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ATHENA SWAN BRONZENSTITUTION AWARDS

culture that values all staff. This includes:

1 an assessment of gender equality in the institution, including quantitative (staff
data) and qualitative (policies, practices, systems and arrangements) evidence
and identifyin g both challenges and opportunities ;

1 afour -year plan that builds on this assessment, information on activities that are
already in place and what has been learned from these ;

\ to carry proposed actions forward.

Recognise a solid foundation for eliminating gender bias and developing an inclusive

1 the development of an organisational structure, including a self -assessment team

~
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Completing the form

Please refer to the SAGE Athena SWAN Charter Bronze Institutional Award Handbook when

completing this application form.

Do not remove the headers or instructions. Each section begins on a new page.

Word count
The overall word limit for applications are shown in the following table.

There are no specific word limits for the individual sections, and you may distribute words over

each of the sections as appropriate. P lease state how many words you have used in each

section. Please refer to page 11 of the handbook for inclusions and exclusions regarding
word limit.

We have provided the following recommended word counts as a guide.
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Queensland University of Technology
Qu I 2 Gieonge Strest GPO Box 2434
Brisbhana Ckd 4007 susinalia

Phome +81 7 3138 2365 Fax +61 7 3138 4061
Email p.coaldrake@aut.edu sy wenw.qut.edu.au

22 December 2017 Professor Peler Coaldrake AQ, Viee-Chancellor

Dr Saraid Billiards

SAGE Head of Strategy and Engagement
Australian Academy of Science

GPO BOX 783

CANBERRA ACT 2601

Dear Dr Billiards
Endorsement of QUT application for Athena SWAN Bronze Award

| am wvery pleased to endorse QUT's application for an Athena SWAN Bronze Award. QUT has
embraced the opportunity to advance our gender equity initiatives through pariicipation in the pilot.

Given that our aim is for our teaching, research and community service to be informed and enriched
vy a diversity of perspectives and falents, gender considerations form part of our core business.
Cwr strategic plan's long-standing KPI for the proportion of senior staff who are women, reached
its 40 per cent target of ahead of schedule and is currently sitiing at 41.5 per cent, with a revised
farget of 45 per cent. QUT has been awarded Employer of Choice by Workplace Gender Equality
Agency (WGEA) each year since inception.

Howewver, our overall progress masks particular challenges with the recruitment and retention of
women in our STEM disciplines; this is a factor we recognised in 2013 when | approved funding of
a suite of new gender reforms designed to assist women in research across the University,
including a focus onwomen in STEM. Those initiatives have proven to be successful, and funding
arrangemeants increased (367 0K per annum) and fransitioned to an ongoing basis, with initiatives
blended into the SAGE Action Plan.

The reason we have been able to easily combine our current initiatives with the SAGE process is
because of the congruence betwesen the Athena SWAN principles and QUT's approach to gender
equity and diversity. In particular, | wholeheartedly support principles 5 and 9 — it is not enough to
support women to navigate an unfair system, rather, the system itself has to be made fairer. As
well, we have taken action on pay eguity (especially loadings), non-binary gender issues and
Aboriginal and Torres Strait Islander mafters. The Athena SWAN accreditation process has
energised and strengthened our efforts in the STEM areas. The data analysis and survey
highlighted familiar issues (under-reprasentation; slow career progress; and sub-optimal retention),
and also some less familiar ones (the different cultures at Department level and the specific effect
of career breaks). Importantly, staff proposed solutions and ideas, many of which have been
incorporated in the Action Plan.

Our current suite of initiatives includes University-wide and STEM-specific programs such as grants

for those retuming from long carer leave, support for carer costs when away from base, and, for
senior staff, unconscious hias seminars and workshops on how to improve organisation culture.
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Programs specifically for women include our 20-year-old leadership program, writing retreats,
grants to cover career breaks, mentoring and leadership-shadowing programs, and a workshop
series,

Our Action Plan proposes increased attention to the recruitment pipeline in science and engineering,
to career progression in health, and to the elimination of bias at all levels,

My some 15 years as Vice-Chancellor ends this month. At the time of writing, our application and
Action Plan are in penultimate draft form, and | can confirm that the information it contains is
accurate. Incoming Vice-Chancellor, Professor Margaret Sheil AQ, is scheduled to start at QUT in
February 2018; | understand that the application process requires a letter of support from her aiso
and | will ensure that she is therefore appropriately briefed.

