at the same i . . . .
rate as men and as such are not rewew ' recruitment senior acidemlc levels (ALEVC-E) in
being recruited at the same rate as information. 3 2024 SBL at 50% by 2026.
men in order to see the desired 5.3.2. Review and revise the SBL | @3,
change in the overall gender ratio in website and job references
SBL. to see if there are any
further  references  for
Attraction  of applications  from inclusive environments that
women was a problem and could be included on job
specifically from those in a domestic f
market. references.
We need to focus on attraction, 54. Improve.careerprogression for Q4, 2026
including how we present the aca.demlc s.taffthat.are.women
University to the market, to make the by increasing applications for
vacancies more appealing to women. promotion to ALEVC, ALEVD
and ALEVE in SBL.
Need to deconstruct recruitment
to look fi ipeli I
S;?ﬁgs's © oo Tor pIpEline 0SS 1 5 5 Revise direction within SBL Q4. 2024

through completing a project to
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Ref. Rationale/ Evidence Actions and Outputs Timeframe | Person/Group Senior Desired Outcomes
(start & responsible Leader
end) for accountable
implementing for action
action delivery
review current school-level
plans.
5.5.1. Have a GEDI referenc.e Q4, 2024
in the SBL Strategic
Plan.
5.5.2. Have an AS Standing Q3, 2024

ltem on the SBL
Executive Agenda.

Outputs

A)

E)

All  stages of recruitment
acknowledge the candidate’s
potential, not just their past
experience.

Flexible working approaches and
ECU’s parent-friendly
environment are promoted in all
stages of recruitment.

Standing item for AS on the SBL
Executive Agenda.

Revised AS Champions’
Network membership through
audit, nominating new members
where required.

Revised training for ECU AS
Champions’ Network, reflecting
current  priorities  (including
Cygnet and Silver Award Action
Plans) and extending on original
scope of Institutional Bronze
Award.

Impact

New recruits to SBL report that they
have access to the suite of Flexible
Working Arrangements available.

o

Additionally, recruits will have a
clear understanding of how to
access and use benefits.

New recruits report a positive,

diverse,
environment.

and

welcoming

SBL Executive and AS Champions
report that there is a standing item on
the SBL Executive Agenda.

Both groups
understanding of the data and, that
it is presented in an appropriate
manner with issues of importance

o

are raised.

report an
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KEY BARRIER 5: Difficulty recruiting and promoting academic women into senior levels in
the Western Australian Academy of Performing Arts (WAAPA)

Evidence of Barrier

Table 38 shows an overview of the steps taken to understand and address the key barrier to date:

How we know what the barriers are

e As a result of evidenced-based data collection as part of Cygnet Award #4 increasing women professorial research
candidates across ECU, there was a clear risk through:

o Zero academic promotions for women into ALEVE and only one into ALEVD in the past 5-years.
o  Zero recruitment of academic women into ALEVD/E into WAAPA over the past 5-years.

e Discussions with the ED, AS Champions and the Diversity, Inclusion and Opportunity Working Group in WAAPA gave
feedback to the AS Team.

How we know why these barriers are problems

Lack of recruitment into, and promotion of women within, ECU’s WAAPA

»  “My workload was mainly divided between teaching and administrative responsibilities which made my research take
a back seat [due to the teaching load].”

» “WAAPA is a different story to the rest (was in School of education previously) ... It’s a different framework ... It’s the
vocational training pathway...equivalent of Professor can be demonstrated through work”.

“Lack of recognition of value of artists and their work in general.”

“Had to go outside of my School and field to be able to compete in terms of research in international way.”
“Limited advancement opportunities.”

“Roadblocks along the way.”

»  “Shift the culture.”

YV V V V

Lack of senior women role models in WAAPA
» “As an academic and an artist, | definitely didn’t have role models.”
“The previous senior woman was head hunted by [XXX] — that was disappointing.”
“There are barely any professors in the School at all, let alone women”.
“Music discipline is dominated by men.”
“In WAAPA and the arts areas, there is intense teaching. Caring responsibilities and teaching don’t go together well.”
“This is not a regular position, so it’s not great for women with small children.”
“It was rough — it took leaving and then to come back as an academic and an artist.”
“People are shocked the leadership are men.”

YV VVVVYYVYYVY

Leadership and | ¢« ED was appointed to serve on the ECU EDC (of which the DVC(RF) and Program Manager, AS also
accountability serve) and the DVC(SEI) is the Chair (who is a part of the ECUASCC).

e Since 2019, representatives from WAAPA have served on the membership of the ECUASCC.

e ED is a Champion for AS and has been strategically appointing women both in Profession Staff and
Academic Staff roles over the past 4 years.

o WAAPA has its own Diversity, Inclusion and Opportunity Working Group to better support GEDI within

WAAPA.
Honesty and | ¢« ED reviews data and can see the lack of academic promotion and recruitment in the School;
self-reflection acknowledging the AS Silver application is a good reflection of what has been happening here at WAAPA

and is working to address the gaps.

e As part of the Silver Award the ED WAAPA acknowledged the opportunity to drill down into specific
reasons why WAAPA has not recruited women in the past.

e The ED provided specific names and key positions within WAAPA who contributed to the AS program and
qualitative feedback opportunities.

e ED was instrumental in hiring a senior woman the VCPRF within WAAPA that could mentor junior women
to grow within the disciplines.

