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1.
Promoting Disability Equality


1a.
Mission and Strategic Plan 2006-10


The promotion of equality and diversity for all staff and students in their learning or working environment is integral to the University’s mission to pursue excellence in academic and professional higher education, and our commitment to enrich the lives of individuals and society.  Our strategy of mainstreaming equality and diversity principles, strategies and practices into all our work will ensure sustainability and a proactive approach. 



Our Strategic Plan for 2006-10 provides opportunities to promote equality and diversity through all our priorities, focused on widening participation within the student body, enhancing the learning environment, contributing to regeneration within communities and developing our working environment in parallel with maintaining an appropriately diverse workforce.


The Equality and Diversity Strategy 2006-10 describes the broad National and institutional context, our aims and intended outcomes to meet our duties under equalities legislation and the achievement of our University Strategic Plan.

1b.
Promoting disability equality underpins our organisational values:


Promoting equality of opportunity for disabled people is our commitment, through action at Institutional level, that each individual can achieve their potential unfettered by prejudice, harassment and discrimination.



Promoting equality is our commitment:

· To take action to close the gap in outcomes between disabled people and non-disabled people.

· To increase participation of disabled students in Higher Education.

Promoting diversity is our commitment:

· To build an inclusive and caring organisation which takes account of the needs of disabled people even where that involves treating disabled people more favourably than other people.

· To involve and act on the views and perspectives of disabled students and staff when developing policies and provision.
· To promote positive attitudes to disabled people and give prominence to the views of disabled staff and students by ensuring they are at the heart of the University’s life.  


Mainstreaming is our commitment to integrate disability equality into all our strategic priorities, our processes and everyday work.  It will place the needs of disabled students and staff at the centre of the development of policy and practice.

1c.
Learning and Teaching



Our Learning and Teaching Strategy 2006-10 has high relevance to the achievement of disability equality and our equality and diversity outcomes more broadly.  Our priority is to mainstream equality principles within the learning and teaching developments at faculty level and place the diverse experience of students at the centre of all developments to enhance teaching and learning.  Equality and diversity considerations are central to the development of employability and the Graduate Skills programme.

2.
Context


2a.
Diversity in the University


Canterbury Christ Church University serves local, regional, national and international communities.  Working in partnership with the public sector, both regionally and locally, the University will promote disability equality through the initial training and continuous development of professionals in the health, social care, police and education sectors.


In 2004/5 our student population numbered 14,630 of which 51% were full time and 48.72% are part-time.  692 students declared a disability.  Recruitment to programmes can be from a local, regional, national or international context.  The University is committed to reaching new potential groups of students and to increasing the numbers of disabled students through its Widening Participation Strategy.  Faculties will take positive action to address identified under-representation of disabled students subject to academic and professional standards to entry into professions.


The University employs 1400 staff, 1.8% of staff have declared a disability. Recruitment to the University is from a local, national and international market.  The University recognises that there may be under declaration of disability within the workforce.  Action to encourage declaration and increase the number of disabled staff will be addressed through the Human Resources Strategy and the Disability Equality Scheme.

2b.
Developments in the past 5 years



The University has taken action to implement the Disability Discrimination Act 1995 and SEN and Disability Act 2001 by:
· Publishing a Disability Policy Statement in relation to Staff (August 2001)

· Achieving Two Ticks Symbol, Positive about Disabled People Scheme (in August 2003 and renewed in March 2006)

· Publishing Information for Disabled Staff (2004) related to accessibility.

· Achieving Investors in People Status

· Undertaking an Access Audit of each campus and implementing a programme to ensure accessibility of buildings.
· Providing training opportunities for staff on the responsibilities of the SEN and Disability Act 2001 and introducing equality and diversity training as part of the Staff Orientation and Induction Programme.

· Working through the Learning and Teaching Strategy to enhance access to the curriculum through assistive technologies.

· Establishing a Disability Working Group to advise, develop action plans and monitor progress on the University’s aims related to disability.
· Establishing a Disability Advice Service for students with a full-time Disability and Equal Opportunities Adviser for Students.

· Working in partnership with the Students' Union and establishing a student-led Students with a Disabilities Forum

· Developing a  web-based information resource for Disabled Students (2003-6)

· Undertaking  wider policy development through the Equal Opportunities Policy (2004) and the Dignity at Work Policy (2005)
· Improvements to the physical accessibility of buildings to a value of £2m following an Access Audit.


2c.
Definition of disability and the social model



The Disability Discrimination Act (DDA) 2005 provides protection from discrimination to anyone who has, or has had, a disability.  A person has a disability for the purposes of the DDA if s/he has a physical or mental impairment which has a substantial and long term adverse effect on his or her ability to carry out normal day to day activities.



This definition is modified and clarified within the DDA 2005.  (See Appendix A: Definition of disability).



The Disability Rights Commission
 acknowledges that it is appropriate for narrower definitions of disabled persons to be used as eligibility criteria to target finite social resources to those in greatest need. (For example, allocation of parking designated for disabled people).



The Disability Rights Commission and the disability movement are promoting a social model of disability which identifies 'disabling barriers' rather than any 'impairment' as the issue to be addressed.  Disabling barriers are the attitudinal, economic, and/or environmental factors preventing certain people from experiencing equality of opportunity because of an impairment or perceived impairment.  In this context the term disability is the social experience of the individual.  This is in contrast to the medical model which focuses on the impairment as being the cause of limited opportunities and life chances.


Canterbury Christ Church University will reflect the social model of disability in implementation of the disability equality scheme.
3.
Legislation


The Disability Discrimination Act 2005 introduces new general and specific duties to promote disability equality across all University functions.