The improvement of gender equity is a long-term process. | confirm that QUT is enthusiastically
committed to the SAGE program and to improving outcomes in STEM.

With best wishes.

Yours sincerely

Y

Professor Peter Coaldrake AO

Vice-Chancellor



ell)}

27 March 2018

Dr Saraid Billiards

SAGE Head of Strategy and Engagement

Australian Academy of Science
GPO Box 783
Canberra ACT 2601

Dear Dr Billiards,

Queenskand University of Technology

2 Gaorge Strest GPO Box 2434

Brabane Qid 4001 Alstrdia

Phore <61 7 3138 6086 Fax +81 7 3138 4081
Ermal ve@gut edu sy wwwequt.edu.au

Protessor Margaret Shell Ao
Vice-Chancellor and President

Endorsement of QUT application for Athena SWAN Bronze Award

Since taking up the role of QUT Vice-Chancellor in February 2018, | have become familiar with
the University's existing and proposed activities relating to gender equity in STEMM.

The QUT application provides an honest and accurate analysis, and | fully endorse the
associated Action Plan. It proposes to continue in areas of strength, target areas of weakness,
and lays the groundwork for making gains in recruitment, progress and retention of women
and diverse groups in STEMM. The University intends to implement this Plan, regardiess of

the outcome of the Bronze award application.

My background is one of leadership and active reform for STEMM gender equity, and | am
committed o supporting and strengthening QUT's long-standing efforts in this area.

Yours sincerely

/0

Professor Margaret Sheil AO
Vice-Chancellor and President



Glossary

Table 1. Glossary of Terms and organisational areas

Athena SWAN

Creative Industries Faculty

QUT SAGE Athena SWAN Action Plan Committee

Officers from STEMM organisational areas, Equity and
HR

Senior Deputy Vice Chancellor

Deputy Vice Chancellor (Research and
Commercialisation)

Deputy Vice Chancellor (Teaching and Learning)

Faculty of Health

The FOH Faculty office, rather than at a
discipline/school

The Exercise and Nutrition Sciences discipline/school

The Clinical Sciences discipline/school

The Biomedical Sciences discipline/school

The Nursing discipline/school

The Optometry and Vision Science  discipline/school

The Public Health and Social Work discipline/school

Field of Education

Graduate Research Education and Development Program

Higher Degree Research

Higher Education Participation and Partnerships
Program

Human Resources Department

Human Resource Information System

Indigenous Employment Strategy

Institute for Future Environments

Institute of Health and Biomedical Innovation

Lesbian, Gay, Bisexual, Transgender, Intersex, Queer

Learning Potential Fund

Manual of Policies and Procedures

All other faculties and schools except for the ones
listed in the STEMM scope below

Office of Research Ethics and Integrity

Postgraduate

Performance Planning and Review for Academic Staff
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A program for QUT PhD alumni available for the first
three years after graduation , which provides
additional support to assist in their transition to their
postgraduate career.

Department 0 within a faculty

Vice -Chancellor; Senior DVC ; DVC (Research and
Commercialisation); Registrar

Science and Engineering Faculty

The SEF Faculty office, rather than at a
discipline/school

The Chemistry, Physics and Mechanical Engineering
discipline/school

The Mathematical Sciences discipline/school

The Information Systems discipline/school

The Electrical Engineering and Computer Science
discipline/school

The Earth, Environmental and Biological Sciences
discipline/school

The Civil Engineering and The Built Environment
discipline/school

Science, Technology, Engineering and Mathematics

Science, Technology, Engineering,  Mathematics and
Medicine

For the purpose of this application and action plan
the scope includes all the QUT STEMM faculties,
institutes, and schools including:

1 Selected disciplines in the  School of Design from
the Creative Industries Faculty (CIF)

1 All of Institute of Health and Biomedical
Innovation (IHBI)

1 All of Institute for Future Environments (IFE)

1 All of Science and Engineering Faculty (SEF)

1 All of Faculty of Health (FOH), excluding the
School of Psychology and the Social Work
discipline, which is par t of the School of Public
Health and Social work.

