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VICE-CHANCELLOR’S COMMITTEE

MEETING XX – XX december 2006
FOR information
ITEM X

2006 ACTIVITIES AND ACHIEVEMENTS OF GENDER, EQUITY AND DIVERSITY COMMITTEE, SUB-COMMITTEE OF THE VCC 

This report provides an update on equity and diversity strategies and initiatives being undertaken in the University and some of the key achievements that have occurred in 2006.

1
Executive Summary

During 2006 the Gender Equity and Diversity Committee continued its proactive and strategic role in progressing the equity and diversity agenda in the University. 
The Committee has now met with all Executive Deans and Directors and the Deputy Vice-Chancellors. These meeting have provided the opportunity for Executive Managers to consider the equity and diversity profile of their Portfolio. They are asked to implement strategies that best suit the distinctive equity and diversity considerations of their Area. 

Significant University-wide developments and achievements in equity and diversity during 2006 have included; the successful launch of the Aboriginal and Torres Strait Islander Employment Strategy on 25 October 2006, receipt of an Employer of Choice for Women Citation from the Equal Opportunity for Women in Workplace Agency for the first time, the development of the Fair Treatment Policy and Associated Guidelines, the continued success of Smoothstart program for students and the work of the Access and Equity Officer in improving pathways into the University for equity category students. 
There has been a broad range of unique and ongoing activities across the University that have improved and promoted equal opportunities for students and staff and encouraged and celebrated the increasing diversity of the University Community. These activities have included:

· The provision of subsidised student accommodation and scholarships.

· The commission of a Reconciliation monument. 
· Improved access for people with a Disability. 
· Supporting the advancement of women staff through mentoring and a research project focusing on maximising positive outcomes for academic women researchers. 
Training and development sessions that provide staff and students with the tools understand and support a richly diverse, equitable and fair work and study environment have also continued to flourish in 2006.
2
Key Achievements in Equity and Diversity in 2006

2.1
Launch of the Aboriginal and Torres Strait Islander Employment Strategy 2006-2009.

During 2006 the Indigenous Employment Officer completed the development of the Aboriginal and Torres Strait Islander Employment Strategy under the leadership of the Director of Wilto Yerlo and the Centre for Australian Indigenous Research and Studies (CAIRS) and the Indigenous Employment Working Party. This process has been monitored and supported by the Gender, Equity and Diversity Committee. The final Aboriginal and Torres Strait Islander Employment Strategy was approved by VCC and launched on 25 October 2006. 
The designated key result areas of the Strategy are: 

1. Increased Participation of Aboriginal and Torres Strait Islander peoples through employment within the University.

2. Provide Job Opportunities through actively utilising Aboriginal and Torres Strait Islander networks to maximise and provide opportunities for potential Aboriginal and Torres Strait Islander employees.

3. Active Recruitment using a variety of culturally appropriate methods.

4. Ensure that a culturally appropriate Induction program is provided all new Aboriginal and Torres Strait Islander staff to the University.

5. Provision of Staff Development for Aboriginal and Torres Strait Islander staff to increase the knowledge and skill base and maximise opportunities for employment in a wider range of positions across the University.

6. Provision of quality Mentoring that will enhance a sharing of information for the mentor and

mentoree for all Aboriginal and Torres Strait Islander staff.

7. Ensuring the Retention of Aboriginal and Torres Strait Islander staff by ensuring career progression, remuneration and job security strategies are in place.

8. Provide an awareness of the University’s Alumni service and encourage Aboriginal and Torres Strait Islander past / present students and staff to make use of this resource.

