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Public Sector Equality and Human Rights Duty 

Report 2025  
 

1. Introduction  
 
Dún Laoghaire Institute of Art, Design and Technology (IADT) is committed to 
promoting equality, diversity and inclusion (EDI) and protecting human rights as 
fundamental to its role as a public body. In fulfilment of Section 42 of the Irish Human 
Rights and Equality Commission Act 2014, this report outlines IADT’s ongoing 
efforts to:  
 

• Eliminate discrimination;  
• Promote equality of opportunity and treatment for staff, students, and 

stakeholders; and  
• Protect human rights across all aspects of its operations.  

 

2. Strategic Context: Equality and Human Rights  
 

The priorities and actions identified in this report are guided by the IADT Strategic 

Plan 2024-28, ‘Towards a University for the Creative Industries', which positions EDI 

and Belonging as an Underpinning Fundamental for achieving the 

Institute’s strategic objectives:   

  

‘We will ensure EDI is at the centre of how we manage our organisation, 

building on our existing practices to prioritise equality, diversity and inclusion.’  

  

IADT’s implementation and reporting plan for the Strategic Plan 2024-28 is structured 

around a set of agreed Objectives and Key Results (OKRs). These link the priorities 

and actions of the Strategic Plan with the performance objectives (POs) and indicators 

set out in IADT’s Performance Agreement with the Higher Education Authority (HEA) 

for the period 2024-28, as well as other institutional and sectoral commitments.   

  

IADT’s OKR framework comprises 15 Objectives, incorporating all 78 actions in 

the Strategic Plan, with Key Results identified on an annual basis. Each OKR has a 

designated sponsor and owner, supporting accountability and delivery.   

  

Two objectives within this framework relate directly to the EDI and Belonging pillar of 

the Strategic Plan:   

  

https://iadt.ie/about/iadt/strategic-plan/
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• Objective 13: Ensure maximum compliance with EDI commitments across the 

Elevate Programme, Strategic Plan, and Performance Agreement.   

  

• Objective 14: Increase the diversity of our student community, including 

through providing new pathways into higher education for underrepresented 

groups, to ensure that the future workforce in the creative 

industries represents Ireland’s diverse population.  

 

3. Assessment of Equality and Human Rights Issues 
 

Based on consultation and assessment undertaken by the Institute in relation to recent 

strategic and operational advancements1, the following areas have been identified 

as key equality and human rights issues for IADT:  

 

Issues Identified  

 

• Equitable Access to Education   

• Enhancing the participation of underrepresented learners, including those 

from socio-economically disadvantaged backgrounds, minority ethnic 

groups, and those with disabilities or learning difficulties. This includes, 

but is not limited to, the target groups identified in the National Access 

Plan: A Strategic Action for Equity of Access, Participation and Success 

in Higher Education 2022-28.    

  

• Staff and Student Inclusion and Belonging   

• Addressing gender imbalances and the underrepresentation of minority 

groups across the IADT staff population, particularly in leadership roles 

and key decision-making bodies.  

• Promoting a campus culture of mutual respect, safety, and well-being. 

• Improving institutional supports for staff and students with caring 

responsibilities.  

• Active engagement by staff and student EDI networks and groups in 

informing EDI policy and practice.  

  

• Accessibility and Universal Design   

• Enhancing physical, digital, and pedagogical accessibility for all members of 

the IADT community, in line with legislative requirements and, where 

applicable, Universal Design (UD) principles.   

  

• Embedding EDI, Human Rights, and Sustainability into Education and 

Research   

• Strengthening the integration of these interconnected principles 

into student curricula, staff training and development, and 

                                                           
1 Including preparation of the Strategic Plan 2024-28, an organisational process improvement review, 
the self-assessment process for Athena Swan accreditation, EDI objectives arising from multiple funded 
projects (e.g., FilmEU, TU RISE ELEVATE, N-TUTORR, and HEA Performance Funding 2022), and 
alignment with complementary EDI action plans and sector-wide initiatives. 

https://hea.ie/policy/access-policy/national-access-plan-2022-2028/
https://hea.ie/policy/access-policy/national-access-plan-2022-2028/
https://hea.ie/policy/access-policy/national-access-plan-2022-2028/
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the Institute’s research culture.  

  

• EDI Data Systems    

• Improving EDI data collection and reporting across equality grounds to better 

inform decision-making and EDI initiatives, monitor changes over time, and 

implement the recommendations of the 2024 Process and Data Review 

carried out by the Institute.   

  

• Policy Development and Implementation   

• Ensuring that institutional EDI policies address all nine equality grounds (as 

set out in legislation) and socio-economic background, and adopt an 

intersectional approach.   

• Embedding EDI principles within the Institute’s wider policy development and 

review framework and critical decision-making processes.   

 
4. Actions Planned for 2026 to Address Identified Issues 

 

Building on the impactful work already undertaken by the Institute on equality and 

human rights issues, such as the ongoing implementation of the IADT EDI Action Plan 

2022-27 (prepared for Athena Swan accreditation), the following actions 

are also planned for implementation or further advancement in 2026:   

 

• Laying the foundations for the Institute’s application for Athena Swan Bronze 

renewal in 2027, including the nomination of a new self-assessment team 

(SAT) comprising staff and student representatives.   

