Review of the University of Adelaide Diversity Management Plan 2005-2007

The Diversity Management Plan was developed in 2005 with the intent to provide a framework that set goals and suggested strategies that would, in a systematic way, identify and remove barriers to full participation in University activities by staff. The Plan focused on the five ‘Equity and Diversity target groups’ identified by the Gender, Equity and Diversity (GED) Committee. 
Executive Managers were encouraged, through the GED Committee, to identify appropriate strategies for their areas and to draw initiatives from the Plan. While a number of the strategies and initiatives have been completed, the take-up of the Plan in areas outside HR appears to have been minimal. The take up in HR can be attributed, in part, to the designated staff resources in that area. 

The Senior Manager Equity and HR Business Processes and the Equity Project Officer have reviewed the Diversity Management Plan and recommend that an alternative ‘checklist’ and practical based resource package for Executive and Senior managers be developed to replace the Plan. 
This resource would be based on the existing framework and goals of the Diversity Management Plan and the five ‘Equity and Diversity target groups’. 
This new approach is intended to increase Executive and Senior Manager’s engagement with the benefits of equal opportunity. The checklist model allows for a rapid analysis of the level to which equity and diversity strategies have taken-up in their area and provides suggested initiatives that can be implemented as required. 

Diversity Management Plan 2005-2007 - activity review 
The following is a brief overview of the strategies from the Diversity Management Plan and their current status in relation to take-up and completion. 
Key result area 1.1 - Planning and Policy

	Strategies for 2005- 2007
	Result

	Institutional Key Performance Indicators incorporate Equity and Diversity objectives.
	University Strategic Plan 2007-2011 includes a number of specific equity and diversity objectives

	Executive Deans and Executive Directors ensure that Equity and Diversity objectives are included as Key Performance Indicators for local level planning.
	Yet to occur in a systematic ongoing way.

	Gender, Equity and Diversity (GED) Committee monitors University policies and initiates or supports change where appropriate.
	GED provided input and/or support on the Fair Treatment Policy and the review of the Promotions Policy and Recruitment Review


Key result area 1.2 - Decision-making

	Strategies for 2005 - 2007
	Result

	Draft policy on representation of women on committees sent out for consultation and endorsement.
	The University previously had a policy that stipulated 30% gender representation on Committees. 

A discussion paper on representation, including suggested strategies for improving representation, was sent to Academic Board and approved. Suggested strategies are available from the website. 

Proposed Gender Discussion Paper, which will include representation on Committees, will be sent to  VCC for follow-up and action

	Encourage staff from Equity and Diversity target groups to become involved in decision-making committees.
	

	Reinforce the recruitment policy that selection panels comprise at least 30 percent women members.
	


Key result area 1.3 - Commitment

	Strategies for 2005 - 2007
	Result

	HR to ensure that criteria for supervisory positions include demonstrated commitment to Equity and Diversity principles.
	This has occurred for Senior positions but not all supervisory positions.

	HR to review and redevelop web and print based material for information to staff.

Equity and Diversity information developed is widely promoted.
	Equity and Diversity website completed.

Fair Treatment Policy promoted extensively in the University.

	Development of promotional material highlights the University’s commitment to Equity and Diversity.

Application to EOWA in 2005 for EOCFW status.

Encourage staff to write on and present equity and diversity strategies they have undertaken to a broad field of people.
	Achieved EOCFW status and waived from reporting requirements until 2008.

Adelaidean will feature articles on equity and diversity in 2007.
Presentations by University staff planned for the Equal Opportunity Practitioners in Higher Education Australasia (EOPHEA) in 2007 


Key result area 2.1 - Recruitment and selection

	Strategies for 2005 - 2007
	Result

	Continue to train staff in Equity principles for recruitment/ appointment committees
	This is has occurred and continues to occur. This training will be further publicised in 2007.

	Convenors of selection committees for senior positions require line managers to demonstrate strategies utilised to encourage women applicants.
	Within policy but no formal follow-up as yet. 
HR developing an ‘equity checkpoint’ on advertising form.

	Staff in the HR branch will coordinate a staff diversity audit.
	Yet to occur.

	GED committee monitors the proportion of women in senior positions and across classification levels.
	This occurs as part of EOWA Compliance Reporting and proposed Gender Discussion Paper

	Chairs of selection committees demonstrate strategies utilised to encourage women applicants in areas where they are underrepresented. 

GED committee monitors the percentage of women staff in areas where they are underrepresented.
	Yet to occur in a systematic ongoing way 

	HR promotes the use of the Indigenous Employment Scheme.

All Schools/Departments seek suitably qualified Indigenous people to teach/work on a guest or hourly basis where such work is available.
	Aboriginal and Torres Strait Islander Employment Strategy developed and currently being implemented.

	Indicate in employment advertisements that the University is an Equal Opportunity (EO) employer. 
	This now occurs.

	All Schools/Departments seek suitably qualified people with a disability to teach/work on a guest or hourly basis where such work is available.
	Yet to occur in a systematic ongoing way

	The University establishes a budget to assist in the employment of staff with a disability.
	This has occurred


	GED committee monitors the actions as specified in the staff section of the University’s Disability Action Plan.
	Yet to occur in a systematic ongoing way

	All Schools/ Departments seek suitably qualified persons from culturally and linguistically diverse backgrounds to teach/work on a guest or hourly basis where such work is available.
	Yet to occur in a systematic ongoing way

	Devise and adopt a range of proactive measures for recruiting young staff. 