Deans of the faculties of Health, Science and
Engineering, and Creative Industries; Directors of
Institutes o Health and Biomedical Innovation, and
Future Environments

University Equity Committee

Undergraduate

Vice-Chancell ords Advisory Cor

9



Women in Leadership
Widening Participation
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2. DESCRIPTION OF THRISTITUTION

Recommended word count: 500 words Actual word count: 591
Refer to Page 17 of the Handbook

Queensland University of Technology (QUT) is a major Australian university with a
global out look and a 'real -world' focus. Its two campuses are in Brisbane 0 lands
claimed by the  Turrbal and Jagera/Yuggera  peoples. Until January 2018, QUT had a
third campus in the inner regional area of Caboolture o which ha s been transferred
to a neighbouring university.

i Information on where the institution is in the Athena SWAN process; that is, an
indication of how the institution is progressing in their journey to improve
gender equity, diversity, and inclusion

Gender equity has been a core element of QUTO6s soci
for decades; is encoded in policy; and embedded in the strategic plan ( Blueprint 5),

The long -standing 40% KPI for the female proportion of senior staff was reached in

2015,and QUT now ai ms otro |raadar®s evdtt h therSTEMmp hasi s o1
disciplines in particular 6 (Blueprint 5, p.8).

The University Equity Committee (UEC) and each of the faculty/divisional equity
committees; the Women in Leadership Committee; as well as the Ally Network, the
LGBTIQ Working Party and similar initiatives, are supported by the Equity Department.
Pre-dating SAGE, a major review of women and research in 2013 resulted in a suite

of funded reforms, including a program focussing on progression an d retention of
women in science and engineering. In 2017, a new gender equity policy was
endorsed, incorporating a broad view of gender diversity.

During 2016/17, existing STEMM programs were deployed to the broader SAGE

scope, and the Self -Assessment Team (SAT) was nested with existing gender equity

governance structures. The SAGE process has brought momentum and focus to

QUTG6s efforts, refl ected i nsbbthexistiAgcahdinemn Pl an whi c
strategies.

ii.Information on its teaching and its research focus

Undergraduate and po  stgraduate courses are provided by six faculties: Business,

Creative Industries, Education, Health, Law , and Science and Engineering . About

45% of all students are in STEMM fiel ds of education (FOE). Medicine and dentistry

are notoffered. QUTO6s overall quality of educational exp
undergraduate and postgraduate sits just above the national average.  (Course

Experience Questionnaire 20 15-2016).

The university has two cross -disciplinary research institutes - the Institute for Future
Environments (IFE) and the Institute of Health and Biomedical Innovation (IHBI), and
leads six nationally -endorsed research centres. As well, there are eight off -site,
STEMMfocused research facilities. QUT identifies its current research priorities as:
Biomedical engineering; Biomolecular science; Business of technology; Chronic
disease prevention; Data science; Digital media; Education for better outcom es;



Health systems; Injury prevention and management; Materials science; Plant and
industrial biotechnology; Robotics and Computer Vision, and; Technology, regulation
and society.

iii.  The number of QUTstaff; present data for academic staff, and professional
and support staff separately

In 2016, QUT had a total of 12,138 staff (by head count): 6011 academic; 1024
p rofessional staff with research -only roles; and 5103 professional staff.

Table 2: QUT staff with breakdown by salary group (i.e. academic/profe ssional
(research -only)/professional ), and gender by head count - 2016

iv. the total number of departments and total number of students

QUT has six faculties (see Figure 1 below) with 25 schools - 13 of which are within the
SAGE scope for STEMM - plus two STEMM-focused research institutes. In scope is all of
the Science and Engineering Faculty (SEF); m  ost of the Faculty of Health (FO H)
except Psychology and Social Work;  selected disciplines within  the Design School of
the Creative Industries Faculty ( CIF); plus the two Institutes IHBI and IFE.

