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1.0 Foreword to report for Council by Paul Curran

It is with pleasure that I present this first annual report on race equality to Council. There has been much activity, some of which took place prior to my taking responsibility for Human Resources and thereby race equality. I would like to thank Professor Adam Wheeler formally for his support and enthusiasm in taking this activity forward in its initial phases.

I have been impressed by the willingness of all staff to engage in this agenda and for actively supporting the work of the Impact Assessment Review Group as it strives to meet the University’s obligations under the RRAA. That said, there is much work to be done if we are to ensure the University meets not only its shorter term aims but also moves towards the longer term vision: ‘University of Southampton: Excellence through diversity.’
This report includes:

· Progress This Year

· Race Equality Action Plan 2004/05

· Monitoring

The detail of these three topics is encapsulated in the executive summary and there is a separate report from IARG, which will be presented by the Chair of the Group and lay member of Council, Mr Bob Purkiss.

A key challenge for Universities in enhancing equality and diversity lies in understanding the needs of staff, students, stakeholders and the wider community and addressing those needs in their policies and practices. This report outlines how we have addressed this challenge and charts progress.
Professor Paul Curran

Deputy Vice Chancellor

2.0 Executive Summary

It is clear that progress has been made during the 2003/04 academic year across the whole University. There has been clarification on accountabilities for implementing the policy and a clearer idea of how to progress the impact assessment exercise across an organisation as diverse and complex as the University. This has led to two major rewrites of sections of the race equality policy. In the coming years the University will be focusing its attention on the student experience.  In terms of the progress made against the action plan there has been considerable achievement.

Highlights include:

· Hosting of a public lecture marking Black History month

· Work of Schools and Services in their efforts in ensuring materials use inclusive imagery and language combined with a positive statement about accessibility of information in other formats/languages

· The training sessions held for senior staff and those with responsibility for achieving race equality.

· Work of the Impact Assessment Review Group (IARG) and the revised plan, now being progressed, for conducting the impact assessment exercise in ways which allow all those involved to feel supported and confident in what they are being asked to do.

· Achievements in monitoring to date which have led to the production of a baseline for staff against which progress can be measured.

· Partnership with Southampton City College and Portsmouth College on activities that raise aspirations, promote retention and progression with people who are black, ethnic minority, refugee or asylum seekers.

· Production of Guidance ‘Equality and Quality’ to support the impact assessment exercise in relation to the education of students.

· Study that revealed that people from the local community do apply for posts at the University in greater numbers than exist in the city of Southampton but are less likely to be short listed.

Work is still required to further embed the consultation across the University and facilitate people accessing groups for consultation purposes. Thinking is also developing on how to best publish results of monitoring and the progress made towards race equality as well as mechanisms for meaningful consultation.

There is a University wide action plan in support of the Student Experience that Schools and

Service contributed to. Progress has been made in relation to published materials, discussed earlier in the summary. There is a commitment to monitoring data to ensure there is no bias in processes such as admissions and that awareness raising at School/ Service level has been happening.  

There is a new Race Equality Action Plan for the academic year 2004/05, which takes forward the findings of initial investigations, enhances monitoring mechanisms and of course this is the first of two years of the impact assessment exercise. There has been appointment to the post of Race Equality Adviser in support of this activity based in the Staff Diversity Office, Human Resources.

Monitoring for staff is quite well developed across all the areas of diversity. In relation to race, key findings were that certain racial groups are less likely to be short listed than ‘White’ applicants, that only two percent of staff have a racial group of ‘Unknown’, with 18.5 percent recorded as ‘Information Refused’. There have been a total of three cases of racial harassment dealt with by either the Harassment Contacts or the Staff Diversity Office and six reports made to the city’s Multi Agency Group on Racial Harassment.

Turning to gender it is clear that in the Faculty of Engineering, Science and Mathematics fewer women apply for posts than in other Faculties and in the Professional Services. Men predominate in all the job families bar Community and Operations. Women in the job families of Management, Specialist and Administration and Community and Operations dominate the lower grades. Men make 75 percent of the total number of clinical staff and less than one percent of the nursing staff.

