GED RESPONSES 
Prudential Services

As part of their commitment to GED, Prudential Services have arranged the office tasks and administrative duties so that two people can be employed and still meet their family commitments.

Each of the two staff members work a 2/3 day week.  

One staff member is returning from a secondment and maternity leave and stepped return days and hours have been put in place to assist in that transition to 3 days per week over a six month period.

All efforts are exerted to assist these women to work remotely when it is critical to do so.

Information Technology Services
ITS does not have an actual plan/program.  
ITS will identify the staff that need to attend training in relation to Asian Names and Indigenous Awareness and all staff complete the Equity and Diversity online course when they commence employment. 

Equity and Diversity Activity Report - HR
	Staff – key result area
	Key outcome
	Activities and initiatives 

	1 Planning and Policy 
	Equity and Diversity principles are integrated into the University’s planning processes and underpin relevant policies.
	Planning
HR has a number of enabling strategies within the University Strategic Plan 2007-2011 that directly relate to equity and diversity. They include:
· Improve the representation of women in the University, particularly in senior academic and management roles, by proactively and strategically progressing a gender, equity and diversity agenda.
· Ensure that staff are provided with professional development as well as appropriate training and support to engage with a culturally and linguistically diverse mix of students, colleagues and external partners.

· Implement an effective Aboriginal and Torres Strait Islander Employment and Career Development Strategy to enable the University to support Australian ATSI staff, students and their culture;
The Senior Manager, Equity and HR Business Processes, the Equity Project Officer and the Indigenous Employment Officer (located in the Centre for Australian Indigenous Research and Studies) – are responsible for directing and implementing the operationalisation of these enabling strategies.

HR supports the broader University in planning through the provision of age and gender reports to assist in anticipating changes in demographic profiles. This includes benchmarking and trend data against other Go8 and the Australian Universities in relation to recruitment and promotion of women.
Policy
Equity and Diversity principles underpin the following relevant policies and their associate guidelines and supporting documentation for which HR is responsible. Key relevant policies include:
· Fair Treatment Policy 
· Complaints Policy for Staff 

· Close Personal Relationships policy

· Promotions Policy for Academic Staff and Titleholders

· Recruitment Policy

	2 Decision-making
	University committees reflect the diversity of our staff.
	HR supports the broader University to fulfil this outcome area through the following mechanisms:

· Monitoring of the composition of recruitment and promotion committees and provision of equity training to Convenors and committee members.

· Provision of advice on and recommended strategies for improving representation on committees through the HR equity website.

Planned strategies/initiatives/activities:

· Development and implementation of further accountability measures relating to representation on recruitment committees is planned for 2007-2008 (see 4: Recruitment and Selection).

· The Senior Manager Equity and HR Business Processes and the Equity Project Officer will complete a discussion paper on Gender Equity in the University. The paper will include recommended strategies for the University to adopt to improve representation of women on committees.

	3 Commitment 
	Staff in supervisory and management positions are aware of and fulfil their Equity and Diversity responsibilities.
	· Fair Treatment information sessions were held for all staff in HR – including responsibilities for supervisors and managers.

· The majority of supervisory staff members in HR have completed EO Online or equivalent equity training. 

HR supports the broader University to fulfil this outcome area through the following mechanisms:

· Information regarding supervisor and management responsibilities in relation to equity and diversity were/are supplied through – Fair Treatment Information sessions, the Equity and Diversity website and direct advice and professional development training provided by the Senior Manager, Equity and HR Business Processes and the Equity Project Officer.

Planned strategies/initiatives/activities:

·  Online and face to face training for managers and supervisors on handling issues covered by the Fair Treatment Policy is being developed and will be made available in 2007.

	
	The University is recognised as a leader in Equity and Diversity
	HR staff have undertaken the following activities to promote the University of Adelaide as recognised leader in Equity and Diversity: 

· Applied and were successful in obtaining the Equal Opportunity for Women in the Workplace Agency ‘Employer of Choice for Women’ Citation. This information is now embedded in the University’s recruitment material.

Planned strategies/initiatives/activities:

· The Senior Manager Equity and HR Business Processes and the Equity Project Officer will present papers at the Equal Opportunity Practitioners in Higher Education Australasia Conference in 2007.  

	4 Recruitment & selection
	Equal Employment Opportunity (EEO) principles are followed in the recruitment, selection, appointment and induction processes.
	· HR staff members that regularly convene or sit on selection committees have received Equity in Recruitment training.

