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GENDER EQUALITY SCHEME ACTION PLAN 2007-10
If you would like this publication in an alternative format please contact:

Margaret Scott, Manager of Student Support Services
Email: margaret.scott@canterbury.ac.uk  Tel: 01227 782842

Gender Equality Scheme – Action Plan 2007-10 
Focus: Access to Higher Education
Priorities:

· Improve our understanding of the issues underpinning gender imbalance in the recruitment to some programmes and sustain appropriate actions to address areas of imbalance.
	Objectives
	Planned Actions
	Yr1
	Yr2
	Yr3
	Lead responsibility

	Indicators of progress
	Intended Outcome

	A1. To implement the actions in the Widening Participation Strategy to promote access to Higher Education for men and women.


	See Widening Participation Strategy 2006-8
	√
	√
	
	Pro-Vice Chancellor (Academic)

Director of Admissions and Recruitment.
	See Widening Participation Strategy 2006-8.
	Reduction in gender imbalance in programmes.

	A2. To implement the actions in the Teaching and Learning Strategy  to promote accessibility in the curriculum
	See Teaching and Learning Strategy 2006-9


	√


	√


	√


	Director of Teaching and Learning

Student Development and Careers Manager


	See Teaching and Learning Strategy 2006-9
	Sustained level of outcomes for students in undergraduate programmes.




Gender Equality Scheme – Action Plan 2007-10 
Focus: Organisational Development 
Priorities:

· Equality impact assessment of all University policies, procedures, provision and criterion.

· Embed gender equality into policy development.

	Objectives
	Planned Actions
	Yr1
	Yr2
	Yr3
	Lead responsibility

	Indicators of progress
	Intended Outcome

	B1.To ensure that University policies
 promote gender equality.
	Implement mapping and screening process.


	√


	
	
	Equality and Diversity Manager


	Mapping and screening of policies is complete and reported to E&D 

Committee


	Policies with high relevance to promoting gender equality are identified. 



	
	Initial Equality Impact Assessment of all new policies


	√
	√


	√


	Manager developing the policy


	Initial Equality Impact Assessments are reported  to E&D Committee and published on the website


	Policies more effectively promote gender equality 



	
	Full equality impact assessment of policies with high relevance to promoting gender equality


	
	√
	√
	Equality and Diversity Committee will make recommendations for each policy.
	Publication of list of policies for full equality impact assessment.
	Policies more effectively promote gender equality




	Objectives
	Planned Actions
	Yr1
	Yr2
	Yr3
	Lead responsibility
	Indicators of progress
	Intended Outcome

	B2. To promote gender equality through the procurement process. 
	Incorporate information on equality and diversity legislation within the training on procurement.

Provide web based information to managers.


	√
	√
	
	Procurement and Contracts  Officer
	Information published on web site.
	Tendering process and outcomes promote gender equality


Gender Equality Scheme – Action Plan 2006-9 
Focus: Staff
Priorities:

· Ensure employment opportunities are accessible to men and women.
· Enhance the understanding of staff in relation to their responsibilities to promote gender equality.
· Improve our understanding of the impact of caring responsibilities on staff and take action to ensure that policies and practice take account of them.

· 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.

· Eliminate harassment by the effective implementation of our policies

· Improve our understanding of the experience of transgender people and take action to address gaps in University policy.

· Improve our understanding of equal pay issues in the University and sustain actions to address the issues relating to the impact of caring responsibilities, occupational segregation and gender imbalance (in some grades) on pay.

	Objectives
	Planned Actions
	Yr1
	Yr2
	Yr3
	Lead responsibility
	Indicators of progress
	Intended Outcome

	C1. To ensure all staff are aware of the implications for their role of the Equality Act 2006


	Range of training and development options available each year focused on gender equality
	√
	√
	√
	Staff Development Office
	Delivery of programme
	Staff are clear of their responsibilities and accountabilities (evaluation of training and development)

	C2. To implement the Dignity at Work Policy
	Develop proposals for implementation:

· Produce ‘quick guide’ for all staff

· Explore options for extending the range of support for staff
	√
	
	
	Human Resources
	Proposals for implementation agreed.

Quick guide agreed.
	Support network is well publicised and available to all staff.  

Staff Survey provides positive information relating to the level of support.




	Objectives
	Planned Actions
	Yr1
	Yr2
	Yr3
	Lead responsibility
	Indicators of progress
	Intended Outcome

	C3. To ensure equitable access to Flexible Working arrangements for men and women 
	Review the Flexible Working Policy:

· Communicate revised policy to staff and managers

· Assess the impact of any changes to the policy on the sickness absence rates for men and women.
	√


	√

√
	√
	Human Resources
	Review of Policy completed.

