Equity, Diversity and Inclusion
A framework for the University of South Australia

Introduction
The University of South Australia has one of the most diverse workplaces in the
Australian Higher Education sector. As Australia’s University of Enterprise, we
aspire to provide a culturally and physically safe environment for our entire
community1. As we move toward building a greater culturally competent
learning environment and workplace, it is essential that we create a framework
for equity, diversity and inclusion (ED&I) that, at its foundation deepens the
University’s commitment to innovation, excellence, safety and respect.
UniSA is a learning community, that welcomes and
values the divergent voices, differences, skills,
knowledge and talent of our students, staff and partners2. We understand that
diversity drives innovation and for us to be a socially just and responsible leader
in the education sector we need to reflect the diversity and values of the
communities we operate in. To this end, the Framework that follows is based on
a human rights and social justice approach to inclusion, one that prioritises
access to opportunities; eliminates barriers to participation and creates
environments where individuals can reach their full potential.

Who are we?
The business case for diversity and inclusion is compelling. Extensive national and international research
demonstrates that diverse and inclusive teams are more innovative in their solutions than homogenous
teams, where ‘group think’ is a risk. Diverse and inclusive teams are more innovative because they have
a wider set of experiences, approaches and resources to draw upon.3
The Diversity Council of Australia states that:
“Effective management of workplace diversity is clearly linked to improvements in organisational
performance, effectiveness, profitability and revenue generation:
 A workplace that values diversity and is free of discrimination is more productive
 Greater employee satisfaction leads to improved productivity and profitability
 Reduced employee turnover cuts the cost of having to replace skilled and experienced people
 Harnessing employee skills and perspectives increase creativity and innovation.”4
Given the benefits attributed to diversity and inclusion it is essential to firstly recognise who makes up
our university community and where the gaps in equity exist. Understanding the data can help direct
efforts to unleash the diversity and inclusion potential with greater precision and confidence.5 The
following graphs are a snapshot of the composition of our student population and workforce.

1

University of South Australia Enterprise 25 Our Strategic Plan 2018‐2025:8
University of South Australia Equity and Diversity: Treating People with Respect
Deloitte and Victorian Equal Opportunity and Human rights Commission Waiter, is that inclusion in my soup? A new recipe to improve business performance 2013
4 Diversity Council of Australia Business Case for Diversity, https://www.dca.org.au/di‐planning/getting‐started‐di/business‐case‐diversity‐inclusion, accessed 13/10/20
5 Deloitte and Victorian Equal Opportunity and Human rights Commission Waiter, is that inclusion in my soup? A new recipe to improve business performance 2013:4
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GENDER

Employment Type
Total UniSA Employees

Student Degree Level

3032

Casual Professional

417 196

Casual Academic

1001

597

FT/Cont. Professional

1043

505

1835
Postgraduate

4127

3003

Undergraduate
FT/Cont. Academic

683
0

1000
Women

2000

3000

4000

12607

5000
0

Men

PEOPLE WITH DISABILITY

5000

10000
Women

15000
Men

ABORIGINALITY

People with a Disability

20000

25000

People Born Overseas
40%

3.5%
13%

35%

3.0%

35%

3.0%
10%

30%

2.5%
10%

2.5%

8%

30000

CULTURAL BACKGROUND

Aboriginal Peoples

14%
12%

18624

588

25%

2.0%

29%

20%
6%

7%

20%

1.5%
1.5%

4%

1.0%
3.0%

2%
0%
SA Community

SA Workforce Participation

Students

10%

0.5%

5%

0.0%

0%

Staff

SA Community rate provided from Government of South Australia, SA Health Chief Public
Health Officer's Report 2016‐2018
Workforce Participation rate based on Australian Government, Australian Institute of
Health and Welfare report, People with a disability in Australia
Staff numbers are an estimate based on available data.

