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1.

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.
2.
Legislation


2a. 
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.

The specific duties are described in Section 3a of the Gender Equality Scheme.

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.


2b.  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.
3.
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).

4.
Outcome of the consultation

The University undertook consultation to inform the development of gender equality objectives.  


(i)
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)



(ii)
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)



(iii)
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). 

5.
Our Gender Equality Priorities
	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 Priorities 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 Priorities 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


6. Equal Pay
6a.
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) indicate that the University within defined pay grades the University is meeting the principle of equal pay for equal value work.


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

6b. 
Occupational segregation


The Gender Equality Task Group undertook an analysis of the distribution of men and women across grades (see Appendix B, Tables B1 and B2).  The analysis illustrates that the proportion of female to male staff is higher in the lower ranges of each staff group.  This indicates a degree of gender based occupational segregation which is reflected more widely in the Higher Education and other public sector organisations.  

The Gender Equality Scheme Action Plan 2007-10 includes a number of actions to address occupational segregation, suggestions include improving our understanding through further analysis of data, job shadowing, positive action programmes, targeted training and development.
7.
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.

8. Implementing the Scheme and the Action Plan 



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.
9.
Arrangements for reviewing the Scheme


10a.
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. 


10b.
The Equality and Diversity Committee will commission the revision of the Gender Equality Scheme ready for publication in 2010.
� � HYPERLINK "http://www.eoc.org.uk/Default.aspx?page=15382" ��http://www.eoc.org.uk/Default.aspx?page=15382� Equal Pay Review Toolkit