Information available to all staff.
	Flexible working arrangements are implemented consistently across the University.

	C4. To ensure that our arrangements for pregnant women and women returning from maternity leave promote equality for women.
	Gain further information through the Staff Survey


	√


	
	
	Human Resources
	Staff Survey completed


	Arrangements relating to pregnancy, maternity leave and return to work promote equality for women.

	
	Monitor arrangements for women returning from maternity leave.


	√
	√


	√
	
	Monitoring data relating to women returning from maternity leave is available.


	

	
	Review guidance to managers to ensure that it meets the requirements of the gender equality duty.


	
	√
	
	
	Guidance is reviewed and disseminated.
	


	Objectives
	Planned Actions
	Yr1
	Yr2
	Yr3
	Lead responsibility
	Indicators of progress
	Intended Outcome

	C5. Improve the gender balance in teams and job roles in the University where there is occupational segregation.
	Explore options for taking positive action to:

· Address occupational segregation

· support and encourage women to apply for promoted posts
	√
	√
	√
	Human Resources

Staff Development Office
	Positive actions are identified and implemented
	Gender imbalance in teams and job roles is reduced in the university



	C6. Improve access to information on childcare provision across the campus network.
	Review current information:

· Provide a signposting service

· Build links through partnership arrangements with local providers of childcare.
	√
	√
	
	Equality and Diversity Manager
	Information available to all staff.


	Staff has information on childcare provision.

	C7. To promote equal pay for men and women


	Conduct an Equal Pay Audit and take any action to address issues related to equal pay for equal work.

(This objective is also supported by C3, C4 and C5 as they address the impact of caring responsibilities and occupational segregation.)
	√
	√
	√
	Human Resources
	Audit conducted and reported to the Equality and Diversity Committee.


	Equal Pay for men and women


	Objectives
	Planned Actions
	Yr1
	Yr2
	Yr3
	Lead responsibility
	Indicators of progress
	Intended Outcome

	C8. To ensure HR policies prevent discrimination against transgender people.


	Work with external partners and stakeholder to address any gaps in policy and practice.
	√
	√
	
	Human Resources

Equality and Diversity Manager
	Review of existing policies and identification of gaps.
	University policies prevent discrimination against transgender people.

	C9. To address gaps in information relating to men and women as employees.
	Analyse data by gender for hourly paid academic and support staff.


	√


	√


	√


	Human Resources


	Data analysed and disseminated.


	Improved employment practices to promote gender equality for part- time and hourly paid staff.

	
	Analyse the distribution of part-time staff by gender and by grade.


	√


	√


	√


	
	Appropriate action is planned to promote gender equality.
	

	
	Analyse the take up of staff development opportunities by gender.


	√


	
	
	Staff Development
	
	

	
	Plan and take appropriate action to address gender issues emerging from this analysis.


	
	√
	√
	
	
	


	Objectives
	Planned Actions
	Yr1
	Yr2
	Yr3
	Lead responsibility
	Indicators of progress
	Intended Outcome

	C10. To address gaps in information relating to positions of responsibility in the University held by men and women.


	Analyse by gender:

· Chairs of Committees

· Membership of Governing Body

· Plan and take appropriate action to address gender issues emerging from this analysis.
	√
	√
	√
	University Solicitor
	Data analysed and disseminated.

Appropriate action is planned to promote gender equality.
	Committee and Governance arrangements promote gender equality

	C11. To seek the views of staff on the effectiveness of equality and diversity and employment policies and identify areas for improvement
	Conduct a staff survey
	√
	√
	
	Pro Vice Chancellor (Salomons)

Human Resources
	Staff Survey 

Commissioned

Staff Survey conducted

Staff Survey outcomes disseminated.
	Experiences of staff inform the development of Human Resources Strategy and Equality and Diversity Strategy




Gender  Equality Scheme – Action Plan 2006-10 
Focus: Students 
Priorities

· Improve our understanding of the issues underpinning gender imbalance in the recruitment to some programmes and sustain appropriate actions to address areas of imbalance. (This priority will be delivered through the Widening Participation Strategy.)  (See also ACCESS Action A1.)
· Improve our understanding of the impact of caring responsibilities on students and take action to ensure that policies and practice take account of them.
· Improve our understanding of the reasons for relatively lower retention rates for male students on under-graduate programmes and promote equality in degree classification for men and women through the Learning and Teaching Strategy. (See also ACCESS Action A2.)
· Eliminate harassment by the effective implementation of our policies.