The representation of staff with disabilities has not significantly changed since November 2003 remaining at five percent. However, some 18 percent of staff have not made a declaration in this respect.  Only five percent of the workforce is under 25 and no academic staff are below 20. Most academic staff are in the age range 36 – 40 and the average age of support staff is 44. Just fewer than four percent of staff are over 61.

Monitoring of the student experience is less well developed, however there has been activity in identifying what is easily available and what requires further work to meet the obligations of the RRAA and the commitments in the Race Equality Policy.

3.0 Progress this year

3.1 Race Equality Policy

The race equality policy is considered a live document and one that needs an annual review to ensure that it continually reflects the obligations of the University and the responsibilities of every member of its community. This year there have been two notable changes. These changes occurred to reflect more fully the roles of Corporate and Marketing Services and Student Services as well as a change to the paragraph related to Suppliers, Partnerships and Collaborations. The relevant paragraphs were section 8.0, Accountability for Implementing the Policy and section 10.0, Impact Assessment and Function Review. Section 5.0, Existing data, has also been amended to include relevant information on the distribution of racial groups in the new job families structure and there have been minor amendments to section 7.0 to remove references to the launch of the revised policy approved by Council last year.

3.2 Progress on meeting the action plan for 2003/04

The relevant section of the race equality policy divided the action plan for 2003/04. Progress on achieving the actions is therefore reported in that format and is available separately to this report.  

What follows is a summation of the progress that has been made against each section:

3.2.1 Consultation and Feedback

Progress has been made on consulting with staff and students about their experiences of the

University through a variety of projects, for example the introduction of the diversity networks and the market research project, which elicited views from international students on choosing a University. This work will continue in a variety of ways; however there is a need to further embed consultation across the whole University community and facilitate people accessing groups for consultation purposes.

3.2.2 Publishing Arrangements

In terms of opportunities to participate in race equality events, there has been innovation in the poster campaign and it is for the first time that the University participated officially in Black History month by holding a public lecture. Schools/ Services are to be commended for their efforts in ensuring that materials use inclusive imagery and language combined with the positive statement about accessibility of information in other formats/ languages.

Areas where thinking is developing concentrate on how to best publish results of monitoring and the progress made towards race equality as well as mechanisms for meaningful consultation.

3.3.3 Accountability for Implementing the Policy

Many senior staff and those with responsibility for achieving race equality have attended training events, including the Impact Assessment Review Group. Tailored sessions have also been held by the Staff Diversity Office to meet particular requirements. There has been much discussion in relation to the purchasing practices pan University which have led to a rewrite of the race equality policy to better reflect the current position and purchasing being chosen as one of the key themes in the impact assessment exercise.

3.3.4 Breaches of the Policy and Complaints

A specific programme was developed with an external provider on investigating harassment complaints, incorporating issues pertinent to race. It goes some way to ensuring that those with responsibility for such matters have the skill set required to conduct investigation fairly with recommendations and actions that are clearly linked to the findings of any investigation. Complaint processes are monitored in a variety of ways, for example by the

Staff Diversity Office in relation to approaches to that office or through the harassment contacts. The Regulations Governing Student Complaints also detail a monitoring mechanism.

3.3.5 Impact Assessment and Function Review

The work of IARG is reported in a separate paper to Council. It can be reported that there has been much discussion and debate about how to take forward the impact assessment exercise and many iterations of the plan to one which enables all those involved to feel supported and confident in what they are doing. The revised plan, now being progressed, is a result of views expressed by those attending one of the training sessions and others’ views from related activity. There has been a recent appointment to the Race Equality Adviser post, which will greatly assist in progressing the plan in the forthcoming year.