• Improving EDI data collection and reporting, linked to a Data Disclosure 

Campaign, and developing an EDI data dashboard.   

• Implementing an Equality Impact Assessment (EIA) process as a 

standard component of the IADT Policy Management Framework, adopted in 

2025, with training provided to relevant stakeholders.  

• Reviewing and updating the IADT EDI Policy to ensure full alignment with 

national legislation and best practice, and to support the adoption of an 

intersectional approach.  

• Reviewing and updating relevant HR policies and procedures for staff to reflect 

recent and forthcoming statutory requirements, including policies on family 

leave, domestic violence leave, and pay transparency.  

• Building on learning from the first year of implementation, 

reviewing and updating the IADT Dignity and Respect Policy and procedures to 

align with sectoral best practice and institutional processes, and to ensure that 

reporting and support options are accessible and transparent.  

• Further expanding the delivery of EDI training for staff and students, with the 

aim of achieving high participation across all groups.  

• Continuing to improve inclusive staff recruitment and selection processes to 

address barriers experienced by underrepresented groups.   

• Continuing to promote educational pathways at IADT for underrepresented 

learners, including through active and ongoing engagement with local DEIS 

schools, the Traveller and Roma communities, and residents of local IPAS 

https://iadt.ie/about/equality-diversity-inclusion/athena-swan/
https://iadt.ie/about/equality-diversity-inclusion/athena-swan/
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centres, and initiatives to support the retention and success of these learners.   

• Continuing to embed accessibility enhancements and 

UD principles across physical and digital environments, in alignment with 

the ALTITUDE Charter, which was signed by IADT in 2025.   

• Continuing to raise awareness of professional and pastoral supports for staff 

and students, including mental health, disability, and well-being supports.  

 

5. Key Indicators for Monitoring and Outcomes  
 

• Diversity and Representation   

• Increased representation of women and minority groups within the IADT staff 

population, particularly in leadership roles and key decision-making bodies. 

• Continued progress in closing the Institute’s annual gender pay gap, through 

actions to achieve gender equality across all pay quartiles.  

• Increased enrolment and retention of underrepresented learners through 

targeted Access programmes, academic and pastoral support services, and 

broader community outreach efforts.  

  

• Campus Culture and Well-Being   

• Positive and progressively improving feedback on inclusivity, respect, and 

belonging, as measured through future EDI surveys of staff and students.   

  

• Policy Implementation   

• Approval, implementation, and ongoing monitoring and review of EDI 

policies and relevant HR and Registry policies.   

• All major policy updates and the development of new policies subject to an 

EIA.   

 

6. Governance and Oversight  
 

• Oversight: Established in 2020, the IADT EDI Committee (EDIC) of the 
Governing Body is responsible for providing oversight, leadership, and 
accountability for EDI in all aspects of the Institute’s activities, including 
compliance with the Public Sector Duty. The EDIC is chaired by an external 
member of the Governing Body and comprises twelve appointed and ex-officio 
members. The Committee meets at least twice in each academic year. The EDI 
Manager, an ex-officio member of the EDIC, presents progress updates at each 
meeting on the implementation of strategic and operational EDI objectives. The 
Chair of the EDIC provides biannual updates to the Governing Body.   
 

• Transparency: This report will be published on the IADT website to support 
compliance with statutory obligations and to promote transparency, 
accountability, and public awareness of the Institute’s EDI objectives. A section 
on the Public Sector Duty will also be incorporated into the Annual Report.  
 

• Consultation Process: The development of this report was informed by 
consultation with key institutional stakeholders, including members of the EDIC 
and staff working in EDI, Strategy, Governance, Policy, and HR.  
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• Engagement Channels: A range of engagement and feedback opportunities, 
including surveys, focus groups, and other forms of consultation, are available 
to staff, students, and external stakeholders. These channels support ongoing 
learning, reflection, and continuous improvement in EDI policy and practice.  

 

7. Progress Assessment  
 

IADT remains firmly committed to promoting EDI and protecting human rights as core 
elements of its mission. To this end, the Institute has put in place dedicated resources, 
including staff roles working solely on EDI, Dignity & Respect, ESVH, Access, 
Disability, and Sustainability. These roles are complemented by wider institutional 
functions that support the mainstreaming of these principles across all areas of the 
organisation, including HR, Registry, Strategy, Estates, Governance, and Research.   
 
While the Institute has made significant progress in advancing EDI, it recognises that 
further work - and critically, the continued engagement of senior leadership and 
adequate personnel and financial resourcing as the Institute expands in staff and 
student numbers and activity levels - is necessary to fully embed EDI as a central part 
of how the organisation operates and delivers on its strategic vision and statutory 
requirements.   
 
Building on the impactful work already undertaken by the Institute, including during the 
first 18 months of the implementation of the Strategic Plan 2024-28, this report sets out 
agreed goals for 2026. A more detailed assessment of relevant EDI and human rights 
issues is planned for 2026 and 2027, which will inform and shape key institutional 
priorities in these areas through to 2032, in line with Athena Swan timelines. 
 


