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Introduction

This report provides an overview of the progress made in meeting the University’s statutory duties under equalities legislation and in implementing its Equality and Diversity Strategy. It does not cover every development within the institution but provides a broad picture of the areas of activity and the type of work undertaken. The data supporting the report is available on the Equality and Diversity pages of the University website or on request.
The University has published Disability, Race and Gender Equality Schemes with accompanying three year action plans which lay out the steps the institution has committed to take to promote disability, gender and race equality. This combined report constitutes an annual report for each of the three equality schemes which, during the course of 2008-09, will be combined into one single scheme. The creation of a single equality scheme reflects current guidance and the movement towards a more integrated approach to equalities embedded in the establishment of the Equalities and Human Rights Commission.

During 2006-07 the Equality and Diversity Committee continued its work with Pro-Vice Chancellor Professor Tony Lavender as its chair. In May 2007, Jenny Robson who was seconded to the newly created post of Equality and Diversity Manager in January 2006, returned to Kent County Council. Following a three month period with no incumbent in post, Moira Mitchell commenced as Equality and Diversity Manager in September 2007. Julie Wiater commenced as part-time Equality and Diversity (2 days per week) administrator in December 2007.

The structure of this report mirrors the sections of the equality schemes and details the progress achieved in 2006-07, which has constituted the first year of the race and gender action plans and the second year of the disability action plan. The three main areas covered in the equality schemes are organisational development (including impact assessment and consultation), staff and students. This annual report also includes information about progress made to promote equality for age, sexual orientation and religion and belief.
Organisational Development

Equality Impact Assessment

Action plan references: Disability B1, Gender B1, Race A2

Equality impact assessment is the analysis of the effects of institutional policies or practices to ascertain whether they have a differential impact on identifiable groups of people. In line with its legal duties, the University’s three equality schemes each identify the need to conduct equality impact assessments across the institution’s policies and procedures. The action plans prioritise the mapping and screening of existing policies to identify those with high relevance to promoting disability, race and gender equality. The plans also require the University to conduct initial equality impact assessments of all new policies.

In the initial round of equality impact assessments a group of staff were trained in conducting assessments and a range of high priority policies were selected. These included policies developed by the Human Resources, Student Services and Registry departments. These departments produced an index of relevant policies which were impact-assessed using a template developed by the Equality and Diversity Manager. An interim report on this process was produced for the Equality and Diversity Committee in May 2007.

The initial round of impact assessments identified a range of actions required to address the potential disadvantage that certain policies could cause to equality target groups. Whilst specific tasks have been undertaken by individual departments, a review will be required to determine whether the required changes to policies have been implemented. Impact assessments are yet to be conducted on a range of broader policies belonging to departments across the University.

The University is in the process of purchasing an on-line toolkit to support the skills development of those staff undertaking impact assessment. The Marshall ACM software provides guidance on best practice in conducting impact assessments, software to undertake the assessments and a database in which to store policies and update progress. This toolkit should enable staff in departments to conduct impact assessments on an ongoing basis without over reliance on previously trained staff.

Consultation with Staff and Students

Action plan references: Disability B, C6 and D7, Race A3, A6, C4 and C5
During the development of the equality schemes, consultation was conducted via focus groups and networks. Specific working groups were convened to develop each of the action plans. When the plans were published the Equality and Diversity Committee decided that the working groups should discontinue and an Equality and Diversity Delivery Group be established. This group met for the first time in November 2007. The remit of the group is to implement the University’s Equality and Diversity Strategy and to act in a consultative capacity to the Equality and Diversity Committee. The group contains representatives from across the University’s faculties and service departments.

The involvement of ethnic minority and disabled students and staff in the development of University policy are listed as objectives in the University’s disability and race action plans. Work which started during 2006-07 in the areas of age, sexual orientation and religion and belief has also highlighted the need to consult with these target groups.