3.3.6 Monitoring

A baseline against which progress on race equality for staff can be measured has been produced via the most recent version of the Workforce Planning Information booklet. There has been a reduction in the number of staff for whom racial group was not recorded from 26 percent to six percent. There was an initial investigation into the use of fixed term contracts against racial group that revealed that approx. 22 percent of staff declaring themselves as

‘White’ hold fixed term contracts as compared to 38 percent declaring a racial group of ‘non White’. The robustness of this finding is diminished by the number of staff recorded as having an ‘Unknown’ racial group or having refused to give that information. Further work is required in the coming year to investigate this finding in more detail.

Quantitative monitoring related to the student life cycle has been hampered by difficulties related to Banner. A template has been arrived at for monitoring student admission, attendance, progression, demand for services based on good practice and will be progressed in 2005.

3.3.5 Training and Career Development

This year has seen the introduction of methods to monitor the attendance at events organised by the Staff Development Unit (SDU) and the Centre for Learning and Teaching (CLT).

Guidance has been produced and issued to all tutors on the SDU programmes. These guidelines confirm the University’s EO policy, including that for race, and the expectations of trainers/ consultants to work within that framework. All courses organised by the SDU and CLT ensure that dietary needs are catered for where identified by the delegate and that, where prayer needs are flagged up, the timings of courses are adapted.

3.3.6 Widening Participation

The University has targeted programmes of outreach and partnership work with Schools and Colleges in the city and region that aim to raise awareness about higher education among under-represented groups. A new appointment in the Outreach and Partnership Team is working with Southampton City College and Portsmouth College on activities that raise aspirations, promote retention and progression with people who are black, ethnic minority, refugee or asylum seekers.

3.3.7 Learning, Assessment and Teaching

Academic Schools are expected to work within a policy framework about the education of students, a large proportion of which resides in the Quality Assurance Handbook. This, as well as other documents that cover key education policy areas, are to be revisited to ensure compliance with the race equality policy. An action plan has already been devised to take this work forward, as education is one of the themes for the impact assessment exercise. In support of this activity, guidance has been written entitled ‘Equality and Quality’.

3.3.8 Community Relations

Work to assist new international staff and their families settle into their new roles and environment has been developed. It is expected that there will be further work on the policy and practice of recruitment and selection with the introduction of a new recruitment unit within Human Resources. Work has started in advising local community contacts and job centres of the job vacancies available and details of the University website where all vacancies are advertised. A study of 24 posts advertised in the previous academic year indicate that people from the local community do apply for posts at the University in greater numbers than exist in the city of Southampton but are less likely to be shortlisted. The study revealed this pattern was repeated for nationally advertised posts. Further work is needed to confirm this finding.

3.3.9 School Action Plans

Schools/ Services were asked to contribute to a University-wide action plan around the student experience to counter feedback from Higher Education Funding Council for England, through the Equality Challenge Unit, that there was not enough evidence of a grounded plan on the student experience.

Actions were many and varied with 24 Schools/ Units and eight Professional Services contributing to the overall plan. Given everyone’s commitment in progressing race equality at the School/Service level it is not felt appropriate to single out any particular School or Service as having more merit than others. Suffice to say that progress has been made in some key areas, for example many Schools/ Services have reviewed their literature to ensure that it is inclusive in language and imagery as well as having the capability to be made available in different formats should a request be received. Similarly, there has been commitment to monitoring data to ensure that there is no bias in processes such as admissions, attainment and discontinuation as well as student complaints.  

Awareness raising has been an element with Schools/ Services inviting the Head of Staff Diversity to Boards and other meetings as well as lunchtime staff development sessions. Some Schools have also begun the process of identifying policies, procedure and practices that are particular to them in readiness for the impact assessment exercise.

The action plan extends to 41 pages and therefore is not submitted with this report to Council but it is available from the Head of Staff Diversity on request.

4.0 Race Equality Action Plan 2004/05

This action plan details what the University plans to undertake next year in the pursuit of promoting race equality over and above the activity related to the impact assessment exercise.

1. Utilising the consultation being conducted in relation to the impact assessment exercise, seek views on ways that facilitate staff from all racial groups getting together to discuss their experiences of University life, examining how they differ and what can be done to minimise adverse differential experience.  To take the information from the consultation and consider the most appropriate ways to set up such a network, identifying any barriers and mechanisms to reduce them.

