The University of Western Australia: Equity and Diversity Management Plan 2012-2016
2

file_0.png


file_1.wmf


UWA Equity and Diversity 
Management Plan
2012 – 2016


UWA Lesbian, Gay, Bisexual, Transgender and Intersex

PART ONE                                                                                                

CONTEXT                                                                                                                                                           

This Plan supports and draws on the broad policy and strategic frameworks established by the University. The integrated planning system at UWA includes Strategic Plan 2014-2020, UWA Operational Priorities Plan (OPP) 2010-2016, UWA Academic Profile and Faculty Strategic and Operational Plans.

Strategic Directions 2014-2020, within the context of achieving international excellence, clearly underscores ‘equity and merit as the fundamental principles for the achievement of the full potential of all staff and students’.

Performance against objectives scoped in the above plans are assessed annually through the UWA Cycle of Planning and Accountability.

PRINCIPLES 	

The 2012 - 2016 UWA Equity and Diversity Management Plan is underpinned by a key high-level objective scoped in the Operational Priorities
Plan (2010-2016):

To attract, develop and retain the highest quality staff

This overarching objective is supported by the following principles which are important elements of a diversity conceptual framework:

•	That the UWA workforce and student body should reflect the diversity of the Western Australian community

•	That the Plan is critical to the realisation of UWA’s vision for Indigenous Australians in terms of improving access and ongoing participation in the workforce and the inclusion of indigenous perspectives in all facets of University life

•	That social ‘privilege’ is explicitly recognized and appropriate measures undertaken to address any barriers that inhibit people from diverse backgrounds to actively participate in all facets of University life

•	That a ‘one size fits all’ approach compromises the achievement of equal opportunity, and an ‘equity’ based approach assures that all staff are provided with the opportunity and appropriate support to succeed
•	That equal employment opportunity and diversity will be integrated into all management processes and implemented by every organisational unit

•	That developing practices which accommodate diverse needs and styles will enhance our capacity to achieve international excellence, thereby shifting the focus away from a ‘deficit’ or ‘disadvantage’ model towards one of ‘growth’ that recognises the positive contributions diversity offers



IMPLEMENTATION OF THE PLAN                                                                                                             

It is envisaged that the responsibility for implementation of the Plan will rest with the University Executive, Deans and Heads of
Organisational Units with support provided by Human Resources and the Equity and Diversity Office in particular.

In addition, it is anticipated that other relevant stakeholders (e.g. Guild of Undergraduates, Postgraduate Students Association and various community networks) will make a contribution towards the monitoring of the Plan.

The Equity and Diversity Management Plan will be communicated to all staff via publication on the intranet at the Office website and through other campus wide communication channels.

The UWA Equity and Diversity Management Plan 2012 - 2014 will dovetail with and complement other issues / area specific Plans designed to further promote equity in employment.  This Plan will set strategic directions and serve as a broad framework within which responsive issue- specific UWA operational plans will be developed.  These will include but are not limited to Faculty and Divisional Plans, Disability Action and Inclusion Action Plan,  Human Resource Strategic and Operational Plan and the Equity and Diversity Office Annual Business Plan.



MONITORING AND EVALUATION OF THE PLAN                                                                                  

The Equity and Diversity Management Plan 2012 - 2016 will be monitored and evaluated by the Vice-Chancellor’s Equity and Diversity Committee in accordance with the University annual reporting framework.  Data will also be collected by the Equity and Diversity Office, from multiple points in the UWA accountability and reporting framework, in order to develop an accurate and comprehensive assessment of progress against the strategies articulated in this Plan.  These points include but are not limited to, Faculty; School and Section Annual Reports; training and  development  participation data; University  demographic data (indicating  both staff representation and  distribution); results  from the Working Life Survey; exit interviews and student and staff satisfaction and climate surveys.

PART TWO - Outcome Standards 	


Relevant OPP (2010-2016) Strategies that dovetail with each of the following three Outcome Standards:

Improve University-wide activities in the area of diversity, equity and access (EDU 1.2) Further equip staff to work with a diverse student population (EDU 1.4)
Improve search, selection, appointment and retention policies and procedures (PR 1.1) Develop leadership and management capacity throughout the University (PR 1.2) Create an equitable and diverse work environment (PR. 1.4)
Encourage a safe and supportive workplace (PR 1.5)
Implement the Cycle of Planning and Accountability at all levels of the University (PR 5.1) Streamline governance and management arrangements (PR 5.2)


OUTCOME ONE

The UWA workplace values diversity and the work and study environment is free from all forms of harassment and discrimination.