The general duty to promote disability equality requires that we have due regard to:

· Promote equality of opportunity between disabled people and other people

· Eliminate discrimination that is unlawful under the act

· Eliminate harassment of disabled people that is related to their disability

· Promote positive attitudes towards disabled people
· Encourage participation by disabled people in public life

· Take steps to account of  disabled persons’ disabilities, even if this requires more favourable treatment 


In addition, the University has a specific duty to publish a Disability Equality Scheme every three years setting out:

· How we have involved disabled people in the development of the Scheme

· Our arrangements for impact assessment

· Our arrangements for gathering and using information to promote disability equality

· Our plans for action 
4.
Eliminating disability related discrimination


The Disability Discrimination Act 2005 places a duty on the University to eliminate discrimination on the basis of disability and eliminate harassment of disabled people that is related to their disability.


Discrimination can be direct or indirect and can take the form of victimisation or harassment.


The University is committed to treating all staff, students and visitors with respect and will take action to create a working and learning environment free from discrimination, harassment and victimisation.


The University provides support for students and staff experiencing discrimination, harassment or victimisation related to their disability through the:
· Disability and Equal Opportunities Adviser (Students) together with the Campus Tutors at the Broadstairs Campus and Chatham Campus.

· Counselling Service (Students)

· Dignity at Work Advisers (Staff) (to be implemented)

· Chaplaincy Service

· University Policy Framework (Student Complaints Procedure, Staff Grievance Procedure, Dignity at Work Policy)

5. Development of the Disability Equality Scheme

5a.
Planning structures and organisational arrangements


The Disability Working Group established a small Task Group (time limited March 2006 to December 2006) to steer the development of the Disability Equality Scheme.  This engaged representatives from Faculties, Human Resources, Student Services, the University Solicitor’s office, the Student’s Union and the Equality and Diversity Manager.  The group included disabled staff and students.



The task group:

· Advised the Disability Working Group on the steps needed to achieve the development and publication of the Disability equality Scheme by 4th December 2006.

· Supported the development and implementation of involvement and participation structures to enabled disabled people to take a full part in setting priorities for the Scheme.

· Reviewed the available data and identified gaps in information
· Advised the Disability Working Group on priorities.



The Disability Working Group received regular reports from the Task Group including the outcome of involvement activities with disabled people and the views of disabled people on the priorities for the Scheme.  There is also representation from disabled people on the Working Group.  This ensured the group took account of the views of disabled people when identifying priorities and actions for the Scheme.


The Equality and Diversity Committee and Senior Management Team received a draft scheme at its meeting in October 2006.



The Governing Body was asked to agree the Scheme at the 5th December 2006.  The Governing Body also received a paper summarising feedback from the Equality Challenge Unit on the draft Disability Equality Schemes.


5b.
Involvement of disabled staff, students and local people



The Disability Working Group and Task group recognised the challenge of ensuring the meaningful and influential participation of disabled people in the development of the DES.   A range of strategies was adopted including survey, working through representative groups, open forum and the inclusion of disabled people in the core planning groups for the DES.  The detail of the involvement processes are set out in Appendix B.


Disabled people were influential through the Disability Equality Scheme Task Group and Disability Equality Group in setting the priorities and actions for the Scheme.  The outcomes of the involvement activities are set out in Section 7 and the priorities identified by disabled people are linked to the action plan.
6.
Disability Equality at Canterbury Christ Church University:  Information on where we are now 

6a.
Students


Key data is included in Appendix C.  The Disability Equality Scheme Task Group and Working Group reviewed the data to inform the development of priorities and actions for the Scheme.  Disabled students were equal partners in identifying gaps in data and in evaluating it.

· Increase in the number of disabled students registering at the University from 631 in 2003 to 665 in 2006. (See Table C1)
· Increase in the number of students accessing support through the Disability and Equal Opportunities Adviser for Students from 219 in 2002 to 542 in 2005. (See Table C2)
· Increase in the number of dyslexic students, with the majority accessing support through the Disability and Equal Opportunities Adviser for Students. (See Table C2)
· Increase in the number of students declaring a mental health difficulty.  Anecdotal evidence suggests that the number of students experiencing mental health difficulties is much higher.  This is confirmed through further analysis of the Student Counselling Service caseload where 19% (2004/5) presented with anxiety and depression and 6% (2004/5) presented with other mental health conditions such as schizophrenia, self-harming or addictive behaviour.
· Outcomes from undergraduate programmes indicate that disabled students achieve better outcomes than non-disabled students. (See Table C3)
· Very few disabled students access the complaints procedure.(See Table C5).  
· Very few disabled students are subject to the disciplinary procedure. (See Table C6)
· The majority of disabled students are accessing employment and further study; however, there remains a gap in outcomes between disabled and non-disabled students in terms of average salary. (HESA 2005 survey) (Tables C7 and C8)
· The number of admissions of disabled students has steadily increased as has the number of students accessing the Disabled Students’ Allowance (DSA).  The HESA Performance Indicators 2004/5 indicate that although CCCU is above the national benchmark in terms of the % of full time first degree and all undergraduate students in receipt of DSA.  It is below the national benchmark for part-time students.  (Tables C5 and C6)


The Disability Equality Scheme Task Group identified the following gaps in data:

· Admissions reports data on an Annual basis on the admissions for students through UCAS, GTTR, NMAS and through the University’s Admission’s Office to other undergraduate and postgraduate programmes.  This needs to be consolidated as a University and Faculty level report.

(Tables C9, C10, C11, C12, C13)

· Attrition data for disabled students. 
· Positions of responsibility held either as course representatives or in Student Union positions.

· The extent to which disabled students take up extra-curricular activities.


It was recognised that gaps in data, together with benchmarking, would need to be addressed during the life of the Scheme.