Communication | ¢ In 2022, ran a survey as part of Cygnet Award #1 and ask detailed questions about AS and non-STEMM
and disciplines perspectives.

engagement e 2023 and 2024 ran consultation sessions with the AS Champions in WAAPA (N=2).

¢ In 2024 ran one-on-one in-depth interviews as a follow-up to information known and data being analysed.

o Asked participants questions on recruitment, academic promotion and mentoring questions as part of the
AS Silver Award analysis.

Data analysis | « Data is monitored, reviewed, and reported on a regular basis.
and discussion | o Ongoing and consistent follow up with accountable leaders.

e ED has been active in reviewing data and understanding complexities of data collection activities.

Table 38: Overview of the steps taken to understand and address the key barrier to date
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The staff profile for WAAPA demonstrates low numbers of academic women at senior levels (ALEVC-E). Data
from 2023 (year-end complete data set) showed one man at ALEVE only, one woman at ALEVD compared to
five men, and at ALEVC, skewed towards men nine to three (Figure 65).

WAAPA 2023 ALEVA ALEVB ALEVC ALEVD ALEVE
# Women (W) 6 8 3 1 0
# Men (M) 8 20 9 5 1
Difference between W and M -2 -12 -6 -4 -1

Headcount WAAPA by Academic Leadership/Senior Profile by Gender (2023)

Staff headcount (number)

1
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Disciplines within WAAPA by ALEV and gender in 2023

Figure 65: Academic staff (WAAPA) by level and gender - 2019 to 2023

Also, the graph above shows a clear pattern of higher numbers of men in the music discipline compared to
women at 6:1 ratio.

Low recruitment and low academic promotion of women into senior levels exhibit this barrier. Historically,
WAAPA has always had low numbers of women at ALEVD/E, mainly due to a lack of women role models and
mentors (both men and women), non-traditional career pathways, and limited advancement opportunities
within WAAPA. In the past five years, there were no ALEVE women and only one at ALEVD (promoted in
2021). Hence, WAAPA has had a lack of recruitment of women into senior levels (Table 39).

Gender Women | Men | Women Men | Women Men | Women Men | Women | Men
Applicants 11 19
Panel Member 1 2
Shortlisted 0 0
Successful 1 1
Applicants 82 122
Panel Member 8 7
Shortlisted 11 7
Successful 1 )
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Table 39: WAAPA 2019 - 2023 Recruitment data by academic level and gender.

ALEVE
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There is also no recruitment of men at ALEVD and ALEVE which suggests an issue with recruitment into
senior levels generally, and this lack of recruitment, coupled with the low number of women currently in
senior positions, leads to low numbers of women having the ability to apply for and be successful in academic
promotion.

| Action 6.1. | Recruit more women into senior positions in WAAPA (ALEVC-ALEVE).

Also, traditional academic career pathways and classifications have often limited advancement opportunities
for women, and this is mirrored within WAAPA because it is an industry-based, Teaching Focused (TF)
school (another consideration as part of the Academic Careers Framework Project).

Breakdowns of classification and academic roles highlight that while Research Focused Scholar (RFS)
positions are now swayed towards women (with a recent ALEVE appointment in 2024), the TF and Teaching
and Research Focused Scholars (T&RS) are biased toward men (Figure 66). Additionally, men were hired
at ALEVB at a 3:1 ratio.

Academic Roles

Classification and Academic Role - Western Australian Academy of Performing Arts Academic Role and classification level - Western Australian Academy of Performing Arts

Fiqure 66: Classification and academic role within the WAAPA

This bias towards leadership from men in the Arts across all areas such as music, performance and screen
are well documented nationally and internationally™ with the GPG in the Arts almost double the current
national average in 2024,

This analysis of data is overseen by the ED through various mechanisms, including the ED’s representation
on the E&DC, and WAAPA DI&O Working Group, which allows him to make appropriate strategic decisions
for WAAPA in the long term.

Together with P&C, WAAPA strives to reflect on the current gaps that can be seen in the data and uses
ECU recruitment policies to make informed decisions designed to address inequities. These are important
components of the WAAPA strategic research priorities, which the new ADR has developed since taking up
the position in 2023.

Intersectionality considerations

Aligning with the information already stated in this Application, as part of the AS work across the University,
initially, data analysis focuses on gender, and then subsequently considers intersectional factors that might
influence these areas such as Aboriginal and Torres Strait Islander status, disability status, and staff from
CaLD backgrounds.

These outcomes are stated in Table 40:

14 https://creative.gov.au/wp-content/uploads/2022/12/ACA_302305_Culture-and-the-Gender-Pay-Gap-Document_FA_Accessible.pdf

1 https://www.fwe.gov.au/documents/sites/award-review-2023-24/am202321-sub-
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Intersectional factors Staff numbers in

considered WAAPA in 2023 ECER

In early 2024, out of all staff at ECU (N=2012), 38% (n=774) are academic
staff (excluding casuals) and 1.4% (n=11) are Aboriginal and/or Torres
Aboriginal and Torres 1(1.49 Strait Islanders. This is comparable to the 2023 sector average for
Strait Islander (1.4%) benchmarking, which is 1.48%.

At the year-end 2023 dataset, there was one staff member who identified
as Aboriginal and/or Torres Strait Islander in WAAPA.