The University has an Equality and Diversity Network which is publicised through the Staff Development brochure, Staffnet and by members of the Equality and Diversity Delivery Group. However attendance has been low and it is recognised that more creative ways of consulting with staff on equality issues must be developed in 2008-9. Work is currently underway to research and establish the aims and objectives of these consultative groups and networks.

Staff

Staff Development

Action plan references: Disability C4 and C7, Gender C1, Race C3 and C6

As laid out in its equality schemes and action plans, the University is committed to ensuring that staff are aware of their obligations under the Disability Discrimination Act 2005, the Race Relations Act 2000 and the Equality Act 2006. The plans stipulate that staff development opportunities promoting disability, race and gender equality should be developed. In addition to these requirements, the University’s equality and diversity training strategy seeks to promote equality in the areas of age, sexual orientation and religion and belief.

The Equality and Diversity Manager provides an Introduction to Equality and Diversity training session to all new staff. This training is not currently mandatory but staff are strongly encouraged to attend and attendance levels in 2006-07 have risen. As well as raising awareness, these  sessions often lead to further consultation between staff members and the Equality and Diversity Manager. The Equality and Diversity Manager also provides information and training sessions to individual departments by arrangement.

The Manager of Student Support provides a programme of training for both academic and support staff to ensure they are aware of their specific responsibilities regarding disabled students. In addition to these sessions promoted through the University’s staff development brochure, the Manager of Student Support responds to individual requests for training from departments. She also gives disability awareness training to some of the University’s partners who provide work placements for students. Through this work and the work of the Equality and Diversity Delivery group additional action in the area of placements has been identified as a priority for 2008/09 (see below). 

The on-line Equality and Diversity training module continues to be promoted via the staff development programme. As of March 2008, 182 members of staff have completed and passed the module. 

In June/July 2007 Heads of Department and Senior Managers participated in an equality and diversity “forum theatre” workshop run by STEPS Drama Learning Development. These were based on real-life scenarios from CCCU and were very well received. In January 2008, participants were asked to complete a survey about the impact the workshop had on them and their working practices. A key finding was that since the workshop, 67% of participants reported interactions with staff or students that had been influenced by their participation. These included examples such as challenging comments or assumptions made by other members of staff and realising the relevance of equality and diversity the staff appraisal process.
The University’s recruitment and selection training has been impact assessed to ensure it meets legislative requirements. In addition the University has developed further online training materials for recruitment and selection which contain a strong focus on equality and diversity. The Human Resources Manager and University Solicitor provided Employment Law training to staff in January 2007 covering age and disability discrimination issues.

As well as the specific planned equality and diversity training outlined above, during 2006-07 there has been a focus on embedding equality and diversity issues in the broader staff development programme. For example, assessment workshops have included issues relating to recognising and responding to disability needs and use of relevant assistive technologies.

Focus will remain on embedding equality and diversity issues so far as possible and ensuring that the development needs of staff continue to be met at all levels. However, there is a recognised need for greater emphasis on more targeted work within departments and to develop a set of good practice examples from within departments to support this work. This is reflected in the equality and diversity development action plan for 2008/9. 

Harassment: Dignity at Work Policy

Action plan references: Disability C9, Gender C2, Race C8
All three action plans highlight the fact that an effective Dignity at Work Policy can make a substantial contribution to promoting equality. The plans recommend that options for extending the range of support available to staff are explored and that the policy is made available in an easy-to-read format. In consultation with trade unions, a new Dignity at Work Policy has been drafted which incorporates the possibility for staff to make use of different forms of mediation. The policy should be implemented in the summer of 2008. 

Staff Survey

Action plan references: Disability C8, Gender C4 and C11, Race C7
The requirement for the University to conduct a large scale staff survey is identified in all of the equality action plans. Although a survey would not be limited to equality and diversity issues, it would be an important mechanism for obtaining the views of staff on the effectiveness of equality and employment policies and for identifying areas for improvement. It will also be used for providing more up to date and comprehensive monitoring information on staff from an equality and diversity perspective. In April the Senior Management Team agreed to proceed with the survey in late 2008.