6b.
Staff Data


The Disability Equality Scheme Task Group and Working Group reviewed the data to inform the development of priorities and actions for the Scheme.  The absence of a forum or representative structures was identified as a barrier in terms of enabling involvement of disabled staff in the development of the Scheme.


Key data is included in Appendix D.

· Few staff declared a disability during recruitment or in the course of their employment.  In April 2006 this was 1.8% of staff. (Table D1)  This is lower than the 2.3% for the HE Sector in 2003-4 (HEfCE Draft Disability Equality Scheme).
· Anecdotal evidence suggests that more staff in the University would fall within the definition of disability within the Disability Discrimination Act 2005.

· Monitoring of applications for employment suggests that very few people declare their disability at the point of application.   This provides challenges in monitoring the effectiveness of recruitment and selection processes.   For those staff declaring a disability, the outcomes for applicants to academic posts is comparable to non-disabled applicants (Table D3).  However, for disabled applicants to non-academic posts there are lower conversion rates from application to short-listing and from short-listing to appointment when compared to non-disabled applicants. (Table D2)


Gaps in Staff data and information


Significant gaps were identified in staff data.  (This will be addressed through the scheme).

· The low rate of declaration makes it difficult to monitor leavers, internal promotion, pay, sickness rates, job security, disciplinary and grievance processes from the perspective of disability equality.

· Data management systems do not enable the monitoring of access to training and development opportunities for disabled staff.

· Improving staff data on disability was identified as a high priority to inform the effective monitoring and assessment of policies and support action planning.

· In comparison to the take up of services by Disabled Students, there is very limited information available about the services available to Disabled Staff and the take up of generic support and advice offered by Human Resources.  This is a high priority for the Action Plan.
7.
Outcomes of involvement activities

7a.
Disabled Students


Through involvement activities, Disabled Students identified areas for development in the University (each area has been reflected in the Action Plan):

· Be more pro-active rather than reactive in responding to disabled students’ needs. (Action Plan D1and D2)  

· Improve understanding of the impact of impairments on students across the Faculty and Departmental structure. (Action Plan D3)
· Consider access to services for disabled students across the campus network. (Action Plan D1)
· Work with our public sector partners to promote a positive ethos and culture for disabled students on placements. (Action Plan E1)
· Strengthen disability equality awareness training to ensure that people focus on the person as a student not the disability or the carer. (Action Plan C7)


Priorities for the University identified by Disabled Students:

· Staff development to counteract disablist attitudes. (Action Plan C7)
· Take action to encourage people to declare their disability. (Action Plan C3)
· Involve disabled students more in discussions on provision and give prominence to the Disabled Students Forum. (Action Plan D7)
· Take action to address provision for disabled students across the campus network. (Action Plan D1 and D2)
· Continue to develop the accessible environment. (Action Plan A1)

7b.
Disabled Staff


Through the survey and one-to-one interviews, Disabled Staff identified priority actions for the University (each priority is reflected in the Action Plan):

· Provide access to confidential information and advice about reasonable adjustments and other strategies that could be made to enable the individual to fulfil their job role. (Action C2 and C5)
· Adopt and promote the social model of disability. (Action C2, C3 and C5)
· Take action to support disabled staff in accessing higher education qualifications. (Action D1 and D2)
· Provide information on the role of Human Resources and Occupational Health. (Action C2)
· Develop and promote the accessible and supportive working environment. (Action A1, C2, C5, C7 and C9)
· Provide an opportunity for disabled staff to formally review and plan any reasonable adjustments with their manager on an annual basis. (Action C2 and C5)
· Establish a Disabled Staff Forum and listen to suggestions for improvement. (Action C6)
· Ensure managers are aware of their responsibilities towards disabled staff through training and guidance. (Action C7 and C5)
· Provide access to a network of harassment advisers or mediators. (Action C9)

7c.
 Equality and Diversity Network



The Equality and Diversity Network at the Canterbury Campus identified priorities for the University (each priority is reflected in the Action Plan):

· Transparent and accessible harassment policy and procedures. (Action C9)
· Embed disability equality within the strategic priorities and structure. (Action B1)
· Communicate a clear message on disability equality to staff and students when they join the University through induction and orientation. (Action C7)

7d.
Wider Community



Voluntary sector and advocacy groups recommended a range of priorities including:
· Provide outreach activities in mainstream and specialist provision in order to raise aspirations, providing clear information on the support available. (Widening Participation Strategy)
· Promote the social model of disability. (Action E1)
· Be a role model of involving disabled people and influence strategic partners. (Action E1 and E2)
8)
Priorities emerging from the involvement activities and evaluation of data

The Disability Equality Scheme Task Group and the Disability Equality Working Group identified seven overarching priorities for the Disability Equality Scheme.  These take account of priorities emerging from each stage of the consultation and involvement process with disabled people and the outcomes of analysis of available data and information.  The Student’s Union Disabled Student’s Officer and disabled staff were involved in the priority setting.


Overarching priorities for disability equality (referenced to the Action Plan):

· Promote the social model of disability across all our functions and in partnership arrangements.(B1, C2, C3, C4, D1, D5, D4, D8, E1 and E2)
· Promote disability equality through a focus on improving participation and outcomes for disabled students and equality in employment for disabled staff.  (A5, C1, C2, C3, C4, C5, C6, C7, D1, D2, D3, D4, D5 and D6)
· Involve disabled staff and students in the development of policy and provision, giving prominence to the views of disabled people (B1, B2, C6, D7 and E2)
· Promote disability equality through impact assessment of all University policies, procedures and criteria (B1)
· Continue to improve accessibility working through all our functions, minimising physical and other barriers for disabled staff, students and visitors. (A1, A2, A3, A4, A5, B1 and B3)
· Improve data and information on the experience and outcomes for disabled staff and students in the institution (C3, C6, D4, D6 and D8)
· Eliminate disability related harassment through strengthening policy and implementation. (B1, D9 C3 and C9)

Priorities are detailed and expanded to include detailed actions and outcomes through the Disability Equality Scheme Action Plan 2006-10.  The priorities identified at each stage of the consultation and involvement process by disabled people are also reflected in the detail of the action plan.
9.
Impact Assessment

The University will monitor the impact of its strategies, policies, procedures, practices and criteria on disabled students, staff and visitors.  Impact assessment is a positive and anticipatory process that allows the University to predict possible barriers faced by disabled people, to ensure our policies do not disadvantage disabled people and to identify how they might better promote the different elements of the disability duty (for example, promoting positive attitudes towards disabled people).