There were only two staff members who identified as having a disability in
WAAPA.

Disability 2 (2.9%) ECQ acknqwledges that this number (or low numbers of staff identifying as
having a disability) may not be accurate. Staff members may feel unsafe
identifying a disability, or they may have developed the disability later in
their career and not updated their records, as previously declared.

In WAAPA, 3 out of 69 staff members who reported their CaLD status in
2023, identified as CaLD to 66 identifying as non-CalLD. 33% (1 out of 3)

Culturally and 3 (4%) of those staff identifying as CaLD also identified as women.

Linguistically Diverse ° These numbers acknowledge there is a secondary sub-issue in WAAPA
as well as low numbers of women, there is low representation of CalLD staff
members.

Table 40: Diversity and intersectional factors considered for WAAPA in 2023

Aboriginal and Torres Strait Islander Staff

As identified previously in this Application, in Key Barrier #1, in 2023 out of all academic staff, only 10 staff
members identified as Aboriginal and Torres Strait Islander academic staff (26%). Only one of these staff
identified or disclosed that they were Aboriginal and/or Torres Strait Islander in WAAPA. As such, due to
confidentiality, ECU does not collect qualitative data to show an exploration of the differential experiences
for this one person compared to the rest of the School.

Although ECU can therefore not adequately address Aboriginal and Torres Strait Islander quantitative trends
for this school, ECU continues to work together with other ECU networks to make WAAPA a more appealing
place for Aboriginal and Torres Strait Islander people to work i.e., though the strategies in the Aboriginal and
Torres Strait Islander Plan and the Aboriginal and Torres Strait Islander Workforce Action Plan 2022 — 2029
and initiative such as the VC’s Indigenous Futures Fellowship Scheme that has funding for the four Senior
Lecturer positions for three full years from establishment across ECU and other initiatives in Tables 3, 4 and
20.

Disability and CaLD Status

ECU overall currently employs 45 staff (ongoing/fixed term) with a disability which equates to 2.2% of the
headcount. There has been 1 new starter in 2024 with a disability (but not in WAAPA). So, the number of
people identifying as having a disability is low institution-wise and was low in WAAPA with only two people
reporting a disability in 2023. Hence ECU was unable to ascertain meaningful trends. Again, ECU
acknowledges that this low number of staff with a disability may not be accurate and continues providing a
work environment that does not discriminate against people on the basis of disability as per the initiative in
Table 29.

In WAAPA, in 2023 out of the 74 staff members only 5% (N=4) identify as CalLD with 7% (N=5) not disclosing
their CalLD status and 88% (N=65) as non-CaLD. Compared to CaLD numbers across all academic staff
members at the University at 30% this is low for this School. These numbers acknowledge there is a
secondary sub-issue in WAAPA as well as lack of women, a lack of CalLD staff members (Table 41). Also,
the CaLD staff have traditionally been pooled at ALEVA.

Action 6.5. AS Team and WAAPA DI&O Working Group to review other GEDI areas for improvement.

Action 6.5.4. | 6.5.4. Review experiences and perceptions of CalLD staff members in WAAPA to capture their lived experiences.

Action 6.2.1 | Recruitment initiatives to be designed to take an intersectional approach so that efforts are made to attract women
and CalLD people.
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Table 41: Headcount WAAPA by Academic level by gender & CalLD 2019 — 2023.

Note: Number will not always match headcount exactly as CalD status is self-reported and not mandatory to disclosed.

ECU will continue to advance its Equity and Diversity and AS dashboard to allow for more intersectional
analysis of the quantitative data. WAAPA will also work with their WAAPA DI&O Working Group, to establish
how to better drive, promote and be inclusive of people with a disability and CaLD staff members, as well as
working with the ED&C and DAISC, where required.
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Recruitment

Since 2015, to improve the recruitment of women into research roles, particularly professorial level research
roles, ECU has focused on two key Schemes [both overseen by the DVC(R) and P&C]; the Vice-Chancellor's
Professorial Research Fellowship (VCPRF), where there were already acknowledged gender barriers, and
a subsequent new initiative in 2019, the VCRF (Table 42).

Scheme Title Description Dates Active
VCPREF: The Vice-Chancellor’'s = Commenced the first recruitment round in 2015. Aimed at the | 2015 - present
Professorial Research rapid recruitment of high-level professors (Academic Level E)

Fellowship Scheme across the University.

VCRF: The Vice-Chancellor’s Commenced the first recruitment round in 2019. Aimed at | 2019 - present
Research Fellowship Scheme | Academic Level B and C to build a pipeline of researchers and
thus eventually grow the professorial research cohort.

Table 42: ECU’s VCPRF and VCRF schemes.

The appointment of two VCRFs and one VCPRF in WAAPA are in keeping with this trajectory in line with
ECU values and research priorities (Figure 67).

"This investment [in me] has enabled me to significantly grow my research track record and make an unprecedented contribution
to the WAAPA research program.”

“ECU PSAP supervision program provided me the opportunity to have access to an immense pool of supervision resources and
valuable presentations by experienced supervisors as well as the opportunity to practice and reflect on my learnings,”

“External exposure of my research (expertise) to academic and non-academic communities is bringing more opportunities for
knowledge transfer by engaging with policymakers and practitioners.”

