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1.
Promoting Gender 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 gender equality underpins our organisational values:



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



Promoting equality is our commitment:

· To take action to close any gap in outcomes between men and women.
· To increase participation of both men and women in Higher Education.

Promoting diversity is our commitment:

· To build an inclusive and caring organisation which takes account of the needs of men and women, including the impact of caring responsibilities.
· To consult and act on the views and perspectives of men and women developing in policies and provision.

Mainstreaming is our commitment to integrate gender equality into all our strategic priorities, processes and everyday work.  It will place the needs of men and women 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 gender 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 gender equality through the initial training and continuous development of professionals in the health, social care, police and education sectors.



In 2005/6, our student population numbered 14,489 of which 54% were full-time and 46% are part-time.  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 male and female students through its Widening Participation Strategy.  Faculties will take positive action to address gender imbalance in programmes through the Widening Participation Strategy.



The University employs 1471 (December 2006) salaried staff and 469 staff paid by claim. Dependant on the job role staff can be recruited from both national and international labour pools but the majority of staff are recruited from the local campus areas. The gender dynamics of the work force are monitored throughout recruitment stages and reported to the Equality and Diversity Committee on an annual basis.  Gender is also monitored in relation to the overall staffing numbers, by contract type (full-time and part-time, permanent and fixed term contracts), by grade and in relation to equal pay legislation by grade and within occupational groupings.


2b.
Developments in the past 5 years



The University has already taken action to promote equality of opportunity for men and women, for example:

· Achieving Investors in People Status as an employer.
· Providing training opportunities for staff on recruitment and selection of staff, introducing equality and diversity training as part of the Staff Orientation and Induction Programme and an e-learning module.

· Working through the Learning and Teaching Strategy to ensure successful transition to Higher Education through orientation and induction arrangements.
· Establishing an 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 Women’s Officer.
· Undertaking wider policy development through the Equal Opportunities Policy (2004), the Dignity at Work Policy (2005) and an Equality and Diversity Strategy 2006-10.

· Negotiating and implementing new terms and conditions and a pay framework.

· Working through the Widening Participation Strategy 2006-8 to address occupational segregation in initial teacher education and nursing undergraduate programmes, particularly under-representation of men.

· Implementation of a Flexible Working Policy to meet the statutory requirements for right to request part-time working, parental leave and paternity leave.
· Implementation of a Student Retention Policy and a Student Retention Officer to address the high attrition rates for male undergraduates.

· Through the Centre for Enterprise and Business Development, offer a range of accredited programmes funded through the European Social Fund to enable men and women to return to work.

· Production of promotional DVDs ‘Clinical Psychology: Making a Difference’ and ‘Learning to Teach’ to reach out to men and women.


2c.
Regional and National Developments with high relevance to promoting Gender Equality at the University


(i)
Lifelong Learning Networks 



The Kent and Medway Lifelong Learning Network 2006-9 encourages progression into and through higher education for a wide range of learners, ranging from school and college leavers to employers, women returners and older learners seeking career development or change.  The target age group is 19+.  The Network has been awarded £3.8m HEFCE funding.  The network brings together a wide range of partners with the aim of making a real difference to the availability of learning opportunities in the region and supporting the large number of regeneration and economic developments taking place.


(ii)
Aim Higher Partnership



The Aimhigher Kent and Medway Project 2006-8 supports young people and their families to access higher education through a very extensive and wide range of action programmes and activities.  The target age group is 13-30. 



Through the Widening Participation Strategy 2006-10 the University will ensure that opportunities through the Lifelong Learning Network and Aim Higher Partnership will promote equality in access to Higher Education.
3.
Legislation


3a. 
Equality Act 2006



The Equality Act 2006 introduces new general and specific duties to promote gender equality across all University functions.



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

· Eliminate unlawful discrimination and harassment.
· Promote equality of opportunity between men and women.


In addition, the University has specific duties to:

· Prepare and publish a Gender Equality Scheme showing how it will meet its gender and specific duties and setting out its gender equality objectives.

· Consider the need to include objectives to address the causes of any gender pay gap.

· Gather and use information on how the University’s policies and practices affect gender equality in employment and in the provision of higher education.

· Consult with stakeholders (i.e. staff, students, strategic partners and trade unions) and take account of relevant information in order to determine the University’s gender equality objectives.

· Assess the impact of its current and proposed policies and practices on gender equality.

· Implement the actions set out in the Gender Equality Scheme.

· Report against the Gender Equality Scheme every year and review the scheme at least every three years.


The Scheme has to be published by 30th April 2007.


The Equality Act 2006 is different from previous sex equality legislation in two crucial respects and this will be reflected in our strategic approach, the University will be proactive in:

· Eliminating discrimination and harassment, rather than waiting for individuals to take cases against them; and
· Be proactive in promoting equality of opportunity, and not just avoiding discrimination.


3b.  Sex Discrimination Act 1975 and Equal Pay Act 1970


The University will have regard to the need to eliminate discrimination as defined in the Sex Discrimination Act 1975 and Equal Pay Act 1970.  (See Appendix D.)

4.
Eliminating discrimination and harassment

The Equality Act 2006 places a duty on the University to eliminate discrimination and harassment as defined in the Sex Discrimination Act 1975:

· Direct and indirect discrimination on grounds of sex in employment and education; in goods, facilities and services.
· Discrimination on the grounds of pregnancy and maternity leave.
· Discrimination on grounds of gender reassignment.
· Direct and indirect discrimination against married persons and civil partners.
· Victimisation.
· Harassment and sexual harassment.

In employment and higher education the Sex Discrimination Act also protects individuals who are discriminated against because they:

· Intend to undergo gender reassignment.
· Are currently undergoing gender reassignment.
· Have already undergone gender reassignment.