The University has agreed a process for developing, implementing and mainstreaming Equality Impact Assessment in 2006-7 (including the involvement of disabled people) and this is set out in Appendix E.    This includes arrangements for publishing the outcomes of the mapping and screening process and a schedule for undertaking initial or full equality impact assessments.  This process is still at an early stage in terms of implementation and the University expects to improve the process through experience and feedback from disabled people.  A time limited Equality Impact Assessment Task Group was established in July 2006.  The Equality and Diversity Committee will keep under review and regularly update the schedule for initial or full equality impact assessments.  

The University will review the draft guidance on conducting Equality Impact Assessments to ensure compliance with the disability equality duty.
10.
Accountability and Responsibility


The Governing Body will ensure that the University meets the general and specific duties of the Disability Discrimination Act 2005.

The Vice Chancellor and the Senior Management Team will ensure that:
· The University implements the general and specific duties of the Disability Discrimination Act 2005.

· A named member of the Senior Management Team takes responsibility for the development, implementation and review of the Disability Equality Scheme and Action Plan.

· The University’s Strategic Plan 2006-10 mainstreams disability equality within the vision, values, aims and strategic priorities.


The Equality and Diversity Committee will:
· Develop appropriate policies and procedures (for agreement by the full Governing Body) to ensure compliance with the Disability Discrimination Act 2005.

· Monitor, evaluate and keep under review the effectiveness of policies, procedures, criteria and practices from the perspective of promoting disability equality and make recommendations for change wherever appropriate.  This includes responsibility for monitoring the Equality Impact Assessment process.

· Monitor and review the Disability Equality Action Plan.


Heads of Department, Managers and Programme Directors will:
· Embed disability equality within their area of responsibility including all new developments, projects or initiatives.  For example, this means taking account of the needs of disabled staff in employment through reasonable adjustments and ensuring that teaching and learning or services are accessible for disabled students.

· Lead or delegate responsibility for an area of the Disability Equality Scheme Action Plan.


Equality and Diversity Manager will:

· Provide advice, support and guidance on the implementation of the Scheme.

· Co-ordinate the development of an action plan in consultation with other staff, students and stakeholders.

· Co-ordinate or contribute to the implementation of elements of the action plan.


Staff will:

· Not discriminate on the basis of disability in any aspect of their work.

· Participate in staff development opportunities related to Equality and Diversity relevant and appropriate to their role.

· Create and use opportunities to promote positive attitudes to disabled people.

· Challenge any behaviour that could be perceived as disabilist or disability related discrimination, harassment or victimisation.

Students will:

· Not discriminate on the basis of disability in any aspect of their academic or professional studies.
· Participate in awareness raising activities related to Equality and Diversity within the context of their programme of study.

· Promote positive attitudes towards disabled people.

· Challenge any behaviour that could be perceived as disabilist or disability related discrimination, harassment or victimisation.


Visitors will be expected to: 

· Promote positive attitudes towards disabled people.

· Not discriminate on the basis of disability.

· Challenge any behaviour that could be perceived as disabilist or disability related discrimination, harassment or victimisation.

11.
Breaches of the scheme

Disabilism and disability related discrimination, harassment and victimisation will not be tolerated.  Any incident substantiated through the appropriate process will result in disciplinary action against staff or students.


Any complaint alleging discrimination, harassment and victimisation can be made through the:

· Student Complaints Procedure

· Staff Disciplinary and Grievance Procedures


Although students and staff are encouraged to use internal complaints procedures, this does not prevent individuals from using external mechanisms, for example:

· Kent Police

· Citizen’s Advice Bureau

· Disability Rights Commission (Equality and Human Rights Commission)

12.
Action Plan 2006-9

The Disability Equality Action Plan for 2006-9 takes account of:

· The priorities of disabled people, elicited through involvement

· The University’s Strategic Plan 2006-10

· Priority areas for development following the evaluation of existing information.

· Gaps in information relating to the experience of disabled people in the University

· Implementation of the general and specific duties of the Disability Discrimination Act 2005.


Detailed timescales for each activity in the Action Plan will be set each year by the Disability Working Group and published on the Equality and Diversity website.


The Pro-Vice Chancellor (Dean of Salomons) and/or Equality and Diversity Manager have responsibility for overseeing delivery of the action plan.

13.
Staff Development


Through the Equality and Diversity element of the Staff Development Programme, the University will ensure that staff receive regular briefings on their statutory responsibilities, have opportunities to understand and explore the implications of the legislation (as it impacts upon their work) and develop effective practice to promote equality.


This will be delivered through:

· Induction and orientation

· Course in Disability Equality

· Bespoke sessions for teams, departments and faculties

14.
Implementing the Scheme and the Action Plan 

14a. 
Arrangements



Members of Senior Management Team, Equality and Diversity Committee and the Disability Working Group should ensure the widest possible dissemination and awareness of the Scheme in their Faculty and Departments.



Identified staff will take lead responsibility for each action in the plan, reporting on progress to the Disability Working Group and the Equality and Diversity Committee.  Minutes of the Disability Working Group and an update on progress on the Action Plan will be published on the Equality and Diversity WebPages.