1.4%

15%

UniSA Goal

SA Community

Students

Staff

SA Community estimate provided from Government of South Australia, SA Health Chief Public
Health Officer's Report 2016‐2018

SA Community

Students

Staff

SA Community estimate provided from Government of South Australia, SA Health Chief Public
Health Officer's Report 2016‐2018

Although UniSA has the ability to ascertain comprehensive student data from its systems, it is somewhat lacking in workforce data, particularly as it relates to staff with a disability. It should also be noted that currently the University does not
hold data related to people who identify as sexual and/or gender diverse. While there are no definitive figures on the size of the LGBTIQ+ population, it is estimated to range from 2% to 11% of the Australian population. Recent international
estimates suggest that between 1 in 500 and 1 in 11,500 people identify as transgender and it is estimated that between 1 in 200 and 1 in 500 people are born with physical variations that meet the definition for various intersex conditions.6 If
UniSA aspires to be a culturally competent and inclusive organisation then it must acknowledge that there are disadvantaged groups within our university community that require special measures to ensure equity of opportunity. It is therefore
essential that as part of this Framework we take action to improve our data collection systems, so that initiatives and recommendations can be made based on the best evidence available.

6

SA Department of Human Services Your Say The Way Forward – LGBTIQ Report 2018 https://yoursay.sa.gov.au/decisions/thewayforward/background accessed 22/4/20
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What do we mean by equity, diversity and inclusion?
It is important that the University adopt a shared understanding of what it means by equity, diversity
and inclusion. A university‐wide understanding enables us to set benchmarks and increase
organisational capacity, but most importantly it enables us to have an overall appreciation of the
programs and services we provide to promote equity and diversity, deliver inclusion and ultimately
eliminate discrimination.
Equity
Equity is achieved when all people are able to access and enjoy the same rewards, resources and
opportunities regardless of their social identity and/or individual characteristics. It does not mean that
that everyone is the same or ‘equal’, but rather they have the same rights, responsibilities and
opportunities and are treated fairly, according to their respective needs. Most often the term equity
applies to under‐represented groups that require
special measures. In this instance however, it also
applies to women, who while not underrepresented in
Australian society, experience disadvantages related to
rights and opportunities. As part of this Framework the
university pays particular attention to gender equity.
“Gender Equity is the process of allocating resources, programs and
decision‐making fairly to both males and females. This requires ensuring
that everyone has access to a full range of opportunities to achieve the
social, psychological and physical benefits that come from participating…”. 7
Image: Canadian Association for the advancement of women and sport and physical activity

Diversity
The Diversity Council of Australia refers to diversity as:
“All the differences between people in how they identify in relation to their age, caring responsibilities, cultural
background, disability, gender, Indigenous background, sexual orientation, and socio‐economic background (Social
Identity), and their profession, education, work experiences, and organisational role (Professional Identity)”.8

In short, diversity refers to the broad range of human difference. Each person has layers of diversity,
making his, her, or their perspective and lived experience different from others.9 In recent times
diversity has been associated with the term intersectionality.
Intersectionality is a term for conceptualising the overlapping identities and lived experiences a person
or group of people encounter. The greater number of touchpoints the greater the risk of discrimination
and disadvantage. It asserts that people are often disadvantaged by multiple sources of oppression, and
that identity (such as Aboriginality or gender) does not exist independently of other identity markers
(such as socio‐economic status or health)10.