Lead role – Head of Staff Diversity, HR

2. Continue the work to develop links with relevant clubs and societies to ensure that their members feel comfortable in coming forward to express concern and also are aware of the work ongoing to achieve true race equality in the University community.

Lead role – Head of Staff Diversity, HR

3. CAMS is organising a market research project to assess the impact on racial groups of the website, publications and activities involved in the student recruitment process.

Lead role – Management Information and Market Research Manager, CAMS

4. The International Office, CAMS, is preparing a questionnaire and focus groups to assess the impact of recruitment activities from the perspective of international students and will be an annual feedback process.

Lead role – Head of International Office, CAMS

5. External Relations is conducting a series of focus groups with alumni to better understand their perceptions of the University, communications with them and the alumni/ University relationship overall.  Inclusivity will be one of the factors analysed in the findings.

Lead Role – Head of External Relations, CAMS

6. ‘Student Marketing’ is planning focus groups for first year students as 6th form students to give feedback on the Undergraduate prospectus prior to its publication.

Lead role – Head of Student Marketing, CAMS

7. Schools will be provided with quantitative data drawn from HESA that will form the basis of race monitoring as part of more general equal opportunities monitoring.

Lead Role – Head of Admissions and Student Data Office, Student Services

8. The Annual Operating Statement (AOS) written by Schools/ Services will be the source document for embedding with it the qualitative reports that indicate how race impacts on the student experience. Race monitoring is one strand of the general equal opportunities monitoring that the AOS needs to incorporate.

Lead Role – Academic and Quality Standards Committee is responsible for ensuring that

Schools are taking ownership

9. The University will agree guidance to Schools/ Services on monitoring requirements that are mandatory and must be implemented immediately and those that can evolve through developing best practice over a phased period of time.

Lead Role – Head of Admissions and Student Data Office, Student Services

10. The Human Resources Strategy 2004 – 2010 commits to obtaining a baseline measure of how much staff understand and are committed to organisational goals by an employee survey and to a report in 2010 to measure improvement. The survey will include some measures related to racial groups.

Lead role – Director of Human Resources

11. A communication strategy will be devised to assist the University in ensuring that it appropriately reports progress on equality and associated action plans to the University community and beyond.

Lead role – CAMS and Head of Staff Diversity, HR

12. Consider ways to increase the number of people who declare their racial group during the recruitment and selection process.

Lead Role – Head of Resources, HR

13. Ensure that there is a consistent method by which to process and store data on applicants across Personnel Services.

Lead Role – Head of Resources, HR

14. Organise an information session for all HR staff inputting data for the recruitment and selection process to ensure there is an understanding of the need and importance of collecting the data as well as the mechanism by which to do this.

Lead Role – Head of Personnel Services, HR

15. Review processes by which data are retrieved from the HR database and the quality of the output.

Lead Role – Head of Resources, HR

16. Conduct a further study into the recruitment and selection decisions to ensure that processes are free from bias and discrimination.

Lead Role – Heads of Resources and of Staff Diversity, HR

17. Continue to develop a programme of diversity events that all staff have the opportunity to participate in and monitoring that participation.

Lead Role – Heads of Staff Development and of Staff Diversity, HR

18. Prepare a revised statute and ordinances for Senate, Council and the Privy Council to approve.

Lead Role – Directors of HR and of Legal Services

19. Ensure an appropriate monitoring mechanism to record the level and content of grievance and disciplinary hearings related to staff.

Lead Role – Head of Personnel Services, HR

20. To investigate further the initial finding that 38 percent of ‘non White’ staff hold a fixed term contract compared to only 22 percent of White staff.

Lead Role – Head of Personnel Services, HR

21. Consider the use of the vision for race ‘University of Southampton: Excellence through diversity’ as a strap line for job advertisements in developing the employer brand.