HR supports the broader University to fulfil this outcome area through the following mechanisms:

· Through the provision of Equity in Recruitment Training and advice to staff involved in recruitment and selection of staff.

· Provision and support of the EO Online induction training modules.

· Provision of advice and assistance in the development of search plans for potential staff from equity target groups.

Planned strategies/initiatives/activities:

· Development and implementation of an ‘equity checkpoint’ in the recruitment processes where convenors of recruitment committees are required to ensure that EEO principles have been considered including representation on selection committees, appropriate consideration and search for qualified staff from target groups and completion of appropriate training. 

· Further analysis of selection committee data to ensure principles of EEO are being fulfilled will be conducted.

	
	Recruitment of people from target groups where they are underrepresented is promoted. 


	· The majority of staff members in HR are women and there is strong representation of women in supervisory and senior management positions.

· HR had a staff trainee placement through the ATSI Employment Strategy in 2006. The placement has now ended.

HR supports the broader University to fulfil this outcome area through the following mechanisms:

· Equity and Recruitment training, provision of advice on search plans and through the HR equity website.

	5 Development & Training
	Staff Development on Equity and Diversity issues is provided 
	· HR staff members are encouraged to complete required equity training. A report on completions of equity training has been used to identify gaps in training completions.

· The majority of HR staff have completed some form equity training.

HR supports the broader University to fulfil this outcome area through the following mechanisms:

· Provision of equity and diversity training to staff in the University – including EO Online, Equity in Recruitment Training, Equity in Promotions briefings and ad hoc specialist training and development sessions relating to equity and diversity.  

Planned strategies/initiatives/activities:

· Provision of reports to Schools and Areas on equity training completions so that training gaps can be identified and addressed.

· Further development and improvement of equity and diversity training.

	7 Career development
	Equal Employment Opportunity principles are embedded in promotion and reclassification policies and practices.
University culture is supportive of the career aspirations of staff from Equity and Diversity Target groups
	· HR staff members are encouraged to take up secondment opportunities within and outside HR.
· HR staff members are encouraged and supported to undertake training and development activities including the Leadership Development Program.
HR supports the broader University to fulfil this outcome area through the following mechanisms:

· EEO principles are embedded in Promotions Policy and EEO briefings given by Equity Project Officer to members of Promotions Committees.

· Provision of administrative support to the Academic Women’s Forum (AWF) and the Women’s Professional Development Network (WPDN). These networks provide professional development activities for women.

· Running an annual forum and workshop to specifically encourage and support academic women to apply for promotion. 

	8 Work Life Balance
	University culture is supportive of work life balance for staff.
	· A number of staff in HR work under the ‘Reduced Hours for the Care of Children’ provisions.

· Staff in HR are encouraged and supported to take advantage (where applicable, in the context of workflow demands) of the University’s flexitime provisions.

HR supports the broader University to fulfil this outcome area through the following mechanisms:

· Examining the Staff Survey data relating work life balance concerns and providing input on the development and implementation of strategies that  address key concerns.

· Facilitation of a Pilot Career Life Balance Network within the former Division of Student and Staff Services. 

· The recommendations of the Pilot Network included: development of a work/life balance website and resources, formation of a Work/Life Advisory Group and formation of a Working Group to assess the viability of on campus Vacation Care.  

· The recommendations of the Pilot were approved and a budget allocated. A Project Officer has been employed within HR to complete key tasks.

	9 Organisational Culture
	The University promotes a ‘fair treatment climate’ where discrimination, harassment, bullying, vilification and victimisation are not tolerated. 

	· Information sessions on the Fair Treatment Policy were provided to all to HR staff and Fair Treatment information is displayed and provided to HR staff.

· Results of 2006 staff survey indicate that 95% (n=39) of HR staff believe sexual harassment and discrimination is prevented and discouraged – higher than the University and Division average. 71% of HR staff believe bullying and abusive behaviour is prevented and discouraged –slightly less than the University of average of 74%.

HR supports the broader University to fulfil this outcome area through the following mechanisms:

· Development and implementation of an extensive communication plan for the Fair Treatment Policy, including the provision of promotional material and training.

· Management and monitoring of Fair Treatment Policy and provision of advice and organisational development relating to Fair Treatment issues.

Planned strategies/initiatives/activities:

· Results from the University’s 2006 Staff Survey indicate that, while the majority of staff in the University believe that issues of discrimination and harassment are now ‘prevented and discouraged’, a significant proportion of staff surveyed do not believe that bullying and abusive behaviour are not adequately prevented and discouraged in the University. 