· Improve our understanding of the experience of transgender people and take action to address gaps in University Policy.
	Objectives
	Planned Actions
	Yr1
	Yr2
	Yr3
	Lead responsibility

	Indicators of progress
	Intended Outcome

	D1.To improve retention rates for male students on undergraduate programmes.
	As set out in the Student Retention Policy, Student Support and Guidance Departmental plan and Cause for Care and Concern Procedures.
	√
	√
	√
	Pro Vice Chancellor (Academic)

Director of Student Services
	Referrals increase to the Student Retention Officer.


	Reduction in attrition rates for male undergraduates

	D2. To ensure programme design and structure minimises the impact of caring responsibilities.
	Provide guidance to Programme Directors on minimising the impact of caring responsibilities.

Survey of students to ascertain their caring responsibilities 
	√


	√


	
	Disability and Equal Opportunities Adviser 

Equality and Diversity Manager

Quality and Standards Office


	Guidance published

Survey Completed
	Programme design and structure takes greater account of the impact of caring responsibilities.


	Objectives
	Planned Actions
	Yr1
	Yr2
	Yr3
	Lead responsibility

	Indicators of progress
	Intended Outcome

	D3. Improve access to information on childcare provision across the campus network.
	Review current information:

· Provide a signposting service

· Build links through partnership arrangements with local providers of childcare.
	√
	√
	
	Equality and Diversity Manager
	Information available to all students.


	Students have information on childcare provision.

	D4. To ensure student policies prevent discrimination against transgender people. (this action will be undertaken together with C8)
	Work with external partners and stakeholder to address any gaps in policy and practice.
	√
	√
	
	Equality and Diversity Manager
	Identification of any gaps in policy.
	University policies prevent discrimination against transgender people.

	D5. To address any gaps in information relating to access to HE.
	Analyse data:

· Men and women by subject areas.

· Men or women studying part time by subject area and at University level
	√
	√
	√
	Registry
	Data analysed and any action needed is planned.
	University is able to plan appropriate action to address gender imbalance.

Greater understanding of the impact of part-time programmes on promoting access to HE.

	Objectives
	Planned Actions
	Yr1
	Yr2
	Yr3
	Lead responsibility

	Indicators of progress
	Intended Outcome

	D6.  To address gaps in information relating to positions of responsibility held by students (Course representatives, Students' Union Sabbatical and other officers).
	Analyse data relating to gender balance in course representatives and Students' Union Officers.
	√
	√
	√
	Director of Student Services
	Data analysed and any action needed is planned.
	University is able to plan appropriate action to promote gender equality in structures to enable representation of students.

	D7. To improve the experience of male and female students on placement.


	Faculties review placement arrangements to ensure they promote equality for men and women (particularly where men or women are in a minority)
	√


	√


	√


	Disability and Equal Opportunities Advisor for Students, Equality and Diversity Manager, Faculty Leads for Placements
	Review of information for placement providers 
	Positive experiences for men and women in placements

	D8. To identify any harassment perpetrated on the basis of gender and plan appropriate action.
	· Conduct a web based harassment survey for students

· Publicise and raise awareness amongst students of their rights
	√

√
	√


	√
	Director of Student Services

Disability and Equal Opportunities Adviser for Students.

Research Fellow in Faculty of Education
	Web based survey completed.

Report produced.

Actions planned


Gender Equality Scheme – Action Plan 2007-10
Focus: Wider Community Role  

Priorities:
· Eliminate harassment by the effective implementation of our policies.
· Build the skills and understanding of staff to ensure they embed gender equality within their day to day work.

· Improve our understanding of the issues underpinning gender imbalance in the recruitment to some programmes and sustain appropriate actions to address areas of imbalance.

	Objectives
	Planned Actions
	Yr1
	Yr2
	Yr3
	Lead responsibility

	Indicators of progress
	Intended Outcome

	E1. To ensure that gender equality is promoted through collaborative academic arrangements.
	Review the statements in the Academic Partnerships Agreement to ensure that they reflect requirements of Gender Equality Duty


	√
	√


	
	Academic Partnerships Manager, Disability and Equal Opportunities Adviser for Students,

Equality and Diversity Manager


	Statements are revised and disseminated.


	Male and female students accessing HEI through partnership arrangements access appropriate services.



	
	Dissemination and promote arrangements through the Collaborative Provision Sub Committee and engagement with partners


	
	√
	
	For other partnership arrangements (for example, research or joint development agreements), this will be the responsibility of the lead manager.
	As above
	Partnerships address gender imbalance in some programmes.

As above

 


� Group or manager


� Group or manager


� Policy in this document refers to policy (including a formal plan or strategy), procedure, provision or criterion.  


� Group or manager


� Group or manager


� Group or manager


� Group or manager