Equal Pay Audit

Gender Action plan references: C7 and C9

The University’s Gender Equality Scheme action plan seeks to promote equal pay for men and women and to address gaps in available data relating to men and women as employees. The action plan recommends an equal pay audit which was first conducted in December 2006 and is currently being conducted again. Future work of the Equality and Diversity Committee and Delivery Group will include planning to take appropriate action to address gender issues emerging from this analysis.

Attracting and Retaining Staff from Equality Target Groups

Action plan references: Race C1 and C2 Disability: C1, C2, C3 and C5
Both the Race and Disability Equality Schemes identify the University’s Investors in People status as an important mechanism for attracting staff from equality target groups. The University achieved Investors in People status for the second time in March 2008. It was also reassessed to qualify to display the Two Ticks (positive about disabled people) symbol in April 2008. These symbols are displayed on the University’s recruitment and “working here” web pages to demonstrate to potential applicants that the University values its staff.

Like many universities, Canterbury Christ Church has low levels of staff declaring disability. It is difficult to know whether this reflects the actual numbers of disabled staff working for the University or their willingness to disclose. A review is underway of the support provided to disabled staff, including reasonable adjustments and how the employer’s contribution to “Access to Work” equipment is made. Revised information for disabled staff will be produced by September 2008. This will be disseminated to potential applicants to ensure they are aware of the support available.

Students

Raising equality and diversity awareness amongst students

Action plan references: Disability D5, Race C7

The University recognises the need to promote equality and diversity awareness amongst students as well as staff. The disability and race action plans stipulate that the on-line equality and diversity learning module for staff should be made available for students. This has been done and the module has been promoted to students via academic departments, the Student Support and Guidance web pages and their newsletter, Bob. Students who complete the module can receive a certificate which recognises this accomplishment. 

Improving the experiences of student on placement

Action plan references: Disability D4, Race B6, Gender D7

The vast majority of student placements are very successful but occasionally some students do encounter discrimination on work placements. Improving the experience of students on placement is an objective of all the University’s equality schemes which request that faculties review placement arrangements.

Monitoring potential discrimination in partner institutions is problematic and there is evidence that difficulties continue to be experienced by individual students. During 2006-07 the Equality and Diversity Manager has worked with specific departments to ensure that their placement arrangements promote equality. The Manager of Student Support has provided disability awareness training for placement providers in the health sector. The University Solicitor and the Director of Human Resources are also planning to include legal guidance for staff responsible for students on placement to their annual legal issues update workshop session.

Development of Support for Students with Disabilities

Disability action plan references: D1, D2 Race B6, Gender D7

In fulfilment of the disability action plan, the Disability Office (in Student Support and Guidance) has recruited a further member of staff (a Student Adviser for Dyslexia and Neuro-Diversity). Further awareness raising about the support available for disabled students is required across the campus network.

A multi-institutional research project funded by Aimhigher Kent & Medway investigating the psychological wellbeing of first year students is currently underway. The project is led by staff from the University and it is expected to produce data which will inform the structure and delivery of services for students with mental health difficulties. A new member of staff was appointed in October 2007 to work with students experiencing mental health difficulties and to promote awareness of mental health issues across the University.

Caring Responsibilities and Childcare Provision

Gender action plan references: D2 and D3

In line with the requirements of the Gender Equality Scheme, information provided by the University about childcare provision has been reviewed. Signposting to relevant local childcare facilities is now provided on the website. In addition an on-line survey has been instigated to gather information about the childcare needs of students attending the University. The information gathered from this survey will inform future policy in this area.