9. Actively promote Cultural Awareness and Respect and understanding by ensuring an inclusive work environment that respects gender, culture, language and history. 
Additional activities undertaken to progress the employment of Aboriginal and Torres Strait Islander people in the University have included:

i) Development and launch of an Aboriginal and Torres Strait Islander Employment website that includes resources for potential and existing Aboriginal and Torres Strait Islander staff and Areas employing (or considering employing) Aboriginal and Torres Strait Islander staff. 
ii) Meetings with Executive Deans and staff from the Faculties and with Executive Directors and staff from the Divisions to discuss Aboriginal and Torres Strait Islander Employment and the development of strategies for employment and retention of Aboriginal and Torres Strait Islander staff have continued in 2006.
iii) Development of a register of Aboriginal and Torres Strait Islander staff seeking employment at the University of Adelaide.
iv) Maintaining links with Wilto Yerlo to develop employment opportunities for Aboriginal and Torres Strait Islander graduates. 

2.2 
Employer of Choice for Women Citation

In 2005 the Gender, Equity and Diversity Committee recommended to the Vice-Chancellor that the University make an application to the Equal Opportunity for Women in the Workplace Agency (EOWA) for an ‘Employer of Choice for Women’ (EOCFW) Citation. The EOCFW Citation is a prestigious acknowledgment by EOWA of organisations that are recognising and advancing women in the workplace. At that time the University of Adelaide was the only member of the Group of 8 and the only university in the state that had not received the EOCFW Citation. The Committee made the recommendation in order to attract women staff and improve representation of women at the University of Adelaide, particularly at the senior level.

The University submitted an application in September 2005 and was awarded the Citation in February 2006. The University has re-applied for EOCFW status in 2007 and is likely to retain this prestigious status.

2.3
Student Access and Equity Officer

The appointment of an Access and Equity Officer in the Prospective Students Office in 2005 has enabled this office to expand and consolidate its equity projects.  Particular achievements include:

i) The development of new publications for mature age students, country students, and Fairway Scheme schools and their students.

ii) The establishment of a working relationship with The Smith Family to introduce their "Learning for Life" students to the University.

iii) Extending the level of outreach to Fairway Scheme Schools. This scheme provides students from Australian schools, under-represented in higher education, with an extra opportunity to study at the University of Adelaide. Applicants from Fairway Scheme Schools have bonus points added to their university aggregates, which are then converted to a new Tertiary Entrance Rank (TER).

iv) Expanding the "Aim for Adelaide" project after a successful pilot year.  Aim for Adelaide offers a range of on campus activities for secondary school students from groups who are currently under-represented in the University student community.  In 2007, Aim for Adelaide will focus on year 10 students from all South Australian Fairway schools, to raise awareness and motivation to gain qualifications that will enable them to enter the University.  In 2008 and beyond, the project will develop additional activities for year 11 and 12 students thus creating an ongoing relationship with the prospective student and their school.

v) Consolidating the 'Access & Equity Network' of staff involved in equity and diversity issues at the University to facilitate discussion and knowledge of access and equity issues amongst academic and service areas in the University.

vi) The development of "Rural Hubs" to deepen relationships with country schools and communities.  This includes exhibiting at Field Days with the School of Agriculture, Food and Wine (Faculty of Sciences) and a program of school visits, particularly targeting year 9 and 10 students to raise awareness and aspirations for higher education.

2.4 
Fair Treatment Policy

The Senior Manager Equity and HR Business Processes and the Equity Project Officer worked with a number of stakeholders, including staff from Student Support Services and the GED Committee to develop a Fair Treatment Policy and Guidelines for staff and students. This new policy came into affect on 1 January 2006 and integrates a range of issues that often intersect, covering all forms of discrimination and harassment, bullying and vilification. 

The Fair Treatment Policy in conjunction with the Guidelines for Students and the Complaints by Staff Policy outline a clear procedure for students and staff who have complaints relating to harassment, sexual harassment, discrimination, bullying and vilification and their introduction will reduce the University’s risk of vicarious liability in the area of student and staff complaints.