Transsexual people are protected by sex discrimination legislation from discrimination and harassment on the grounds of gender reassignment in employment and higher education.

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, sexual harassment, harassment or victimisation 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 Gender Equality Scheme


5a.
Planning structures and organisational arrangements



The Equality and Diversity Committee and the Senior Management Team established a Gender Equality Task Group (time limited July 2006 to March 2007) to steer the development of the Gender Equality Scheme.  This engaged representatives from Faculties, Human Resources, Student Services, the Students' Union together with the Equality and Diversity Manager.  The Group included men and women.



The task group:

· Advised the Equality and Diversity Committee on the steps needed to achieve the development and publication of the Gender Equality Scheme by April 2007.

· Supported the development and implementation of consultation and participation structures to enable staff and students to inform priorities for the Scheme.

· Reviewed the available data and identified gaps in information needed to determine priorities.

· Reviewed the available data and identified priorities and actions for the Scheme ensuring transparency throughout the process.

· Advised the Equality and Diversity Committee on priorities and actions for the Scheme.

5b.
Consultation with men and women


The Gender Equality Task Group recognised the challenge of ensuring consultation with men and women in the development of the Gender Equality Scheme.  Following evaluation of available information the Gender Equality Task Group determined a set of draft priorities for wider consultation. A range of strategies was adopted including: 
· Web based survey.
· Discussion at the Equality and Diversity Network (Michaelmas Term 2006 meeting).
· Focus Groups for students and staff across the campus network.  This included staff groups where there is occupational segregation.
6.
Men and Women at Canterbury Christ Church University:  Information on where we are now 


6a.
Students



The Gender Equality Scheme Task Group reviewed the data to inform the development of priorities and actions for the Scheme.  Gaps in data were identified and these will be addressed during the three years of the scheme through the action plan.


Student Data is included in Appendix A.  
· A higher proportion of female over male students at undergraduate and postgraduate level.  This reflects the high number of HE level programmes for initial or continuous professional training within the health, education, social care and Police sectors where the issue of gender imbalance within the professions is an sector wide issue. (See Table A1)

· Admissions and recruitment monitoring through UCAS, NMAS, GTTR and direct entry to the University show a low proportion of male applicants enrolled on programmes. (See Equality and Diversity Annual Report 2005/6 Appendix 1 Report from Director of Admissions and Recruitment)

· Outcomes from undergraduate programmes indicate a greater proportion of women students achieve a 2/i. (See Tables A2a and A2b)

· Very few students access the complaints procedure.  (See Table A3)  

· Very few students are subject to the disciplinary procedure. (See Table A4)

· Male and female students are accessing employment and further study with a slightly higher proportion of women in employment or study; however, there is no gap in outcomes between male and female students in terms of average salary.  A higher proportion of women progress to employment or full time study in Kent (HESA 2005 survey). (Tables A5)
· Attrition rates are higher for male students on undergraduate and postgraduate programmes (HESA 2005 and HESA 2006).  (Tables A6a, A6b, A6c, A6d)


Gaps in Student data and information


The Gender Equality Scheme Task Group identified the following gaps in data:
· Positions of responsibility held either as course representatives or in Students' Union positions. (See Action Plan D6)

· Numbers of men and women in different subject areas across all faculties. (See Action Plan D5)

· Numbers of men and women studying full or part time at University level and by subject area. (See Action Plan D5)

· Issues and barriers affecting women and men students with caring responsibilities. (This was explored as part of the focus groups but will also be a dimension of Action Plan D2)
· Issues and barriers affecting transsexual students and potential students. (See Action Plan D4)



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 Gender Equality Scheme Task Group reviewed the data to inform the development of priorities and actions for the Scheme.  Gaps in data were identified and these will be addressed during the three years of the scheme through the action plan.


Staff data for 1 April 2005 to 31st March 2006 is included in Appendix B (Equal Pay Audit Data as at December 2006 [following the implementation of the new pay framework]).

· There are a larger number of women than men in the total workforce (60.1% women, 39.9% men).  The proportion of women to men being higher in the Support staff group, which are the lower paid grades. (See Table B1 and B2)

· There is gender imbalance within some job roles/grades.  For example, there is a higher proportion of male than female Heads of Department.  There is a higher proportion of female staff at Lecturer and Senior Lecturer grade, but a lower proportion within the Principal Lecturer grade. (See Table B1))
· A higher proportion of women have part time contracts. (See Table B3)
· Monitoring of conversion rates in applications for employment suggests that women are as likely or more likely to be short listed and appointed to a post. (See Table B4)

· Women have a larger proportion of days lost to sickness compared to men; this needs further investigation because it may be indicative of differences in reporting arrangements between staffing groups and/or the impact of caring responsibilities. (See Table B5)

· There were 12 occasions during 2006 where staff or management instigated formal proceedings under the University’s Capability/Probation, Discipline or Grievance Policies.  Cases under the Capability/Probation and Grievance Policies were evenly spread between men and women.  Three cases under the Disciplinary Policy were all against men.  Only one case relates to an allegation of sex discrimination.


Gaps in Staff data and information



The Gender Equality Task Group identified the following gaps in data:
· Positions of responsibility held (e.g. Chairing of Committees). (See Action Plan C10)

· Improve University's data collection and analysis for hourly paid academic and support (by claim) staff.  (See Action Plan C9)

· Investigate the distribution of part time staff by gender and by grade.  (See Action Plan C9)

· The extent to which men and women take up opportunities for training and professional developments.  (See Action Plan C9)

· Issues and barriers affecting women and men with caring responsibilities. (collected through the focus group but will also be part of Action Plan C3).

