30 April 2007
Gender Equality Duty

Background to the Gender Equality Duty

1. The gender equality duty comes into force in April 2007 and is the biggest change in sex equality legislation in thirty years, since the introduction of the Sex Discrimination Act itself.  It  has been introduced in recognition of the need for a radical new approach to equality – one which places more responsibility with organisations to think strategically about gender equality, rather than leaving it to individuals to challenge poor practice

2. The Equality Act 2006 amends the SDA to place a statutory ‘general ‘ duty on all public authorities, when carrying out their functions, to have due regard to the need:

· to eliminate unlawful discrimination and harassment

· to promote equality of opportunity between men and women

3. To support progress in delivering the general duty, there is also a series of ‘specific duties’ which apply:  

· To prepare and publish a gender equality scheme (GES), showing how it will meet its general and specific duties and setting out its gender equality objectives.

· In formulating its overall objectives, to consider the need to include objectives to address the causes of any gender pay gap.  

· To gather and use information on how the public authority's policies and practices affect gender equality in the workforce and in the delivery of services.

· To consult stakeholders (i.e. employees, service users and others, including trade unions) and take account of relevant information in order to determine its gender equality objectives. 

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

· To implement the actions set out in its scheme within three years, unless it is unreasonable or impracticable to do so.

· To report against the scheme every year and review the entire scheme every three years
The University of Worcester and gender equality

4. The University’s new strategic plan for the period 2007-2012 sets out the aims, values and ambitions; the principles of inclusion and promoting equality of opportunity are central to its mission. The following sections of the plan are directly relevant to the gender equality duty and provide evidence of an enduring and sustainable commitment.   
‘Over the next five years, the University of Worcester will build on its fine reputation for providing excellent, inclusive higher education. As it does so, the University will become an ever more dynamic engine for social, economic and cultural development in the region1, particularly recognised for creative, high achieving work with partner organisations and for promoting opportunity in an equal, inclusive way’
‘The University’s values provide the framework for our future development.  Our work is inspired by 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 sustainable development and active engagement with the community and fully accept our broad responsibilities to society.’
Among the University of Worcester’s key ambitions are:
· Provide excellent, inclusive higher education with first class student care and facilities, and outstanding opportunities for learning for local, national and international students;

· Play an outstanding part in the economic development of the region and to the growth of the knowledge economy, in partnership with employers and strategic partners;

· Make an internationally renowned contribution to the development of the education, care and support of children and young people;

· Be an excellent employer, encouraging staff to maximise their achievement and fulfil their potential, whilst ensuring that individuals are treated with dignity and respect; 

· Develop the University’s physical assets to provide excellent facilities and opportunities for students, staff and the wider community, in ways which promote and champion environmental sustainability;

· Create a new joint University-Public Library and History Centre, which will provide an outstanding facility based on a new model of inclusion and co-operative partnership;

We will continue to develop our family friendly policies which can assist staff with caring responsibilities. We will remain committed to supporting staff to achieve a positive work-life balance. Flexibility in working patterns will be provided and promoted wherever appropriate. 
We will continue to develop new opportunities for career development and personal achievement for all staff.  All members of staff will have access to University schemes and mechanisms which promote a culture of achievement and excellence. In addition to the existing promotion schemes, we will offer further systematic opportunities for staff to obtain relevant qualifications to enable them to use their professional skills to further enhance the experience of students. 
The University will develop further its position as a single status employer, ensuring that this concept is embedded in staff conditions of service. It will ensure that, in its mechanisms for consulting with staff, the views of all staff are collected and carefully considered.

As well as helping academic staff to contribute to their full potential the University will create systematic opportunities for staff working in such areas as academic support, administrative and professional services, student welfare, marketing, business promotion, finance, facilities and learning and information services to contribute directly to the University’s teaching and learning, when appropriate.

5. The University has had a long term commitment and a successful  record across a range of diversity issues; policy has been translated into practice.

 A few of the highlights are;

· A comprehensive statement of diversity affecting all its functions in place since 1995, and revised in the light of new law and improvements to best practice.
· A  Diversity and Equality Committee established since 2000  with all stakeholders represented, including staff, students and governing body; reports are made to the key management committees and the Board of Governors
· Strong commitment from senior managers to the policy and practice; the Vice Chancellor is chair of the Diversity and Equality Committee, and other senior managers also attend
· National recognition of the support for students with disabilities through the award of a National Teaching Fellowship and leading the development of a centre for inclusive learning as part of the HEFCE funded initiative ‘centres of excellent teaching and learning’       

· An annual diversity conference, in partnership with the local race equality council and other public sector bodies which welcomes delegates from all sections of the community

· ‘Dignity at work and study’ policy and procedures to provide support for those who consider that they are experiencing harassment and a network of first contact advisers
The scope of the GES for the University has been extended to include the needs of Lesbian, Gay, Bi-sexual  as well as Trans-gendered people (LGBT).  

