3.3 Update on follow-up with Executive Directors and Executive Deans and 4.1 Meeting with Executive Director F&I

Gender, Equity and Diversity Discussion Points for Executive Directors

The Diversity Management Plan identifies five Equity and Diversity target groups that are unevenly represented or underrepresented within the University of Adelaide. These groups are:

· women, particularly academic and senior women and women in non traditional areas of employment,

· Indigenous people,

· people identified as being from ‘younger’ or ‘older’ age groups,

· people from culturally and linguistically diversity backgrounds, and

· people with a disability 
Executive Directors have been invited to attend a meeting of the GED Committee and have been provided with workplace statistics relating to the gender, age and Indigenous staff profile within their Division. The discussion points below relate are intended as a guide for Executive Directors to consider their Division’s staff profile in relation to equity and diversity. 

Executive Directors will be encouraged to identify representation issues that are of potential concern and to discuss them during their meeting with the GED Committee. Executive Directors will also be provided with the Staff Diversity Management Plan which contains suggested actions for addressing equity and diversity issues. They will be invited to identify strategies from the plan that will be implemented in their Division to address the issues they identified.

The discussion points relate to some or all of the Equity and Diversity Target groups where specified. 

Representation

· Comment on the profile of women staff at levels HEO 2 to HEO 10 in your Division 

· Comment on the profile of Indigenous staff within your Division - data available to the GED indicate that the number of ATSI staff employed in your Division is low, what strategies / ideas do you have to address this?

· Comment on your Division’s age profile

· Are there areas in your Division where women are underrepresented and where you can identify a position for which every effort should be made to recruit a woman?**

· Does the age profile for your Division present a risk to leadership and workforce sustainability, i.e. should recruitment and retention of younger people be a priority?

· Can you identify positions that can be targeted at an Indigenous people?**

**Please note: it is not intended for Executive Directors to create or nominate specialised ‘equity and diversity positions’, but to consider constructing recruitment campaigns for specified positions that particularly target and encourage suitable and qualified applicants from Equity and Diversity Target Groups.
Planning

· What equity initiatives for staff are included in your Division Plan?

· What equity initiatives for students are included in your Division Plan?
· Do staff in leadership positions have KPI’s relating to equity for staff or for students?

Leadership

· What leadership positions do women occupy in your Division?

· What opportunities exist for women staff to occupy leadership positions in your Division?

· What opportunities exist for Indigenous staff to occupy leadership positions in your Division?

· What strategies are used to ensure that diverse range of staff members have input to decision-making?

· Are women in your Division are involved in the Leadership Development Program?

· Are people in the earlier or later stages of their careers involved in the Leadership Development Program?

Career Development

· Do you provide opportunities for women to act in leadership positions or to take up work at a higher level?

· Do you provide opportunities for staff in the early stages of their career to act in leadership positions or to take up work at a higher level?

· Can you provide data on whether women access staff development opportunities at the same rate as male staff?

· Can you provide data on staff development costs for men and women?

· Do you monitor the take up of staff development opportunities to ensure that a diverse range of staff members are represented?

Work and Life Balance

· Do you know if staff in your Division work part time due to family responsibilities?

· How are staff who chose to work part time included in the workplace community?

· Are women who are on maternity leave provided workplace information?

· Women who have availed themselves of the University’s family friendly policies have complained about subsequently being disadvantaged in their career advancement. Do you have any strategies to overcome this perception?

Students

· Does your Division have any initiatives that are aimed at supporting students from equity target groups++ 

++There are 6 nationally recognised student 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); Women in non-traditional study (WINS).

Awareness 

· How do you ensure that staff in supervisory roles are cognisant of their equity responsibilities?

· How do you ensure that staff in your Division are aware of their rights under Equal Opportunity policies?

· What percentage of staff in your Division have received Equity in Recruitment training?

· Do you promote an inclusive culture in your Division, i.e. inclusive language, diverse representation on committees, promotion of Cultural Awareness training opportunities?
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