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The overall objective of the EEO Management Plan
 is to fully implement the University's 

• 
commitment to equity in access to education and employment, equal opportunity and affirmative action



• 
promotion and maintenance of a high quality of life

• 
active recognition of the interests of our culturally diverse, Indigenous and international populations, and regional, national and global communities in all facets of university work
(Strategic Plan 2002-2006: University Culture and Values)

	1.
Broad Objective: To continue to promote equity principles and an inclusive work environment throughout the University

	
	Strategic Action
	Who will undertake the action
	Timeframe for action
	Outcome expected
	Suggestions for operational activity during the life of the plan

	1.1
	Incorporate equity modules in mainstream in-house training programs
	ODU, Equity Office
	2003-2006
	Managers and employees are trained in equity, diversity and affirmative action
	Suggestions: (1) provide modules on equity, including information on sex-based harassment, flexible work practices, affirmative action, diversity and cross-cultural communication, conflict resolution, working with and managing people with a disability, and inclusive language (2) explore provision of on-line equity module 

	1.2
	Provide guidance to managers dealing with grievances


	ODU, Equity Office 
	2002-2006
	Managers (including Heads of School) understand and implement equitable grievance handling processes
	Suggestions (1) provide training modules on complaint handling and conflict resolution (2) develop procedures to guide managers/supervisors in complaint handling and conflict resolution and outline avenues for support 

	1.3
	Include equity-related issues in induction processes for new staff
	Director HRS or nominee, ODU
	2003-2006
	New staff are aware of the University's equity-related policies
	Suggestions: (1) equity-related policies are provided to and discussed with new staff eg Sex-Based Harassment Policy & Procedures, Anti-Racism Policy and Guidance Material, and grievance/complaint procedures (2) explore provision of on-line equity module for new staff 


	1.4
	Actively promote guidelines for appropriate computer use
	Director, ITD 
	2003-2006
	There is a high level of awareness of appropriate computer use in the workplace
	Suggestions: emails are regularly posted on university notice boards and/or other options explored for reminding staff of their obligations in using computing facilities, i.e.  that usage must be consistent with the declaration under rules for Computer Usage (03.1 Rules for the Use of UNE Computer and Communication Facilities), policies detailed in 1.2 above, and the University's Code of Conduct

	1.5
	Implement a Cultural Diversity training program
	Equity Office, ODU, executive, deans, directors
	2003-2006
	There is a high level of cultural awareness among university staff
	Suggestions: (1) incorporate training on cultural awareness and inclusive practices in mainstream training programs (2) develop a specific program for diversity training (3) explore and if appropriate implement online equity training

	1.6
	Include accountability for equity and affirmative action in relevant employment processes 
	University executive, deans directors, supervisors
	2003-2006
	There is a high level of awareness of equity principles and strategies to enhance recruitment and career opportunities for members of equity groups
	Suggestion: (1) accountability for equity and affirmative action is included in performance agreements/or GSPR processes for supervisors. This includes accountability for appropriate handling of grievance/complaint handling and conflict resolution (2) equity-related matters are explored in GSPR of all staff in accordance with level and responsibilities 

	1.7
	Consider diversity in awarding honorary degrees; inviting speakers for graduation ceremonies; inviting distinguished visiting scholars
	Vice-Chancellor, deans
	2003-2006
	A variety of role models are available to university staff and students
	Suggestion: Ensure a diverse list of prospective speakers/distinguished visiting scholars is available by canvassing a range of academics including members of equity groups; access the AVCC Register of Women

	
	
	
	
	
	
	

	
	
	
	
	
	
	


	2. 
Broad Objective: To increase recruitment and retention of equity groups taking into account the particular employment needs of the University 
	

	
	Strategic Action
	Who will undertake the action
	Timeframe for action
	Outcome expected
	Suggestions for operational activity during the life of the plan

	2.1
	Implement the Indigenous Employment Strategy 2003–2006
	Indigenous Employment and Career Development Officer, deans, directors, supervisors
	2003-2006
	An increase in the number of Indigenous Australians employed and retained by the University
	Suggestion: include membership of the equity group, Indigenous Australians, as a selection criteria for a number of positions to progress towards government targets (2% — or some 6 new positions) for Academic staff; further progress towards representation of the local population benchmark for general staff (4.6% of staff — some 14 new positions) during the life of this Plan. (It is noted that positions at higher HEO levels, like academic positions, are likely to be drawn from a national employment pool.)