· In addition to training and activities related to the Fair Treatment Policy, which covers bullying, a number of publications related to bullying and bullying prevention will be developed in 2007. This will include information for web and print based information.

· Data from the Staff Survey will be used to specifically target areas where this issue is of particular concern and additional ad hoc training for groups will be provided on request.   

	
	The University is aware of key factors influencing staff separation and ensures minimal turnover of valued staff including staff from target groups.
	HR supports the broader University to fulfil this outcome area through the following mechanisms:

· Undertaking exist interviews with staff and providing feed-back to appropriate senior managers regarding potential areas for improvement in relation to retention of valued staff.
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Gender, Equity and Diversity issues are constantly considered in the core business of the Marketing & Strategic Communications branch. This is in addition to the observation of good Gender, Equity and Diversity principles through the course of everyday management of the branch.

Corporate Marketing Strategy & Branding

Brand advertising has been designed specifically with Gender, Equity and Diversity issues in mind over the past four years. The production of life impact advertisements, to some degree, is determined by the stories that become available but some effort has been made to provide balance.

In the first version of the Life Impact television advertisements, three males and two females were featured. Although two were from country/regional South Australia, no mention was made of this in the advertisements. In the second round, three females and one male were featured. Of the four, three were from country/regional areas and this was clearly communicated in the advertisements. In addition, one was of indigenous heritage.

The phase that followed in 2006 was known as “Life Impact on Campus”. This series involved students from the Bachelor of Media degree making films about life on campus in a “by students, about students, for prospective students” model. A total of twelve films were made and published on the University web site. People then voted for the films they thought should be converted into broadcast television commercials. Of the twelve films, seven featured stories about males and five featured stories about females. However, when voting was taken into account, all three advertisements featured stories of males. To balance this, one of the female focused advertisements from the previous year (which was also research focused) was run in rotation with the three developed out of the Life Impact on Campus project. At the same time, a montage advertisement was specifically developed to include work from all of the student developed films showing gender and racial diversity.

This commitment to Gender, Equity and Diversity principles will be maintained in the future.

Web Site

Web accessibility is a priority for the Marketing & Strategic Communications branch and the main focus of Gender, Equity and Diversity work within the branch. This work has been comprehensive and is summarised in the report attached.

Publications

The publications team constantly monitors publications and the photo library to ensure that the images used and available for use in University publications are representative of the ethnic and gender composition of the University population.  The team has also developed a publications style that focuses on ensuring text is clear in its meaning and legible in its design and layout, with colour supporting the text and the reader's eye.
MICHAEL NEALE

Property Services

	Staff – Key Result Area
	Key Outcome
	Activities and Initiatives 

	3 Commitment
	Staff in supervisory and management positions are aware of and fulfil their Equity and Diversity responsibilities 
	· A number of Property Services staff have completed modules 1 & 2 of the EO online training. Remainder to complete training modules by mid 2007.

· All Property Services staff provided with Information Session by HR on the University’s Fair Treatment Policy.

· All Property Services staff have received formal training by ITS and HR on the University’s Acceptable Use of IT Policy.

	
	The University is recognised as a leader in Equity and Diversity
	· Property Services Security function has recently engaged a Security Trainee under the Indigenous Trainee Program.

	4 Recruitment and Selection
	Equal Employment Opportunity principles are followed in the recruitment, selection, appointment and induction processes.
	· Staff involved in recruitment at local level have completed EO online training. HR support requested and provided as required.

· Local induction programs require new staff to undertake EO online training within first three months.

	
	Recruitment of people from target groups where they are underrepresented is promoted.
	· Property Services Security function has recently engaged a Security Trainee under the Indigenous Trainee Program.

	5 Development and Training
	Staff Development on Equity and Diversity issues is provided.
	· A number of Property Services staff have completed modules 1 & 2 of the EO online training. Remainder to complete training modules by mid 2007.

· All Property Services staff provided with Information Session by HR on the University’s Fair Treatment Policy.

· All Property Services staff have received formal training by ITS and HR on the University’s Acceptable Use of IT Policy.

	8 Work/life Balance
	University culture is supportive of work life balance for staff. 
	· Property Services has a number of part time shared positions.

	9 Organisational Culture
	The University promotes a ‘fair treatment climate’ where discrimination, harassment, bullying, vilification and victimisation are not tolerated.
	· All Property Services staff provided with Information Session by HR on the University’s Fair Treatment Policy.

	
	The University is aware of key factors influencing staff separation and ensures minimal turnover of valued staff including staff from target groups. 
	· Staff leaving the University are encouraged to do an exit interview.
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