“The ability to be part of the leadership team [for the research stream] has enhanced my career.”

“Providing the opportunity for EMCR to have a research mentor is one of the best strategies to support them in developing their
research skills. Professor [X] has been my research mentor from the start of my appointment. We had several meetings and fruitful
discussions on different research strategies and relevant research development skills. She has always been very kind and
supportive and has been accessible whenever | needed her support.”

Figure 67: Participant quotes from WAAPA interviews 2024.

Recruitment within WAAPA is internally-led and relies on P&C staffing data to drive approaches. Previously,
data from P&C was only provided on a need-to-know ad-hoc basis and no recruitment or promotion data was
regularly issued to WAAPA. However, as previously highlighted, although data is available in the AS
Dashboard, it wasn’t, until recently that, the ADR and ADD had access to the Dashboard.

Moreover, the data provided was lagging and consequently, didn’t effectively analyse recruitment profiles to
allow for more targeted gender recruitment strategies.

Action 6.5. AS Team and WAAPA DI&0O Working Group to review other GEDI areas for improvement.

Action 6.5.1. | AS and P&C to provide up-to-date data for schools to review recruitment information.

Action 6.5.2. | Training for members of the WAAPA Executive and WAAPA AS Champions on the AS Data Dashboard.

Generally, WAAPA has not been an area of concentration within the ECU AS Bronze Award STEMM focus
Feedback from WAAPA stated that the lack of knowledge about the available evaluation mechanisms,
including limited communication from P&C and minimal contact with the AS team until recently, resulted in a
lack of targeted school-based initiatives. However, significant academic and managerial changes in staff in
the past 12 months have led to a more positive outlook (Figure 68).
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“The team we now have in place is great.”
‘[The Leaders] are trying to build a strong research culture and capacity... I'm hoping | can contribute to that in WAAPA.”
“There is a lot of trust in this group, and also | feel that from the Executive Dean.”

Figure 68: Quotes from academic women in WAAPA.

WAAPA has a number of formal policies and procedures to review the recruitment needs of the School (line
management and ECU Management for Performance system [MPS]) and also informal activities (regular staff
forums and town hall meetings). These feedback mechanisms allow the leaders to be aware of staff needs
and attitudes.

While the WAAPA team has worked closely with the AS team recently, this need for better engagement and
communication was acknowledged as an area for improvement. With AS Champions and an E&l Pillar Lead
in place, further advancement of the review and synthesis of data around gender inequity in the WAAPA
workforce remains an issue.

Action 6.5. AS and WAAPA DI&O Working Group to review other GEDI areas for improvement.

Action 6.5.2. | Training for members of the WAAPA Executive and WAAPA AS Champions on the AS Data Dashboard.

Prior to the ADR and ADD having access to the AS dashboard data, it was considered that the information
available was adequate to make appropriate recruitment and promotion decisions. However, it was realised
that in the changeover of staff, access to the Dashboard was unavailable. This oversight was rectified, and the
Dashboard is now able to be utilised.

Action 6.5.3 | AS Team to retrain AS Champions where required.

WAAPA'’s dataset shows that women are regularly applying for positions at WAAPA and being shortlisted and
hired at equal rates to men, but only for ALEVA through to ALEVC. Since 2019, the data shows no
appointments of women or men at ALEVD or ALEVE (Figure 69).

This highlighted the need to have aspirational role models and mentors to build a pipeline of women who can
achieve promotion and seniority.

WAAPA appointments by level and gender 2019 - 2023

Staff Headcount (number)

1 1 B Women Men

1
1 B E
0

2019 2020 2021 2022 2023 201% 2020 2021 2022 2023 2019 2020 2021 2022 2023 2013 2020 2021 2022 2023 2015 2020 2021 2022 2023
ALEVA ALEVE ALEVC ALEVD ALEVE

Figure 69: WAAPA appointment by level and gender 2019 — 2023.

In response to the lack of senior women, the VCRF and VCPRF recruitment strategy sought to appoint
a new ALEVE (preferably a woman), to encourage and motivate other women to succeed in WAAPA.
This was championed by the ED and ADR and in 2024 the first woman professor at ALEVE in WAAPA
was hired. This was the first specific appointment of an ALEVE academic woman at WAAPA.
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For the VCRF recruitment strategy, in order to ensure rigour and transparency, a six-month process of
preparation, strategic recruitment and advocacy followed. The VCRF set parameters that at least half of the
applicants should be women. Applicants were encouraged to contact the ADR to discuss alignment with
WAAPA'’s research priorities, prior to the open application round and interviews.

While these are significant milestones, in comparison to women, there remain more men in ALEVA, significantly
more men in ALEVB, double the number of men in ALEVC, and more men than women in ALEVD. Notably,
there are small numbers of staff of either gender at ALEVC and ALEVD.

Action 6.1. | Recruit more women into senior positions in WAAPA (ALEVC to ALEVE).

Promotion

Typically, women remain at ALEVA-C in WAAPA and do not get promoted. Qualitative feedback showed
reasons for this included a preference to prioritise a fractional employment to pursue artistic practice, relative
to opportunity factors including family responsibilities, prioritising of current workload over promotion, lack of
specific and strategic guidance and encouragement to go for promotion, and the non-traditional nature of their
career pathways (no PhDs or Postgraduate degrees).

