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Reporting – staff 
	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.
	· An important aspect in assisting staff from diverse backgrounds is to provide support mechanisms and role models.  The University Research Plan includes an objective of providing more systematic programs for the mentoring of early and mid-career researchers at faculty and school level, and embedding mentoring more fully into the Professional Development Review process.

	2 Decision-making

	University committees reflect the diversity of our staff.
	· Of the five current Faculty Associate Deans (Research), two are women.  All are members of the University Research Committee (URC). 

· The URC also includes a position for the Director, CAIRS, or his nominee.  
· The URC has a subcommittee to discuss issues specific to Early Career Researchers, a high proportion of whom tend to be women.

	3 Commitment 

	Staff in supervisory and management positions are aware of and fulfil their Equity and Diversity responsibilities.
	· The majority of portfolio heads in the Division have completed Module 2 (or its equivalent) of EO Online, as well as a considerable number of other staff.  There are currently nine staff within the Division who have completed the ‘Equity in Recruitment Training’ course.  
· All incoming staff undertake the relevant EO online training as part of their induction program.

	
	The University is recognised as a leader in Equity and Diversity 
	· The Adelaide Graduate Centre provides training workshops for supervisors, including a module on ‘Supervision in Intercultural contexts.’ 
· Support was recently provided for a research proposal from the Academic Women’s Forum, funded by the Vice-Chancellor, to determine the impediments to equal participation of female academics in the University’s and the wider sector’s research culture and facilities. 


	4 Recruitment and selection

	Equal Employment Opportunity principles are followed in the recruitment, selection, appointment and induction processes.
	· Appointments committees always include a broad range of staff members and careful consideration is given to gender balance in the overall composition of such committees. 
· New positions are generally advertised externally and the best applicant for the job is appointed unless there is a specific circumstance requiring attention to gender balance.  



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


	· Mr Kane Van Deirmen, was appointed under the Vice-Chancellor's Strategic Initiatives Fund for Indigenous Employment, for a period of 6 months, working in the Office of Industry Liaison.  We would be happy to take further indigenous staff appointed under this scheme. 
· In the search for a Champion for Community Engagement, we have been actively trying to encourage female applicants for this senior management position. 

	5 Development and  Training

	Staff Development on Equity and Diversity issues is provided 
	· Training and staff development needs are generally determined as part of the PDR process, or as needs arise, and are addressed as appropriate and within budgetary boundaries. 


	6 Leadership

	The University culture is supportive of the leadership aspirations of staff from Equity and Diversity target groups.
	· A number of staff have been given the opportunity to participate in the Leadership Development Program.  Of the most recent participants (2006-07), three are female and one male.
· In the Research Branch, three of the four team leaders reporting to the Director are female.  The substantive holder of the fourth position is also female, and currently on maternity leave.



	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
	· All staff are actively encouraged to act in other roles.  For example, during 2006 secondments were used for the acting head of Laboratory Animal Services (Roxanne Collingwood), acting head of the Research Branch (Anne Witt) and acting head of the Office of Industry Liaison (Andrew Bartlett).  Other staff have been given the opportunity to undertake higher duties as a staff development activity. 

	8 Work Life Balance

	University culture is supportive of work life balance for staff.
	· Positions suitable for job-share/part-time arrangements are identified and promoted as part of recruitment.  Most recently this was applied to the new RQF administrative positions.  A number of other positions have been structured to allow family-friendly practices.
· As far as is feasible, family responsibilities are taken into account through job-share, part-time or other arrangements. The work of the portfolio is generally very amenable to this approach.   


Reporting – students 
This is a guide only. Areas are not expected to have activities for all target groups under all performance indicators. Please provide dot points only and delete items that do not apply. Include - existing or planned activities for students in your area and relevant services/initiatives for students provided by your area.

	Student performance indicators
	Target groups
	Activities and initiatives

	1 Access 

The number of commencing students from each of the equity groupings as a percentage of all commencing students.
	ATSI 
	The Adelaide Graduate Centre offers annually up to two University of Adelaide Indigenous Student Postgraduate Research Scholarships, and up to four University of Adelaide Indigenous Student Honours Scholarships.  There is also the Konig bequest-funded supplementary scholarship scheme for ATSI postgraduate research students. 

	
	NESB
	A range of scholarships are available to international students, the majority of whom are from non-English speaking backgrounds. 

	
	All 
	The Adelaide Graduate Centre manages a postgraduate research scholarship program with two full ‘special circumstances’ scholarships available to support students in any of the equity target groups who want to undertake a research degree. 

	
	All 
	University Scholarships may be taken up on a half-time basis where an applicant is able to demonstrate heavy carer commitments or a medical condition,  subject to approval of the University.

	
	Women
	The Diana Medlin Re-Entry scholarship is available to women re-entering education, usually at the Honours level. 

	2 Apparent Retention
3 Participation
4 Success 
	All 
	The University (in particular, the Adelaide Graduate Centre) provides support structures to assist all Higher Degree by Research students to complete their programs, and is implementing additional measures to improve completion rates.  This relates not only to ‘apparent retention’, but also for ‘participation’ and ‘success.’ 


	International students 

Initiatives for that support cultural awareness and diversity. 
	The Adelaide Graduate Centre provides the successful  Integrated Bridging Program (Research) for international research students.  This is an innovative and successful 12-week program to help international research students gain access quickly and effectively to the academic, linguistic and cultural conventions of postgraduate study in their Schools within the University of Adelaide.
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