Canadian Association for the advancement of women in sport and physical activity, https://www.caaws.ca/gender‐equity‐101/what‐is‐gender‐equity/, accessed 23/3/2020
Diversity Council of Australia D&I Planning, https://www.dca.org.au/di‐planning, accessed 12/3/2020
Auckland Council Inclusive Auckland Framework
10 University of South Australia The importance of inclusive language: resource guide:5
7
8
9
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Examining how these factors intersect with each other to exacerbate inequity and discrimination is
necessary to effectively address the root causes of exclusion across the Australian population. 11

Image: OurWATCh https://www.ourwatch.org.au/resource/intersectionality‐graphics

Inclusion
Inclusion often gets interchanged with diversity – but it is different. Inclusion occurs when a diversity of
people are:
 respected (valued for who they are)
 connected (have a sense of belonging)
 progressing (have opportunities to develop) and
 contributing to organisational success (talents and energies are recognised).12
Integral to the notion of inclusivity is belonging, with the highest level of inclusion being ‘psychological
and cultural safety’ – where people feel safe to speak up even when they have different views to the
majority or to those that hold the power.
To be inclusive is to act. Being inclusive means intentionally addressing issues of access, equity and
participation. It requires a willingness to be open, learn about and value difference. By doing so we
move past concepts of anti‐discrimination to a culture that thrives on the richness of our diverse
experiences, perspectives and ideas.13 In this respect, inclusion reflects an organisation’s maturity with
regards to equity and diversity.

11
12
13

OurWATCh Organisational Strategy to Strengthen our Intersectional Approach 2018‐20 : 4
Diversity Council of Australia Inclusion @ Work Index: mapping the state of inclusion in the Australian workforce Synopsis Report 2019‐2020
Auckland Council Inclusive Auckland Framework
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Building on good practice
UniSA has a long history in being a national leader in promoting access and equity issues and actively
working to reduce discrimination and harassment throughout the University community. The
University’s Equal Opportunity Unit was formed in the early 1990s and championed significant
advancements in affirmative action particularly for women’s development and support for people with
disability ( notably, the University’s Disability Action Plan was one of the first in Australia to be
submitted to the Human Rights and Equal Opportunity Commission).
Since that time the University has continued to prioritise access and equity and has matured in its focus
to now embrace diversity and inclusion as part of its innovative business performance model.
The ED&I Framework is therefore underpinned by the Enterprise 25 Strategic Plan and key policy
documents that guide the University including, Code of Ethical Conduct (staff), Code of Conduct
(students) and the core attributes. These documents not only outline our aspirations as a culturally
competent and safe university but also, and more importantly, direct us to practice attitudes and
behaviours that are consistent with respectful relationships and inclusivity.
For example, if we applied an ED&I lens to the core attributes, they may look something like the
following:
Core Attribute

Relationship to ED&I

Takes the initiative and drives results

We have productive and innovative workplaces

Leads and works well with others

We value connection and belonging

Communicates with impact

We use inclusive language

Provides solutions

We encourage all people to express their ideas and views

Is trusted, authentic and self‐aware

We address the impact of conscious and unconscious bias

The University has taken significant steps in addressing barriers of equity and participation, though
positive action such as the:








Reconciliation Action Plan Stretch 2018‐2021;
Aboriginal and Torres Strait Islander Employment Action Plan 2018‐2021;
Aboriginal Research Strategy 2019‐2025;
Athena Swan SAGE bronze accreditation award;
Sexual Assault and Sexual Harassment Working Group and the Respect.Now.Always campaign;
Access and Inclusion Plan for people with disability; and
establishment of an ALLY Network.
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Whilst the University has ‘pockets of good practice’, our challenge is to build on this base to grow into a
culturally capable organisation able to lead on equity, diversity and inclusion outcomes. In a case study
conducted by Professors Kulik and Metz, which investigated UniSA’s beliefs and expectations about
employee diversity, they recommended a number of key opportunities:
•
Recruit line managers based on their diversity capabilities and train them to deliver their diversity
responsibilities
•
Create safe places and safe channels for employees to raise diversity concerns (there are neither
sufficient protections to staff who might experience diversity problems nor sufficient sanctions to
staff who fail to manage diversity effectively)
•
Organisational change must be driven by powerful change agents (champions)
•
Auditing and data collection should be examined at a unit level
•
Accountability (explicit diversity KPIs for managers).14
The Framework takes into consideration the areas of opportunity outlined in this case study.

