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The University of Worcester’s Disability Equality Scheme has been built on the existing diversity and equality policies and practices and put in place further arrangements to meet the  requirements for all public sector bodies which came into effect from December 2006. This document has been revised and updated in the light of progress since 2006 and provides a context for the Single Equalities Scheme.   
The General duty under the Disability Equality Duty
The central aim of the general duty is to promote equality of opportunity between disabled and non-disabled people. The University of Worcester will have due regard to the need to:

· promote equality of opportunity between disabled people and other people; disabled people should have full opportunities and choices to improve the quality of their lives, be respected and included as equal members of society.  

· eliminate discrimination that is unlawful under the Disability Discrimination Act 1995 and include appropriate anticipatory action within the disability equality scheme 

· eliminate disability related harassment through a range of mechanisms including reviewing  anti-harassment policies to ensure that these are effective for disabled people and having a strong ethos/culture promoting disability equality

· promote positive attitudes towards disabled people  
· encourage participation by disabled people in public life

· take action to meet disabled people’s needs recognising that equality of opportunity for disabled people cannot always be achieved by treating disabled and non-disabled people alike

Introduction

The University of Worcester has made a commitment in the  strategic plan for the period 2007-2012 to build on its reputation as a high quality University, widely recognised for excellent, inclusive higher education.
‘The values of the University reflect a deep commitment to human equality and dignity, democracy and mutual respect.  We aim for equal opportunity and true inclusion in all our activities.  We promote active engagement with the community and fully accept our broad responsibilities to society. We believe that every individual matters and aim to help all our students, staff and partners make the most of their own rich human potential, as well as to benefit from the practical rewards which stem from higher education and learning.’ 

The current  strategic plan sets out the vision for achieving excellent inclusive higher education by focussing on these key areas.  

· an  outstanding student experience

· generating knowledge and promoting enterprise

· a first class university for the region 

· high achieving staff in a well led university 

· excellent facilities safeguarding the environment 

Our commitment to action as set out in the document has been informed by the views and opinions of those most affected – disabled people; disabled students, members of staff and others who connect with the University have had, and will continue to have, an important role in our disability equality scheme.          

Context

1. The University is committed to working towards an understanding of the social model of disability, not focussing on an individual's medical condition or impairment, but instead identifying the impact of disability in the structural, organisational, physical and attitudinal barriers that prohibit disabled people from achieving equality.

2. We have taken the legal definition of a disabled person as someone who has a physical or mental impairment which has a substantial and long-term adverse effect on his or her ability to carry out normal day-to-day activities. A physical or mental impairment includes:

· sensory impairments

· impairments relating to mental functioning, including learning difficulties/disabilities

· long term health conditions such as diabetes, epilepsy, HIV, cancer or multiple sclerosis

3. The values set out in the introduction have inspired UW to develop a supportive and positive culture that has already made a difference for people with disabilities. There is already in place 

· direct support for individual disabled students through the Disability and Dyslexia Service within Student Services, under-pinned by academic regulations that are flexible but rigorous.

· investment in campus services and facilities that provide a supportive, accessible learning and living environment 

· advice, information and support for staff who interact with students and others who are disabled through the web based Strategies for Creating Inclusive Programmes of Study (SCIPS), a resource primarily for teachers and trainers.

· all students can access study skills support and a mental health advisory service.     

· research to explore increasing accessibility of HE through collaboration in a centre for excellence in teaching and learning (CETL) focussing on inclusive learning support, and a National Teaching Fellowship award       

·  far reaching analysis of the HE subject benchmarks in relation to disability 

· a community prospectus that sets out the facilities available on campus and encourages their use by representative groups 

· a regional Life Long Learning Network, managed by the  University to increase access and provision of higher education for learners from sections of the community where there has been low participation; disabled people are a significant stakeholder group in this network 

· development of a other sites to meet expansion plans, including an innovative joint public/academic library  that will provide enhanced opportunities for people to participate in higher education; the  facilities are being designed to be fully accessible and will include  new learning technologies.  