People who are over 60 year of age are not pressured to retire or targeted for redundancy.
	Yet to occur in a systematic ongoing way

	Promotion of the University’s commitment to Equal Opportunity Employment in the recruitment and selection process. 

Promotion of the University’s family friendly policies and practices in the recruitment and selection process.
	This occurs through Equity and Recruitment Training and via the Equity website.
This occurs through the ‘Working @ Adelaide’ website.


Key result area .2.2 - Staff Development and Training

	Strategies for 2005 - 2007
	Result

	HR reviews and revises information to managers and supervisors on Equity and Diversity principles.
	This has occurred. Further development of resources will occur during 2007.

	Inclusion of Equity and Diversity principles in the HR module of the Leadership Development Program
	This has occurred

	Centre for Learning and Professional Development (CLPD) provides Cultural Awareness seminars
	This occurs 

	CLPD to monitor feedback regarding training of staff from Equity and Diversity target groups and to resolve any problems identified.
	Yet to occur in a systematic ongoing way - there are issues with identifying members of Equity and Diversity target groups beyond gender. 

	Examine Staff Development records to monitor access by staff from Equity and Diversity target groups
	Yet to occur in a systematic ongoing way - there are difficulties with identifying members of Equity and Diversity target groups beyond gender.


Key result area 2.3 - Leadership

	Strategies for 2005 - 2007
	Result

	All School/Departments identify leadership positions that can be targeted at people from Equity and Diversity target groups. 
	Yet to occur in a systematic ongoing way.

	Staff from Equity and Diversity target groups are encouraged to access leadership development programs.
	Yet to occur in a systematic ongoing way – has occurred for women staff.

	A Women in Leadership program is developed.
	Development has started


Key result area 2.4 - Career development- Women

	Strategies for 2005 - 2007
	Result

	Women are encouraged to apply for promotion.
	This occurs through Promotions Workshops/Forums

	A mentoring program for academic women is developed.

Academic women are encouraged to access the mentoring program
	Yet to occur in a systematic ongoing way


	The WPDN continues to be supported.
	This occurs

	Academic women are encouraged to apply for research grants if data reveals an imbalance.
	Some encouragement provided through the Women in Research Forum and ECR activities. Yet to occur in a systematic ongoing way. Women in Research Project will provide further data and inform activity in this area.

	Workshops on SSP for Academic women are organised
	Yet to occur in a systematic ongoing way - this may not be an appropriate strategy, further investigation is being undertaken.

	General staff women are encouraged to attend conferences and other professional development opportunities.
	Occurs via the WPDN

	Workload allocations are examined for gender disparity.
	Yet to occur


Key result area 2.5 - Career development-Indigenous staff

	Strategies for 2005 - 2007
	Results

	Indigenous Employment Scheme incorporates professional development opportunities.
	Yet to occur in a systematic ongoing way but the Aboriginal and Torres Strait Islander Employment Strategy includes consideration of development of Aboriginal and Torres Strait Islander staff.

	Indigenous staff are encouraged to apply for SSP.
Indigenous staff are encouraged to apply for research grants.
	

	Conduct workshops for Indigenous academic staff on promotion.
	


Key result area 2.6 - Career development- People with a Disability

	Strategies for 2005 - 2007
	Results

	Funds are identified to support staff with a disability should they incur additional expenses when travelling.
	Yet to occur in a systematic ongoing way. Further strategies to support the career progression of staff with a disability also being considered. 


Key result area 2.7 - Career development- People from Culturally and linguistically diverse backgrounds

	Strategies for 2005 - 2007
	Results

	Staff from culturally and linguistically diverse backgrounds are encouraged to apply for research grants.
	Yet to occur in a systematic ongoing way. Difficult to assess due to lack of data relating to the target group.

	Heads of School encourage staff from culturally and linguistically diverse backgrounds to apply for promotion.
	Yet to occur in a systematic ongoing way. Difficult to assess due to lack of data relating to the target group.


Key result area 2.8 - Career Development - Age

	Strategies for 2000
	Results

	Provide information to staff in supervisory positions about indirect discrimination on the basis of age.
	This occurs through Equity in Recruitment training

	Continue with Early Career Researchers program.
	This has occurred


Key result area 2.9 – Work Life Balance

	Strategies for 2005 - 2007
	Results

	The University’s family friendly policies and practices are promoted to potential, new and existing staff members.

Positions suitable for job-share/part-time arrangements are identified as they become available and promoted as part of recruitment.

GED Committee monitors number of staff accessing family friendly work arrangements.
	Promoted via the Working @ Adelaide website but could be promoted more extensively.

Yet to occur in a systematic ongoing way.


Key result area 3.1 - Organisational Culture
	Strategies for 2005 - 2007
	Result

	Maintain an online Equity and Diversity course in induction.
	This has occurred.

	Promotional material on the University’s commitment to family friendly work practices are developed and distributed.
	Working @ Adelaide website but no further promotion.

	New, continuing, contract and sessional staff are made aware of the University’s commitment to a harassment free environment.
	This occurs via EO Online and Fair Treatment Policy

	New, continuing, contract and sessional staff are made aware of the University s commitment to inclusive language.
	Guidelines for Inclusive Language are currently in process of being approved. 

	Information about the negative effects of homophobia in the workplace is provided to University staff.
	Yet to occur in a systematic ongoing way.

	HR develops and implements exit interviews/questionnaires and acts on data as required.
	This occurs but could occur in a more systematic ongoing way
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