The relationship between the equity, diversity and inclusion
framework and reconciliation
UniSA released its first Reconciliation Action Plan
(RAP) in 2014, which was superseded by the
Reconciliation Action Plan Stretch 2018‐2021,
strengthening its position as a University of Choice
for Aboriginal Peoples. The Stretch Plan outlines
the University’s commitment to fostering
intercultural understandings and connections with
Aboriginal Peoples and their communities, as a
catalyst for reconciliation.15 The Aboriginal
Research Strategy complements the RAP, ensuring
that research is a collaborative process, enriched
by active partnerships between Aboriginal students, staff and communities.
The Equity, Diversity and Inclusion Framework acknowledges the RAP as an inter‐related but standalone
document. The ED&I Framework builds on the RAP principles of two‐way partnerships based on mutual
respect, sharing and the promotion of human rights. The Framework does not duplicate actions under
the RAP, rather it works to complement and support these actions and programs. The Framework is
designed to broaden our cultural competence as a University of Enterprise, and our commitment to
ensuring all can reach their full potential. It deepens our understanding of equity and diversity and
creates further spaces for learning and ultimately inclusion.
Having said this, it is also important to highlight that equity, diversity and inclusion can be experienced
differently by Aboriginal Peoples (that is, Aboriginal Peoples are not one homogenous group). In this
context, the Framework serves as a tool to better understand the impacts of intersectionality and how
these apply in addressing issues of inclusion for Aboriginal Peoples.

14
15

Kulik, C. & Metz, I. 2018. Behind the Scenes, University of South Australia.
University of South Australia Reconciliation Action Plan Stretch 2018‐2021
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Our key principles
The principles for equity, diversity and inclusion directly align with the University’s core attributes and
take into consideration principles outlined in our external accreditation frameworks.
1. Equity, diversity and inclusion are a key to organisational innovation and excellence.
2. We celebrate uniqueness and respect difference. We will work from a social justice and human
rights perspective.
3. We commit to the removal of attitudinal and systemic barriers to participation to create culturally
safe and inclusive environments, where people feel a sense of belonging and different
perspectives are valued.
4. We foster a respectful environment where we value our students and staff and the University has
a zero tolerance to sexual assault and sexual harassment.
5. We prioritise equity and opportunity and commit to action through strategies and plans that
target disadvantaged groups.
6. We will build the cultural capacity of the organisation and ensure that resources are designed to
empower people, through positive learning and developmental experiences.
7. Our leaders will commit to inclusive and collaborative partnerships, to create momentum and
support positive change within the higher education sector and wider community.
8. We will be guided by evidence and the use of robust and reliable data, to ensure we achieve our
commitments.
*Principles adapted from Universities Canada16
The principles are applicable to both staff and students, however differences will occur in their
implementation, as it relates to procedures that address specific areas in each cohort as well as
legislative obligations.

Our approach
Theoretical models of ED&I differ from organisation to organisation. Often differences depend on a
number of factors including leadership, the external environment and internal stakeholder investment.
At one end of the continuum are those driven by compliance, with the aim being tolerance – whilst the
other end is founded in social justice and human rights.
For example, working from a compliance perspective requires the organisation to understand its
legislative requirements, develop policies and procedures in accordance, and act to respond to
complaints and/or breeches – this is effective in addressing individual barriers to inclusion.
Conversely a rights model is concerned with creating safe environments that celebrate differences and
respect individuals and groups rights to fully participate. It provides opportunities for those who
experience disadvantage through positive action and is effective in measuring systemic change.