4. Much progress has already been made in the higher education sector to promote disability equality. According to the Higher Education Statistics Agency (HESA), participation by disabled students in UK higher education has been steadily increasing and was 7.3% in 2007/08, increasing from 5.5% in 2003/04. Staff who disclosed a disability were 2.7%, an increase from 2.4% in 2003/04.
5. Within UW, our students who disclose a disability have increased over the same period and are now 8% of the total student body. Among our staff 4%  have disclosed some form of disability.   

6. This scheme has been developed to include the views of disabled students, staff, and other disabled users of the University such as visitors to conferences, parents at open days and graduation ceremonies, and users of campus leisure services such as sports facilities. 
7. The scheme is a key part of the University’s diversity and equality agenda. The first version of  the scheme was approved by the Board of Governors of the University and the relevant sub-committees including the Personnel Committee. The management processes of the University include Executive Management Board and Heads of Institutes, Departments and Services and information about activity across all the diversity strands is provided to enable them to monitor progress   The Diversity and Equality Committee, Health, Safety and Wellbeing Committee and the Joint Consultative Committee also have a role in reviewing the scheme and the recognised trades unions are represented on these groups. The Academic Board and its subcommittees for Learning and Teaching and the Student Experience, Course Approvals, Academic Quality, Research Policy, Knowledge Transfer and Innovation, and Ethics  have a role in ensuring that the academic aspects of the University’s function take into account the spirit, values and practical impact of the disability equality scheme.  Reports of progress of the scheme have been made to the Diversity and Equality Committee.        

The Disability Equality Scheme 

8. The involvement of disabled people  in developing the Scheme included the following;

a. An invitation attached to pay slips to all staff, especially those with a disability or a particular interest in disability issues,  to be involved in the formulation of the  scheme and to indicate their preferred method of engagement in the process

b. Surveys of staff and students, most recently in early 2010, specifically inviting those who are disabled to give their views about the University’s policies and procedures and where improvements could be made; this used the life-cycle model for students and employees from pre-entry to exit. The survey was anonymous and conducted using web-based survey and analysis tools. The feedback has been included in the action plan. 

c. Focus groups with disabled students and staff; the staff group included disabled people, those who taught disabled students, and trades unions representatives; the student group included disabled people from the community and was facilitated by staff who lead the support services for disabled students. The focus groups agendas were based on the life cycle model to give structure to the discussion.  Feedback has been incorporated into the action plan. 

d. A working group  developed the scheme composed of staff from the Personnel Department with specialist expertise in diversity issues, and from Student Services with experience of providing support to disabled students. One member of this group is disabled, and advice was also sought from a member of the University’s governing body who had in depth experience teaching disabled students.

e. Future plans for continuing and increasing the involvement of representative groups for disabled people are included in the action plan.                  

9. The arrangements for gathering information on the recruitment, development and retention of disabled employees have included the following sources;

a. Applicants for employment are asked to provide data when submitting their application forms; this data has been collected for several years and asks people to disclose any disability. This identifies the proportion of applicants who are disabled and those who are appointed, plus the stages in between so that reasons for excluding at any point can also be identified. Measures to increase willingness to disclose are included in the action plan.

b. New appointees are asked to disclose any disability and this is recorded as part of the staff record. Existing staff have been asked to update this and other items of personal data in 2006 and in 2009.  

c. The development activity for disabled people is monitored through the records of staff development that are held centrally and these are combined with personal data to show the participation rates. The action plan includes enhanced reporting and recording of this aspect of the scheme.          

d. The impact of pay and reward policies on people with disabilities is assessed using data from equal pay analyses.

e. Support for some individuals who are disabled is provided through the Personnel Department and can therefore be measured.
f. Casework in the form of grievance, harassment, discipline and performance improvement can also be monitored through the Personnel Department.

g. People who leave are invited to give feedback to the University through ‘leaver’s interviews’ where reasons can be discussed and recorded. The numbers who leave due to health and disability issues can be identified.         

10. Information about the educational opportunities available to and achievements of disabled students is available using the following sources;

a. Data from those who disclose a disability at registration, or later, enables us to access information on their subject choice, retention levels and any reasons for withdrawing.

b. Academic achievement and progress (the degree classification and award).

c. Specialist support and those who apply for the DSA are recorded through Student Services.

d. Career paths that develop after graduation can be tracked through surveys            

11. Information from users of other University services is sought by those who make arrangements for such events. This will be collected in a structured way and is an area for development within the action plan. 