· Issues and barriers relating to the management of pregnancy and return from maternity leave. (See Action Plan C4)


6c.
Outcome of the consultation



(i)
The Task Group had 26 respondents to the web based survey on the Gender Equality Priorities for the University.  This was too small a sample to be able to interpret the data effectively.


(ii)
Staff Focus Groups



Staff attending the focus groups supported the gender equality priorities identified by the University.




Through the focus groups men and women suggested actions to enable the University to promote gender equality (each priority is referenced to the action plan):
· Communicate the University’s commitment to create a safe working environment free from harassment and discrimination, implement the Dignity at Work Policy and provide a range of options for support. (See Action Plan C2)
· Ensure that participation in development activities across the campus network to promote Equality and Diversity is a responsibility for all staff and managers.  (See Action Plan C1)

· Review the guidance to employees and managers on roles, responsibilities and timescales in respect of arrangements for maternity leave and return from maternity leave.  (Action Plan C4)

· Review the Flexible Working Policy to ensure that it fulfils the requirements of the gender equality duty.  (Action Plan C3)

· Review the information available on the support for employees with caring responsibilities.  (Action C3)

· Gender imbalance at Head of Department and Principal Lecturer grade could be addressed through taking positive action (e.g. mentoring and development programmes) to support women and create a level playing field. (Action Plan C5)
· Review all the guidance referring to part-time staff to move towards equality with full time staff, promote a culture of respect to part time staff and provide opportunities for positive feedback. (Action Plan C9)
· Consider actions that could be put in place to enable women to re-enter the work place, for example, recognising transferable skills and previous experience and the provision of return to work programmes. (Action Plan C6)

· Publish the outcome of the Equal Pay Audit on an Annual Basis. (Action Plan C7)

· Break down occupational segregation by using positive statements to encourage applications from men and women, organising team open days, job shadowing and working with teams to ensure a positive environment. (Action Plan C5)



(iii)
Student Focus Groups



Through the focus groups, men and women suggested actions to enable the University to promote gender equality (each priority is referenced to the action plan):




Students attending the focus groups supported the gender equality priorities identified by the University.




Suggestions for the action plan:

· Provide guidance to Programme Directors on strategies to minimise the impact of students’ caring responsibilities.  (Action Plan D2)

· At the start of a programme, provide more information for spouses, partners and families, this could be web based information or an event. (This is already part of the core offer from Student Services)

· Undertake equality impact assessments of timetabling arrangements.  (Action Plan B1)

· Undertake equality impact assessments of protocols and procedures linked to the placement of students.  (Action Plan B1)

· Ensure consistent arrangements for students returning from maternity leave.  (Action Plan Action D2)

· Promote the use of the Cause for Care and Concern procedure to address the high attrition rates of male undergraduates and explore different strategies such as a study buddies scheme.  (Action Plan D1)

· Promote confidential reporting of discrimination and harassment. (Action Plan D8)

· Work with strategic partners and funding bodies to explore options for part-time modes of study for entry to professions. (Widening Participation Strategy)
· Raise awareness of support available to students across the campus network.  (Student Services)
· Facilitate the development of network to support men or women studying in a situation where they are a minority. (Action Plan D7)


(iv)
Equality and Diversity Network



The Equality and Diversity Network at Canterbury Campus suggested gender equality priorities for the University:
· Timetable planning which takes account of the different circumstances of men and women as staff and students. (Action Plan B1)

· Equality impact assessment of processes linked to promotion, pay and career progression. (Action Plan B1)

· Address the gender imbalance in senior academic and senior management roles. (Action C7)

· Address the gender imbalance on some programmes.  (Action Plan A1)

· Engage partner institutions more effectively to ensure promotion of gender equality.  (Action Plan D7 and E1)

· Implement the Dignity at Work Policy.  (Action Plan C2)

· Demonstrate commitment to gender equality as an Institution (participation in staff development, positive action programmes). 
7.
Our Gender Equality Priorities

7a.
Gender Priorities
The Gender Equality Scheme Task Group identified 9 objectives for the Gender Equality Scheme.  These take account of priorities emerging from each stage of the consultation, the University’s Strategic Plan 2006-10 and the outcomes of analysis of available data and information.  The priorities are referenced to show how they support priorities in the University Strategic Plan 2006-10.  
	Theme
	Objective

	Impact of Caring responsibilities on learning and employment
	Improve our understanding of the impact of caring responsibilities on staff and students and take action to ensure that policies and practice take account of them.

University Strategic Priorities 2, 3 and 4

	Occupational Segregation within the student body
	Improve our understanding of the issues underpinning gender imbalance in the recruitment to some programmes and sustain appropriate actions to address areas of imbalance.

University Strategic Priority 2

	Occupational Segregation in employment
	Improve our understanding of the issues underpinning gender imbalance in some areas of work and grades within the workforce and sustain appropriate actions to address areas of imbalance.

University Strategic Priority 4

	Promoting gender equality

through our student policies
	Ensure the University’s student policies address the lower retention rates for male students on undergraduate programmes and promote equality in degree classification for men and women.

University Strategic Priority 2

	Promoting gender equality through all functions
	Build the skills and understanding of staff to ensure they embed gender equality within their day to day work.
University Strategic Priority 4

	Eliminate harassment in our work and learning environment
	Eliminate harassment by the effective implementation of our policies.

University Strategic Priority 2 and 4

	Welcoming Transgender people as students and employees
	Improve our understanding of the experience of transgender people and take action to address gaps in University policy.
University Strategic Priority 2 and 4

	Equal Pay at the University
	Sustain actions to minimise the impact of caring responsibilities and address the issues in some grades of occupational segregation and gender imbalance 

Strategic Priority 4

	Promoting gender equality through our policy framework
	Ensure all our policies promote gender equality through the application of equality impact assessment.
All 8 University Strategic Priorities


7b.
Transgender People


Improving the University’s understanding of the experience of transgender people and taking action to address gaps in policy is an objective in the University’s Gender Equality Scheme.