16

Universities Canada Principles on equity, diversity and inclusion accessed 10/3/2020
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Both models are important in fostering an inclusive environment, for example an organisation cannot
solely focus on setting targets to increase workforce participation in decision‐making without also
ensuring systems and processes, including complaints mechanisms are in place.
With this in mind, a conceptual approach to developing the ED&I Framework was first developed.
Reflected in the approach is the University’s values of integrity and accountability; diversity and social
justice; and engagement and collaboration.
The approach is depicted in the diagram below:

Supporting documents

VISION

Policies and principles

SAFETY

Procedures and practices

EMPOWERMENT

Action Plans and targets

OPPORTUNITY
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and benchmarks

INCLUSION
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INDIVIDUALS

Safety and freedom
to express self
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areas
and
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systems
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Our Framework
EQUITY, DIVERSITY AND INCLUSION FRAMEWORK
OUR ASPIRATIONS

OUR PRINCIPLES
1.

The University of South
Australia aspires to be a
culturally competent and
inclusive organisation.

2.
3.

4.

Equity, diversity and inclusion are a key to organisational
innovation and excellence.
We celebrate uniqueness and respect difference. We will work from
a social justice and human rights perspective.
We commit to the removal of attitudinal and systemic barriers to
participation to create culturally safe and inclusive environments,
where people feel a sense of belonging and different perspectives
are valued.
We foster a respectful environment where we value our students
and staff and the University has a zero tolerance to sexual assault
and sexual harassment.

5.
6.

7.

8.

We prioritise equity and opportunity and commit to action through
strategies and plans that target disadvantaged groups.
We will build the cultural capacity of the organisation and ensure
that resources are designed to empower people, through positive
learning and developmental experiences.
Our leaders will commit to inclusive and collaborative
partnerships, to create momentum and support positive change
within the higher education sector and wider community.
We will be guided by evidence and the use of robust and reliable
data, to ensure we achieve our commitments.

OUR GOALS
SAFETY
Our University will build an environment of trust where
individuals feel safe to disclose their needs and express
their views.

We will ensure that our learning and working
environments promote inclusive language and
encourage practices that are mutually respectful and
meet the diverse needs of those we serve and support.
Our leaders will demonstrate inclusive behaviours and
act as the primary advocates for change. They will be
responsible for and take action to remove systemic
barriers to inclusion.

EMPOWERMENT

OPPORTUNITY

Our University will develop a learning environment where
individuals can share their diverse experiences to increase
the organisation’s understanding of diversity and inclusion

Our University will collaborate to involve people with lived
experience in progressing our aspirations and
organisational initiatives.

Our University will work towards our aspiration of inclusivity by
cultivating an environment of continuous improvement, and
measuring our progress.

We will develop strategies and targeted action plans
that, at a minimum, address the attraction, recruitment,
retention and progression of students and staff from our
prioritised groups.

We will prioritise the use of diagnostic tools that consider
belonging, acceptance, connection and the satisfaction of
individuals as key to inclusivity.

We will build the cultural capacity of the organisation
by developing a comprehensive learning and
development program that reduces unconscious bias
and provides individuals with the skills and tools
necessary to address the diverse needs of our
communities.

We will engage with our students and staff to ensure
that barriers to participation are removed and
opportunities for success promoted.

OUR PRIORITIES
The priority groups acknowledge where significant disadvantage, racism and
discrimination occurs for people in the University Community – priorities may
change over time in line with the review and monitoring process.
•
•
•
•
•

Aboriginal Peoples (*links to the reconciliation section on page 6 of full document)
Culturally diverse people
People with disability
People who identify as sexually and/or gender diverse
Women, as it relates to gender equity

INCLUSION

We will use nationally recognised benchmarks for measuring
progress and acknowledge success. This will drive
accountability measures through the development of an
evaluation, monitoring and reporting plan which aligns to the
Key Result Areas agreed with and set for our leaders.