	2.2
	Implement the Disability Action Plan, with particular focus on supporting staff members who have a disability 
	University executive, Director, FMS, deans, heads of school, directors, supervisors, Equity Office 
	2003-2006
	An increase in the number of people retained by the University; a decrease in the number of complaints in relation to workplace adjustment registered with Equity Office
	Suggestions: (1) establish a central fund for workplace adjustments to remove the onus for support from the work area (2) supervisors seek advice from the Equity Office in managing work place adjustments 

	2.3
	Increase the number of women applying for positions in areas where they are under-represented 
	University executive, deans, heads of school, directors, supervisors 
	2003-2006
	Improved gender balance through increased pool of female applicants in areas where they are under-represented (eg senior academic and general positions; schools and directorates in non-traditional areas) 
	Suggestions: (1) The head of school/director or other responsible person seeks to identify and, wherever possible, approaches three suitably qualified women inviting them to apply for positions. Shortlisting report includes confirmation of this process. (The AVCC Register of Senior Women (Academic Level C and above; HEO Level 10 and above) can be accessed by those responsible for approaching suitably qualified women) (2) invite women to apply for Chairs (3) explore options including the possibility of seeking exemption under the NSW Anti-Discrimination Act, to target positions for women in male dominated areas. 

	2.4
	Improve the representation of equity groups among academic staff in areas where they are under-represented 
	Deans, heads of school, directors

	2003-2006
	Increased representation of equity groups
	Suggestion: (1) use of identified academic cadetships, doctoral, post doctoral and teaching fellowships and/or scholarships as a way of providing greater opportunity for entry into an academic career for women and other members of equity groups (2) continue to explore alternative forms of delivery of 'Selecting the Best' to achieve wide coverage among academic staff; (3) The head of school/director or other responsible person seeks to identify and, where appropriate, approaches suitably qualified members of equity groups inviting them to apply for positions

	2.5
	Improve the representation of equity groups among general staff in areas where they are under-represented 
	Deans, directors, supervisors
	2003-2006
	Increased representation of equity groups
	Suggestion: Use apprenticeships and traineeships to provide entry to non-traditional areas, including technical positions, for women and other members of equity groups; (2) The head of school/director or other responsible person seeks to identify and, where appropriate, approaches suitably qualified members of equity groups inviting them to apply for positions

	2.6
	Encourage members of equity groups to take up vacancies on decision-making bodies
	University executive, deans, heads of school, directors, supervisors 
	2003-2006
	A diverse cross-section of employees' views are heard
	Suggestions: (1) include the statement 'The University supports the representation of all groups within the university community on university committees,' in any public announcement or invitation to nominate for committees/decision-making bodies (2) heads of school and supervisors personally approach and encourage the participation of members of equity groups (3) the disparate administrative/ representative workload occasioned by participation in university processes (eg membership of decision making bodies) is taken into account for women and members of other equity groups in workload discussions

	2.7
	Promote and support flexible work practices eg extend and promote support for flexible hours, job-sharing, fractional appointments and other flexible work arrangements 
	HRS including ODU, Equity Office, deans, directors, head of school, supervisors
	2003-2006
	As underpinned by legislative requirements, the workplace is inclusive and 'carer-friendly' and barriers to participation in employment for people with family responsibilities are removed 
	Suggestions: (1) university policy on flexible arrangements is included in appropriate training programs (eg HoS/management training, leadership programs) (2) awareness re rights and responsibilities in relation to work/family issues is promoted in HR forums, through Spokeswomen and EO Advisers (3) flexible work arrangements are articulated in EB agreements and are consistent with industry benchmarks and legislative requirements (4) a brochure detailing flexible arrangements is developed (5) guidelines are developed to assist managers in equitable handling of long leave (6) facilities for changing baby and breastfeeding are established in faculties 

	2.8
	Encourage the development of workload formulas which take into account the needs of equity groups for academic staff in all schools; ensure workloads of general staff (including technical staff) are fair, realistic & commensurate with contracted hours 
	Deans, heads of school; directors, supervisors
	2003-2006
	Workloads are fair, and commensurate with contracted hours; workload allocation is transparent
	Suggestion: heads of school develop workload formulas; supervisors assess/review workloads during GSPR (It is noted that there is a disparate representation of equity groups at lower academic levels and workload issues may translate into an impediment to progression.) 