12



Figure 1: QUT faculties and institutes

- Chemistry, Physics and
Mechanical Engineering

- Biomedical Science
- Clinical Sciences

- Information Systems - Exercise and
- Electrical Engineering Nutrifion Sciences - Design
and Computer Science -Nursing (Selected disciplines
-Civil Engineering and - Optometry only) -
the Built Environment and Vision Science - CDm_mumcuh_cn
- Mathematical Science - Public Health - Creatfive Practice

- Earth Environment and
Biological Science

and Social Work
- Schocl of Psychology
and Counselling

Institute of Future
Environments
(IFE)

Institue of Health and
Biomedical Innovation

(IHBI)

- Accountancy
- Advertising, Marketing
and Public Relations

- Economics and

- Early Childhood and
Inclusive Education

- 'J'CW:_ Finance - Teacher
- Justice: - Management Education and
- QUT Graduate Schoel of Leadership

Business

FACULTIES AND INSTITUTES

STEMM schools and disciplines within faculfies are indicated in bold. IFE and IHBI are part of the STEMM scope.
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In 2016 across the six faculties there were a total of 48,318 undergraduate (UG) plus
postgraduate (PG) coursework students, of which 75% are UG , 55% female , and 44%
STEMM. Of the 9,822 STEMM students, females made up 46%. (See Table 3).

Table 3: All undergraduate (UG) plus postgraduate (PG) coursework students with a
breakdown by field of education (FOE) and head count 92016




(Note: This cohort has the data broken down by FOE based on data entry business
rules in the studen t system)

In 2016, there were a total of 2736 HDR students, of which 48% were female, and 64%
STEMM. Of the 1761 HDR students in STEMM, females made up 44%. (See Table 4)
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Table 4: All Higher Degree R esearch ( HDR) students with a breakdown by faculty and
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v. Listand sizes of Science, Technology, Engineering, Mathematics and Medicine (STEMM) departments; present data for
academic staff, and professional and support staff separately

ther than institutes, and the FO H and SEF are home to the bulk of STEMM staff. Of all
-only), and 23% professional staff (see Table 5 below) .

Staff are organisationally attached to faculties ra
staff in STEMM, 66% are academic, 18% professional (research

ount - 2016

Table 5: All STEMM staff with a breakdown by

employment kind, school /facu lty/institute and position by head ¢

FOH- FACULTY

FOH- ENS 66 57 123
FOH- CS 115 123 238
FOH- BS 184 133 317
FOH- NUR 191 30 221
FOH- OVS 38 43 81
FOH- PHSW

SEF CPME

SEF MS 45 95 140
SEF IS 53 117 170
SEF EECS 85 303 388
SEF EEBS 66 123 189




SEF CEBE

SEF FACULTY
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3. THE SELFASSESSMENTROCESS

Recommended word count: 1000 words. Actual word count: 950
Refer to Page 18 of the Handbook

Self-Assessment
Team for SAGE
Athena SWAN

(i) A description of the self -assessment team

QUT 0 s-AsSesdmént Team (SAT) brings together 24 academic and professional staff

members representingthei nsti tuti onds ST HgWtes, plus eXpdrtistaffs a n d
from non -STEMM areas such as the Human Resources Department and Equity

Department. Seventy -one percent of members are female.

Membership of the SAT is detailed in  Table 6 with a short biography of each.



Table 6: QUT SAGE Athena SWAN SAT Membership details

SATMembership

Professor Arun Sharma

SAT Chair and QUT SAGE

Sponsor

Ms Shard Lorenzo
QUT SAGE Sponsor
Ms Carol Richter
QUT SAGE Contract
Manager

Ms Mary Kelly

QUT SAGE
expert/administration

Ms Barbara Cilliers

QUT SAGE
expert/administration

Professor Stuart Parsons

Representing Science
and Engineering Faculty

(SER

Dr Dimitri Perrin
Representing SEF
Associate Professor
Bouchra Senadji

Representing SEF

Job Title

Deputy Vice -
Chancellor
(Research and
Commercialisation)

University Registrar

Executive Officer to
the Deputy Vice -
Chancellor
(Research and
Commercialisation)

Equity Director

Chair of W omen In
Leadership ,

Executive Equity
Committee

Manager, Workforce
Strategy and Design,
Human Resources
Depart ment

Professor and Head
of
School

Lecturer, School of
Electrical
Engineering and
Computer Science

Associate Professor,
School of Electrical
Engineering and
Computer Science

M/F

M

FT/PT

FT

FT

FT

FT

FT

FT

FT

FT

Biography

[redacted]

[redacted]

[redacted]

[redacted]