OUR EXPECTED OUTCOMES
As a culturally inclusive organisation we would expect to see:
•
•
•
•
•
•
•
•

Accessible policies and practices that support and integrate the University’s equity, diversity and inclusion principles
A diverse talented workforce and student population that reflects the communities we serve and support
High levels of employee motivation, satisfaction, engagement and retention
High levels of student motivation and satisfaction, and increased retention and completion rates
Increased availability of Flexible Working Arrangements across the organisation
Reduced incidences of bullying and discrimination
Recognition by external accrediting bodies that UniSA is meeting its obligations and leading with best practice
Increased confidence amongst staff and students, that complaints of inappropriate attitudes and behaviours will be satisfactorily addressed

UNISA WILL BE A HIGH PERFORMING, CULTURALLY ENTERPRISING ORGANISATION; OUR CORE ATTRIBUTES EMBEDDED IN ALL THAT WE DO, BE AT THE FOREFRONT OF OUR LEADERSHIP AND REFLECTED IN
THE DIVERSITY OF OUR PEOPLE AND HOW THEY WORK TOGETHER.
*Framework adapted from Victoria University Wellington17
17

Victoria University of Wellington 2018 Equity, Diversity and Inclusion Framework
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Relevant policies and procedures
Anti‐racism
Core Attributes of UniSA Staff
Code of Conduct (students)
Code of Ethical Conduct (staff)
Diversity and representation on committees and working groups
Discrimination and Harassment Grievance Procedures (Staff)
Equal opportunity
Inclusive language
Sexual Assault and Sexual Harassment
Student complaints resolution
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Appendix A
ORGANISATION

DOCUMENT

The University of Adelaide

Equal Opportunity Policy

Royal Melbourne Institute of Technology

Diversity Inclusion & Equal Opportunity Policy

Monash University

Equal Opportunity Policy
Diversity and Inclusion Framework

Curtin University

Diversity and Equity Policy
Diversity and Equity Strategy 2018‐2020

The University of Western Sydney

Equity and Diversity Strategic Plan 2013‐2018

University of Southern Queensland

Employment, Equity and Diversity Strategy 2014‐2017

University of Surrey

Equality, Diversity and Inclusion Strategy 2015‐2017

London School of Economics and Political Sciences

Equity, Diversity and Inclusion Strategy 2017‐2022

University of Liverpool

Diversity and Equality of Opportunity Policy

Queen’s University Belfast

Equality and Diversity Policy

University of Glasgow

Equality and Diversity Policy

University of Southampton

Equality and Diversity Policy

Keele University

Dignity and Respect Framework

Teesside University

All Different All Equal (human resources)

Warwick

Dignity at Warwick Policy and Procedure

The University of Manchester

Equality and Diversity Policy

University of Cambridge

Dignity at Work Policy

University of Oxford

Equality and Diversity

Queens University Canada

Principal’s Implementation Committee on Racism, Diversity and Inclusion

Universities Canada

Principles on equity, Diversity and Inclusion

Universities Canada

Action Plan on equity, diversity and inclusion

McGill University

Canada Research Chairs EDI Action Plan 2018

New Zealand Foreign Affairs and Trade

Diversity and Inclusion Strategy 2018‐2028

Auckland Transport

Diversity and Inclusion Strategy 2019‐2022

Auckland Council

Inclusive Auckland Framework

Victoria University of Wellington

Equity, Diversity and Inclusion Framework

Monash University

Diversity and Inclusion at Monash

The Talent Intelligence Company

Connecting the dots – Inclusion and the benefits of diversity in the workplace

CATALYST

Inclusive Leadership – the view from 6 countries

Professor Carol Kulik

The University of South Australia: Behind the scenes report

Diversity Council of Australia

Inclusion @ Work Index – mapping the state of inclusion in the Australian workforce

Diversity Partners (Dr Kate Spearritt)

Building Inclusive workplaces to optimize diversity of talent and ideas

OurWatch

Organisational Strategy to Strengthen our Intersectional Approach 2018‐20

Workplace Gender Equity Agency

The business case for gender equity

South Australian Public Sector

Diversity and Inclusion Strategy 2019‐21

South Australian Police

Diversity and Inclusion Strategy 2018‐2020
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