Lead role – Head of Resources, HR

22. Review the recruitment and selection procedures for the appointment of staff.

Lead Role – Head of Personnel Services, HR

23. Review the recruitment and selection guidance given to Schools/ Services for the appointment of staff.

Lead Role – Head of Personnel Services, HR

24. Continue to develop mechanisms to monitor applications and selection for training and development opportunities.

Lead role – Head of Staff Development, HR, Director of Centre for Learning and Teaching, Education and Information Systems Services

25. Develop mechanisms to monitor the take up of staff appraisal.

Lead Role – Head of Staff Development, HR

26. Develop mechanisms to monitor the promotion applications and success rates for staff at all levels.

Lead Role – Head of Resources, HR

27. Implementing best practice taken from HEFCE Review of Progress in Race Equality dated September 2004 which the University is not currently undertaking as well as ideas that are generated through discussion with the Core Dialogue Group, Impact Assessment

Review Group and through consultation during the impact assessment exercise itself.

This includes a series of articles in the Bulletin ‘A life in the day of ..’ as well as producing signage on campus that reflects the diversity of the community, is eye catching and easy to follow.

Lead Role – Head of Staff Diversity, HR

5.0 Monitoring

There has been an auditing exercise to identify what information is readily available, what requires further work and what is not available at all to ensure that the University is able to meet its obligations under the RRAA and commitments made in the race equality policy in relation to monitoring. The results of this exercise will inform the activity in the next year to ensure that progress is made in relation to monitoring of race equality for both staff and students. This section is divided into the two areas of staff and students.

5.1.0 Staff

Information with regard to staff has been produced for several years in the form of the Workforce Planning Information booklet. A copy of the most recent version, with the timescale brought forward to meet the December Council meeting is available on request. It is this data that will form the baseline against which future progress in race equality will be measured. Previous data reflected the former organisational structure and was prior to the job families exercise, making comparison difficult.

5.1.1 Race Equality

· In a study, undertaken by the Head of Staff Diversity, auditing the recruitment and selection of staff, it was found that 71 percent of those declaring a racial group declared they were ‘White’. ‘Asian/ Asian British’ were the second largest category at 14 percent followed by ‘Chinese’ at seven percent.

· The study reveals that 36 percent of those declaring their racial group as ‘White’ were short listed for selection to a vacancy, compared to 12 percent for ‘Chinese’ and four percent ‘Asian/ Asian British’. This implies that an applicant from the latter racial groups is less likely to be short listed than if they declared themselves as ‘White’.

· In terms of ratio, those declaring ‘White’ have approximately a three in five chance of being short listed, compared to one in 23 for ‘Asian/ Asian British’ and one in seven for ‘Chinese’.

· There is a greater diversity of racial groups for research and academic posts, possibly because these are advertised nationally.

· For posts advertised locally, mainly clerical and manual, there is a high representation of ‘White’ applicants. If that is compared to the local population of the city of Southampton, the University does attract a higher proportion of applications from all the racial groups other than ‘White’ represented in the city than are present in the city itself.

· For such posts, the majority of people short listed were ‘White’ which reflects the greater number of people applying from that racial group. Applicants declaring themselves ‘Asian/ Asian British’ are less likely to be short listed than their ‘White’ counterparts, although the numbers involved make the finding less significant.

· For academic posts advertised nationally, only one non ‘White’ person was short listed, the rest were ‘White’.

· For research posts, similarly nationally advertised, ‘White’ applicants were less likely to be short listed. Applicants from the racial group ‘Asian/ Asian British’ were significantly less likely to be short listed than any other group.

· Turning to the staff profile, the number of staff declaring themselves as other than ‘White’ is 18.6 percent with some 18.5 percent refusing to declare and two percent ‘Unknown’.

· Since the autumn of 2003, the Harassment Contacts have reported one incident of racial harassment. The complainant was a student, as were the alleged perpetrator(s).

· In the same period, the Staff Diversity Office has received two reports of racial harassment. Again both were from students and the alleged perpetrator(s) were recorded as a manager and the other unknown.