As there was a gender disparity between men and women, ECU focused efforts to why women were at lower
levels and not moving to senior levels in academic in WAAPA.

Anecdotally women reported in staff surveys and interviews that: (Table 43):

1 | While they may be operating at the level above their current level, they lack confidence in articulating their achievements

2 | Women prioritise their workload over promotion,

3 | Women report little encouragement from leadership for career planning including promotion.

4 | Women reported a lack of opportunities to progress

Table 43: Summary of feedback from non-STEMM participants on lack of promotion

The 2019-2023 data analysis highlights the low rates of promotion applications and success rates for women,
specifically no applications (all genders) for promotion into ALEVE at all (Figures 70-72).

Academic promotion applicants by level applied for - WAAPA 2019 - 2023

4.3

3.5

3
2.5
2
15
B women B Men
1
0.5 I
0

2013 2020 2021 2022 2023 2019 2020 2021 2022 2023 2019 2020 2021 2022 2023 2019 2020 2021 2022 2023
ALEVE ALEVC ALEVD ALEVE
M 0 1 2 0 1 o 2 0 1 2 0 0 4 0 0 0 o o 0 0

Staff headcount (number)

mw 1 2 0 o 0 1] 1 0 o 1 0 0 o 1 0 0 o o o )

Figure 70: Academic promotion applicants by level applied for - WAAPA 2019 - 2023

This overall gender disparity is evident and is consequently now considered in all workforce planning.
Aligning with the low number of applications from women for academic promotion, is the WAAPA staff profile
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for women is also proportionately lower than men, particularly at ALEVB and ALEVC. In the specific context of
WAAPA, the reason for this is often due to the complex nature of non-traditional and industry-based career
pathways.

Hence, there are low promotion application rates because there is a low pool of applicants eligible to apply
for promotion to begin with (Figure 71).
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Figure 71: WAAPA staff headcount by academic level by gender 2019 - 2023 comparison

The data shows that in comparison to 2019, the headcount for women in WAAPA has not improved greatly,
hence, another reason why ECU chose to have WAAPA as one of the Key Barriers in this Silver Application.
When analysing the previous graphs, the trend over the past five years is that women are slowly moving
from ALEVA to ALEB, however, they are leaving at ALEVC and not being promoted into senior levels.

ECU's existing centralised payroll system does not currently have the functionality to report on the detailed
academic promotion eligibility information. Within the respective schools, individual and relatively informal
approaches to promotion planning are employed, with these processes relying on manually compiled staff
lists and executive leadership discussions pertaining to all staff such as time at a particular ALEV, staff
readiness for promotion, and opportunities for leadership and University service.

However, a formal mechanism for standardised reporting is lacking, which would automatically flag staff who
are eligible or ready to apply for promotion. ECU has conceptually identified the possibility of workforce and
promotion planning sessions with P&C.

AS Team to work with P&C to devise an early alert system to monitor the length of service and track eligibility

AT (42 for academic promotion for all ECU academic staff, ensuring timely identification of promotion opportunities.

However, when academic staff do apply for promotion, they are successful in all genders (Figure 72).
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AP success rate by level applied for - WAAPA
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Figure 72: WAAPA academic promotion application and success rates.

Teaching focused school not conducive to traditional community expectations for women.

There are high levels of sessional staff (casuals who are practising artists) employed in WAAPA, skewed
towards women, in order to incorporate contemporary industry expertise in the staffing mix. Feedback
from 2024 interviews demonstrates this is because (Figure 73):

“Women more often have caring responsibilities and job within this [type of industry] have an intense teaching load”
“The teaching requirements are high and it’s not a regular position so if you have children to take care of... it'’s not great”
[Women] don’t put themselves forward as readily as men will — we won’t go for [a promotion] if we are not going to get it”

Figure 73: Quotes from academic women in WAAPA.

Retention

ECU looked at retention data for WAAPA by comparing academic staff headcount, voluntary separations,
and turnover rates. As part of this quantitative data review, ECU acknowledges that the turnover rate for
academic women in WAAPA was higher than the standard rate of 5% at 18% in 2021, mainly due to
retirements by academic women, but due to lower numbers of women and staff the percentage rate is
becomes higher.

Also, the COVID-19 pandemic and its impact on the Arts industry was also a factor that was given
consideration. Cultural and creative sectors were disproportionately impacted by COVID-19 and along with
the WA State Government'®, WAAPA reviewed the impacts in detail'’.

When reviewing retention data, consideration was given to patterns of high turnover over longer periods of
time. As mentioned above. as the individual staff headcount in WAAPA is already so low, even when small
numbers of staff leave, the percentage will appear higher (Table 26). Hence, ECU determined there was
no overwhelming case for WAAPA regarding ongoing high turnover rates, and the figures above show a
consistent trend in the number and rate of all genders leaving ECU voluntarily. WAAPA turner percentage
dropped back to normal rates in the 2023 year, and this was comparable across the University.

'8 https.//www.dlgsc.wa.gov.au/culture-and-the-arts/research-hub/covid-19-creative-industries-impact-survey
7 https://www.waapa.ecu.edu.au/__data/assets/pdf_file/0006/960387/Breathing-through-the-pandemic.pdf
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So, specifically, for this School, there was no indication that retention rates were an issue that needed to
be further addressed within this Silver Application.