Terms of reference for the Disability Working Group are appended (See Appendix F).


14b.
Gathering and making use of information - Staff


Human Resources and Staff Development will gather and publish anonymous information, on an annual basis, on the recruitment, development and retention of disabled employees.  The focus will be on improving the quality and breadth of the data to inform equality impact assessment process and monitor progress against the action plan.



Data collected will include:

· Recruitment by application received, short-listing and appointment.  

· By location and grade.

· Voluntary leavers.

· Achieving internal promotion

· Non voluntary leavers (for example, dismissal, redundancy{including fixed term contract ends}, and retirement)

· Grievances

· Disciplinary action

· Retirement extension applications

· Access to staff development opportunities (from 2007)



Information will be shared and any appropriate action will be planned at the Human Resources Forum, Disability Working Group and Equality and Diversity Committee, in parallel with any other forum or committee considering the outcomes for, and experiences of, staff.



Disabled Staff will be involved in reviewing data through the Disabled Staff Forum (when established) and the Disability Working Group.  Through the Disabled Staff Forum, there will also be opportunities to gather qualitative information on the experience of disabled staff in the University.



Information will be published on an annual basis as part of the Annual Report to the Governing Body.


14c.
Gathering and making use of information – Students



Educational opportunities for, and the achievements of, disabled students will be monitored across University functions:

· Numbers of disabled students (Registry)

· Applications and acceptances for programmes (Admissions)

· Attrition Rates (Registry)

· Academic outcomes for Disabled Students (Registry)

· Employment rates for graduates (Careers and Student Development)

· Access to Student Support Services (Disability and Equal Opportunities Advisor for Students)

· Number of disabled students subject to Disciplinary Procedures (Director of Student Services)

· Number of disabled students accessing Complaints Procedures (Director of Student Services)


Information will be shared and any appropriate action will be planned at the Disability Working Group and Equality and Diversity Committee, in parallel with any other forum or committee considering the outcomes for, and experiences of, students.



Disabled Students will be involved in reviewing data through the Disabled Staff Forum (when established) and the Disability Working Group.  Through the Disabled Student Forum there will also be opportunities to gather qualitative information on the experience of disabled students in the University.  Regular reviews of the casework of the Disability and Equal Opportunities Adviser for Students will provide further opportunities to identify barriers for disabled students and effective practice across the University.


14d.
Involvement of Disabled People


The University will be proactive in involving disabled people in the implementation, monitoring and review of the action plan through the:

· Disabled Students Forum

· Forum for Disabled Staff (to be established in 2006/7)

· University’s strategic partners in participation activities.

· Staff and student surveys, utilising the website and intranet

· Equality and Diversity Network

· Equality Impact Assessment Task Group



The University recognises that involvement and consultation activities need to be accessible regardless of location or part-time study and take account of the preferred method of involvement of the participants.



The University will use formal mechanisms for consulting with students and staff on elements of the action plan, namely:

· Student Services Committee

· Employment and Staffing Committee

· Joint Negotiating and Consultative Committee

· Other committees and forums such as the Learning and Teaching Policy Committee and the Human Resources Forum.



The views, perspectives and priorities identified by disabled people will be given prominence through the Disability Working Group, the Equality and Diversity Committee and other appropriate forum.


14e.
Work with external partners 


The University will be proactive in working with external partners to promote disability equality by participating in networks and consultative forums, including the Canterbury Mental Health Forum, the Kent Public Sector Equality and Diversity Network and the local Higher Education Network.
15.
Arrangements for Publishing the Scheme


The University will ensure that all staff, students and partners are aware of the Disability Equality Scheme through the website, Induction arrangements for staff and students, partnership agreements and on-going communications.


The scheme will be made available in alternative formats, such as Braille, large print and audio tapes, on request.


The prospectus contains a statement on equality and diversity, including specific reference to our commitment to disability equality.
16.
Arrangements for reviewing the Scheme

16a.
The Disability Equality Working Group will review the progress against the Action Plan on an annual basis.  This will be published on the University website as part of the Annual Report on Equality and Diversity to the Governing Body, and will include a summary of proposed further action as a result of information gathering and monitoring activities.  The Annual Report will set out how disabled people have been involved in implementing, monitoring and reviewing the Scheme and report on disabled people’s views on progress on the action plan.

16b.
The Equality and Diversity Committee will commission the revision of the Disability Equality Scheme ready for publication in 2009.
Appendix A
Definition of disability

Disability Discrimination Act 2005

The Disability Discrimination Act 2005 provides protection from discrimination to anyone who has, or has had, a disability.  

Under the act a person has a disability if s/he has a physical or mental impairment which has a substantial and long term adverse effect on his or her ability to carry out normal day to day activities.
This definition is then modified in a number of ways:

Long term

Long term means that the disability has lasted, or can be expected to last, for at least 12 months or the rest of the person’s life if this is shorter. 

People with fluctuating and recurring conditions, who have an individual episode involving substantial adviser effects which last less than 12 months but which are likely to recur are also covered by the definition.

Normal day to day activities

The impairment’s effect on normal day to day activities must be substantial.

For an impairment to be treated as affecting the ability of the person to carry out day to day activities, it must affect one or more of the following activities:

· Mobility

· Manual dexterity

· Physical co-ordination

· Continence

· Ability to life

· Carry or move everyday objects

· Hearing

· Sight

· Memory

· Ability to learn, understand or concentrate

· Perception of risk or physical danger
Progressive conditions
Where a progressive condition results in an impairment which has an effect on an individual’s ability to carry out normal day to day activities, but that effect is not substantial, the person is considered to have an impairment which has a substantial adverse effect if the condition is ‘likely’ in the future to have substantial effects.