[redacted]

[redacted]

[redacted]

[redacted]



SATMembership

Professor Tony Pettitt

Representing SEF

Dr Karen Vella

Representing SEF

Associate Professor
Jennifer Firn

Representing SEF

Associa te Professor John
McMurtrie

Representing SEF

Dr Kate Devitt
Representing Institute for
Future Environments (IFE)
and SEF

Dr Craig Cowled

Representing SEF

Associate Professor Peter
Hendicott

Representing the Faculty
of Health ( FOH)

Job Title M/F FT/PT
Engineering SEF

Program Director

Chair of Women in
Research
Committee

Professor of Statistics, M PT
School of

Mathematical

Sciences

Senior Lecturer in F FT
Property and

Planning, School of

Civil Engineering and

the Built Environment

Associate Professor, F FT
School of Earth and

Environmental

Sciences

Discipline Leader,
Sustainable
Environments

Associate Professor M FT
and ARC Future

Fellow, School of

Mathematical

Sciences

Research Associate, F PT
School of Electrical (.8FTE)
Engineering and

Computer Science

Lecturer, School of M FT
Civil Engineering and
the Built Environment

Associate Professor M FT
and Head of School

Biography

[redacted]

[redacted]

[redacted]

[redacted]

[redacted]

[redacted]

[redacted]



SATMembership

Associate Professor
Chamindie Punyadeera

Representing FOH
Dr Ana Pavasovic

Representing FO H

Mrs Kerri-Ann Welch
Representing FO H
Dr Mariann Martsin

Representing FOH

Ms Lindy Osborne Burton

Representing Creative
Industries Faculty (CIF)

Associate Professor Janet
Davies

Representing Institute of
Health Biomedical
Innovation (IHBI) and
FOH

Professor Monika Janda

Representing Institute of
Health Biomedical
Innovation (IHBI) and
FOH

Ms Smitha Mandre -
Jackson

QUT SAGE project
manager/expert/adminis
tration

Ms Tracy Straughan

QUT SAGE
expert/administration

Job Title

Principal Research
Fellow, School of
Biomedical Sciences

Manager,
Laboratory and
Technical Services,
Faculty of Health

Lecturer, School of
Clinical Sciences

Senior Lecturer,
School of
Psychology and
Counselling

Senior Lecturer,
School of Design

Associate Professor,
School of Biomedical
Sciences

Professor and
Principal Research
Fellow, School of
Public Health and
Social Work

Manager 0 Strategic
Projects, QUT Equity

SAGE Project
Manager

Project Officer,
Women in STEMM
Program

M/F

FT/PT

FT

FT

FT

FT

FT

PT

FT

FT

FT

Biography

[redacted]

[redacted]

[redacted]

[redacted]

[redacted]

[redacted]

[redacted]

[redacted]

[redacted]



Table 7: QUT SAT membership numbers and breakdown by staff classification and
category 062016 - 2018

One of the two  senior executi ve staff co -sponsoring the SAGE chairs the SAT dthe

DVC (Research and Com mercialisation ). Membership includes two heads of school

(one from SEF and one from the FOH) and three pe
equity governance arrangements. Most member s have full -time positions (88%) and

have academic roles (75%).
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(i) An account of the self -assessment process

The SATmembers have beenstrongy engaged with prosecuting the
of reference (below) .

Membership of the SAT was established via nominations from executive deans and
directors, which were subsequently adjusted through further consultation to achieve

a better balance of senior staff. It was made clear to executive staff when seeking
nominations that SAT activities would n eed to be considered in workload  allocation
processes. Time allocation to participate in the SAT was negotiated by individual
members with their line managers.

Terms of Reference

In its establishment phase, the SAT focussed on developing a robust and durable
suite of data reports specific to the SAGE mandated scope, for use into the future, as
well as developing initial plans via three sub  -groups of the SAT, as follows:

1 Data Mapping Working Party . Co-opted experts from Reporting and Analysis,
Research Information systems and HR s ystems. The role was to scope the

guantitative da ta requirements and provide advice on technical solutions.
Meetings were held monthly between August and November 2016 and then
as required.

1 Survey Design Working Party . Co-opted experts from Equity, Human
Resources, SEF, School of Psychology, the Strategic Intelligence Unit , and
QUTBds University Sliheroleewas tcCdesign tthe stafisuroey. .

