


Topics for discussion:

• The internationalization of higher education

• Our international graduate student body. Statistics: Australia and 
UWA.

• The concepts of culture & cross-cultural communication

• The nature of the supervisor-student relationship

• Characteristics of academic culture in Australia

• Case study: Indonesian writers’ project



The Internationalization of Higher Education

Internationalization has become a central strategic objective for many 
universities:

 Increasing global university partnerships (The Matariki Network, 
Worldwide Universities Network

 Country engagement strategies

 Higher education as a ‘global market’

 Increasingly diverse international HDR student body

 Increasingly diverse international academic staff members

 Desire to build strong distributed intellectual communities



Philosophy

Supervisors can become advocates for 
international students by recognising how 
students' academic difficulties might be 
constructed by cultural assumptions and 
interactions within the institution, rather 
than legitimising the location of the 
'problem' as being with international 
students. 



In brief:

• In 2017 international students made up 28.6% of the 
total PhD and Masters by Research enrolments at 
UWA (that is, about 559 international research 
students of the 1949 enrolled).

• International students represent 58 nationalities and 
numerous ethnicities. (In 1997 our international 
HDR students were drawn from just 36 countries). 

•Overall, 38.6% of the currently enrolled HDR 
students were born overseas (n.225 PR)







Australia Wide Statistics

• Australian Visa sub-class 574 (Postgraduate Research) grants 2006-2007; 2014-2015

• Department of Immigration and Citizenship ‘Combined Off-shore and On-shore postgraduate Research Student 
Visa Grants for 2006-2007 Program Year’, http://www.diac.gov.au/media/statistics/study/index.htm

• Dept. of Immigration & Border protection, Figures from Student Visa and Temporary Graduate Visa program 
quarterly report 30th June 2015.

Country of Citizenship Figures as at 30th June 2007 Figures as at 30th June 2015

China 680 1637

Saudi Arabia 218 1192

Bangladesh 191 703

Indonesia 192 637

Vietnam 198 636

Iran 346 631

Iraq not available 615

India 454 546

Malaysia 625 422 (-)

Pakistan 126 345

Sri Lanka 177 328



UWA Statistics





In Summary

In terms of HDR student numbers by country China, Singapore and 
Indonesia sit at top 3

Those countries displaying overall growth from 2000 to 2017 include:

 Singapore

 Indonesia

 Possibly Vietnam

 China (tailing-off after 2010)

 African countries (including Kenya, Ghana, Ethiopia, Nigeria, South 
Africa) 



The nature of international studentship: 
issues to be aware of

• Fee paying

• Student Visa (visa sub-class 574, postgraduate research)

• Full-Time Study

• Variable scholarship conditions – UWA award, sponsorship, ad hoc 
scholarship

• Managing dependents (childcare & schooling, spouse)

• Financial hardship

• Separation from family & support network

• Finding accommodation

• In some cases issues with English language competency

• Cultural adjustment (social & academic)



Culture

• A shared system of values and knowledge

• The symbolic and learned aspects of society

• The set of assumptions, beliefs, practices and traditions shared by a 
group of people with at least one point of common identity (national, 
religious, ethnic)

• The ‘worldview’ (weltanschauung) of a particular social group





Cultural Awareness

 Is the ability to exhibit certain behaviours, including skills and qualities, 
which are culturally tuned to the attitudes and values of others (Peterson, 2004)

 Perhaps supervisors may not be familiar with the manners, traits, 
practices, values and modes of acceptable behaviour that collectively 
signify capability in a particular student’s own culture

 It is important here to make a distinction between, on the on hand, 
English language competency (or deficiency) and the cultural logic an 
international student brings with them to UWA. 

Peterson, B. (2004 Cultural Intelligence: a guide to working with people from other cultures, Intercultural Press, Yarmouth ME.



Cross-cultural Communication

• Any interaction (verbal or non-verbal) that involves representatives 
from more than one culture.

• Intercultural Competence (IC) is the ability to identify and resolve 
communicative difficulties arising from distinctions in culture.



Academic 
Culture



Academic culture at UWA

We value the ability of the individual to:

 Speaking up assertively to stake an opinion, even with ‘superiors’.

 Taking pride in individual accomplishments.

 Challenging or questioning existing understandings and processes 
(scepticism, disputation and above all critical thinking)

 Adherence to a particular type of ‘professionalism’.

However, we also value:

 Collegiality, collaboration and honesty

 And we tend to flatten power hierarchies (we are a low PD – power distance 
– society).

The union of these individualist and collectivist qualities 
is indicative of not only academic culture at Australian 
universities, but also Australian society in general. 