Strategies designed to meet this Outcome focus on the ways in which the University and its organisational units communicate their commitment to equity and diversity to both internal and external audiences.  This will be demonstrated through the effectiveness of mechanisms that hold all Heads of Organisational units ** accountable for the proactive and successful management of equity and diversity issues.

** - Heads of organisational units refers to Deans, Heads of Schools, all Heads of Sections and the University Librarian

Strategies that effectively contribute to the development and maintenance of a workplace culture of respect and inclusivity are also crucial to the achievement of this Outcome.   Such strategies would include, but not be limited to, timely reminders to all staff regarding their rights and
obligations as employees of this University, and the proactive intervention by those with management responsibilities to ensure that workplaces are inclusive in all their operations.


Strategies (including ‘corresponding’ OPP Strategies)

Responsibility

Timeframe

Performance Indicators

Targeted campus wide diversity education strategies continue to be implemented and monitored within an unpacking
‘privilege’ framework e.g. Gender Pay Gap initiatives, Achievement Relative to Opportunity, ‘Courageous Conversations about Race’, ‘ALLY’ and Inclusive Workplace Culture Strategy.( EDU 1.2, PR 1.1, PR 1.2, PR 1.4, PR 1.5, EDU 1.4)

Senior Deputy Vice- Chancellor

Heads of
Organisational Units

Associate Directors, Equity and Diversity and Org. & Staff Development Services (OSDS)

Implemented annually

Extent to which:
•	Percentage of  Managers and supervisors have actively participated  and promoted awareness raising strategies
•	Statistics on staff who have completed relevant training are reported annually by Deans/Heads of Org Units/HR/OSDS
•	Staff feedback indicates the value of the education/awareness raising strategies
•	Staff climate surveys (e.g. Working Life Survey, Exit Interviews) indicate the perception of employees around  the effectiveness of the University’s commitment to and management of these issues

Embed UWA’s streamlined 2011 grievance management framework with a view to enhancing the efficiency and effectiveness of complaint handling. (PR 1.4, PR 1.5, PR 5.2)

Senior Deputy Vice
Chancellor

Director, Human
Resources

Associate Director, Equity & Diversity

Manager, Complaints
Resolution

2012 – 2016

Extent to which:
•	Future staff climate surveys indicate employees are aware of UWA equity grievance management policies and procedures and have found them useful in the resolution of concerns
•	Employees identify any form of harassment or discrimination as an issue through various University
‘mechanisms’
•	Employee Assistance Providers indicate that staff/students have presented with concerns regarding inappropriate workplace behaviours including bullying, discrimination and harassment
•	Number of grievances by identity group wherever possible, and rates of resolution, reviewed annually


Monitor Equity and diversity performance through a comprehensive set of metrics that ‘feed’ into all levels of planning and review mechanisms as per the UWA Planning and Accountability framework (PR 5.1)

University Executive

Registrar

Heads of
Organisational units

Director, Human
Resources

A/D, Equity & Diversity

Reviewed annually in accordance with planning cycles

Extent to which:
•	Strategic and Operational Plans identify strategies to maximise the benefits and opportunities of diversity and gender equity
•	Equity and diversity reporting and accountability mechanisms are  linked  to  University  –  wide  strategic  and  operational planning frameworks, and are effectively monitored

OUTCOME 2 	

The UWA workplace is free from employment practices that are biased or discriminate unlawfully against employees or potential employees.

This Outcome focuses on the way in which the University currently manages people.

•	Specified identity groups comprise Indigenous Australians, people of culturally and linguistically diverse backgrounds, and people with a disability


Strategies (including ‘corresponding’ OPP Strategies)

Responsibility

Timeframe

Performance Indicators

Monitor workforce participation data for all staff generally and identified priority group in particular, and communicate to Executive and Senior Management for strategic, social responsibility and risk management purposes (PR 1.2, PR 1.4, PR 1.5, PR 5.1, PR 5.2)

Director, Human
Resources

Director, Planning
Services

A/D, Equity & Diversity

Annual Reporting Cycle

Equity and Diversity Committee meetings (Quarterly)

Extent to which:
•	Trend analysis is undertaken following the annual compilation of workforce participation data
•	Diversity group ‘participation’ data are utilised for legislative compliance, strategic planning and social responsibility purposes
•	Senior management proactively initiates action to address identified gaps in workforce representation and distribution trends e.g. Indigenous Employment data

Build a comprehensive UWA Gender Equity Profile (Pay Gap Audit, Career Progression analysis etc), and develop an outcome-oriented Strategy incorporating current gender equity trends (e.g. Revised EOWA reporting criteria, ASX guidelines)
and principles (Achievement Relative to Opportunity). (PR 1.1, PR 1.2, PR 1.4, PR 1.5, PR 5.1, PR 5.2)