1 Project Planning and Communication Party. Co -opted experts from
Communications and Marketing . The role was to establish a robust project
management framework,  and provide direction and feedback 0  n both the
Project Plan and the Communications Plan. Meetings were held monthly
between July and December 2016.

For the major task of analysing the data, three gro ups were formed - CIF, SEF and IFE;
and FOH and IHBI. These groups met four times each.

Fgure 2 outlines the governance structure of the QUT SAGE  AS Project .
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Figure 2: Governance Structure QUT SAGE Athena SWAN

DVC (Research & Commercialisation ) and

Registrar
CO SPONSORS
QUT SAT
Data Data Data
. Analysis Analysis
Analysis
Group 1 Group 2 Group 3
P (SEF and (FOH and
IFB IHBI)

A project manager was appointed in

working groups, and from the Women in STEMM program.
focused specifically on the results of the QUT SAGE
development of the QUT Action Plan.

A local SharePoint site was built as the central

Data Mapping Working
Party

Group

Project Planning and
Communication Working

‘ Survey Design Working
‘ Party

‘ QUT SAGE Contract
Manager and Equity

‘ Director

Project Manager

mid -2016 and a budget was established to
support the process. The SAT convened for the first time in April 2016 with quarterly
two -hour meetings. All meetings included updates from the project manager;

reports from regi onal and national meetings and events; and reports from any

In 2017 SAT neetings
AS survey and the subsequent

point for project documentation and

related materials . A SATelectronic mailing list provided an avenue for regular

updates and news

related to SAGE and gender equity issues in STEMM.

, and a self -subscribing email list provided staff with updates

SAT members actively participated in SAGE webinars, workshops, and the national
SAGE Symposium, as well as promoting these activities in their faculties and institutes.

In 2016/2017 reporting on the progress of th
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Figure 3: QUTO6s Gender Equity Governance Structure

Vice -Chancellor

Vice-Chancellords Advisory
Committee
Registrar I Registrar and DVC (R&C) ‘

‘ University Equity Committee

‘ QUT SAT
Women in Leadership Committee ‘
Faculty / Divisional Equity
Committees
‘ Women in Research Sub - ‘ Data Analysis Groups 1,2,
Committee and 3

‘ Quality Women in
‘ Leadership Sub -Committee

‘ Women in STEMM program

(i)  Plans for the future of the self -assessment team

The Action Plan proposes that the current SAT become the QUT SAGE Athena SWAN
Action Plan Committee  (Committee) to monitor and report on the progres s of the
Plan.

The Committee will include existing members who wish to continue and new
members will be nominated as requi  red. The funded secretariat of the committee

will remai n with the Equity Department which is already responsible for this and other
gender equity initiatives across QUT. The Terms of Referen ce will remain the same.

The Committee will continue active participation  in any national or regional
community of practice  activities, as well as be champions and communicators in
their local organisational areas.

The first Action Plan Committee meeting will be scheduled in September 2018,
followed by quarterly meetings. A report on progress against the Action P lan and
activities will be produced  atleastonce ayear andreportedto VCAC and other
governance bodies such as Women in Leadership and the UEC.



The QUT Action Plan addres ses the continuation of the SAT.
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4. A PICTURE OF THE INSTUTION

Recommended word count: 2000 words. Actual word count : 1567
Refer to Pages 19 -20 of the Handbook

Overview

Data in this section covers the three year period 2014 -2016. 2017 data was not
finalised at the time of writing the application. The staff survey was conducted in
2017.

4.1 Academic and research staff data

()  Academic and research staff by grade and gender
Academic

Compared with non -STEMM, female academics in STEMM are a lower overall
proportion (43%), and their representation falls away much more steeply at higher
grades, such that they ar e only 25% of L evel Es in STEMM in 2016.See Table 8 and
Figures 4 and 5 below



Table 8: QUT academic staff with a breakdown by grade, STEMM/Non -STEMM by FTE 2014 6 2016

191.7 131.7 323.4 193.2 127.7 320.8

1435 98.2 241.7 143.0 95.8 238.8

95.0 69.7 164.7 102.2 69.2 171.4

51.0 34.5 85.5 53.8 34.8 88.5

56.7 55.4 112.1




Figure 4: All QUT academic staff with a breakdown by grade, STEMM/Non-STEMM and faculties/institutes by FTE- 2016

2016
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Faculty and pipeline trends

Within STEMM, distinct patterns are apparentin FO  H and SEF, the two faculties where
the bulk of academic staff are located. In 2016, 26% of SEF academic staff were

female, with the proportion of women shifting from 3 1%at Level Ato 10% at Level E o
a steep er decline thanin FO H where women were 64% overall, withL evel A 74%
female and L evel E 53% female.