Other impairments

An impairment whose effects are controlled or corrected by the use of medication, prosthesis, an aid or otherwise, still counts as a disability if it would have a substantial effect on day to day activity, but for the fact that the effect is reduced by treatment.

A person who has cancer, HIV infection or multiple sclerosis will automatically be considered to be disabled.  A severe facial disfigurement is deemed to have a substantial adverse effect on the ability of the person to carry out normal day to day activities.

Exclusions

The following do not bring a person within the protection of the Disability Discrimination Act:

· Addiction to or dependency on substances
· Hay fever
· Any tendency to set fire to a property, steal, physically or sexually abuse others, even where such tendencies arise from a mental illness.

Review of the definition of disability

The Disability Right’s Commission consulted on the definition of disability in 2005 with a view to informing the discrimination law review.  This consultation raised issues about the current definition of disability including its focus on an individual’s medical condition, the burden on an individual to prove their disability through emphasising all the things they cannot do and the number of people who suffer discrimination, but whose impairment is outside the definition of disability.
Appendix  B

Involvement mechanisms for disabled staff, students and local people

Involving Disabled Students

Acting on the advice of the Students' Union elected Disability Officer, the Disability Equality Scheme Task Group adopted a range of consultation methods to seek the advice and views of disabled students: 

· Survey of disabled students through the Disability and Equal Opportunities Adviser for Students.  The Adviser already conducted a survey of disabled students to obtain feedback on services for disabled students.  Additional questions were added to the questionnaire to seek the views of students on the priorities for the Scheme.   Disabled students were asked to make suggestions in terms of content and questions for the questionnaire.  The questionnaire was available in a range of formats.  The survey was actively promoted by the Student’s Union.

· Discussion at the Students with Disabilities Forum (chaired by a disabled student).  A report from the forum was subsequently presented to the Disability Task Group and Disability Working Group.

The Disability Equality Scheme Task Group recognised that there were barriers to participation.  The majority of respondents to the survey and participants in the Forum were from Canterbury Campus.  It was also recognised that future involvement activities needed to promote responses from students with the full range of impairments.

Involving Disabled Staff

The Disability Equality Scheme Task Group identified that there was no forum or representative group for disabled staff working at the University.  Acting on the suggestions of disabled staff on the Task Group, it was agreed to invite disabled staff to complete an e-survey to identify areas for future development.  The response to the e-survey was campus-wide.  Respondents were given the opportunity of a one-to-one confidential discussion with the Equality and Diversity Manager where they discussed the emerging themes and priorities from the survey.  

The Disability Equality Scheme Task Group recognised that the lack of a forum or representative group for disabled staff was a barrier to participation.  Although the process guaranteed anonymity and confidentiality, many staff expressed concern that they may be identified through the process.

Involving Disabled People from the wider community

The Equality and Diversity Manager for the University and the Diversity Manager for Kent Police worked through the Kent Wide Disability Equality Scheme Partnership (for the public sector) to set up a consultation event to seek the views on priorities for Disability Equality Schemes for voluntary and advocacy groups for disabled people.  This event was well supported and attended by disabled people.  One workshop focused on access to Higher Education and participants were asked to identify priorities for the University’s Disability Equality Scheme.  The outcome of the event was shared with all HEIs in Kent.

Involving disabled people at Canterbury Christ Church University
The Equality and Diversity Committee had already established an Equality and Diversity Network facilitated by a Principal Lecturer from the Faculty of Education.  The forum is open to students and staff and anonymity is guaranteed.   ‘Disability Equality’ at Canterbury Christ Church University was the theme identified for the Lent term 2006 meeting.  Disabled students and staff worked with the facilitator to identify priorities following open discussion at the meeting.  This enabled disabled people who had not declared a disability to contribute to the Disability Equality Scheme.
The Disability Equality Scheme Task Group encouraged wide discussion at a number of staff and student forums across the University on the new disability equality duty.   This received positive feedback from disabled people who identified that it provided an opportunity for them to share information, perspectives and concerns with colleagues.

Appendix C
Disabled Students – Key Data
Table C1
	Students declaring a Disability,

as shown on the QLS database at the end of September 2006 compared to end of October 2005,2004 and 2003.


	Type of Disability
	2006
	2005
	2004
	 2003

	Dyslexia
	310
	321
	265
	220

	Visual impairment
	10
	14
	11
	13

	Hearing impairment
	40
	35
	46
	39

	Wheelchair user/mobility difficulty
	22
	30
	30
	31

	Multiple disabilities
	23
	21
	12
	12

	Unseen disabilities e.g. epilepsy, asthma
	110
	129
	213
	240                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                        

	Mental health difficulties
	22
	23
	15
	16

	Other disability
	128
	119
	76
	60

	Total
	665
	692
	668
	631


Disability Adviser’s case load, as at end July 2006 compared to previous years.

Table C2
	Type of disability
	Number

2006
	Number 2005
	Number 2004
	Number 2003

	Dyslexia
	369
	313
	235
	194

	Visual impairment
	17
	11
	13
	13

	Hearing impairment
	21
	20
	16
	8

	Wheelchair user/mobility difficulty
	76
	56
	38
	29

	Multiple disabilities
	36
	16
	17
	15

	Unseen disabilities 
	78
	66
	50
	41

	Mental health difficulties
	40
	30
	16
	13

	Other disability
	40
	28
	39
	27

	Autistic spectrum
	3
	2
	
	

	Total
	679
	542
	424
	340


Table C3
Student Attainment 2003/4 (as presented to the Equal Opportunities Committee in December 2004, report on undergraduate attainment)