A communication strategy was developed to disseminate the Policy. This has included:

i) Information sessions for Executive and Senior Managers from the Faculties and Divisions introducing the Policy and Guidelines and outlining their responsibility for disseminating the Policy further in their respective areas.

ii) Provision of support to Executive Managers in fulfilling their responsibility to actively disseminate the Policy and promote an anti-discrimination and anti-harassment environment.

iii) Direct promotion of the Policy via the new Equity and Diversity website, the University’s electronic and paper newsletters and notice boards, promotional material – including staff and student information pamphlets and posters and an email from the Vice-Chancellor to all staff and students promoting the Policy. 

iv) Development and delivery of information sessions for student support staff on the complaints process for students in relation to the Policy.

v) Development of training for Managers on the practical application of the management responsibilities outlined in the Policy, which includes creating a ‘fair treatment climate’ and complaints handling. Initial feedback regarding the pilot training has indicated that an online version of the training should be developed. Development of online and face to face delivery of the training will finalised in early 2007 and implemented in the University in 2007.

2.5 
SmoothStart

SmoothStart was developed as a pilot program by Student Support Services in 2004 to support school levers experiencing significant educational disadvantage. It was believed that a transition support program could be a proactive adjunct to the recruitment of students from identified equity groups.

SmoothStart is now an ongoing program implemented by the Transition Unit. In 2006 over eighty students from rural, metropolitan and interstate schools were supported throughout Semester 1 by project staff and fifteen peer mentors. The program aims to provide students with both academic and social transition support. The program will be expanded further in 2007 in include 100 students.
3. 
Key Activities undertaken by the GED Committee

3.1 
Meetings with Executive Managers

Executive Managers attended a meeting of the Gender, Equity and Diversity Committee during 2005 and 2006 to discuss workplace statistics and identify issues of potential concern relating to the staff profile of their portfolio and respond to a series of discussion points intended as a guide to their staff profile in relation to equity and diversity. The Committee has met with all Executive Deans and Directors and will meet with the Deputy Vice Chancellor (Research) and the Deputy Vice Chancellor (Academic) at the end of the year.

 These meetings have raised the profile of equity and diversity issues by placing them on the agenda of Executive Managers within the University and enabling the Gender, Equity and Diversity Committee to create constructive connections to the Faculties and Divisions. The Committee has begun a follow-up process with Executive Managers to monitor and support the implementation of identified strategies in their area. This has included the recommendation that Executive Managers allocate specific funds for equity and diversity initiatives in the 2007 budget. They have also been offered support and assistance from the Senior Manager Equity and HR Business Processes and the Equity Project Officer in the identification, development and implementation of suitable equity and diversity initiatives. 

The Committee now intends to meet with Executive Managers on two yearly basis and will start the cycle of meetings again in 2007. 

3.2 
Reconciliation Sculpture and event

In 2006 the activities of the Reconciliation Sculpture Steering Group and Art and Committee Reference Group focussed on finalising the commissioning of an artist to create the sculpture. A Proposal and Artist Brief were prepared in consultation with the Kaurna People and artists and subsequently released. 

The artistic team of Karen Casey and Darryl Cowie were selected from a shortlist of three. The design involved moulding the joining of hands from people from University Community and Indigenous Community in an act of reconciliation, which would be incorporated into the sculpture. The sculpture will be a two metre tall construction, created in two stages, with a cavity that people can look into and see the moulded joined hands. 
The first stage, moulding of joined hands, occurred during a special Reconciliation Week celebration on 28 May 2006. The second stage, creating of the final sculpture, is now underway and it is hoped it will ready to be unveiled in Reconciliation Week 2007. 

4
Other key activities and achievements related to equity and diversity 2006 – Students

4.1
Subsidised Accommodation Scheme

Share accommodation subsidised by the University is provided for students who are assessed as experiencing financial and special needs. Special need can cover students who are homeless, students moving from interstate with no family support or students moving from a rural area. The scheme offers a range of off-campus houses and flats convenient to either the Adelaide or Waite campuses.  

4.2
 Student Loans Scheme

The Student Loan Scheme provides interest free loans to students in financial need. A maximum cumulative total of $2,000 is available per student. Loans must be repaid prior to graduation. 

Emergency financial assistance of up to $100 is available on the spot for emergency situations such as lack of money for food or bus fare to get home or to university. The loan is interest free and must be repaid within four weeks. The University administers the Walter and Dorothy Duncan Trust that aims to assist students from equity groups by providing grants to assist them through periods of financial hardship that impacts on their academic progress.