A/D, Equity and
Diversity

Bi-Annually

Extent to which:
•	the gender pay gap between male and female academic and professional staff is diminished
•	the number of discretionary allowances (and their quantum) are offered equitably, in comparable circumstances, to male and female staff

Refresh UWA’s Workforce Diversity Strategy to maximise opportunities for full participation in employment for the identified priority groups i.e. Indigenous Australian, new and emerging CALD communities, people with a disability and youth. (PR 1.1, PR 1.2, PR 1.4, PR 1.5)

Director, Human
Resources

A/D, Equity & Diversity

A/D, OSDS Indigenous Employment Officer

Review annually (December / January)

•	Improvement in the representation, distribution across level and employment status of  staff from identified priority areas
•	Equity Index for Professional and Academic Staff, and those from identified priority areas
•	developmental opportunities incorporate diversity considerations with an emphasis on access and participation
•	there is evidence of an equity and diversity focus in leadership programs



Strategies

Responsibility

Timeframe

Performance Indicators

Implement and ‘adjust’ programs addressing emerging needs and trends to ensure they remain responsive e.g. UWA’s
2010/12 ‘Life Balance’ Strategy, 2011/12 ‘Inclusive Culture’ Strategy’

Develop metrics that support the evaluation of take up and effectiveness of flexible work and leave practices

(PR 1.1, PR 1.2, PR 1.4, PR 1.5, PR 5.1)

Heads of
Organisational units

Director, Human
Resources

A/D, Equity & Diversity

Review annually

Extent to which:
•	Workplace arrangements facilitate staff to achieve life balance goals
•	Positive feedback is received from staff in relation to improved life balance outcomes
•	Performance agreements for managers assess their performance with respect to the implementation of proactive work/family/life balance initiatives
•	Review of flexibility requests by Director, Human Resources, when refused at local level





OUTCOME 3                                                                                                                    

UWA employment programs and practices recognise and include strategies to achieve workforce diversity.

This Outcome focuses on the proactive strategies adopted by the University to redress existing disparities in gender equity in the representation and distribution of male and female staff.  In addition, proactive strategies under this Outcome will focus on recruiting, developing and retaining a range of employees who better reflect the diversity of our local, national and international communities.  Specific attention needs to be paid to increasing the employment and career development opportunities of Indigenous Australians and those from a culturally and linguistically diverse background (CALD), particularly new and emerging communities. The needs of existing and prospective staff with a disability are also addressed under this Outcome, together with the need to explore innovative strategies to encourage greater representation of youth in the UWA workforce.

In order for the University to meet this Outcome, strategies will need to be considered that result in dismantling all barriers, including attitudinal barriers to the effective participation and contribution of a diverse workforce.  This is not about developing strategies designed to treat all employees the same, but rather about developing programs and practices designed to meet the particular needs of employees and potential employees to ensure equality of outcomes.





Strategies (Including ‘corresponding’ OPP Strategies)

Responsibility

Timeframe

Performance Indicators


Continue to implement established, and develop new,
‘targeted’ gender equity initiatives e.g. Leadership Development for Women, Re-Entry Fellowships, stimulating research opportunities for women, mixed ‘developmental’ opportunities, attraction and retention strategies for post doctoral fellows and early career researchers.


(PR 1.1, PR 1.2, PR 1.4, PR 1.5, PR 5.1)



A/Ds OSDS & Equity & Diversity



Heads of Organisational Units



2012-2016

The extent to which:

•	the Equity Index for female academic and professional staff increases over time
•	Women are represented and distributed equitably within both academic and professional staffing streams
•	Demonstrated progress is made towards achieving inspirational targets at Faculty level in the gender equity area
•	Women actively participate within UWA decision- making mechanisms and have appropriate representation within management structures
•	Female representation in the senior management tiers of both organisational units and University governance increases


Monitor and evaluate performance against the UWA Disability Action and Inclusion Access Plan  (DAIAP) to ensure equitable access for people with a disability to all facets of campus life including information technology and Way Finding (PR 1.1,
PR 1.2, PR 1.4, PR 1.5, PR 5.1)

Heads of
Organisational Units

A/D, Equity and
Diversity

2012-2016

•	The extent to which progress against outcomes identified in the UWA Disability Action and Inclusion  Plan is reported annually to the Senior Deputy Vice-Chancellor through the Vice- Chancellor’s Equity and Diversity Advisory Committee, and the Cycle of Planning and Accountability