The Gender Equality Duty, Statutory Code of Practice
 states that discrimination on the grounds of gender reassignment in employment and vocational training (including further and higher education) is unlawful.  This includes people who have undergone gender reassignment, and also those who intend to undergo gender reassignment or who are undergoing it.  


Voluntary sector groups
 advocating for this issue use the term trans people and transgender people to describe those individuals who are considering, have completed or are in the process of gender reassignment.  



The University will use the term transgender people in the Gender Equality Scheme and any other Institutional policy documents.  This is a variation from, but is equivalent to, the term ‘transsexual’ used in the Statutory Code of Practice.



The University will ensure that transvestites and people who cross dress do not experience discrimination as a member of staff or a student.  This is not a requirement of the statutory code of practice, but is in keeping with the University’s values.
8.
Equal Pay

8a.
Equal Pay Audit


The University carries out an annual Equal Pay Audit for all staff in line with the UCEA guidance and has done additional audits following implementation of the New Pay Framework (NPF) for Support and Professional/Managerial staff.   As at March 2007, Academic staff continue on nationally agreed pay spines and Senior staff remain on locally agreed pay grades.


Equal Pay Audits (including pre and post implementation of the NPF for Support and Professional/managerial staff) show that the University is within the range (5% between average salaries for male and female staff within grade).   

The Equal Pay Audit is published internally/externally as a free standing document alongside the Gender Equality Scheme.

The audits do, however, reflect occupational segregation with the ratio of female to male staff higher in the lower grades than higher. See Appendix B Table B2.  Further work needs to be undertaken on reviewing the distribution of part-time employees by gender and by grade. 

The Equal Pay Audit took account of the approaches recommended in the Equal Opportunities Commission Equal Pay Review Toolkit.

8b. 
New Pay Framework



The University adopted the nationally agreed HERA job evaluation process to assist in its implementation of the New Pay Framework.  The new pay and grading structure has been based on the result of a bench mark group of job roles selected to be representative of the University's roles as a whole, including gender.  Since the scheme has been specifically designed to be free from gender or other discriminatory bias, the new structure will ensure the University continues to meet the Equal Pay requirements, as evidenced through equal pay audits.  All future job roles will be evaluated through HERA to ensure bias free evaluation and grading.

9.
Impact Assessment

The University will monitor the impact of its strategies, policies, procedures, practices and criteria on men and women as employees and students.  Impact assessment is a positive and anticipatory process that allows the University to predict possible barriers faced by men and women, to ensure our policies do not disadvantage either men or women and to identify how they might better promote the different elements of the gender equality duty (for example, eliminating discrimination and harassment).


The University has agreed a process for developing, implementing and mainstreaming Equality Impact Assessment in 2006-7 and this is set out in Appendix C.  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 gender equality duty.

10.
Accountability and Responsibility


The Governing Body will ensure that the University meets the general and specific duties of the Equalities Act 2006.

The Vice Chancellor and the Senior Management Team will ensure that:
· The University implements the general and specific duties of the Equality Act 2006
· A named member of the Senior Management Team takes responsibility for the development, implementation and review of the Gender Equality Scheme and Action Plan.

· The University’s Strategic Plan 2006-10 mainstreams gender 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 Equalities Act 2006.

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

· Monitor and review the Gender Equality Action Plan.


Heads of Department, Managers and Programme Directors will:

· Embed gender equality within their area/s of responsibility including all new developments, projects or initiatives.  For example, this means taking account of the needs of men and women in employment and ensuring that teaching and learning or services are accessible to men and women.
· Lead or delegate responsibility for an area of the Gender 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 sex 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 equality between men and women.

· Challenge any behaviour that could be perceived as discrimination, harassment or victimisation on the basis of sex or sexual harassment.


Students will:

· Not discriminate on the basis of sex 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.

· Challenge any behaviour that could be perceived as discrimination, harassment or victimisation on the basis of sex or sexual harassment.


Visitors will be expected to: 

· Not discriminate on the basis of sex.

· Challenge any behaviour that could be perceived as discrimination, harassment or victimisation on the basis of sex or sexual harassment.

11.
Breaches of the scheme

Any form of unlawful 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 2007-10

The Gender Equality Action Plan for 2007-10 takes account of:

· The priorities of men and women in the University, elicited through consultation.
· 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 men and women in the University.
· Implementation of the general and specific duties of the gender equality duty.

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


The Pro-Vice Chancellor (Dean of Salomons) and the 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.
· E-learning.
· Bespoke sessions for teams, departments and faculties.
· Embedding equality and diversity considerations and issues within the courses and other opportunities in the staff development programme.

The approach for implementing the equality and diversity element of the Staff Development Programme is set out in a position statement agreed by the Governing Body.  This is included in Appendix F.
14.
Implementing the Scheme and the Action Plan 


14a. 
Arrangements



Members of Senior Management Team, Equality and Diversity Committee and the Equality and Diversity Delivery 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 Equality and Diversity Delivery Group and the Equality and Diversity Committee.  An update on progress on the Action Plan will be published on the Equality and Diversity WebPages.


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 on staff will include:

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

· By location, grade and whole time equivalent.
· Hourly paid (by claim) academic and support staff.
· Voluntary leavers.

· Achieving internal promotion.
· Non voluntary leavers (for example, dismissal, redundancy [including fixed term contract end], and retirement).
· Grievances.
· Disciplinary action.
· Retirement extension applications.
· Access to staff development opportunities (from 2007).
· Positions of responsibility held (e.g. Chairs of Committees).
· Return from maternity leave.