4.3
Scholarships

Scholarships funded by the Commonwealth or the University of Adelaide, which target equity groups include the Commonwealth Learning Scholarships, the Go8 scholarships, the Vice Chancellor’s Scholarships and the Adelaide Access scholarships. There are also a number of scholarships offered by private donors for students at the University from target equity groups, particularly students from low socio-economic backgrounds and students from rural, regional and isolated areas.  

4.4 
Wilto Yerlo – Student Support Officers

Wilto Yerlo provides orientation support to help Indigenous students adjust from school, community or working life to university. Wilto Yerlo employs two full time Student Support Officers that are available on a drop-in or appointment basis. Wilto Yerlo Student Support Officers are Indigenous people with study experience and knowledge of the University of Adelaide procedures and protocols. 

Services that the Student Support Officers offer to Indigenous students include, orientation programs, assistance with information technology, advice and support with studying issues, assistance with financial management and accommodation and referral to health and counselling services.

4.5 
Indigenous Health Unit 

An Indigenous Health Unit has been established in the School of Population Health and Clinical Practice. The primary role of the Unit is to develop cooperative strategies with both The Centre for Australian Indigenous Research & Studies, Wilto Yerlo / CASM, and the Faculty of Health Sciences regarding cultural issues, and to develop a strategic plan which identifies recommendations and a long term approach to Indigenous education in the Faculty.

A project officer has been appointed to, support potential students through the admissions process, establish a database of potential students and mentoring system, and establish networks with South Australian Aboriginal communities and relevant organisations. 

4.6 
English as a Second Language (ESL) students

The Centre of Learning and Professional Development provides Language and Learning Services to ‘English as a Second Language’ (ESL) students. This includes workshops and Conversation Tutorials, where students are provided with opportunities for conversational English practice through discussing issues in tertiary study with our students.

4.7 
The International Student Centre

The International Student Centre provides orientation services and ongoing support to international students. It works closely with student groups, faculties and University administration to ensure the experience of all international students is a positive and successful one. Services offered by the ISC include preparation of pre-departure information, assistance with visa matters, a reception service, assistance with accommodation, induction, information on Overseas Student Health Cover, social programs and a Peer Mentor Program. 

5. 
Key activities and achievements in 2006 - Staff Equity

5.1 
Equal Opportunity for Women in the Workplace Compliance Report

Under the provisions of the Equal Opportunity for Women in the Workplace Act 1999 (Commonwealth) the University has a legislative requirement to submit an annual Compliance Report to the Equal Opportunity for Women in the Workplace Agency (EOWA). The report details the University’s actions in relation to removing barriers to women’s employment and advancement. 

The EOWA Compliance Report for the 2005-2006 reporting period was submitted in July and has subsequently been accepted. Feedback from the Agency was very positive and in addition to being deemed compliant with the Act the University has been waived from reporting for two years. Waiving status was achieved by demonstrating to EOWA that the University of Adelaide has policies and initiatives in place that advance women and remove barriers through a high level workplace analysis, consultation with staff and formal action to address issues. The Compliance Report has been provided to Council as an attachment to this report.

5.2
Cultural Awareness 

The Centre for Learning and Professional Development (CLPD) continues to conduct Cultural Awareness Training. The Cultural Awareness Program is designed to provide opportunities for University staff to raise issues, engage in discussion and gain information and skills for interacting effectively with students and colleagues from a wide variety of cultural and language backgrounds. The training sessions have been positively received by staff and in addition to structured sessions the CLPD has offered to conduct specialised training sessions in Schools and other organisational groups. 

Cultural Awareness information, including a new handout and posters, have also been made available via the CLPD website. CLPD is now developing a DVD that provides information on the pronunciation and meaning of Asian names that will supplement the program.