These core values influence:

• The way we engage with knowledge (ideas/text)

• Our interaction with colleagues and students



Indonesian academics’ perceptions of problems 
in writing research articles (RAs) in English for 

submission to international journals

Michael J. Azariadis PhD

Honorary Research Fellow (Asian Studies)

The University of Western Australia



The Field site

Batam, Riau Islands Province, 
Indonesia

Participants: 20 academic staff 
from Universiti Islam Negeri (UIN) 
Riau

5 day residential writing retreat 
consisting of:

i. 12 workshops

ii. Individual writing 
consultations

iii. Dedicated writing time

Working towards the completion of 
a journal article.



Stage One Objectives

i. Elicit something of the writer’s autobiography (disciplinary background, previous study 
overseas, type of postgraduate qualification, position at UIN Riau)

ii. Their previous research experience, and writing experiences in the RA genre 

iii. Their proficiency in English

iv. The problems they experience in writing in the RA genre

v. Their explanations as to why these problems occur

vi. Their views of (potentially) the most effective pedagogical strategies for teaching Indonesian 
L1 speakers academic writing in L2 English

My Research Questions



Stage One Findings: problems in writing in the RA genre



Stage One Findings: identification of problems in writing in the RA genre

Citing sources ethically

Concept of logic

Conciseness

Critical thinking

English language proficiency

Ability to evaluate sources

Lack of instruction

Differences between Indonesian and English languages

Precision & detail

School curriculum in Indonesia

Education 
System in 
Indonesia

Culture 
and 
Writing



Culture & Writing

Politeness Strategies

- Being too direct

- Causing offence

- Islam & Malay culture

- National culture

- Not imposing

- Slowing down emotions



Politeness Strategies

• From a paper delivered by Margaret Cargill at the Quality in Postgraduate Research: 
Managing the new agenda Conference held in Adelaide 23rd -24th April 1998

Deference Politeness Strategies (student) Solidarity Politeness Strategies (supervisor)

Use family names and titles Use given name

Avoid topic management (taciturn/reticence) Invites viewpoints and initiative

Will give you the option to not do anything Will want to clearly establish expectations

Be apologetic Be optimistic



Resources:
QUT Cross cultural Supervision Website: 
http://www.crossculturalsupervision.com/

Macquarie University Cross cultural supervision project:

http://www.mq.edu.au/lih/altc/cross_cultural_supervision_project/index.ph
p

http://www.crossculturalsupervision.com/
http://www.mq.edu.au/lih/altc/cross_cultural_supervision_project/index.php


Bridging Cultural Divides in Supervision  

Introduction to Unconscious Bias 

Fadzi Whande 

Manager, Inclusion & Diversity 



DIVERSITY 

Race 

Age 

Gender 

Religion 
Sexual 

Orientation 

Physical 
Abilities 

Ethnicity 

Socio- 
economic 

status 

Dimensions of Diversity 



 
 
 
 
 
DIVERSITY 
Diversity is the who and the what: who’s sitting around the table. It is “all the ways 
in which we are similar and all the ways in which we differ” (Dr R Thomas, Jr.) 
 
 
INCLUSION 
Inclusion is the is the how; the behaviours that welcome, embrace and create an 
environment where all different kinds of individuals can thrive and succeed.   
 
 

DIVERSITY IS WHAT YOU HAVE.  
 

INCLUSION IS WHAT YOU DO.  
 
 
 
 
 



Unconscious (or implicit) Bias refers to a bias that happens 
automatically, is outside of our control and is triggered by our brain 
making quick judgments and assessments of people and situations, 
influenced by our background, cultural environment and personal 
experiences.  

Prejudice is a feeling towards a person based on their affiliation with 
a group. 

Stereotypes can be positive or negative, but are usually an 
exaggerated idea of what a group is like. 

 

 

 

Unconscious bias definitions 



Our brain as a filter 

1 

PROCESS 40 
– 50 bits 

FILTER 
10,999,950 

bits out 

Exposed to 11,000,000 
bits of information at 

once 
We filter through: 

• Conscious decisions and 
preferences 

• Unconscious biases that we 
have developed over time 

99.999996% UNCONSCIOUS 



 

 Conscious 

Manual part of the mind 
which you can directly control 

Voluntary actions for example 
moving your hand or 
choosing to look at 
something 

Logic and reasoning, for 
example deciding to do 
something or not or working 
out a mathematical sum 

Unconscious 

Automatic or autonomical 
part of the mind which you 
cannot directly control 

Feelings, habits, behaviours, 
personality 

www.paulwalh.com 



Adapted from Albert Mehrabian 



Micromessaging 

Micro-messages 

• Small, subtle, 
semiconscious 
messages we 
send and receive 
when we interact 
with others 