· The Office passed on six reports of racial harassment to the Multi Agency Group on Racial Harassment this year.

5.1.2 Gender

· Women account for some 47 percent of all applicants for vacancies and 57 percent of the appointments made.

· 26 percent of all applications for vacancies in the Faculty of Engineering, Science and Mathematics (ESM) are from women, significantly less than for any other Faculty and in the Professional Services.

· In ESM, eight percent of female applicants are appointed compared to six percent of males.

· Female staff made 37% of the Education, Research and Enterprise job family with the majority of both genders falling within level four. However, 39 percent of males are on level six or above compared to just 18 percent of females.

· 32 percent of female staff are in the Technical and Experimental job family with the majority of both genders on level three.

· 42 percent of the Management, Specialist and Administration staff are on level two b or lower and 88 percent of these are female. There is a more even balance in level six where women make 42 percent of the total.

· The split in Community and Operations is more even with 44 percent being male. Men do, however, dominate the higher grades in this job family at 66 percent.

· Men make up 75 percent of the total number of clinical staff and less than one percent of the nursing staff.

· The Staff Diversity Office has seen one complaint clearly linked to gender - that of equal pay.

5.1.3 Disability

· Five percent of staff have declared a disability with the majority of these in the Community and Operations job family. There is no significant change in this figure since November 2003.

· Some 18 percent of staff have not made a declaration despite being asked to do so and are recorded as ‘Information Refused’ and a further one- percent are recorded as ‘Unknown’.

5.1.4 Age

· Only five percent of the workforce is aged under 25 and there are no academic staff aged under 20.

· Most academic staff are in the age range 36 – 40.

· The average age of support staff is 44.

· 21 percent of the academic staff are over the age of 51, which is not significantly lower than that for the UK academic profession profile of 25 percent.

· Just fewer than four percent of staff are aged over 61.

There are no monitoring mechanisms for applications and selection for training and development, take up of appraisal, promotion application and success rates or on the frequency of disciplinaries and grievances. It is part of the Race Equality Action Plan for the academic year 2004/05 that these mechanisms will be put into place. The mechanism relating to the monitoring of recruitment and selection of staff will be improved.

5.2.0 Students

The monitoring of student information through the student life cycle is less developed than that for staff. It is proposed that:

· Student Services will be responsible for the issues to Schools of quantitative data drawn from HESA that will form the basis of race monitoring as part of more general equal opportunities monitoring.

· The Annual Operating Statement (AOS) written by Schools/ Services will be the source document for embedding with it the qualitative reports that indicate how race impacts on the student experience. Race monitoring is one strand of the general equal opportunities monitoring that the AOS needs to incorporate. Academic and Quality Standards Committee is responsible for ensuring that Schools are taking ownership.

· The University will agree guidance to Schools/ Services on monitoring requirements that are mandatory and must be implemented immediately and those that can evolve through developing best practice over a phased period of time.
In terms of the requirement to monitor the student experience as detailed in the RRAA, various guidance documents and the Race Equality Policy of the University, work has already started in identifying what is easily available and what requires further work. This process will continue.

6.0 Conclusion

This is the first annual report to Council in relation to equality and diversity monitoring, including that required by the Race Relations Amendment Act 2000. The report’s aim is to highlight the achievements and activity in taking forward race equality as well as to indicate areas that need further development or investigation such as the findings relating to the use of fixed term contracts and recruitment and selection practice. In every area of the race equality policy that had an associated action plan, progress has been made and it is to the credit of all those who contributed to that work that this is so.

This is very much seen as the start of achieving an inclusive and welcoming community in which to study and work and also as the basis for future work in the areas of disability and age, both of which have new legislation to be enacted in 2006.

Alongside this report, there is that related to the activity of IARG which Bob Purkiss is reporting to Council separately. The activity of IARG and others accountable for taking forward issues relating to race have been undertaken jointly and in the sprit of co-operation and mutual support. It is anticipated that this close working will continue as the impact assessment exercise gathers momentum.

