From vision to impact
Measuring progress and drafting solutions at the Office for Inclusivity
and Change
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1. Who is the OIC?
The OIC was founded in December 2017 and provides institutional
analysis and responses to transformation, inclusion and diversity (TID).
The OIC specifically focusses on building an inclusive organizational
culture, supports for persons living with disability, employment equity,
sexual and gender-based violence, student capacity building and thought
leadership on TID, among other themes.

Stories from the field

Background to the Office
for Inclusivity and Change

Services

•Disability services: services and
scholarships for students
•Survivor support services: Survivor
disclosure reporting; online reporting
tool
•Relations strategist: informal
processes and respondent
management

Functions

Programmes

•Employment equity: manages the
development, implementation and
monitoring of employment equity
policy and strategy
•Secretariat for transformation and
employment equity: manages
administration and logistics of
transformation duties and functions

•Inclusivity capacity building:
negotiating differences and diversity
in the classroom
•Institutional culture: inclusivity
survey and follow-up actions
•Student capacity building: ACES
programme

Strategic influences:
global trends to local
practices

Global
trends

National
guidance

UCT’s policy
and practice

• Diversity and inclusion index
• UNESCO guidelines for Inclusive Education and related UN conventions
• International best practice in terms of transformation, inclusivity and critical diversity

• The transformation barometer
• Online Resource for Higher Education Transformation by Transformation Managers Forum
• Employment Equity Act and related legislation
• National law and procedure in terms of discrimination, harassment and accessibility

• Inclusivity Survey and Inclusivity Strategy
• Accelerated Strategy for Employment Equity
• Dismantling Racism Strategy
• Transformation Benchmarks
• Employment Equity policy
• Disability policy

Strategic influences: theories underpinning
our work (continued)
• According to Keets (2016) there are 6 economies of
transformation (see diagram). These economies are
central to the reproductive machinery of the university.
Its dominion is affirmed in the mass of quantitative data
available to us that reveals a higher education system
that continues to reproduce many of the fundamental
discriminatory fault lines in society.
• Crenshaw (1989), Puar (2011) and Ahmed (2004) all
explore how inequalities are multiple, concurrent and
intersecting. Their work explores how race, gender,
class, sexuality and nationality all contribute to
marginalization and othering in and beyond higher
education.
• Biko (1987), Fanon (1952,1963), Leroke (1994) Phadi
(2012) and, Lewis and Hendricks (2017) are some of the
scholars who have written extensively on the nature and
functioning of racism. They reflect on the ways in which
we need to challenge systems of racial power (including
white privilege) and empower those who have been
oppressed including black persons, indigenous persons
and other persons of colour (to use the contemporary
framing for race).
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Policies
underpinning
the OIC’s work

DISABILITY POLICY
(2011; 2021)

EMPLOYMENT EQUITY
POLICY (2020)

INCLUSIVITY POLICY
FOR SEXUAL
ORIENTATION (2017)

MEDIATION POLICY
(2008)

POLICY ON RACISM
AND RACIAL
HARASSMENT (2008,
2021)

SEXUAL HARASSMENT
POLICY (2008)

SEXUAL OFFENCES
POLICY (2008)

SEXUAL MISCONDUCT
(2021)

STUDENT EQUITY
POLICY (2004)

STUDENT MENTAL
HEALTH POLICY (2018)

HERITAGE, ARCHIVES
AND STEWARDSHIP
POLICY (2021)

2. The OIC’s strategy
The OIC’s strategy is created collaboratively with transformation
actors at UCT and closely relates and responds to the goals of UCT.

• Goal 1. Redress inequalities and disparities among UCT staff and students to
achieve equity

OIC’s strategic
goals

• Goal 2. Amplify the voice and enable the agency of marginalized staff and
students to create an affirming/empowering university community

• Goal 3. Support stakeholders at and beyond UCT to achieve social justice
through providing direct support, ensuring access and inclusion and
contributing to broader struggles for justice

3. Employment equity as
a tool for redress
New EE policy is inclusive of all employees interests and aspirations
and all stages of the life-cycle of an employee and is aligned to the
plethora of legislative updates that took place over the past six years.
Proper implementation of the policy will take time as practice notes
and support tools are developed to assist with its implementation.
Building on a solid foundation and base-line

Measuring progress:
•

•

•
•

AA measures against the EE Plan –
12 main barriers identified of 23.
So far, three of those barriers have
been sufficiently resolved.
Quarterly measuring progress of
Numerical Goals and Targets
against EE Plan
BBEEE Management Control
increased from 11,35 to 14.66
against a goal of 14,35
Over the last 10 years UCT
appointed 44 employees via the
VC’s strategic EE Fund – including
12 current beneficiaries.

Charting solutions
Challenges and limitations:

Future strategies:

- While focussing on demographics is a useful and
needed way to respond to the legacy of apartheid,
patriarchy and exclusion within higher education,
demographic approaches on their own do not
dismantle the systems of power which produce
racism, misogyny and other forms of violence.

