Meetings with Executive Managers and written updates

The overall outcomes and possible improvements included

· Positive outcomes of process overall –put equity and diversity on agenda of Executive Managers (if briefly) and provided opportunity to consider equity and diversity profile.

· Improvements to process:

· Availability of staff data - the University does not currently systematically collect data relating to staff of culturally and linguistically diverse backgrounds and staff with a disability – investigate the possible collection of this data to provide more complete staff profile. 

Improve engagement with the equity and diversity issues through 

· Re-development of the Diversity Management Plan
· Simplification of data profiles

· Streamlined reporting processes, 

· Further engagement with needs of Executive Managers 

Key points from the written updates provided by Executive Managers

· The following is a ‘cherry-pick’ of key items from the written updated provided

· A template was provided but there was variance in the way in which areas reported – not all areas submitted updates in time for the meeting

· Can forward a summary report to VC once all the information has been received if wishes (can provide complete reports if he wishes as well)

Division of DVC (Academic)
Planning and Quality activities:

· Reported progress on items raised in the previous AUQA audit – they included an audit of the University’s education and support services for students in equity categories and the introduction of “champion” to implement Indigenous Education Strategic Plan.

· In terms of services relating to equity and diversity provided by Planning and Quality – manage the Institutional Assessment Frame (IAF) which includes statistical data on gender, Equity Performance Indicators, an Equity Update and an Indigenous Education Statement

Student Services (includes Student Support Services, Student Information Services, Student Administrative Services and International Office)

Key initiatives and services provided to students included:

· Disability Services – managing access and adjustments requirements

· Smoothstart – peer support program for school leaver experiencing educational disadvantage – 2007 will support 97 participants across the faculties – data shows retention rates for participants are higher than equivalent student cohorts

· Student Accommodation, Counselling, Financial Assistance, Career Services and Scholarships

· Mental Health Initiatives – inter-institutional response with Flinders and UniSA – initiatives to respond to increasing number of students with mental illness

·  The Access and Equity Officer manages – Aim for Adelaide, Fairway Scheme, campus tours, rural outreach and publications.

· In relation to staff within the Division – the majority of areas reported access to flexible work arrangements including job share and good career and leadership opportunities for female staff.

· In relation to diversity in employment – successful recruitment of an Indigenous staff member in the Prospective Students Office, emphasis on cultural diversity in employment of Student Centre and International Office

· Employment of a staff member with a disability in the Student Centre – now area is a benchmark for providing wheel-chair complaint workplace.

Division of DVC (Research) 

· There is gender and diversity representation on the University Research Committee, in leadership positions of Faculty Deans of Research and in leadership positions within the Division. 

· Division provides leadership in equity and diversity through support for a Research Proposal ‘on determining impediments to equal participation of female academics’.

· Employment of an Indigenous person in the Office of Industry Liaison 

· Flexible work arrangements offered and provision training, development and secondment opportunities for female staff

Key initiatives and services provided for students

· Scholarships for Indigenous research students and other equity category students. Re-entry scholarship for women. Scholarships maybe taken half time

· Integrated bridging program for International research students

Faculty ECMS 

· Equity and Diversity objectives are included in operational plan 

· Priority to indigenous recruitment to any vacancy at HEO 3 – two successful appointments through initiative in 2006.

· Participation in the Rio Tinto National Indigenous Cadetship program

· Seeking to improve gender representation on Faculty Advisory Board and School Boards through appointment of female industry executives.

· ECMS female academic staff asked to consider establishing a working party to report to the Dean on recruitment and retention issues

· ECMS has number of initiatives to attract and support equity category students – including outreach to potential female students and students from rural and isolated areas.

Faculty of Sciences

· Representative to GED Committee is invited to Faculty Board

· Faculty encourages applications from women and members of minority groups

· Review of professional staff structures will include opportunities for Indigenous staff recruitment.

· Faculty has an extensive outreach program for students from non-traditional feeder schools

· Appointment of an Associate Dean for co-ordination of level 1 students to assist in transition.

Faculty of Professions

· Faculty has a number of women in leadership positions including Head of School of Architecture, Associate head roles and Associate Dean. 

· An Indigenous lecturer is set to commence in Education

· Staff have access to flexible work arrangement s– there was a pilot job-share arrangements in School of Commerce in 2006.

· Commerce is piloting a student mentoring program to assist rural and isolated students

· Postgrad resource centre runs events to encourage cross-cultural experiences including Harmony day celebrations.

Faculty of Humanities and Social Sciences

· Did not submit a written update in time for the meeting

· Executive Dean has previously met with Senior Manager Equity and HR Business Processes and Equity Project Officer to develop initiatives to recruit and retain academic women.

· The current Executive Dean was previously named the “Champion” for the Indigenous Education Strategic Plan and played crucial role in the development of the ATSI Employment Strategy 

· The majority of Indigenous staff and students are located in Faculty and a number of support programs for Indigenous students and staff based in the Faculty – under the Direction of Director of CAIRS – Professor Roger Thomas

Faculty of Health Sciences

· Did not submit a written update in time for the meeting – a report will be provided at latter date

Division of Services and Resources

· The Division contains two service areas with responsibility for providing crucial equity supports – Property Services manages the Disability Action Plan and Human Resources holds the position of the Equity and Diversity Project Officer and is responsible for the for directing and implementing activities and initiatives relating to staff equity – including policy, planning, training, recruitment and promotion. 

· The Disability Action Plan remains on track 

· Some key initiatives upcoming initiatives from HR include: Re-development of the Diversity Management Plan, Work/Life Balance Website, Gender Equity Paper and Anti-bullying campaign.

· Marketing and Strategic Planning have responsibility for the University’s branding and website and have taken active steps to ensure that the University presents a ‘diverse face’ to Community. They also have a web accessibility initiative to ensure that the University’s website meets disability accessibility standards.

· In relation to Staff within the Division – the majority of areas reported activities relating to ensuring flexible work arrangements are offered to staff, appropriate training and leadership opportunities and good completion rate for required EO Online training. 

· In relation to Indigenous Employment – HR employed a trainee staff member under the ATSI Strategy in 2006 and Property Services have engaged a Security Trainee under the Indigenous Trainee Program.

Current key equity and diversity issues for the University and initiatives

University has good momentum in number areas

· The launch the Aboriginal and Torres Strait Islander Employment strategy.

· Receiving the Employer of Choice for Women Citation and being waived from annual reporting requirements to the Equal Opportunity for Women in Workplace Agency for two years.

· Cultural Awareness Training offered to staff within the University.

· Continuation of the building works to ensure access for people with a disability.

· Successful continuation of the Smoothstart program for students.

· Introduction of Fair Treatment Policy for staff and students.
Ongoing issues for the University – these include:

· Ongoing take-up and commitment to ATSI Employment Strategy 

· Recruitment and retention of academic women and increased representation of women in senior management positions and on decision making committees

· Access and support for people with a disability to education and employment

· Co-ordinated approach to student equity issues
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