Student Recruitment and Admissions

The University’s widening participation and student retention strategies are key mechanisms for improving equality and diversity in the student body. In addition to the internal work of the Widening Participation Advisory Group and the four faculty Widening Participation Groups, the University is the lead institution within Aimhigher Kent and Medway and works with universities, colleges and schools across the county to widen participation. A Widening Participation Officer has recently been appointed to consolidate activity in this area. The University is also a member of the Lifelong Learning Network (Kent and Medway).

In relation to student recruitment, recent work has focused on increasing male applicants to health and education programmes and increasing applications from ethnic minority students and students from lower socio-economic backgrounds. Schools in London and Medway (via the Medway Compact) have been targeted to increase the number of ethnic minority applicants and the University has started a major two year project with Aimhigher to increase the number of male applicants. The Health and Social Care, Social and Applied Sciences and Education Faculties, through their widening participation groups, have been active in increasing the recruitment of ethnic minority and male applicants.

Accessibility

Action plan references: Disability A1, A2, A3, A4, A5

Improving the accessibility of the University was a major objective of the disability equality scheme and a large scale programme of work was completed in 2005. A substantial range of further specific works have been undertaken during 2006-07. These have included the construction of ramps, the installation of auto door operators and improvements to accessible toilets. Whilst greater accessibility has resulted from these works, problems do remain in certain areas, particularly in buildings not owned by the University (for example Newingate House).

The Augustine House Project is the development of a Library, Learning Centre and Student Support Centre which represents a major new development for the University. Accessibility has been a central concern since the inception of the project and consultation involved an Access Group and an accessibility consultant. Recommendations made by the group and the consultant have been incorporated into the building design. The accessibility consultant will remain involved with the project until its completion.

The disability equality scheme requires the University to implement procedures for the emergency evacuation of disabled people. The emergency evacuation of disabled students is the responsibility of Student Support Services. In 2006 the preparation of Personal Emergency Evacuation Plans (PEEPs) was subcontracted to the Royal British Legion Industries, who are experts in this area. More generally the emergency evacuation policy is currently under review by a group led by the Assistant University Secretary. 

A new content management system for the University’s website was purchased in July 2006. During the procurement process the web development team was assisted by an academic specialist in accessibility and usability to assess systems for accessibility.

Other Equality Strands

In 2006 the Equalities Act and the Age Regulations Act made it unlawful to discriminate against or harass someone directly or indirectly based on their religion or belief, sexual orientation or age. The legislation did not place the same legal duties on public bodies as legislation had for race, gender and disability so equality schemes do not have to be published. However this may change in the future and good practice guidance recommends that these strands are incorporated into equality and diversity strategies and schemes.  

During the course of the next year, the University will therefore work towards developing a single equality scheme which will cover all six equality strands: race, disability, gender, sexual orientation, religion or belief and age. In preparation for this, the Equality and Diversity Committee instigated working groups for religion and belief, sexual orientation and age equality.

Age

The age equality working group was tasked with producing a position statement about age equality for the University. The group gathered information about how age issues are addressed throughout the institution and consulted as to priority areas for the position paper. The position paper, presented to the Governing Body in July 2008, makes a series of recommendations about further steps that should be taken to promote age equality for staff and students.
The group found areas of good, proactive practice, for example within the Human Resources Department. It found some very positive examples in the University of the employment of older people, including staff who have retired from the NHS and want to work part-time. The position paper recommended increased monitoring and training in age equality for staff and that marketing and recruitment strategies include older people.

With regard to students, the paper highlighted the work of the Lifelong Learners’ Working Party (2005-2007) which has drawn together good practice regarding older learners across the institution. The paper noted that the University has impact assessed and amended its admission arrangements and its Under-18's Policy in light of age regulations. 

Religion and Belief 

Like the age equality group, the religion and belief working group was tasked to produce a University position statement.  The group completed its work in March 2008 and the paper will be presented to the Governing Body in July 2008. Through the paper the working group sought to clarify the relationship between the University and the Church of England as a Church Higher Education Institution. In particular the paper sought to demonstrate the means by which the University provides equality for staff and students of all faiths and of none.