5.3 
Equity and Diversity website

An Equity and Diversity website has been developed by the Equity Project Officer and launched to promote equity and diversity in the University. The website provides information on the University's commitments to equal opportunity employment, how to create a discrimination and harassment free work and study environment and information on how to embrace a community of increasingly diverse needs and backgrounds. The site provides members of the University Community will information about their rights and responsibilities in relation to equal opportunity and resources on equity and diversity and celebrates the University’s achievements in this area.

The website will continue to be developed in 2007 and additional resources relating to Career/Life Balance will be added.

5.4
Women in Research Forum

The Academic Women’s Forum (AWF) is the key network for academic women in the University. The AWF provides an opportunity for academic women to discuss issues of interest or concern, including conditions of service, workloads, research, representation within the University and the interplay between gender and university culture. 

The AWF hosted the Women in Research Forum on 9 October 2006. The event was opened by Deputy Vice-Chancellor (Research) and supported by the Vice-Chancellor and was well attended by staff from across the University.

The purposes of this event were to highlight outstanding research being undertaken by women in the University, encourage and inspire women researchers and provide an opportunity for strategic discussion on ways in which to optimise the strengths of women researchers. The event also provided an opportunity to collect data that can inform research into strategies that build and strengthen support mechanisms for researchers in the University, particularly women.

The Forum showcased the research of four successful women researchers in the University – at varying stages of their careers and undertaking diverse research in areas such as gender, policy and politics, photonics, the Rule of Law and East Timor, and pregnancy and early development. The speakers included, Professor Carol Bacchi, Dr Heike Ebendorff-Heidepriem, Laura Grenfell and Professor Julie Owens. 

The AWF also provides other networking opportunities and with financial assistance of the Centre for Learning and Professional Development provided a highly successful half day workshop on Negotiation in 2006.

5.5
Women in Research Project

Academic Women’s Forum submitted a proposal for funding to the Vice-Chancellor for a research project on the structural impediments to maximizing the research output of academic women at the University, particularly in the context of the RQF framework. The Vice-Chancellor has allocated $36,500 from his discretionary fund for this research. 
A Chief Investigator and project team has been selected and the team will be headed by Associate Professor Amanda LeCouteur and Professor Martha Augoustinos and include Ms Shona Crabb from the School of Psychology.
5.6
Women’s Professional Development Network Mentoring for Professional Women Staff

The Women's Professional Development Network (WPDN) is a development initiative for professional staff women of the University of Adelaide. The WPDN develop a mentoring program for women and program has run successfully on an annual basis since 1998. The 2006 program includes 20 matched mentoring pairs and feedback indicates that the program continues to have a positive impact on the working lives of professional staff women.

The WPDN also run Lunchtime Networking Forums for professional staff. In September 2006 The Hon. John von Doussa QC, Chancellor of the University of Adelaide and President of the Human Rights and Equal Opportunity Commission gave a guest presentation at a Lunchtime Forum highlighting the importance human rights. The Chancellor spoke about human rights principles and the role of the Human Rights and Equal Opportunity Commission in fostering greater understanding and protection of human rights in Australia and internationally. Other topics have included, Generation X and Generation Y, the International Student Experience and Public Speaking. The WPDN also provides other networking opportunities and with assistance of Professional and Continuing Education provided a Negotiation Skills Workshop in 2007. 
5.7 
Promotion Forums

An Academic Women’s Promotion Forum was held on 3 May 2006. The aim of the forum is to encourage academic women to apply for promotion, particularly to level D and E where there is significant under representation of women. The Forum is part of a strategy aimed at fostering a culture that supports women's career and leadership aspirations and seeks to address the low representation of academic women in senior positions in the University.

The Forum is an annual event at the University, initially run by the Academic Women’s Forum (AWF) and now organised by the Equity Project Officer. The focus of the 2006 Forum was to provide women with practical and strategic advice on preparing for promotion - as Human Resources provided general information workshops on promotion for all staff in 2006 this afforded further opportunity for strategic discussions and less generalised information than in previous years. 

The Acting Vice-Chancellor, Professor Alan Johnson, opened the forum and the guest speakers included Associate Professor Annette Braunack-Mayer, Professor Deborah Turnbull, Professor Martha Augoustinos, Dr Cathie Coulter and Laura Grenfell. Approximately 40 women attended the Forum and feedback from the event was very positive. 