Year Women Men Women Men

2020 4% 3% 2020 7% 8%

SAH 2021 7% 6% SMHS 2021 3% 6%
2022 12% 0% 2022 11% 12%

2023 5% 8% 2023 6% 4%

2020 0% 1% 2020 11% 0%

SBL 2021 10% 9% SNM 2021 16% 17%
2022 8% 12% 2022 13% 0%

2023 5% 9% 2023 1% 0%

2020 1% 6% 2020 7% 4%

SEDU 2021 5% 25% sscl 2021 0% 6%
2022 1% 17% 2022 10% 8%

2023 9% 0% 2023 0% 10%

2020 0% 0% 5% 2%

SENG 2021 0% 10% 18% 0%
2022 0% 0% 11% 10%

2023 0% 0% 5% 4%

Table 26: Turnover rates for academic staff at ECU across all eight schools.

There was one outlier in the data above in 2021, where four women left in one year. However, this was already
known about due to several retirements but still impacted the pipeline of women with retirements at ALEVC
impacting the promotion opportunities to ALEVD. This was an isolated incident as shown by the data where
the headcount stayed stable; the individual separations returned to lower levels and the turnover percentage
was back to 5% in 2023 — well below the AHEIA benchmarking average and the average across the non-
STEMM schools and ECU overall. Initial 2024 data shows the continued low rates of staff turnover in the
School for men and women.

Lack of role models

As stated previously WAAPA has only just in 2024 appointed a professor that is a woman. However, other
role models in WAAPA have come from other leadership positions. WAAPA has a gender-diverse leadership
group (n=9) with 43% of the Committee (four out of nine) women and representation on programming and
producing committees, a workload committee, as well as a Diversity, Inclusion and Opportunity (DI&O)
working group.

Action 6.2 | Recruit senior academic women in WAAPA to provide mentoring opportunities for junior staff.

Despite this representation of women on committees, it is reported there remains a lack of role models and
mentors for academic women at the research and teaching level (Figure 74) and feedback from interviews
indicates this will have an impact on academic promotion preparedness.

“As an academic and an artist, | definitely didn’t have role models.”
“There are barely any professors in WAAPA at all — let alone professors that are women.”

Figure 74: Quotes from academic women in WAAPA.

Action 6.4 Develop a school specific promotion session for WAAPA to mentorship for academic promotion.

Action 6.4.1 Be inclusive of promotion challenges for women specifically in non-STEMM disciplines.

Lack of mentors for research

As with role models, having no professors in WAAPA meant there was no opportunity for School-
specific mentors at the highest level and when there is only one ALEVD who is a woman, this also
gives limited chances and puts pressure on those women in senior levels.
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Staff feedback interviews and surveys from non-STEMM academic women indicated that mentoring
was something that made a difference in their career trajectory (Figure 75).

“Mentoring is so important, Luckily | had [a woman professor] outside of the School — showing me there was a way to be an
academic and artist at that level.”

Figure 75: Quotes from academic women in WAAPA.

However, the women in WAAPA are actively committed to GEDI, proactively aiming to improve the number
of women in the Academy by driving activities to rectify this gap (Figure 76).

“‘WAAPA has a huge emphasis on assessing achievement relative to opportunity.”

“Supporting staff on whatever stage of their research journey they are on.”
Figure 76: Quotes from academic women in WAAPA.

The WAAPA DI&O Working Group (Figure 77) was established in 2020 in recognition that improvements
were needed at the individual, group, and systemic levels and this has been championed by the ADR and
ADD women.

The working group is chaired by the Associate Dean (Performance), and she reports to the following
committees:

WAAPA Executive;

School Committee for Learning & Teaching;
Producer’s Committee;

School Research and Research Training Committee.

Of the 19 current members, 12 are women. The aim of this working group is to take action to make WAAPA
equitable, safe and inclusive for all. The role of the working group is to advocate for students and staff, to
inform and advise the decision-making bodies at WAAPA using up to date evidence-based research.

The group can advise and advocate but the whole of WAAPA staff community, from professional staff to unit
coordinators, and not only course coordinators and leadership, are responsible for valuing equity, diversity,
access and inclusion.

The group has had a shifting focus since 2020, beginning with important work in diversifying curriculum
content, and strategic changes in audition panels, and in consultation with representatives of the student
body, the development with the anti-racism statement.

Figure 77: WAAPA DI&O Working Group Overview

The DI&O Working Group was established with a ‘rotating chair’ system, sharing the role of chair amongst
different staff and also with students or alumni where needed, giving further opportunities for leadership and
University service.

Key highlights of the DI&O Working Group include as per Table 43.

Initiatives of the WAAPA

DI&O Description
Diversity and Developing research informed implementation of inclusive intimacy and consent processes in
Inclusion research performing arts training.

Piloting programs and conducting audits relating to access and inclusion for staff, students,

Program development audiences and visiting artists.

Diversity and Inclusion Policy, a Code of Practice and Action Plan has been developed and

Policy and Procedures .
under review.

Table 43: Highlights of the DI&O Working Group.

The ED’s leadership ensures accountability and consistency across WAAPA, ensuring D&l is a standing
item on the WAAPA Executive Agenda. In the last three years, the ED has observed major cultural
differences and taken action to ensure appropriate systems and processes have been established (Table
44).
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P . Women in WAAPA were encouraged to meet with the new VCPRF to discuss opportunities to
romotion . . s .
increase research profile and be eligible for promotion.
Mentoring Active encouragement to seek out mentors
Support available Supporting staff in the correct ways they needed to progress through ASPEO

Table 44: Actions taken to improve diversity and inclusion in WAAPA.