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	3.
Broad Objective: To promote the career advancement of equity groups
	

	
	Strategic Action
	Who will undertake the action
	Timeframe for action
	Outcome expected
	Suggestions for operational activity during the life of the plan

	3.1
	Encourage women's participation in all aspects of academic work, particularly research
	Deans, Heads of School, directors, Equity Office


	2003-2006
	More women achieve senior levels through internal promotion
	Suggestions: (1) time release for women's participation on committees (2) workshop for women on mapping career in advance of promotion (3) investigate a category of IRG titled 'New Start' for women resuming the research aspect of their academic career (4) include women in research succession (5) develop and implement research mentoring program (6) conduct a survey to ascertain the level of support received by women, particularly early career academics (7) heads of school/directors assist in the selection of a mentor for every female academic staff member at level C and below, where the need or desire is identified (eg through discussion at induction or Goal Setting processes)


	3.2
	Encourage members of other equity groups to develop all three aspects of academic work: Teaching, Service and Research 
	Deans, heads of school, directors 
	2003-2006
	More equity group members are successful in promotion processes and/ or faculty and Internal Research Grants allocation
	Suggestions: (1) include equity group members in research succession (2) mentoring program, including research mentoring (3) assist with applications for promotion

	3.3
	Promote career enhancing strategies (including training and staff development) for academic women
	Deans, heads of school, Equity Office, ODU, directors 
	2003-2006
	Women increase participation in study leave and research activity 
	Suggestions: (1) develop and implement mentoring programs as appropriate (2) provide formal opportunities to act at higher levels (recorded and recognised for promotion purposes) (3) time release for research for early career academic women (4) workshop for women on mapping career in advance of promotion (5) study leave options for people with family responsibilities are discussed

	3.4
	Promote career enhancing strategies (including training and staff development) for general staff women
	Directors, supervisors, deans, heads of school, Equity Office, ODU 
	2003-2006
	Increased number of women are successful in internal competitive appointment and take opportunities to act at higher levels
	Suggestions: (1) develop and implement informal mentoring program for women (2) opportunities for formal study at both undergraduate and postgraduate levels identified through Goal Setting and Performance Review process (3) participation in programs eg the Spokeswomen's Program, Public Sector Management, AVCC and ATEM conferences and training programs (4) provide opportunities to act at higher levels 

	3.5
	Language and other appropriate training for people whose first language is other than English
	Deans, heads of school, directors, supervisors, Equity Office, ODU 
	2003-2006
	Staff members whose first language is other than English receive assistance in improving language skills as appropriate 
	Suggestions: (1) support to participate in LTC classes, use LTC editing service and/or participate in Skillmax programs, as appropriate (2) heads of school/directors assist in the selection of a mentor for each new FLOTE staff member to advise and assist, as necessary or relevant, where the need or desire is identified (eg through discussion at induction or Goal Setting processes)

	3.6
	Provide targeted development opportunities for equity group members 
	ODU, Indigenous Employment and Career Development Officer, deans, directors, Equity Office, ODU 
	2003-2006
	Equity groups members take full advantage of university training and development opportunities
	Suggestions: (1) dedicated programs are offered to equity groups as required (2) access to training programs for staff members with a disability is ensured 

	3.7
	Targeted development opportunities are provided for equity group members of technical staff
	Deans, directors, Equity Office, ODU 
	2003-2006
	Equity groups members have access to appropriate training and development opportunities
	Suggestions: (1) 'scholarships' are offered to equity group members to attend external training (2) appropriate technical training is provided on campus


Approved
vc:
8th October 2003

RMO 

Document No: 
D03/4050
� Under part IXA of the NSW Anti-Discrimination Act (1977) the University is required to have an EEO Management Plan. Equity Groups identified through the EEO Data Survey and reported upon annually to the NSW State Government agency, the Office of Employment Equity and Diversity (formerly the Office of the Director of Equal Opportunity in Public Employment (ODEOPE), are women, Aboriginal people and Torres Strait Islanders, people whose first language was other than English, and people with a disability who require work-related adjustments.
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