Remit and functions of the University
The Student experience - Learning and teaching

6. The University will continue to provide high class learning opportunities. The numbers of students are due to increase by over 50% in the next 5 years. It is likely that much of this increase will be drawn from groups where higher education is a new experience; the work of the Life Long Learning Network will be a significant point of access for these students.

7. The gender balance of the current student population is 75% women and has been at this level for some years. The other significant feature of student population is the percentage who are categorised as ‘mature’ learners, which is approx 60%. This raises issues for the University as men are a minority group, and for meeting the needs of a large group of women learners. Information from national sources would indicate that women are still the main ‘carers’ for family members, and that men who study wish to continue with some form of paid employment.  This has implications for the modes of delivery of HE courses, and student retention.  We have been and will continue to monitor the retention patterns and achievement of students by gender.     

8. During the consultations for drawing up the GES, academic staff discussed their experiences of dealing with small groups of men in classes where women were numerically predominant. This has implications for the learning and teaching strategy and the underpinning staff development. The provision of student support services also requires consideration. These issues are included in the action plan that supports the GES.

9. The curriculum offer within the University would appear to be particularly attractive to women students’ . The gender balance for Year 1 students in each main subject area is shown below; education and health are still the most popular subject areas for women.  
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10. This gender balance may be a reflection of the early educational experiences of men and women. The University accepts that it has a role in providing advice and information to men and women through its work in widening participation, schools liaison, pre-entry and in-programme career advice.    

11. The University has strong links with several educational partners, many of which are further education colleges and therefore required to consider their own GESs. Student learning also takes place in other public sector settings – school, hospitals and local authorities where the gender equality duty will apply. The GES for the University will ensure that these organisations take into account the needs of students undertaking work based learning.  Those which are not ‘public sector’ settings will also be considered within the University of Worcester’s  GES. 

Research, consultancy and scholarship

12. Our approach to research, scholarship and consultancy is set out in the Strategic plan and will derive from the curriculum strengths
‘Promote first class scholarship, research and knowledge transfer,

the great proportion of which will be applied and practical in character;

To create a research and practice informed teaching environment, for

the benefit of students and the wider academic, professional and public good’ 
13. We are aware of the national debate in higher education concerning gender issues in research, and the need to ensure equity of access/support for men and women to undertake research. The guidance relating to gender for the Research Assessment Exercise will be applied, and we will continue to provide the training and support for staff to undertake research supervision. The University’s Professoriate is growing and has an equal gender balance currently.
The staff experience - Employment 
14. the University employs approx 700 people on ‘core’ contracts. The gender balance is 65% women and 35% men. The distribution within the pay bands is shown below. 
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15. It is interesting to note that;

· In all the pay bands except Band 9, there is a greater % of women than men

· The LLS for senior staff is evidence that women have been able to reach senior level posts     
Comparison with national data for higher education and other public sector bodies shows that this is an unusual gender/pay distribution; typically the % of women in higher bands is lower than men even where the overall gender balance is predominantly female.   

16. Action to continue to monitor the impact of job evaluation and promotion schemes is identified in the GES action plan. Equal pay analysis will be conducted annually, reported to the relevant bodies, compared with relevant benchmark organisations, and action taken where appropriate.  Impact assessment of the first two years of the reward strategy has been undertaken and indicates that similar proportions of women and men have applied and been successful.
17. Recruitment and selection of staff is subject to impact assessment and evidence to date indicates that the % of men and women who apply is proportionate to the overall gender balance within the organisation; and that this remains constant at shortlisting and appointment. There is a gender preference along subject lines, with higher proportions of women applying for academic posts in health and social care, and early year’s education. This has implications for the subject areas and action has been identified in the GES action plan to attract a more equal gender- balanced applicant pool. Feedback from the consultation process of the GES indicates that pre-employment information needs to be reviewed.  
18. Monitoring for LGBT status will be optional for applicants and we hope to encourage a high level of disclosure. We plan to seek accreditation for our employment polices and practices through Stonewall.           

19. All employees participate in annual reviews of their performance and identification of any development needs. This scheme has been revised recently and the GES action plan sets out how it will be implemented and monitored. Involvement in staff development will be subject to impact assessment, annually. Probation and mentoring schemes are in place and sensitive to gender issues.
20. UW has a significant proportion of staff who work part-time, just over 30% of the total.  46% of those staff who work part time are Band 7 or higher which is evidence that part time work in UW does not equate to ‘low status’.  The majority of part time staff are women, including several at senior levels including the Directorate.  
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21. Part time employment is not limited to women; of all the men employed in UW, 21% work part time (of all the women employed, 39% work part time).  Part time work has been supported through flexible working options recognising that both men and women have ‘carer’ responsibilities for family members. 