Through the recruitment learnings, in the search for the VCPRF candidate, it was determined mentorship
opportunities should be a key factor in the successful candidate and that the VCPRF role was ideally suited
to champion a mentoring role (Figure 78).

“I believed | benefited from mentoring, and | think no point in being a professor if you can’t foster the next of anybody...
especially women.”
Figure 78: Quote from academic women in WAAPA 2024.

It's noteworthy that the VCPRF has already met with 26 academic staff in the School (men and women) to
discuss research opportunities leading to academic promotion.

Additionally, the ACF will play an important factor for WAAPA with the non-traditional career pathways within
the School. To succeed within the ACF, a core belief of the contemporary ACF is that it should provide
flexibility in the way that academics demonstrate performance and impact. For example, Figure 19 on page
36, the elements of the ACF where the new Framework is designed to reflect the changing nature of
academic work, offering a guide for academic staff as they navigate their careers and development, and
promotions opportunities e.g., ECU focuses on the new ‘Domain 2: Research’ and where academic staff
members can show they are having contributions to creative and cultural fields, leading to significant
discipline impact and new knowledge at an international scale. As part of the implementation of this ACF,
each School will be working with P&C to determine how they will determine success within the context of
the Framework.

Action 6.3 VCPRF in WAAPA to continue to mentor junior research staff.

Action 6.4 Develop a school specific promotion session for WAAPA to mentorship for academic promotion.
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Action Plan

KEY BARRIER 5: Difficulty recruiting and promoting academic women into senior levels in the Western Australian Academy of Performing Arts (WAAPA)

Ref. Rationale/ Evidence Actions and Outputs Timeframe | Person/Group Senior Desired Outcomes
(start & responsible for Leader
end) implementing accountable
action for action
delivery
e ECU has seen a lack of Actions o WAAPA, School | e Executive Outcomes
recruitment of women into senior 6.1. Recruit more women into senior | Q1,2028 Executive Team Dean (ED), | ® The numbers of women across all
levels in WAAPA. At the end of positions in WAAPA (Academic Level C (SET) WAAPA ALEVs in WAAPA to increase from 35%
2028, here was oy one 1an | (ALEVC) to ALEVE) 1050% by 2028
WAAPA. 6.1.1. Be considerate of Culturally (Research)
and Linguistically Diverse (ADR), WAAPA o WAAPA Professoriate (ALEVE) to
e Women are not applying at a CalLD) applications  for . increase to (n=2) by 2028. (At least 1
fast-enough pace to cultivate the ﬁecruitr)nent. i ,(Asissz?:lﬁtnee)Dean Professor that is a woman to be
building of a pipeline to senior P recruited)
levels which would improve (ADD), WAAPA ’
gender balance in the School. NOTE: The current 2024 ALEVE woman EDa&I
. The amival of a Vice Professor is the only ALEVE in the School and Committee,
Chancellor's Professorial .the first professor that is a woman to be hired WAAPA
Research Fellow (VCPRF) in In recent years. Deputy Vice-
WAAPA (the first professor that Chancellor
is a woman to be recruited into Outputs (Regional Impact
the School in the past 6-years +), A) Table of actions and strategies to Futures) e Academic women in WAAPA feel
has provided an opportunity for address feedback provided in the [DVC(RF)] confident they have a role
mentoring opportunities. WAAPA staff interviews. ;
model/mentor they can talk to in the
e The VCPRF as part of the B) Improved staff profile in WAAPA for School.
recruitment strategy was hired to academic women at all academic levels. EV%(RF)_AS e Academic women report they have
be able to "?e”t"r all ~staff . . ea seen the changes based on feedback
through promotion. There was C) All academic staff to have an opportunity . . . .
also a specific requirement to be to meet with the ALEVE Professor in provided during 2024 staff interviews.
a role model for women. WAAPA. * Academic women in WAAPA give
feedback that they see career/future
D) All. WAAPA staff are aware of the pathways for research academics in
requirements for academic promotion. the School.
e Staff interviews in 2024 gave | Actions WAAPA, SET e ED, WAAPA | Outcomes
feedback that there was no role | 6.2. Recruit senior academic women in | Q1,2024 e Improved applications for academic
model nor mentors within WAAPA. WAAPA to  provide  mentoring ADR, WAAPA promotion for ALEVC to ALEVE for
e This has contributed to the opportunities for junior staff. academic women in WAAPA:
absence of ALEVE women in the 6.2.1. Recruitment initiatives to be | Q2, 2024 ADD, WAAPA
discipline. designed to take an | Q4,2024 ED&I o WAAPA academic women ALEVD to
intersectional approach so that Committee, increase to (n=2) by 2028. (At least 1

woman to be promoted to Professor)
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Ref. Rationale/ Evidence Actions and Outputs Timeframe | Person/Group Senior Desired Outcomes
(start & responsible for Leader
end) implementing accountable
action for action
delivery
e Upward progression from ALEVC efforts are made to attract WAAPA
is not seen as a viable option, women and CalLD people. Q4, 2024

largely due to the type of industry.