Figure 5: Pipeline: STEMM HDR students and academic staff by grade and faculty o}
2016

Pipeline: STEMM Female HDR students and academic staff
(%) by grade and faculty - 2016
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(Note : This table contains data for all HDR students [including international students])

For SEF, the challenge is to recruit, retain and progress women at all levels.

For FOH, the main challenge is to impro  ve representation in the C/D/E| evels, with an
opportunity to grow the healthy A/B cohort through to higher levels.

The Design School of CIF is also distinct, with solid numbers of women at Level C, but
none at L evels D and E.

Adding the HDR cohort into this pipeline shows that in both SEF and CIF, the

proportion of females in the HDR cohort is highert  han at L evel A, indicating that
targ eted attention to this transition point may improve academic representation at
entry level (s ee Figure 5).

The Institutes have few academic staff organisationally located in them. With two of
its sixacademics female, IHBI overall rate is 33%. The IFE appears to have none of its



3.8 academics being female in 2016, b ut its directo r, Professor Bronwyn Harch, was
appointed later in that year.

School trends

Table 9 shows that w ithin SEF, the six schools have a range in the female proportion

of academics overall , from 21% in Electrical Engineering and Computer Science
(EECS) to 33% in Mathematical Science (MS) . Two schools have no women atL evel
E, being Earth, Environmental and Biological Sciences (EEBS ) and Civil Engineering
and the Built Environment (CEBE).

Within FOH, the range is greater - from Optometry and Vision Science (OVS) at 35%
overall and only 20% of L evel E female, to Nursing (NUR) at 87% overall and 10 0% at
level E. The only other s chool where L evel E female represe ntation is better than that
at Level A is the School of Clinical Science s (CS). All other schools in FO H show the
typical leak in the pipeline at around L  evel C and above.

Table 9: All STEMM academic staff with a breakdown by grade, school/faculty/
institute 6 FTES 2016










Thisdata show sthat within a broader faculty strategy, each school and discipline
area has particular challenges requiring targeted strategies.

Theme 2 in the Action Plan specifically addresses recruitment processes, targets and
local workforce planning, relating to wo men and Indigenous staff.
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QUT professional staff (research -only roles) are grouped as Higher Education Workers (HEW) Levels 1
i that are not consistent across the various organisational areas.

-10. This category encompasses a

In both STEMM and non -STEMM, the majority of this group is female, with most clustering in the middle levels of HEW 5, 6 and 7.

For government reporting, all casual staff are categorised as a non

are in this non -award casual category

Table 10: QUT professional (research -only) staff with a breakdown by grade, STEMM/Non
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and they are 68% female (s ee Tables 10 and 11 ).
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Table 11: All STEMMprofessional (research -only) staff with a breakdown by  grade,
school/faculty/institute - FTE3 2016
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(i)  Academic and research staff on fixed -term, open -ended/permanent and
casual contracts by gender

At QUT, fixed term is descr i beaddd/parmanéntasmi t ed t er n
6tenured?®o

Of all STEMM academic staff, only one third are tenured.

In 2016 women were 43% of all STEMM academics, and 50%, 42% and 39% of casual,
limited -term, and tenured staff respectively, indicating the women are more

casualised and less -tenured than their overal | representation would suggest . This
pattern is consistent over the three years of data examined. In part, this may be a

proxy for grade or level, as tenure is more likely to be found at higher levels whe re
women are under -represented (s ee Table 12 and Figure 6 ).

When examined by Faculty/School (Table 1  3) most schools show a similar pattern,
where the proportion of tenured staff who are female is lower than their overall
representation, except for three schools in SEF ; CIF; and one school in FOH.

























































































































































































































