The paper outlines the University’s commitments in relation to religion and belief and the specific steps it is taking to promote good relations (in particular good inter-faith relations). Recommendations for further work are suggested in a range of areas, including monitoring student data, assessing student recruitment processes and providing information about a wide range of religions.
Sexual Orientation

The initial sexual orientation working group made its recommendations to the Equality and Diversity Committee in May 2007. These included developing a policy statement on sexual orientation and ensuring that impact assessments include a consideration of sexual orientation. The group also recommended that the University should review its internet access policy, should join the Stonewall Diversity Champions Scheme and should consider requesting data on sexual orientation from staff and students.

In February 2008 the University became a member of the Stonewall Diversity Champions Scheme and held its first event in celebration of Lesbian Gay Bisexual Transgender History Month. This was a colloquium organised within the Faculty of Arts and Humanities and it will be developed and expanded next year. The University’s internet access policy has been reviewed by the Equality and Diversity Committee and amended.

A second working group is currently developing a position statement for sexual orientation which will in due course become a policy document. The Equality and Diversity Delivery Group discussed the implications of monitoring staff data for sexual orientation at its meeting in February 08. The group recognised that this is a sensitive area but recommended that the University requests the information (on a purely voluntary basis) for monitoring purposes. 

Data Monitoring

Data Tables to accompany this report are available on the Equality and Diversity pages of the University website or on request.

Staff 

During 2006-07 the proportions of staff in post in remained steady in relation to gender, ethnicity and disability. With regard to new staff recruited the following trends were noted:
Gender

The proportion of male to female applications remained approximately 60% female to 40% female which is consistent with past years and with the current staff in post proportions. Female applicants continue to do slightly better in terms of appointments (65% female against 35% male this year down from 70% against 30% in 2005-2006).

Ethnicity

The number of applications from BME applicants remained almost the same with the proportion remaining at 10.2% this year. As in 2005-2006 just over 21% declaring a no white ethnicity are short listed which is below the 32% for declared white or white other categories. 

The proportion of BME applicants appointed fell from 6.4% in 2005-2006 to 4.6% in 2006-2007. This could be in part due to problems relating to the global recruitment market and the need for work permits for employment in the UK. Applications (via web recruitment) received from countries outside the UK are proportionally high from BME applicants however work permit restrictions mean that applications cannot be progressed due to right to work in the UK restrictions. Changes to the regulations in 2008 may assist the University as employer to gain work permits on the basis of applicant’s skills and not nationality.

Disability

The number of applications from applicants declaring a disability was the same as last year at 63 with a slightly higher proportion at 2.3%. Although the proportion being short listed fell slightly the proportion being appointed doubled from 1.4% in 2005/06 to 2.8 this 2007/08. In addition of those short listed 46% were successful (44% for non academic staff and 50% for academic staff).

Staff Leaving the University
Slightly more female staff left in 2006/07 than male staff, (70% to 30% of the staff that left, compared to the overall staff gender distribution). The number of staff leaving of non-white ethnicity fell from 15 in 2005-2006 to 9 in 2006-2007, with the number of disabled staff leaving increasing by one from 3 to 4.
Student Recruitment and Admissions

In relation to undergraduate and PGCE recruitment the situation for 2006 entry is not significantly different to 2005. The main issues for the University continue to concern the number of male applicants enrolled not just on Health and Social Care and Education programmes but also on the other UCAS programmes. In relation to ethnic minority recruitment the numbers have continued to rise across all full-time undergraduate programmes and reflects the work that has been undertaken this year (both centrally and within faculties) and in previous years.

PGCE ethnic minority numbers have declined slightly this year and over time the University will need to ascertain whether this is part of a trend or a one-off. Last year’s increase in the number of students declaring a disability amongst PGCE students was not repeated but there were increases amongst UCAS and NMAS students. Although ethnic minority recruitment is good it is clear that some groups are better represented than others. 
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