Increased visibility and
transparency of the gender
equality, diversity and inclusion
(GEDI) data at ECU allows
decision makers to be better
informed.

Through transparency,
processes such as recruitment,
reward and recognition
initiatives, and academic
promotion can be evaluated and
improved.

6.3.

6.4.

6.5.

VCPRF in WAAPA to continue to
mentor junior research staff.

Develop a School specific promotion
session for WAAPA to improve
mentorship for academic promotion.

6.4.1. Be inclusive of
challenges for
specifically in
disciplines.

promotion
women
non-STEMM

Athena Swan (AS) team and WAAPA
Diversity, Inclusion and Opportunity
(DI&O) Working Group to review other

Evidence shows that if gender

equity data is measured, it can

drive

the case for action by highlighting

key issues,
solutions  to
respectively.

challenges,
address

and
these

GEDI areas for improvement.

6.5.1. AS and People and Culture
(P&C) to provide up-to-date data
for schools to review recruitment
information.

6.5.2. Training for members of the
WAAPA Executive and WAAPA
AS Champions on the AS Data

Dashboard.

6.5.3. AS Team to retrain AS

Champions where required.

6.5.4. Review experiences and
perceptions of Culturally and
Linguistically Diverse (CalLD)
staff members in WAAPA to

capture their lived experiences.

6.6. AS Team to work with P&C to devise an
early alert system to monitor the length
of service and track eligibility for
academic promotion for all ECU
academic staff, ensuring timely
identification of promotion opportunities.

Q1, 2025

Q2, 2024

Q4, 2024

Q2, 2024

e DVC(RF) — AS
Lead

o Director, People
and Culture
(P&C)
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Ref. Rationale/ Evidence Actions and Outputs Timeframe | Person/Group Senior Desired Outcomes
(start & responsible for Leader
end) implementing accountable
action for action
delivery

Outputs

A) Reporting provided to Line Managers on
WAAPA staff who are eligible for
academic promotion.

B) Annual school-based promotion panel
session targeting junior CalLD staff
(under ALEVC).

C) Annually, staff feel confident to apply for
the ECU AS Advancement Scheme
through increased promotion and
information.

D) Ongoing bespoke training session
relating to diversity provided to all
WAAPA Executive staff and those on
the Working Group for AS Dashboard
data and other GEDI matters.

E) Having increased AS data facilitating a
more robust review of current data.

F) The AS Dashboard is used by

managers to identify gender inequities

within their own organisational unit
profile facilitating the set-up of
appropriate targets and actions.

Improved tracking of staff gender and

research profile through standardised

reporting mechanisms.

o

Impact
WAAPA staff (all genders) report:

e The culture in WAAPA has shifted to
one of diversity, inclusion and
belonging.

e All staff were clear on the backing
provided from the VCPRF in
discussing research and career
advancement.

e They are aware of the requirements
for academic promotion as per the
P&C processes and specific WAAPA
considerations and it is clear to them
what they need do.

e There are no barriers for academic
women to achieve promotion in
WAAPA.
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Conclusion

This application for an AS Silver Institutional Award aims to demonstrate ECU’s progress in entrenching
gender equity, diversity and inclusion in our culture, vision, strategy, and governance structures across the
entire University. Some of the key examples of our systemic approach include:

ECU has noticeably embraced our namesake’s (Edith Dircksey Cowan) values of inclusion and equity;
ECU is the only university named after a woman in Australia.

The SET and the UE co-drive AS at ECU as visible champions and are strikingly accountable.

There is strategy, resourcing, and effective monitoring at the Executive and governing body levels,
cascading through policies, practices, and procedures.

Courage is a new value for ECU (2022) and underpins our commitment to being honest and transparent
about what does, and what doesn’t, add to positive change.

We can demonstrate sustained and consistent communication and engagement with staff since 2015,
characterised by the wealth of both quantitative and qualitative data; our staff have always given us the
road map to fix obstacles and barriers. As well, our students steer us, ranking us with five stars for overall
experience for the past 17 consecutive years.

We've cemented an evidence-based approach strongly informed by our robust data collection and
analysis systems — our AS Dashboard, supported by P&C staff reporting.

We seek out the most current research from others in the sector, including but not limited to the
Evaluation of STEMM Equity Programs, STEMM career pathway development, or initiatives for
workplace equity and inclusion, so that our actions build upon the success of tested initiatives and the
growing and valuable evidence base. Similarly, ECU is eager to share both our successes and where
our work has not hit the mark, as ECU aims to build the shared knowledge pool so that collectively,
there’s a positive shift against some enduring sector-wide issues.

The above snapshot signifies ECU’s steadfastness in encapsulating leadership and accountability, honesty
and self-reflection, communication and engagement, and data analysis and discussion in our AS work and
what is now core business.

ECU remains fully committed to AS, and since 2015, we have seen the benefits this process can bring to the
culture of our institution and particularly to the opportunities for those experiencing disparities. To that end,
ECU will continue to reveal our weaknesses, reflect, and act where needed. We will also continue to be
transparent in sharing our position with our staff, students and the sector as our AS journey carries on (Figure

79).

Message from the Vice-
Chancellor

Message from the Deputy
Vice-Chancellor

E

Figure 79: ECU Gender Equality and Athena Swan website ‘Welcome’ pages
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