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1. Foreword to report for Council by Caroline Thomas

This is the second report to Council in relation to the University’s obligations under the Race Relations Acts and also in monitoring the staff and student experience.  It is my first report to Council the first having been made by Professor Paul Curran who I would like to thank for his commitment and enthusiasm for racial equality and diversity more broadly.  I, too share this commitment and enthusiasm.  I am delighted to be the sponsor of the Diversity Learning Programme which was launched on 23 November 2005.  This Programme will enable all staff to have the opportunity to participate in events to develop their understanding of the importance of diversity to the University, and their role in ensuring the University is a welcoming, inclusive and productive working and learning environment for all.

This report follows the template of the first with sections on:

· Progress This Year

· Race equality Action Plan 2005/06

· Monitoring

I hope you will find it an interesting read and, considered alongside the report by the Impact Assessment Review Group, one which demonstrates the seriousness with which the University is taking its commitment to its values of inclusiveness and openness.        

Professor Caroline Thomas

Deputy Vice Chancellor

2. Executive Summary

This year has seen increased activity related to the impact assessment exercise and this has been the focus of much of the activity and is reported separately in the report from the Impact Assessment Review Group.  Despite this, a lot has been achieved in connection not just with race equality but also diversity more broadly.  There are synergies between the actions detailed in this report and the work of the race impact assessment exercise and wherever possible those responsible have worked together for the achievement of both.  

This report briefly describes the work that has been undertaken to meet the actions committed to in the report to Council in December 2004.  It cannot convey all that has been achieved but attempts to highlight the key areas of progress.

In the field of employment, there has been the introduction of a new post, Head of Recruitment, and one aim is to develop a recruitment service where it can be demonstrated people are appointed on merit regardless of any personal characteristic. There has been activity to ensure a diversity charter and associated learning programme can be delivered in this academic year.  There has been progress on monitoring and for the first time data is available on equality of pay and the level of grievance and disciplinary complaints.  An international campus project has seen some welcome changes to signage, a wider diversity of products available at the Student Union shop and the introductions of halal food in catering outlets across campuses.  Alongside this, there has been the very successful ‘Day in the life of’ series featured in Bulletin.  

There are a number of actions that have been committed to in this academic year related to employment and most notably for this report is the Diversity Charter and associated Learning Programme.

Turning to the theme of education, Student Services have been taking forward the work relating to the educational experience students receive with Schools.  There has been a review of the generic framework of quality assurance polices and work has begun to encourage Schools to take ownership of race related issues within their own educational contexts.  

Other work in 2004/05 has included the ‘good practice checklist’, a review of generic policies and procedures, development of new policies and procedures, an education theme day was held as part of the impact assessment exercise, and Schools have been asked to reflect on how they are addressing race issues through their annual operating statements.   

There is an action plan taking forward the activity related to education in the 2005/06 academic year and includes continued review pf policy and procedure, including related to academic integrity, support for Schools in assessing the impact of local policies and review of the information provided by School in their annual operating statements.  There is also a commitment to student monitoring.    

Corporate and Marketing Services commissioned a number of surveys as part of their work on the impact assessment exercise.  These indicated that the University is generally viewed as welcoming and inclusive.  There was feedback that the University should demonstrate its commitment to race equality rather than simply stating it.  Parents were found to be highly influential for some students.  There was praise for the marketing literature in its realistic portrayal of diversity at the University.  International students main reasons for studying in the UK range from improved career prospects to improvement of English and quality of education.  

The work CAMS undertook led to the production of six goals for taking the work forward in coming years which are:

· To ensure that all published material is inclusive in language and imagery.

· To ensure that all activities are inclusive and take into account the University’s diversity goals and commitments.

· To ensure that all policies/ strategies incorporate the University’s diversity goals and commitments.

· To ensure all partners in marketing activities recognise and support the University’s goals for diversity and inclusivity.

· To monitor the effectiveness of CAMS activities and services and to assess the impact on diverse groups.

· To publish the results of assessments and monitoring.

There have been improvements to the collection of data around employment with some being made available for the first time in the report.  

There has been a comparison of the University against HESA data for ethnic group and this found that the University has a similar profile to the Russell Group but has a higher international profile than exists in other Universities in the locale.  The University has some 8% of staff who have declared an ethnic group other than White and the majority are in the Education, Research and Enterprise job family.  This reflects the monitoring outcomes of last year.  