	Degree class
	Not disabled
	Disabled
	Total 
	%Not disabled
	% Disabled

	1st
	106
	13
	119
	7.4
	10.3

	II1
	542
	46
	588
	37.9
	36.5

	II2
	593
	55
	648
	41.5
	43.7

	3rd
	170
	11
	181
	11.9
	8.7

	Pass Degree
	18
	1
	19
	1.3
	0.8

	Total
	1429
	126
	1555
	100.0
	100.0


Participation of students in Higher Education who are in receipt of Disabled Students’ Allowance (DSA) (from HESA Performance indicators 2004/5)
All undergraduates in receipt of Disabled Students Allowance 2004/5

Table C4
	
	CCCU Performance
	National Benchmark

	% full time first degree
	4.4
	3.9

	% full time all undergraduate
	3.9
	3.6

	% part time all undergraduate
	0.5
	1.4


Targets have been sent in relation to the recruitment of disabled students including part time students in the Widening Participation Strategy.
Table C5
Monitoring of Student Complaints procedure

	Student Complaints
	2004/5
	2005/6 (to date)

	Total
	31
	29

	Male
	11
	13

	Female
	20
	16

	Male (Disabled)
	2
	0

	Female (Disabled)
	1
	1


Table C6
Monitoring of Student Disciplinary procedure

	Student Discipline
	2004/5
	2005/6 (to date)

	Total
	70
	75

	Male
	52
	55

	Female
	18
	20

	Male (Disabled)
	2
	4

	Female (Disabled)
	2
	0


Data held by Student Services and provided on 12th May 2006

Table C7
HESA Graduate Employment Survey 2004/5
	Destination
	No of not disabled students
	% of not

Disabled students
	No of disabled students
	% of disabled students

	Employment
	
	
	
	

	· Full time
	1277
	62.11
	110
	57.89

	· Part time
	215
	10.46
	25
	13.16

	· Self-employed
	22
	1.07
	5
	2.63

	Employment and further study
	297
	14.45
	21
	11.05

	Further study
	118
	5.74
	11
	5.79

	Unemployed and start job next month
	80
	3.89
	13
	6.84

	Not available
	45
	2.19
	4
	2.11

	Total known
	2056
	100%
	190
	100%

	Total not known
	35
	
	5
	

	Total
	2091
	
	195
	


Table C8
	Student 
	No's In Employment and/or Further Study in Kent of Known Total
	%
	Total Employed Full Time/
In Study
	%
	Total Employed / In Study
	%
	Average Salary

	
	
	
	
	
	
	
	

	Disabled
	94
	49.47%
	148
	77.89%
	173
	91.05%
	18

	Not  disabled
	1240
	60.31%
	1716
	83.46%
	1931
	93.92%
	19


Student Admission data
Applications and Accepted Students via UCAS


Table C9 The figures are percentages

	
	2005
	2004
	2003

	Unknown
	0.1
	0.1
	n/a

	Not disabled
	92.6
	91.3
	91.1

	Disabled 
	7.3
	8.6
	8.9


Applications and Accepted Students via NMAS


Table C10 The figures are percentages

	
	2005
	2004
	2003

	Unknown
	n/a
	n/a
	n/a

	Disabled
	5.7
	8.6
	7.8

	Not disabled
	94.3
	91.4
	92.2


Applications and Accepted Students via GTTR


Table C11 The figures are percentages

	
	2005
	2004
	2003

	Unknown
	n/a
	n/a
	n/a

	Not disabled
	86.6
	93.5
	94.3

	Disabled
	13.4
	6.5
	5.7


Applications and Accepted Students (Foundation Degree)


Table C12 The figures shown are percentages.

	University Admissions
	2005
	2004
	2003

	Not disabled
	96.4
	98.8
	98.3

	Disabled
	3.6
	1.2
	1.7


Applications and Accepted Students (Postgraduate, excluding PGCE)

Table C13The figures shown are percentages.

	University Admissions
	2005
	2004
	2003

	Not disabled
	96.6
	95.7
	97.4

	Disabled
	3.4
	4.3
	2.6











Appendix D
Disabled Staff – Key Data

Please note data for 2004 and 2005 does not include staff  working at Salomons Centre.

Number of staff

Table D1
	Year 
	2003/4
	2004/5
	2005/6

	All Staff
	1169
	1256
	1407

	Staff declaring a disability
	18
	20
	25

	Staff not declaring a disability
	1151
	1236
	1382

	% of disabled staff
	1.5%
	1.6%
	1.8%


Outcomes of recruitment and selection

Non academic posts

Table D2
	Staff Group
	Disabled People
	All applicants

	Year
	2003/4
	2004/5
	2005/6
	2003/4
	2004/5
	2005/6

	Applications
	56
	34
	54
	2929
	1953
	2216

	Shortlisted
	6
	7
	12
	847
	650
	665

	Appointed
	1
	1
	2
	202
	541
	150

	Conversion rate: application to shortlisted
	19.6%
	20.6%
	22.2%
	28.9%
	33.3%
	30%

	Conversion rate: shortlisted to appointment
	27.3%
	14.3%
	16.7%
	23.8%
	25.4%
	22.5%


Academic posts

Table D3
	Staff Group
	Disabled People
	All applicants

	Year
	2003/4
	2004/5
	2005/6
	2003/4
	2004/5
	2005/6

	Applications
	6
	11
	9
	512
	615
	619

	Shortlisted
	3
	6
	4
	195
	223
	219

	Appointed
	2
	2
	1
	61
	82
	63

	Conversion rate: application to shortlisted
	50%
	54.5%
	44.4%
	38.1%
	36.3%
	35.4%

	Conversion rate: shortlisted to appointment
	66.7%
	33.3%
	25%
	31.3%
	36.8%
	28.8%


Leavers
Table D4
	Staff Group
	Disabled People
	All applicants

	Year 
	2003/4
	2004/5
	2005/6
	2003/4
	2004/5
	2005/6

	Number of leavers
	1
	3
	3
	128
	192
	191


Monitoring of grade by disabled and non disabled staff, application of disciplinary and grievance procedures, reasons for leaving have been undertaken but cannot be published in order to maintain confidentiality and avoid identification of individuals.