- New employment equity policy

• Stability in and resourcing the EE Office
• Manual reporting and data management
• The complexity of the employment arrangements

• Self-declaration and staff profiling
• Foreign national and persons with disability
representation

- New EE Recruitment and Selection practice note
- Ongoing and updates training and capacity building
interventions on employment equity including online
training
• Automated processes
• Working in partnership with HR
• Balancing attraction, development and retention
strategies

4. Dismantling
racism and
ending systemic
oppression in
higher education
In recent years, in the media and
within UCT, multiple reports of racism
have emerged. These reports highlight
the complex nature of racism at UCT.
The OIC has employed a range of
interventions to challenge and combat
racism.

Measuring progress:
• In 2020, approximately 1400 students and staff members
directly engaged at 75 workshops in over 30 departments,
faculties or student spaces (including residences) on
• Between 2019-2020 over 500,000 persons engaged using
new and social media platforms (CCoLAB).
• Development of innovative tools and practices including the
Transformation Benchmarks, Inclusivity Strategy, A-Z of
Transformation, Leaving No One Behind toolkit on Covid-19,
Building Brave Classrooms, updated ACES programme and
CCoLAB.
• Partnerships with scholars including Robin DiAngelo, Rozena
Maart, Mandisa Haarhof, Thabo Msibi, Desiree Lewis and
Willem Verwoerd.
• Development and contribution to policy and practices in
terms of racism. Including the dismantling racism strategy
and context-specific interventions (Biological Sciences).

Charting solutions
Challenges and limitations
- Existing policy in terms of racism do not
adequately protect and support complainants.
In 2019 and 2020 several high profile cases of
racism emerged, in each of these cases
complainants have highlighted how the
existing policies and procedures failed them.
- Lack of a shared understanding of racism by
the university community.
- Ineffective laws and legal precedent to address
institutional and systemic racism, and enable
effective economic redress.

Future strategies
- The OIC had started building partnerships with
activist-scholars, activist organisations and human
rights institutions with a track record for
defending vulnerable and oppressed groups.
These partnerships aim to share OIC’s learnings,
and to gain support from experts to strengthen
UCT’s capabilities.
- Revised policy on racism to be approved in 2021
- Dismantling racism strategy adopted in 2020 by
UCT exec.

- National dialogues on race and racism co-hosted
with the national Transformation Managers
Forum.

5. Building an
inclusive
institutional
environment
In 2019 the university initiated the
Inclusivity Survey which encouraged
the university community to share
their experiences of belonging and
inclusion.

Measuring progress:
• Inclusivity Strategy Working Group and
Advisory Group addressing the concerns of
the Mayosi Report; the IRTC and Inclusivity
Survey
• Transformation benchmarks aligned with
national and international indicators for
inclusion
• Institutional Culture Change focusing on
changing organizational systems to better
respond to inequality and oppression.

Charting solutions
Challenges and limitations
• Emerging praxis on organisational
culture change interventions need to
adequately respond to oppression
and inequality
• Hybrid nature of higher education
environments does not lend itself
easily to corporate strategies for
change

Future strategies
• Inclusivity Strategy and Dismantling
Racism, conceptualised with scholars
and hosted by OIC
• Culture change for oppression and
inequality seminar (national) hosted by
OIC
• Changing academic and research ethics
and practice to address equitable
redress

6. Services and advocacy
in support of persons
living with disability
The Disability Service strives to create an enabling learning and
occupational environment for students and staff with disabilities
where their learning experience and career aspirations are equal with
their abilities and where their talents are nurtured and developed.

Measuring progress:
• In 2020, DS provided support to 490 number of students and staff with
disabilities. Its important to note that the Covid-19 lockdown affected the
usual transport service offered by DS, and so the numbers may be lower than
usual.
• DS played an important role in ensuring that students with disabilities could
learn effectively during the period of remote teaching and learning. DS
adapted their support services to ensure all services were available remotely.
• Disability inclusion through reasonable accommodation.
• Creating a diverse and inclusive teaching and learning environment through
curriculum adaptation, blended learning and the provision of direct services.
• Direct services include the provision of transport, note takers and other aids,
specialized equipment, adapted learning resources (for example books in
braille) and psycho-social support.
• Disability inclusion through accessible infrastructure.
• Building inclusion through community and corporate partnerships. Between
2018-2020 a partnership with FNB led to 117 students with disabilities being
supported at UCT.

Charting solutions
Challenges and limitations:
- Limited resources means that support
to students with disabilities is
contingent on available resources. Not
having the resources means students
aren’t able to access the same quality
of education as able-bodied students.

Future strategies
• Implementation of the audit
recommendations to ensure UCT
virtual research platforms and website
is accessible to visually impaired staff
and students
• Implementation of the DHET audit over
the next 10 years
• Capacitating Faculty and Departments
to work inclusively with disabled staff
and students

7. Case studies to
encourage critical
thinking
Real life examples of transformation tension
points at UCT to spark discussion

Case
studies

