
Results from the staff survey on equality and diversity matters

1. A survey was sent to all staff in 2011 in order to collect views about the current approach to diversity and equality and future priorities. This paper summarises the results and includes some proposals for action.

2. Further analysis of the qualitative responses will be undertaken, and this plus the quantitative data will be used to inform the draft ‘Single Equalities Action Plan’.

3. The number of participants was 200, out of a potential core staff of 850, so the response rate is 24%, lower than had been hoped. Of those responding, over 57% were support staff which is a slight imbalance towards support staff. The grade levels of those who responded to the question about grade level were representative of the whole institution. 
4. The survey attracted a high proportion of disabled people at 19%, this compares with 10% of those who have disclosed a disability in the staff census of 2009. This may be a result of under-reporting in the staff census, and people may have felt more comfortable disclosing in the survey which was anonymous.  Of those who identified themselves as disabled in the survey, nearly half had told their colleagues of their condition.  
5. We asked about LGBT status and had a high response rate, only 4% ‘preferred not to say’.  9% of respondents said they were either bisexual/gay/lesbian and this is higher than the % who disclosed in the staff census. This may be under-reporting in the census and it’s still a relatively new category within the census so over time we might expect more to disclose.  More than half of those who disclosed LGB status were ‘out’ at work, two thirds did not think it was necessary to be ‘out’ at work, and one third felt unable to be ‘out’.     
6. We asked about religion and belief and 45% were ‘Christian’, 43% were ‘none’, with a range of smaller %s for other faiths.
7. The % of Black and Ethnic Minority respondents was low at 2% and this is an aspect of the survey that needs further action. We will arrange a focus group for staff who have an interest in BME issues and hope to gather more information using this method and invite an external facilitator to collect the feedback.    

8. Other aspects of the respondent population that matched those of the whole organisation were;

· Gender = 65% female

· Fulltime = 70%

· Age profile was similar

· Length of service was similar in most categories; there was a higher % with more than 10 years service responding to the survey than in the whole workforce.  
9. In response to the general questions about awareness of the ‘protected characteristics’, most of those completing  the survey were familiar with age, disability, gender, race, religion, sexual orientation, pregnancy/maternity. There was less awareness of transgender and marriage/civil partnership.

10. Responses to ‘From my experience, I believe that this University is committed to ensuring all staff, students and visitors are treated with equal dignity and respect’ were overwhelmingly positive. The  negative remarks  related to; support during pregnancy, toilets for disabled people in one of the buildings, smokers being unfairly treated, too much support for people with protected characteristics, and  too much publicity about the issues. 

11. Comments about any difficulties which  might face particular groups of staff members/students included;

a. Issues for disabled people;  access to certain buildings, automatic doors not working, teaching  rooms being changed part way through a module, study support for staff who are also students
b. Race, ethnicity and international students; lack of cultural diversity in the region affecting the international student experience and how can we increase the global citizenship for ‘home’ students.

12. Questions about processes and policies elicited the following responses, expressed here as %. This table provides some useful indicators as to where future action can be directed, and several of the items are already under review in other forums, for example the appraisal scheme. The Catering User group will be alerted to the concerns raised in the survey.       
	From your experience and/or observations, how well do you feel that the following University processes, activities or facilities meet your equality and diversity needs?
	Good
	OK
	Poor
	NA

	Job application & interview process
	80
	12
	2
	6

	Flexible working policies and procedures
	73
	16
	5
	5

	Accessibility of official communications from the University
	65
	22
	6
	8

	Staff development
	63
	23
	8
	4

	General equality and diversity promotional materials
	60
	18
	9
	11

	Individual adjustments made for disabled staff
	58
	8
	2
	32

	New staff induction
	57
	25
	6
	11

	Personal workspace (PC, desk etc)
	57
	24
	13
	6

	Physical environment
	56
	28
	9
	6

	Parental /maternity, paternity & adoption policies and procedures
	54
	9
	1
	34

	Occupational health & Staff Counselling
	52
	16
	6
	26

	Impact of employment policies and procedures on disabled staff
	50
	7
	3
	38

	Pensions
	50
	24
	5
	20

	Disabled Parking
	49
	18
	3
	30

	Access to advice and support in relation to disability issues
	49
	14
	4
	33

	Appraisal
	48
	28
	12
	11

	Catering options and facilities
	45
	31
	15
	9


13. Very few respondents reported personal experience of unfavourable treatment based on protected characteristics, there was a slightly higher % reporting of ‘witnessing’ such treatment of others based on age, race and disability. A few of the qualitative comments indicated that younger staff considered they were experiencing age discrimination, or that others had witnessed this. 
14. Bullying and harassment 
There was a significant increase in awareness of ‘what to do’ compared with the last survey in 2005 when 42% of respondents did not know where to go for assistance. One of the priorities for the Single Equalities Scheme action plan will be to take steps to increase the confidence levels in using the procedures.
15. Promotion and career development 

 The answers here show that we need to address perceptions about the contribution pay schemes and provide more information about the outcomes. The impact assessment that is reported each year to the Diversity and Equality Committee provides reassurance that the schemes are providing equal opportunities across all the protected characteristics, but staff are not generally aware of this. 
16. Work life balance

These responses indicate that two thirds of the respondents feel able to balance their work with other activities and that their managers support them in this. This was a strong feature of the 2005 survey and appears to be continuing.    

The responses to the question ‘There is real commitment here to continue to improve performance on diversity and equality’ were positive and reflect confidence in the institutional commitment to diversity and equality.  The new Single Equalities Scheme will help us to address areas of concern and to build on the strengths of the current approach.