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



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, male and female students will be monitored across University functions:

· Numbers of students at University level, across Faculties and programmes (Registry).
· Applications and acceptances for programmes (Admissions).
· Attrition Rates (Registry).
· Academic outcomes for students (Registry).
· Employment rates for graduates (Careers and Student Development).
· Access to Student Support Services (Disability and Equal Opportunities Advisor for Students).
· Number of male and female students subject to Disciplinary Procedures (Director of Student Services).
· Number of male and female students accessing Complaints Procedures (Director of Student Services).
· Positions of responsibility held (for example as course representatives or in the Students' Union).  (Director of Student Services).
· Numbers of men and women studying full and part time (Registry).


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


14d.
Consultation arrangements linked to the implementation of the Scheme


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

· Student Representatives.
· 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.


14e.
Work with external partners 



The University will be proactive in working with external partners to promote gender equality through knowledge transfer activities, placement for students and strategic partnerships linked to initial and continuing professional training in the public sector.
15.
Arrangements for Publishing the Scheme


The University will ensure that all staff, students and partners are aware of the Gender 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.

16.
Arrangements for reviewing the Scheme


16a.
The Equality and Diversity Delivery 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. 

16b.
The Equality and Diversity Committee will commission the revision of the Gender Equality Scheme ready for publication in 2010.
Appendix A
Student Data
.
Table A1
Men and Women Students

	Post Graduate Students

Gender
	2004/5
	As a %
	2005/6
	As a %

	Women
	2049
	71
	2213
	71

	Men
	849
	29
	894
	29

	Under Graduate Students

Gender
	
	
	
	

	Women
	7555
	72
	7580
	71

	Men
	2920
	28
	3156
	29


Table A 2a HESA 2005 Return

Degree Classification for undergraduates by Gender

	          GENDER
	Total – all students graduating
	Number of female/male  students awarded  First Class honours
	% of male/female students  awarded First Class honours
	Number of female/male  students awarded Upper Second
	% of male/female students  awarded Upper Second
	Number of female/male  students awarded Lower Second
	% of male/female students  awarded Lower Second
	Number of female/male  students awarded Third
	% of male/female students  awarded Third
	Number of female/male  students awarded Pass
	% of male/
Female

students 

awarded

Pass

	Female
	908
	70
	7.7
	358
	39.4
	392
	43.2
	76
	8.4
	12
	1.3

	Male
	400
	35
	8.8
	125
	31.2
	182
	45.5
	52
	13.0
	6
	1.5

	TOTAL
	1308
	105
	 
	483
	 
	574
	 
	128
	 
	18
	 


Table A 2b HESA 2006 Return
Degree Classification for undergraduates by Gender

	          GENDER
	Total – all students graduating
	Number of female/male students awarded  First Class honours
	% of male/female students  awarded First Class honours
	Number of female/male  students awarded Upper Second
	% of male/female students  awarded Upper Second
	Number of female/male  students awarded Lower Second
	% of male/female students  awarded Lower Second
	Number of female/male  students awarded Third
	% of male/female students  awarded Third
	Number of female/male  students awarded Pass
	% of male/
Female
Students
awarded

Pass

	Female
	976
	94
	9.6
	407
	41.7
	409
	41.9
	58
	5.9
	8
	0.8

	Male
	398
	45
	11.3
	133
	33.4
	171
	43.0
	43
	10.8
	6
	1.5

	TOTAL
	1374
	139
	 
	540
	 
	580
	 
	101
	 
	14
	 


Table A3
Monitoring of Student Complaints procedure

	Student Complaints
	2004/5
	2005/6 

	Total
	31
	29

	Male
	11
	13

	Female
	20
	16


Table A4
Monitoring of Student Disciplinary procedure

	Student Discipline
	2004/5
	2005/6 

	Total
	70
	75

	Male
	52
	55

	Female
	18
	20


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

Table A5

HESA 2005 Destination of Leavers Survey

Analysed by Gender

Table shows the % of male or female students within each ‘destination’.

	Gender
	Full Time Employment %
	Part Time Employment %
	Self-Employed %
	Voluntary / Unpaid %
	In Employment & Further Study %
	Further Study Only %
	Unemployed %
	Not Available %
	Employed / Studying In Kent %
	Total Employed / In Study %
	Average Salary (£0000’s)

	Male
	58.03
	11.08
	2.18
	0.16
	13.26
	6.86
	7.02
	1.40
	53.35
	91.58
	19

	Female
	63.24
	10.53
	0.81
	0.12
	14.52
	5.30
	2.99
	2.49
	61.81
	94.52
	19

	
	
	
	
	
	
	
	
	
	
	
	

	Total
	61.75
	10.69
	1.20
	0.13
	14.16
	5.74
	4.14
	2.18
	59.39
	93.68
	19


HESA 2005 return

Attrition rates for Students Analysed by Gender

Table A6a
Undergraduate programmes

	GENDER
	Students not completing  all   undergraduate programmes
	Students not completing Degree programmes
	% of all female/male students not completing Degree programmes
	Students not completing Cert HE-Dip HE
	% of all female/male students not completing Cert HE-Dip HE
	Students not completing Foundation programmes
	% of all female/male students not completing Foundation programmes
	Students not completing other undergraduate programmes
	% of all female/male students not completing other undergraduate programmes
	Overall % 

	Female
	606
	414
	8.7
	120
	6.1
	26
	4.6
	46
	5.5
	7.4

	Male
	323
	200
	11.1
	96
	9.3
	9
	4.0
	18
	10.3
	10.0

	TOTAL
	929
	614
	 
	216
	 
	35
	 
	64
	 
	 