5.8 
Career Life Balance Network 

The Division of Student and Staff Services conducted a pilot Career/Life Balance Network involving representative staff from each of the branches within the Division and convened Equity Project Officer.

The Pilot Network met twice during later part of 2006 in order to:

· Discuss issues relating to ‘Career/Work/Life’ balance in the Division. 

· Raise key issues of concern and discuss potential solutions.

· Provide input in to proposed activities that support and promote Career/Work/Life balance.
A final report on the Pilot is being prepared but key preliminary issues include:

· Improving communication between part time staff, their supervisor, work group and the broader University regarding expectations, workflow and career opportunities.
· Improving communication between and management of staff on and/or returning from leave (particularly maternity leave but long service or prolonged sick leave were also discussed) and the organisation.
· The potential of provision of on campus Vacation Care.

· Establishment of Career/Work/Life Balance website.
6
Other key activities and achievements related to equity and diversity 2006 - Overall
6.1 
Equity Training

i) Human Resources introduced a new online Equity training course, EO Online in March 2006. All continuing and fixed term contract staff are required to complete this training at induction as part of the University’s compliance requirements under the Equal Opportunity for Women in the Workplace Act 1999. The key advantages EO Online are that it has been designed specifically for the university sector and is considered a best practice tool in terms of the broad based equity training required for compliance with legislation. Feedback regarding the new training course has been very positive.

ii) The Equity Project Officer provides Equity in Recruitment training for staff members who regularly sit on Selection Committees and Equity in Promotions briefings for staff participating in Promotions Committees. These training requirements are imbedded in the University’s policies on recruitment and promotion. Providing specific equity training for staff undertaking these activities is considered ‘best practice’ by the Equal Opportunity for Women in the Workplace Agency. These equity training and briefing sessions have been modified and improved since 2005 and feedback from the sessions has been positive. 

iii) All formal equity training for staff is now being recorded in the staff Peoplesoft system. This allow for more efficient reporting of staff training completions in the future.
iv) The Senior Manager Equity and HR Business Processes and the Equity Project Officer have also delivered a range specialised training and information sessions on Equal Opportunity and issues relating to the Fair Treatment Policy to small staff groups and international and postgraduate student groups.

6.2 
Disability Access

Four years ago the University of Adelaide conducted a Disability Access Review and Physical Assets Plan for the North Terrace Campus and a number of projects that improve access for people with a Disability have been undertaken. In 2006 as result of this action the University opened the $2 million external lift located between Engineering South and Plaza Building. The lift provides access for people with a disability to the Plaza and Horace Lamb Buildings and unrestricted north/south access on the eastern side of the campus. A feasibility study will assess whether it is possible to connect Engineering South Building to provide access to this lift. 

The Capital Management Plan for 2005/2006 allocated $750K to improve access for people with a disability. Projects completed from this allocation include the installation of automatic doors to major entrances of seven buildings, re-configuration of the Student Centre counter to make it accessible for wheelchair users on both sides, and chairlift access between two floors within the Oliphant Building.

Eight fully compliant access toilets across the campus are currently being made available, four of which are now completed, two to be completed by November 2006 and the balance available for use in 2007. Upgrading of external ramp access from the Hughes Plaza to the Barr Smith Library and Darling Building is also planned for implementation at the end of 2006.

The action plan has been reviewed to identify other work for inclusion in the 2006/2007 Capital Management Plan. This work includes safety features and modifications to stairs, re-tensioning of door closers, installing signage, upgrading ramps and removing trip hazards throughout the North Terrace Campus.

Summary

The Committee notes progress in all aspects of its terms of reference and believes that matters of equity and diversity have increased in prominence within the University community in 2006. The Committee has had a full and varied agenda in 2006 and will seek to consolidate and build on its successes in 2007. 

PROFESSOR J MICHAEL INNES

Convenor, Gender Equity and Diversity Committee 
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