For gender, analysis was undertaken on academic promotions.  This found that a lower percentage of women apply for promotion than the profile in Education, Research and Enterprise job family however they are more successful when they do apply than men.  Another study looked at the Science, Engineering and Technology (SET) disciplines and it found that in the higher job levels there are fewer women than men.  Again in SET disciplines, a study into recruitment of staff found that women have similar to chances to men when it came to being short listed.  The study also found that the chances of being short listed more than halved if a work permit was required regardless of gender.  The Equal Pay Audit revealed that overall there is no gender based equal pay gap within job family level.  It was found that there is a 20% difference in the average starting salaries between men and women.  

The number of staff who declared a disability has decreased last year albeit slightly.  The Equal Pay audit discovered that those who have declared a disability earn on average 8% less than those who have not made such a declaration. 

The majority of staff in the Education, Research and Enterprise job family are in the age range 31 – 40.  More significantly however is the aging population of Management, Specialist and Administration job family where 40% of staff are aged 46 or over.   

In terms of staff with caring responsibilities, the academic promotion report found that those declaring caring roles have a lower success rate at the shortlist stage and are less successful at interview.  The audit of recruitment in SET discovered that men were more likely to indicate responsibility towards elder care or people with disabilities compared to women who declare childcare responsibilities.  

Analysis of the exit questionnaires show that the single most common reason people leave the University is career prospects with the second most common factor being job satisfaction.  It is also of note that when rating workload management 42% of those completing an exit questionnaire felt it was good and a further 26% rated it as excellent. 

This year saw the correlation between the number complaints of harassment and the time of year persist with complaints increasing in the autumn and gradually declining to summer.  Fifty three staff took advice on harassment complaints in total during the year.  The mediation service saw six referrals, of which three were referred to full mediation.   There were three formal grievance complaints and sixteen disciplinary hearings, of which one concerned racism.   

3. Progress this year

3.1 Race Equality Policy

This year there have been no major changes to the Race Equality policy to report and although during the impact assessment exercise it was given a high priority, it was clear during consultation that the policy was appropriate and met with the needs of those it is aimed at.

3.2 Progress on meeting the action plan for 2004/05

In all last year there were twenty seven commitments to action that could be divided across the areas of employment, student experience and marketing.  This report summarises the activities under each of those themes to ensure the actions were progressed. 
3.2.1 Employment

The actions of employment fell into four distinct categories and each is reported on separately.

3.2.1.1
Recruitment and Selection

The Human Resources Department recently appointed to a new post, Head of Recruitment.  The role involves the development of a recruitment service that is fair, transparent, consistent and flexible enough to ensure the University recruits staff on their merits and regardless of any personal characteristic.  At present there is a full review of the processes and the forms used to ensure that the University maximises the potential for people to complete those forms.  Once this review has been completed, there will be new guidance issued to managers.  

It has been recognised, as part of the review of recruitment and selection, that there is a need to collect data on the recruitment and selection process in a more consistent way than currently and to use that data to inform decisions about the fairness and transparency of the process.  This may result in the purchase of a specialised recruitment database.  

The recruitment review will also include consideration of the employer brand of the University and to make that appealing to everyone.  There is some evidence emerging out of the consultation on recruitment and selection for the Impact Assessment Exercise that the way in which the University presents itself may be off putting to minority racial groups, particularly in the locale.  The vision for race ‘Excellence through Diversity’ has been adopted as an interim strap line for job advertisements as a more appealing and supportive statement but the branding project will make specific proposals.

3.2.1.2 Staff Development  

This year activity has very much focussed on the development of the Diversity Charter and Learning Programme that will be delivered in this academic year.  The Programme was launched on the 23rd November and the Diversity Charter, seen as the cornerstone of the project and on which the rest of the Programme is designed has been sent to all members of staff.   The part of the project dedicated to learning will commence in January and run until July 2006.  The project aims to ensure that all staff understand the importance of diversity for the University, making the link between the strategic aims and diversity, and their role to play in ensuring the University is a welcoming, inclusive place where people can perform to the best of their capabilities.      

Work has also been in hand to develop mechanisms by which participation of staff in development opportunities can be monitored.  The Staff Development Office are now able to produce detailed reports, as required, monitoring applications and selection for development opportunities.  Similarly, the office has been auditing take up of appraisal and a report will be presented to Human Resources Policy Committee in January 2006.  