Table A6b
Postgraduate programmes

	GENDER
	Students not completing all post graduate programmes
	Students not completing PGCE
	% of all female/male students not completing PGCE
	Students not completing other programmes
	% of all female/male students not completing other post graduate programmes
	Overall %

	Female
	192
	68
	10.3
	124
	7.8
	8.6

	Male
	95
	24
	11.1
	71
	9.8
	10.1

	TOTAL
	287
	92
	 
	195
	 
	 


HESA 2006 return

Attrition rates for Students Analysed by Gender

Table A6c
Undergraduate programmes

	GENDER
	Students not completing  all   undergraduate programmes
	Students not completing Degree programmes
	% of all female/male students not completing Degree programmes
	Students not completing Cert HE-Dip HE
	% of all female/male students not completing Cert HE-Dip HE
	Students not completing Foundation programmes
	% of all female/male students not completing Foundation programmes
	Students not completing other undergraduate programmes
	% of all female/male students not completing other undergraduate programmes
	Overall % 

	Female
	643
	351
	8.4
	220
	9.4
	37
	6.5
	35
	3.1
	7.8

	Male
	326
	175
	9.2
	126
	11
	16
	7.2
	9
	4.2
	9.4

	TOTAL
	969
	526
	 
	346
	 
	53
	 
	44
	 
	 


Table A6d
Postgraduate programmes

	GENDER
	Students not completing all post graduate programmes
	Students not completing PGCE
	% of all female/male students not completing PGCE
	Students not completing other programmes
	% of all female/male students not completing other post graduate programmes
	Overall %

	Female
	192
	79
	10.8
	113
	6.7
	8.0

	Male
	81
	33
	14.5
	48
	6.4
	8.3

	TOTAL
	273
	112
	 
	161
	 
	 











Appendix b
Staff Data

	Table B 1 Distribution of staff by gender 

(April 05 to March 06)
	
	

	
	
	
	
	
	

	Gender by job category
	
	
	

	
	whole headcount
	
	percentage of gender employed in staffing category

	staffing category
	female
	male
	total
	female
	male

	Support
	494
	213
	707
	70%
	30%

	Managerial Professional
	63
	69
	132
	48%
	52%

	Academic
	317
	246
	563
	56%
	44%

	Senior Management
	25
	44
	69
	36%
	64%

	
	899
	572
	1471
	61%
	39%


	
	
	
	
	
	

	Table B2a Distribution of staff by gender
	
	

	
	
	
	
	
	

	Gender by grade
	
	
	
	

	
	whole headcount
	
	percentage of gender employed in grade

	
	
	
	
	
	

	grade
	female
	male
	total
	female
	male

	A
	104
	41
	145
	72%
	28%

	B
	51
	55
	106
	48%
	52%

	C
	168
	37
	205
	82%
	18%

	D
	80
	31
	111
	72%
	28%

	E
	51
	17
	68
	75%
	25%

	F
	22
	24
	46
	48%
	52%

	G
	18
	8
	26
	69%
	31%

	H
	27
	35
	62
	44%
	56%

	I
	6
	2
	8
	75%
	25%

	J
	25
	24
	49
	51%
	49%

	K
	2
	5
	7
	29%
	71%

	L
	3
	3
	6
	50%
	50%

	Research grades
	14
	2
	16
	88%
	13%

	Lecturer
	38
	17
	55
	69%
	31%

	Senior Lecturer
	184
	131
	315
	58%
	42%

	Principal Lecturer
	72
	84
	156
	46%
	54%

	Professor
	4
	11
	15
	27%
	73%

	Consultant
	5
	1
	6
	83%
	17%

	Senior Manager
	6
	13
	19
	32%
	68%

	Head of Department
	15
	25
	40
	38%
	63%

	Senior Manager (SMT)
	4
	6
	10
	40%
	60%

	
	899
	572
	1471
	61%
	39%


Table B2c Staff paid by claim by Gender (As at 1st March 2007)
	Staff Group
	Male
	Female

	Academic
	133
	170

	Support
	51
	115

	total
	184
	285


	 Table B3 Staff employed by gender by contract and wte type (headcount)

	
	
	
	
	

	
	
	Gender
	

	CONTRACT TYPE
	HOURS
	F
	M
	Grand Total

	Fixed Term
	full time
	3.4%
	1.4%
	4.8%

	
	part time
	2.5%
	1.7%
	4.1%

	Fixed Term Total
	5.8%
	3.1%
	8.9%

	Permanent
	full time
	34.9%
	30.0%
	65.0%

	
	part time
	19.3%
	6.8%
	26.1%

	Permanent Total
	54.3%
	36.9%
	91.1%

	
	
	
	
	

	
	
	
	
	

	Grand Total
	
	60.1%
	39.9%
	100.0%

	
	
	
	
	

	Staff employed by gender by contract type (percentages)
	

	
	
	
	
	

	
	Gender
	
	

	CONTRACT TYPE
	F
	M
	Grand Total
	

	Fixed term
	9.69%
	7.68%
	8.89%
	

	Permanent
	90.31%
	92.32%
	91.11%
	

	 
	100.00%
	100.00%
	100.00%
	

	
	
	
	
	

	
	
	
	
	

	Staff employed by gender by wte type (percentages)
	

	
	
	
	
	

	
	Gender
	
	

	WTE TYPE
	F
	M
	Grand Total
	

	full time
	63.78%
	78.69%
	69.73%
	

	part time
	36.22%
	21.31%
	30.27%
	

	 
	100.00%
	100.00%
	100.00%
	

	
	
	
	
	


	STAFFING DATA - PERIOD TO 31 MARCH 2006.
	