Appendix E
Equality Impact Assessment Process

A. Mapping and screening of existing policies for relevance to disability equality.

The Equality Impact Assessment Task Group will:

1. Undertake a mapping exercise by collecting information on existing policies.

2. Screen for the equality relevance of the policy by identifying the aims, stakeholders and any existing evidence that different equality target groups have or may have different needs in relation to the policy.  This will include particular consideration of the needs of disabled people.
3. Prioritise policies into high, medium or low categories and present to the Equality and Diversity Committee, who will involve disabled people and consult with equality target groups)
4. Make recommendations for initial equality impact assessment, full equality impact assessment or any other form of management action to the Equality and Diversity Committee.

The Task Group will report to the Equality and Diversity Committee and the Pro-Vice Chancellor.  Disabled people will be invited to challenge or support the recommendations and determine their involvement in any initial or full equality impact assessment process.  Disabled people will be involved through the Disability Working Group, the Disabled Staff Forum and the Disabled Student Forum.
The Equality and Diversity Committee will publish the outcomes of the mapping and screening of policies, together with a schedule for undertaking initial or full equality impact assessments.  

The Task Group is time limited to July-December 2006, with a review of work at this point.  The first schedule for undertaking initial or full equality impact assessments will be published in January 2007.  The Task Group, in its first report to the Equality and Diversity Committee, will also set out draft criteria for undertaking initial equality impact assessment, full equality impact assessment or any other form of management action.
The Equality and Diversity Committee will regularly review and revise the schedule for undertaking initial or full equality impact assessments.

B. Equality Impact Assessment of new policies or existing policies being reviewed

The responsibility for undertaking equality impact assessment (from screening to initial or full equality impact assessment) would be with the manager leading the development or review of the policy at institutional or faculty level, with support from the Equality and Diversity Manager.

The Equality and Diversity Committee will receive reports on the outcomes of the screening and impact assessment prior to publication on the University’s Equality and Diversity web pages.

C. Promoting Disability Equality through the Equality Impact Assessment process

The University recognises the importance of impact assessment to promoting disability equality.  We are developing a process which considers all the possible equality impacts of policy, practice, criteria, process or strategy.  However, we recognise that at each stage of the process there needs to be a focus on disability.  For some policies the impact assessment process may focus exclusively on disability where the screening has identified that the policy has high relevance to promoting disability.

Disabled people will be involved in the impact assessment process.  The initial outcomes of the screening and mapping (where the relevance and recommended action) will be shared with disabled people (through the Disabled Staff Forum and the Disabled Students Forum).  Disabled people will be invited to challenge or support the recommendations and determine their involvement in any initial or full equality impact assessment process.  It is recognised that this is an evolutionary process and that disabled people may want to be involved in different ways depending upon the nature of the policy.  The University will ensure that the principle of involvement will be central to the equality impact assessment process for disabled people.

Disabled people will inform the development of the Equality Impact Assessment process through the Disability Equality Working Group, Disabled Staff Forum (when established) and the Disabled Students’ Forum.

Screening for the equality relevance of the policy involves identifying aims, stakeholders (i.e. anyone affected by the policy) and any evidence that disabled people have or may have specific needs in relation to the policy.  Where disabled people are identified as having specific needs in relation to the policy then it will have high relevance for promoting disability equality and will be considered for full equality impact assessment or another form of management action (for example, complete review of the policy or monitoring).  Criteria for full equality impact assessment or another form of management action will be developed by the Equality Impact Assessment Task Group in partnership with the Disability Working Group, Disabled Staff Forum and Disabled Students Forum.  









Appendix F
Equality and Diversity Committee

Disability Equality Working Group

Terms of Reference

· To promote disability equality within the University community and to act as a resource for staff and students.

· To advise the Equality and Diversity Committee on action needed to meet the general and specific duties of the Disability Discrimination Act 2005.

· To develop, co-ordinate, support and monitor the Disability Equality Scheme Action Plan 2006-9.

· To advise the University’s Equality and Diversity Committee on the progress towards achieving the priorities and outcomes of the Disability Equality Scheme and Action Plan.

· To benchmark progress in relation to effective practice elsewhere and to disseminate effective practice across the University.

· To ensure that the Disability Equality Scheme and Action Plan is updated annually and revised fully every three years.

· To receive information from the Disabled Students Forum and the Disabled Staff Forum, ensuring this is communicated to the Equality and Diversity Committee.

Frequency of meetings


Termly

Membership

SMT member with lead responsibility for Equality and Diversity

Director of Student Services

Equality and Diversity Manager

Disability and Equal Opportunities Adviser (Students)

Assistant Director of HR

Employee Relations Officer

Students’ Union (Students with a Disability) Officer

Representation from the Disabled Staff Forum (when established)
Academic Registrar

Director of Admissions (or nominee)

Libraries representative

Representatives from each Faculty (including Salomons)

Dean of Chapel

Estates Manager

Invited disabled students and members of staff

Computing Department representative

LTEU representative

Accommodation Office Manager

Student Study Support Unit representative

ISS representative

Reporting arrangements:

The Disability Equality Working Group will report to the Equality and Diversity Committee.

� Disability Rights Commission, Consultation on definition of disability in anti-discrimination law.  2005


� Taken from � HYPERLINK "http://www.drc.org.uk" ��www.drc.org.uk� and DRC Consultation on definition of disability in anti-discrimination law, December 2005


� The term policy is inclusive of practices, criteria, processes and informal or formal policies or strategies.