12. The information has been used to review the effectiveness of Action Plans and prepare subsequent Schemes. Monitoring of the key items of information  measure progress of the action plan and, where appropriate, targets have been set using the baseline data.   

13. Initial assessment of the impact of policies and practices on disability equality and where improvements can be made was undertaken in the working group using two perspectives. We considered the ‘student experience’ looking at every phase from pre-entry advice to post-graduate support. We also examined the ‘employee experience’ from pre-application to leaver. At each of the phases we considered, in consultation with disabled users;

·  how a disabled person might be affected by the University’s policies and practices, 

· actions/modifications required to eliminate any potential disadvantage

· any positive action that could be taken 

Using these models enabled us to focus on the experience of the individual in the organisation and to consider the impact of current policy and practice at key stages. We have identified the student and employee experience as priorities, and will consider those policies and practices that are most relevant to this. There is a third group of people to be considered in more detail in the later stages of the action plan. These are the people who visit the campus for various reasons; as users of services and facilities, guests at official events, conference delegates and those who are providing services to the University through contracts.   

14. The Action Plan set out details of the steps taken to meet the general duty using the methodology described above. The first edition of this plan had two main priorities – to set out the action required to enhance  

· the student experience and 

· the employment experience 
of disabled people. 

Reporting on progress and embedding disability equality

15. Progress has been reported to the Diversity and Equality Committee each year, normally in December. This provided information about progress in the previous 12 months and helped to inform action for the succeeding year. This linked in with the planning cycle for the University as mid year reviews  take place at this time and early consideration being given to the operating plans for the following year. Interim reports have been made to other meetings of the Diversity and Equality Committee during the year.  The action plans have been published on the website and available to internal and external viewers          

Communications strategy 

16. In addition to the formal reporting lines above, individual departments are encouraged to develop local action plans to implement the University-wide scheme. Departmental meetings and ‘away days’ provided opportunities for this discussion. Internal methods of communication are under review and new mechanisms will take into account the needs of disabled people as well as reporting on the progress within the scheme.   

Training and Development 

17. Training needs are identified in the action plan for the relevant groups of staff and resources identified to meet these. The modes of delivery have been from internal and external trainers using specialist expertise and experience of disabled people where appropriate.          

Impact assessment timetable

18. The detailed priorities are included in the action plan and relate to the life cycle model for students and employees.  The scheme has focused on the following areas;

· Pre-entry activity for students and applicants for employment  in order to increase the proportion of people with disabilities who  apply to work and study in the University of Worcester   

· Recruitment and admissions; to increase the proportion of people who have disclosed disabilities in the employment of the University and registering as students

· Disability awareness for both staff and students (considered to be particularly important by those attending the focus groups)

· Access, services and facilities for those, other than students and employees,  who use the campus facilities and are disabled

· Progression and achievement of students and employees subject to initial impact assessment
Looking ahead

19. The current strategic plan is under review and will reflect the key challenges for the institution over the next  period, the most significant and relevant of these in relation to the scheme include; 

a. International and national economic, political and policy changes that affect higher education in the UK in general, and in Herefordshire and Worcestershire in particular; people with disabilities may be unable to enter higher education if student places are reduced.  

b. The current curriculum and course offer has attracted disabled people to study here; changes in subject areas and modes of study may have an impact.    

c. Improvements in the student experience to deliver increased levels of student satisfaction. The scheme has taken the model of the student ‘journey’ as its framework in order to address this issue.
d. Sufficient investment in improvements to the learning and teaching infrastructure, and the student support infrastructure. This aspect is central for disabled people. 

e. Completing the development of the City Centre Campus, the joint library and Riverside as accessible environments, significant for meeting the needs of disabled students and employees. Also, ensuring that aspects of the physical environment at St John’s are reviewed and improved. 

f. Maintain productive partnerships with the local community and other bodies that represent disabled people.  
PAGE  
2