22. Maternity, paternity, adoption and parental leave provisions in UW have been increased above the legal minima. In the last three years all women taking maternity leave have returned to work following the end of the leave period. Childcare in the form of the on-site nursery and the scheme to supply childcare vouchers has been provided for staff; women and men have taken up these options. Further improvements to these provisions and improved communication form part of the GES action plan. 
23. The health and wellbeing of people – students and staff - is a priority for the University. We will provide relevant gender specific advice and information as part of our health promotion remit and our new occupational health provider is well briefed on these requirements. Sickness absence is monitored and will be analysed for any gender specific differences or trends.  
24. The provision of facilities for staff is included in the GES action plan and will be subject to impact assessment for gender issues. 

25. People who leave the employment of the University attend leaver interviews and this provides an opportunity to raise issues related to gender, and sexual orientation. Reasons for leaving are also subject to impact assessment for any gender differences.

Community involvement

26. The University has a strong commitment to the communities and to the region. The strategic plan makes this explicit and our new community prospectus sets out the facilities that we offer.    

27. We recognise that people have other forms of relationship with the University and its facilities. We will continue to develop the campus in St Johns, and the new site in the city centre, to be open and welcoming to all sections of the community. Community groups that represent gender-specific activities will be welcome; we have already been host to women’s groups wishing to use the sports facilities. 

28. The new library development in partnership with the City and County Councils will be open to community and academic users and will the first of its kind in Europe.       

Procurement
29. The recommendations within the GES Code of Practice will be adopted for procurement arrangements and subject to monitoring. 

30. We have already undertaken initial screening of potential suppliers to the new library project which included an assessment of their diversity policies and practices from information they provided.    
Consultation for the GES

31. The staff survey in 2005 had asked a series of questions of staff about their experience of equality and diversity issues. These results had been considered in the Diversity Committee and the following conclusions reached;

Equality and diversity; employees feel that they are treated with dignity and have not experienced any career detriments based on gender, ethnicity, religion or sexual orientation. The majority of respondents feel that the University has a commitment to improving equality of opportunity for all staff, and that age and disability have not affected career development. While the majority are aware of the policy relating to dignity at work, 42% did not, despite recent publicity and launch of the new guidance. 57% of respondents neither agreed nor disagreed about whether they felt the university took effective action in cases of bullying or harassment. The proportion of those agreeing/disagreeing was equal
Work life balance; employees have been able to modify hours for personal reasons, managers are supportive of outside life and flexible working is meeting their needs. Future development areas might include the ability to work from home; annualised hours and career breaks.
32. The provisions of the GES have been discussed in the Diversity and Equality Committee which is composed of a representative body of staff. 
A small working group, including student representatives, was formed to discuss the approach to be taken. This included an explanation to all staff and   an invitation to attend focus groups for gender issues and for LGBT specific issues; this was lead by a member of senior staff who has disclosed their sexuality as LGBT.    
33. The major findings from the focus group consultation have been included in the action plan and in summary are;

LGBT issues – to provide more information for applicants about the University’s diversity policy as it applies to LGBT issues; to seek accreditation from Stonewall as a means of highlighting that people who are LGBT are welcome to apply and to encourage current  staff to feel supported, especially those in more junior posts; to ensure that recruitment and selection procedures are relevant; to provide training for mentors in LGBT issues; to identify one of the first contact advisers as an LGBT contact; to identify a  counsellor for LGBT issues; to establish a LGBT network for staff and students.

General gender issues – ensure that pre-entry information encourages women and men to apply; revise any job titles that might be indirectly gender specific eg cleaners and porters; continue to scrutinise person specifications for any gender bias; remove the names from application forms before shortlisting to remove the potential for gender bias; provide examples of men who have made use of flexible working to support their carer roles; consider other ways to communicate the range of work life balance provisions and the dignity at work and study procedures; ensure that staff facilities are equally available to women and men, and that any special conditions are recognised and provided for.                    

34. Further consultation will be undertaken as the GES is developed and this will include the trades unions through their membership of the Joint Consultative Committee and the Diversity and Equality Committee. Staff are also represented on the governing body where the GES will be approved and subsequently reviewed.

Impact assessment
35. The priority areas for impact assessment have been and will continue to be as follows;

a. Staff and student recruitment; to ensure that the policies and practices provide equity of access to women and men to work and study within the University

b. Progression and achievement; to ensure that  the policies that affect student and staff progression provide equal opportunity to men and women; this includes learning, teaching and assessment policies for students; this includes staff development, performance management and reward for staff, including equal pay for work of equal value.

c. Facilities and services; to ensure that services are accessible for women and men and that any specific needs for one gender are recognised and addressed; to assess the effect of changes in flexible working.           

The Action Plan

The action to be taken under the GES is being developed to reflect the priorities identified above.        
Reporting on the GES
This will be annual to the Diversity Committee, the JCC, the senior management team and the governing body.

Review of the GES

This will be every 3 years

