Gender Equity and Diversity Committee – background briefing notes for 28 June meeting
Context
The University has made a number of commitments in relation to improving access, participation and success of people who are traditionally under-represented or discriminated against in higher education and employment. These commitments are based on Commonwealth and State legislative requirements and on the University’s core values and are included in the University’s Strategic Plan 2007-2011. 

GED has identified five equity and diversity target groups for staff and they are – Aboriginal and Torres Strait Islander people, people from culturally and linguistically diversity backgrounds, people with a disability, people identified as being from ‘younger’ or ‘older’ age groups and women. 

The Diversity Management Plan identifies a number of key result areas for equity and diversity for staff - policy and planning, decision-making, commitment, recruitment and selection, staff development and training, leadership, career development, work life balance and culture change. 

For students there six nationally recognised equity target groups - Aboriginal and Torres Strait Islander (ATSI), people with disabilities, people from non-English speaking backgrounds (NESB), people from rural and isolated areas, people from socio-economically disadvantaged backgrounds (low SES) and women in non-traditional study (WINS). There are four recognised equity performance indicators for these student target group – access, apparent participation, retention and success.

Background
GED met with Executive Managers during 2005 and 2006 with the intention of progressing the University’s equity and diversity agenda and to discuss specific equity and diversity issues for staff and students in their respective Divisions and Faculties. 
>GED met with the former Executive Dean of Sciences on 11 August 2005. 
Executive Managers were provided with:

· An Equity and Diversity Profile of their Portfolio, which included workplace statistics relating to gender, age and Aboriginal and Torres Strait Islander staff and data relating to students. They were encouraged to use this data to identify representation issues of potential concern in their Portfolio. 
· The Diversity Management Plan, which contains a number of suggested strategies for addressing staff equity and diversity issues. Executive Managers were asked to identify and implement strategies that best suit the distinctive equity and diversity considerations of their area.

GED has now met with all Executive Managers once and will start follow-up meetings in 2007. In February 2007 Executive Managers were asked to provide a written update on existing or planned equity and diversity activities for staff and students in their Portfolio – including University-wide services for staff and students provided by their Area. 
>The written updates are available from the GED website: http://www.adelaide.edu.au/hr/equity/ged/minutes/#0207 

This process has provided an opportunity to review and reflect on equity and diversity activities currently being undertaken across the University and examine ways in which further engagement with the University’s strategic goals in relation to equity and diversity might be achieved.
Outcomes of meetings with Executive Managers and the equity and diversity written updates

Positive outcomes of process overall:

· Provided an opportunity to put equity and diversity on agenda for Executive Managers.
· Stimulated thought on a range of equity and diversity issues and encouraged uptake of initiatives.

· Provided an opportunity for Executive Managers to view the equity and diversity data profile for their area.

Improvements to process:

· Improve engagement with the process – re-development of the Diversity Management Plan, simplification of data profiles, streamlined reporting processes, further engagement with needs of Executive Managers.

· 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. 
Current key equity and diversity issues for the University and initiatives
Overall the University has good momentum in number areas - these include:
· 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.
There are still ongoing issues for the University overall – 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
Purpose of meeting with Executive Dean
· Discuss equity and diversity profile of Sciences - what are the key issues for Sciences.

· Current and future equity and diversity initiatives in the Faculty.

· Discuss the kinds of resources and supports that would assist Sciences in addressing key equity and diversity issues. Will members of the Faculty be submitting an application for an Equity and Diversity Grant? 
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