Micro-
inequities 

• Negative 
micromessages 
we send other 
people that cause 
them to feel 
devalued, 
slighted, 
discouraged or 
excluded  

Micro-
affirmations 

• Positive 
micromessages 
that cause people 
to feel valued, 
included, or 
encouraged 



Micro-inequities 

1 

• On my phone/keyboard while someone is talking to me 

• Consistently mispronouncing a person's name 

• Praising an idea presented by one; ignoring the same 

idea presented by another 

• Not making eye contact with more junior people in a 

meeting 

• Confusing a person of a certain ethnicity with another 

person of the same ethnicity 

• Listening with closed or aggressive body language (e.g. 

arms closed across chest) 

• Being in a room when someone comes in and saying 

"why is no one here?" 

• Saying "enjoy your holiday" when a colleague leaves to 

take parental leave 

• Not greeting someone more junior or making eye contact 

when you walk past them 

• Hovering over someone in a controlling or menacing way 

• Allocating work or projects to colleagues you get on with 

best 

• Making jokes aimed at certain minority groups 

• Choosing social activities that are not inclusive to men 

and women and all cultural groups / religions 

• Inviting a Muslim colleague to lunch during Ramadan 

• Not introducing a colleague at a meeting and then not 

drawing them into the meeting or ignoring them during 

the meeting 

• Replying to someone with sarcasm 

• Looking at my watch while someone is talking to me 

• Coming late to a meeting, or leaving early 

• Greeting some employees more enthusiastically or more 

personally than others 

• Consistently not inviting some team members to lunch or 

drinks 

• Not asking if colleagues have special dietary requirements 

when arranging meals 

• Forwarding cartoons on email that make fun of women or 

minority groups 

• Delivering harsh words and cutting criticisms at team 

members when things don't go according to plan  

• Saying 'it must be nice to work half days' to a colleague 

leaving at 15.00 to do the school run 

• Constantly interrupting someone while they are talking 

• Leaving a team member out of a discussion about a 

project that impacts them 

• Rolling your eyes when someone presents an idea 

• Giving fake, masked or forced smiles 

• Making an inappropriate or offensive comment, and when 

challenged, responding with "I didn't mean it, it was just a 

joke. How could anyone take that seriously?" 

• Raising your voice at team members that did not perform 

to your expectations, in front of the rest of the team 

• Answering the phone while in a one-on-one meeting with 

someone 

• Tapping your fingers, tsk'ing or showing your impatience 

• Speaking to professional staff with a different tone than to 

academics 



Micro-affirmations 

1 

• Public recognition 

• Smiling and greeting colleagues at all levels 

• "Opening a door" 

• Positive references to a person's work 

• Commending someone on the spot 

• Making a positive introduction 

• Actively listening and making eye contact with the 

person seeking and using body language that conveys 

openness and attentiveness 

• Offering gestures of inclusion & concern 

• Practice the pronunciation of names until you are 

comfortable saying them correctly 

• Ensure that names are spelled correctly on agendas 

and meeting minutes 

• Include all participants in small talk and informal 

conversation 

• Allow individuals to finish their statements, and coach 

others to do the same 

• Encourage and acknowledge the ideas of all 

participants 

• Arrive on time and stay for the duration of meetings 

• Consistently giving credit to others when credit is due 

• Providing support in times of distress (e.g., project fell 

through, missed a major deadline) 

• Asking a colleague who has been quiet during a 

meeting for their input or opinion 

• Be interested in the people you work with and get to 

know them, ask them questions about themselves and 

their lives 

• Stop office banter and challenge colleagues who make 

jokes at other's expense 

• Use positive facial expressions and vocal tone when 

speaking to people 

• Ensure all team members are included in lunch or drinks 

invitations 

• Ensuring that work and projects are allocated to the best 

people for the job 

• Asking someone who looks stressed or overwhelmed if 

they are okay 

• Remind yourself to treat people objectively in interviews 

and not to make decisions based on first impressions 

• Consistent feedback that builds on strengths and 

corrects weaknesses 

• Support your team when they need time off or to work 

flexibly to meet personal commitments 

• Make your colleagues feel valued and indispensable 

• Remember facts about people you work with (e.g. if they 

have a hobby, remembering their birthday, remembering 

details about their family) 

• Switching to a language that everyone understands 

when a colleague walks in while you are having a 

conversation in a language they are not familiar with 



Our challenge is to move beyond competency and become proficient at both an 
unconscious and conscious level. 



Fadzi Whande 

Manager, Inclusion & Diversity 

Strategy, Planning and Performance 

T: +61 6488 7807  

E: fadzi.whande@uwa.edu.au 
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