	
	
	

	Table B4 Number of applicants, number shortlisted and appointed by gender (does not include Salomons staff)
	
	
	
	
	

	NUMBERS
	
	
	
	
	
	
	
	
	

	 
	2003-2004
	2004-2005
	2005-2006

	GENDER
	Applied
	Shortlisted
	Appointed
	Applied
	Shortlisted
	Appointed
	Applied
	Shortlisted
	Appointed

	Male
	1258
	336
	75
	919
	237
	54
	1103
	266
	62

	Female
	1833
	561
	147
	1245
	488
	152
	1577
	577
	151

	Not Given
	350
	145
	41
	404
	148
	41
	155
	41
	0

	Total
	3441
	1042
	263
	2568
	873
	247
	2835
	884
	213

	total declared
	3091
	897
	222
	2164
	725
	206
	2680
	843
	213

	PERCENTAGE OF THE TOTAL
	
	
	
	
	
	
	
	
	

	 
	2003-2004
	2004-2005
	2005-2006

	GENDER
	Applied
	Shortlisted
	Appointed
	Applied
	Shortlisted
	Appointed
	Applied
	Shortlisted
	Appointed

	Male
	36.6%
	32.2%
	28.5%
	35.8%
	27.1%
	21.9%
	38.9%
	30.1%
	29.1%

	Female
	53.3%
	53.8%
	55.9%
	48.5%
	55.9%
	61.5%
	55.6%
	65.3%
	70.9%

	Not Given
	10.2%
	13.9%
	15.6%
	15.7%
	17.0%
	16.6%
	5.5%
	4.6%
	0.0%

	Total
	100.0%
	100.0%
	100.0%
	100.0%
	100.0%
	100.0%
	100.0%
	100.0%
	100.0%

	
	
	
	
	
	
	
	
	
	

	PERCENTAGE OF THE TOTAL (declared)
	
	
	
	
	
	
	
	
	

	 
	2003-2004
	2004-2005
	2005-2006

	GENDER
	Applied
	Shortlisted
	Appointed
	Applied
	Shortlisted
	Appointed
	Applied
	Shortlisted
	Appointed

	Male
	40.7%
	37.5%
	33.8%
	42.5%
	32.7%
	26.2%
	41.2%
	31.6%
	29.1%

	Female
	59.3%
	62.5%
	66.2%
	57.5%
	67.3%
	73.8%
	58.8%
	68.4%
	70.9%

	Total
	100.0%
	100.0%
	100.0%
	100.0%
	100.0%
	100.0%
	100.0%
	100.0%
	100.0%

	
	
	
	
	
	
	
	
	
	

	CONVERSION RATE
	
	
	
	
	
	
	
	
	

	 
	2003-2004
	2004-2005
	2005-2006

	GENDER
	 
	Shortlisted
	Appointed
	 
	Shortlisted
	Appointed
	 
	Shortlisted
	Appointed

	Male
	 
	26.7%
	22.3%
	 
	25.8%
	22.8%
	 
	24.1%
	23.3%

	Female
	 
	30.6%
	26.2%
	 
	39.2%
	31.1%
	 
	36.6%
	26.2%

	Not Given
	 
	41.4%
	28.3%
	 
	36.6%
	27.7%
	 
	26.5%
	0.0%


	Table B5 STAFFING DATA - PERIOD TO 31 MARCH 2006.
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Sickness absence rates by gender
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	2005
	
	2006
	
	grand total 
for last 
12 months

	gender
	Apr-05
	May-05
	Jun-05
	Jul-05
	Aug-05
	Sep-05
	Oct-05
	Nov-05
	Dec-05
	2005 Total
	Jan-06
	Feb-06
	Mar-06
	2006 Total
	

	Female
	651
	455
	418
	406
	360
	479
	595
	613
	565
	4542
	763
	700
	546
	2009
	6551

	Male
	232
	241
	299
	235
	183
	192
	361
	441
	395
	2579
	511
	437
	390
	1338
	3917

	Grand Total
	883
	696
	717
	641
	543
	671
	956
	1054
	960
	7121
	1274
	1137
	936
	3347
	10468

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	2005
	
	2006
	
	grand total 
for last 
12 months

	gender
	Apr-05
	May-05
	Jun-05
	Jul-05
	Aug-05
	Sep-05
	Oct-05
	Nov-05
	Dec-05
	2005 Total
	Jan-06
	Feb-06
	Mar-06
	2006 Total
	

	Female
	6.2%
	4.3%
	4.0%
	3.9%
	3.4%
	4.6%
	5.7%
	5.9%
	5.4%
	43.4%
	7.3%
	6.7%
	5.2%
	19.2%
	62.6%

	Male
	2.2%
	2.3%
	2.9%
	2.2%
	1.7%
	1.8%
	3.4%
	4.2%
	3.8%
	24.6%
	4.9%
	4.2%
	3.7%
	12.8%
	37.4%

	Grand Total
	6.2%
	4.3%
	4.0%
	3.9%
	3.4%
	4.6%
	5.7%
	5.9%
	5.4%
	43.4%
	7.3%
	6.7%
	5.2%
	19.2%
	100.0%



Appendix C
Equality Impact Assessment Process

A. Mapping and screening of existing policies for relevance to gender 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 men and women.

3. Prioritise policies into high, medium or low categories and present to the Equality and Diversity Committee, who will 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. 
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 2006 to July 2007, with a review of work at this point.  The first schedule for undertaking initial or full equality impact assessments will be published in April 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.

Appendix D
Legislative Requirements

A. Sex Discrimination Act 1975 

The Sex Discrimination Act 1975 prohibits discrimination against individuals in the areas of employment and vocational training, education, in the provision of goods, facilities or services and in the exercise of public functions.   It also prohibits discrimination in employment and vocational training against married people and civil partners, and people who have undergone or who are undergoing or are intending to undergo, gender reassignment.


