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	You must address at least one of the Terms of Reference. We are keen to hear your personal experiences.

	Which term(s) of reference does your submission address? (eg. TOR A.1/ TOR B.4)


A. The treatment of women at the Australian Defence Force Academy:

1. the adequacy and appropriateness of measures to promote gender equality; 

2. the adequacy and appropriateness of measures to ensure women’s safety; and/or

3. the adequacy and appropriateness of measures to address and prevent sexual harassment and abuse, and sex discrimination. 
	While we are conscious that the deadline for submissions to the first stage of your inquiry has passed, we felt it was important to draw your attention to the report we prepared for the Chief of the Defence Force in 2006, both for its comments on ADFA and for its broader assessment of the culture of ADF schools and training establishments, the focus of our 'Learning Culture Inquiry'. We might also mention that two of us, Cathy Harris and Roger Powell have had previous close associations With ADFA (Cathy was on the ADFA Advisory Board (2003-2006) and Roger spent three years (1991-1993) as deputy to the ADFA Commandant). 
In many respects, we found the culture at ADFA was more in line with genuine learning, and opposed to harassment and bullying and other personal misbehaviour, and supportive of diversity, than most other ADF schools and training establishments. We noted several aspects of good practice including the academic learning environment and the quality of professional support services. Nonetheless, we identified significant risks particularly from the potent mix of high levels of hormones, excessive alcohol consumption, mixed genders and relatively high levels of disposable income. We also identified the need to do more to attract the very best of staff including role models of recent graduates and officers across different areas of the ADF, more investment in induction training of staff and better handover arrangements, and longer postings of the CO and some other key staff (directly involved with the supervision of the midshipmen & cadets). We also made some suggestions in support of a more coherent tri-Service approach including to assessment, discipline and teaching methodologies. 
We are not well informed about the actions taken since our report, nor of the current culture at ADFA, but we do know there has been limited action on the last area of our recommendations (for a more coherent tri-Service approach), and we suspect that problems of postings less than three years and the concomitant problems of inadequate induction training and handover arrangements remain. 
Our wider study, including surveys of trainees and trainers, and many structured discussions with focus groups of each, highlighted inherent risks in training for the tough roles members of the ADF are expected to play, as well as the risks involved in any training institution with resident young trainees. It became apparent to us that it is vital to gain the support of middle management — the NCOs and junior officers — who most often have the face-to-face responsibilities to train and supervise students and trainees. A substantial number of these members were clearly cynical and even angry about agendas they thought were being imposed upon them by outsiders who did not understand the demands of the profession of arms. 
For this reason, we put great emphasis on clarifying the culture that CDF and his top commanders believe is necessary for a winning defence force in the 21st century, and the culture therefore needed in the schools and training institutions preparing young people for service in the ADF. The 'learning culture' we articulated, endorsed by CDF, demonstrably eschews bullying and harassment and embraces diversity, not just because this reflects civilian expectations (and the law) but also because this strengthens the winning culture the ADF demands for success in the future (eg the 'thinking soldier'). This, in our view, was essential if the ADF was to move beyond lip-service acceptance of diversity and anti-discrimination policies, and 'tick-a-box' implementation of associated measures recommended by successive inquiries and reviews. Considerable and sustained effort is needed to ensure widespread understanding and support for the optimal culture CDF endorsed both for the ADF and for training institutions. 
We also drew attention to the significant risks involved in ADF training of young recruits that require careful management and considerable investment. We reported that the very business of Defence is tough, and there is a fine line at times between toughness and bullying. In particular, the emphasis on bonding and teamwork raises risks-for those who do not seem to be conforming to the group: those who have taken the wrong career decision, under-performers and others perceived to be non-performing or non-conforming, including those injured and sick. There are also risks in the training continuum — particularly at recruitment, the introduction to Service life, the transfer from initial training to category training, and the transfer from category training to operational units. And there are risks related to the way training is conducted, particularly the varying capabilities of the management and training staff. 
We would encourage you to align any recommendations you make to the needs of the ADF itself, to help NCOs and junior officers who have such influence over students and trainees to see diversity and non-discrimination as essential attributes of a winning Defence Force and the modern profession of arms, rather than as 'softening' training or lowering standards. Their genuine commitment to the agenda is essential. 
We would be happy to discuss these issues with you if you think it would be helpful.



B. The adequacy and effectiveness of existing initiatives and approaches at the Australian Defence Force Academy to drive cultural change in the treatment of women in relation to:

1. training;

2. education;

3. mentoring; and/or

4. development. 
	See above.
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