In the Sex Discrimination Act 1975 unlawful discrimination is defined as:

· Direct and indirect discrimination on grounds of sex.
· Discrimination on the ground of pregnancy and maternity leave.
· Discrimination on the grounds of gender reassignment.

· Direct and indirect discrimination against married persons and civil partners.

· Victimisation.
· Harassment and sexual harassment.


Further details of the above definitions and where how they apply in employment and higher education can be found in the Gender Equality Duty: Statutory Code of Practice 2006, Appendix E, www.eoc.org.uk.
B. Equal Pay Act 1970 


The Equal pay Act gives a person the right to the same contractual pay and benefits as a person of the opposite sex in the same employment, or where the source of the pay is the same, where the man and the woman are doing:

· The same or broadly similar work.
· Work which has been rated as equivalent under an analytical job evaluation study.
· Work that is of equal value (work of equal value is where the work done is different but considered to be of equal value or worth in terms of demands such as effort, skill and decision making).
Appendix E
Gender Equality Consultation

Summary of main themes and issues raised in the focus groups
Please note the suggestions from the Focus Groups for the Action Plan are included in Sections 6c.

Staff Focus Group

· The University needs to make public and visible statements that discrimination or harassment will not be tolerated.  

· There needs to be a broader range of options for support for staff. 

· There needs to be consistent support for lone workers.

· It is important that all staff and managers are clear of their responsibilities to promote equality for men and women.

· Women have a positive experience of being pregnant as employees, however, more could be done to ensure that managers are clear of their responsibilities with regard to maternity leave and return from maternity leave arrangements.

· The University’s Flexible Working Policy needs to be applied consistently across the University.  There was a strong feeling that it should extend beyond the statutory minimum provisions and that there should be a shift in emphasis to ensure that both managers and employees have a responsibility for being proactive.

· There need to be recognition at an Institutional level that caring responsibilities can arise at all stages in life and that providing positive policies in this area lives out the Institution’s values.  More information needs to be available to employees on the leave arrangements within the University to support employees with caring responsibilities.

· There is a gender imbalance in senior academic grades (Head of Department and Principal Lecturer) in the Institution and a perception that women have to leave the institution to gain academic promotion.

· There needs to be greater understanding of how to promote gender equality through the organisation and management of events.

· We need to promote equality and greater respect for part-time workers (for example, access to appraisal, access to meetings, and communication strategy for part time staff).  Part-time staff valued the access to financial support for development opportunities.

· There is a perception that there is not equal pay for equal work.

· There is recognition of the amount of work to be done in breaking down occupational segregation in roles or teams and perceptions surrounding particular job roles.  Teams may have accepted behaviours and attitudes that are sexist.

Student Focus Group

Main points:

· Caring responsibilities (in the widest possible sense) may have a significant impact on the capacity of students to fulfil the requirements of the programme.

· The University needs to be pro-active in encouraging students to share information about their caring responsibilities.

· The institutional view of students can assume that they do not have caring responsibilities.

· Some spouses, partners and families can feel isolated from the programme and are not aware of the pressures on the student.

· For some professional training programmes there is currently no part-time or more flexible mode of study and this can be a barrier for men or women with caring responsibilities.

· Timetabling of programmes does not necessarily take account of caring responsibilities (e.g. short notice of change in arrangements or twilight sessions)

· Students are unclear how to resolve issues if they experience discrimination or harassment whilst on placement.

· Students felt that more could be done to provide information on childcare facilities and that there should be investigation of the provision of onsite childcare.

· Students felt that the university should have information about the experience of students during pregnancy and on return from maternity leave.

· Students felt that it would be supportive for the University to find out more about the experience of students who are a minority (as men or women) within an environment dominated by the majority (male or female).  This should be in the context of all elements of the programme (placement).

· Some departments do not use the cause for care and concern early enough.

· Students are not aware of how to report discrimination and harassment

· Students across the campus network are unaware of the range of support available for students experiencing discrimination and harassment, particularly where they do not want to formally report but resolve the situation informally.

· Students' Union should continue to be proactive in promoting the involvement of women in sport across the campus network.











Appendix F

Equality and Diversity within the Staff Development Programme

The Governing Body, at its Lent 2007 meeting, agreed the following position statement for inclusion in the Staff Development Policy.
“The University has a statutory responsibility under the Disability Discrimination Act 2005, Race Relations Amendment Act 2000 and Equalities Act 2006 to ensure that all staff are aware of their responsibilities with regard to equality and diversity legislation and institutional policies.

The University has an expectation that all staff will participate in some form of staff development activity appropriate to their role with a high relevance to promoting equality and diversity.  The form of this will vary from staff group to staff group.  For some groups, such as those with a front facing service role, this may be a customised face to face training session.  For other staff, it may be ensuring that equality and diversity issues are embedded within existing provision, for example addressing the needs of dyslexic students in assessment workshops or accredited courses. 

Through the Staff Development Programme, the University will ensure therefore that staff receive regular briefings on their statutory responsibilities, have a range of opportunities to understand and explore the implications of legislation (as it impacts on their work) and are supported to improve their effective practice to promote equality and diversity

The University will embed equality and diversity considerations and issues within the courses and other opportunities in the Staff Development programme, prioritising those that have high relevance to the promotion of equality and diversity.”

Approved by the Governing Body 27th March 2007
� Equal Opportunities Commission, November 2006


� Press for Change and Gender Trust


� � HYPERLINK "http://www.eoc.org.uk/Default.aspx?page=15382" ��http://www.eoc.org.uk/Default.aspx?page=15382� Equal Pay Review Toolkit


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