3.2.1.3 Monitoring 

The monitoring of the staff experience from recruitment and selection through to exit has been improved since the first Workforce Information Planning Booklet was published. An improved version will be published this academic year.  This year has seen the introduction of a mechanism to monitor the level and content of disciplinary and grievance hearings, the start of a review into the data collected for recruitment and selection, initial analysis of academic promotions, analysis of race at the University against its comparators in the locale, the Russell group and Higher Education overall as well as an equal pay audit.
3.2.1.4 Initiatives

There have been a number of initiatives that directly relate to race equality.  The first was the production of the ‘Day in the life of’ series where some 20 members of staff from a wide variety of backgrounds and roles talked about themselves and the jobs they do at the University.  There has also been a project looking at the internationalisation of campus and this has led to welcome signage at the front of the Student Services Centre, George Thomas Building, support of international arts on campus programme, and this year has seen a wider diversity of products available in the Students Union shop on the Highfield Campus.  There have been discussions with the Islamic Society and a questionnaire to determine the need for specific provision of halal food was conducted.  This has led to the introduction of halal food in catering facilities and the new menu was launched on the 23 November linked with the launch of the Diversity Learning Programme.     

Two other actions were scheduled for 2004/05 and been put forward to the action plan for the reporting year; that of a staff attitude survey which will be conducted with a small consortium of other Universities and revised model statutes.  

3.2.2 Education

The Department of Student Services is taking forward with Schools work relating to race equality in relation to the educational experience students receive.  During 2004/05, the Deputy Director of Student Services and the Head of the Educational Development Service have reviewed the generic framework of Quality Assurance policies that impact on the student learning at each stage of the student life cycle and have begun the process of working with Schools to encourage them to take ownership of race-related issues within their own educational contexts.  This requires communication with a variety of colleagues within Schools and as such can be very time consuming; however this is essential if consideration of race issues is to be embedded within the educational processes of the University beyond the lifecycle of the current race action plan and impact assessment process.  As part of this, regular reports have been made to Education Policy Committee and Academic Quality and Standards Committee. 

This work had led to the following developments:

Good Practice Checklist

The ‘good practice checklist’ has been provided to highlight the different questions that Schools and Services should be asking at each stage in the student life cycle when considering the potential impact of race on educational provision.  The questions are not exhaustive but are illustrative of a way of thinking which will embed consideration of race within the normal educational activities of Schools.  The intention is that Schools  will use the checklist not only in their planning for impact assessment but as part of the toolkit they use on a regular basis for reviewing existing provision and planning new developments, thus supporting the embedding of ownership of race issues at the ‘local’ level.

Colleagues in EDS who engage with Schools and Faculties in, for example, supporting the consideration of new programme developments are also using the ‘checklist’ to prompt Schools to address race issues within their planning. This is a further example of the SSD approach to embedding this was of thinking routinely within processes. 

Review of Generic Policies and Procedures

The generic policies and procedures relating to education as set out in the QA handbook were reviewed during 2004/05 to take the requirements of the RRAA into account. This was a significant task, resulting changes to a considerable number of the University’s policies and procedures.  As with the checklist in many instances the revisions provide pointers to Schools and Services about the need to engage with race as part of all their educational processes; e.g. programme and unit review, special considerations procedures, coursework deadlines as well as curriculum development and delivery.

A significant element of this was the review of the review/appeals procedures for both taught and research students. Among other aspects the review has sought to address cultural issues where there might be perceived to be concerns bout submitting an appeal, provided for review panels to have the option to seek advice where cultural issues may be a feature in deliberations and reviewed language to make it more easily understandable and student friendly.  Students submitting a review/appeal request are now be asked to do so using a standard form, which includes ethnicity monitoring data, so that we will be able to see more easily whether any patterns are emerging. Similar reviews are now in hand relating to procedures for complaints from students, and complaints from applicants.

Development of new Policies and Procedures for the University 

Every effort is being taken to ensure that the impact of RRAA is being taken into consideration in the development of new university policies and procedures – for example, within the complete revision of the regulations for higher degrees and the code of practice for research candidature and supervision (required in response to the revised QAA code of practice) which took place in 2005, in the development of University guidelines on the Accreditation of Prior Learning, a new admissions policy, and in planned work on placements and on academic integrity.

Education Theme Day 

This event was held in May 2005.  It was primarily diagnostic and encouraged staff to be open about their uncertainties and knowledge gaps.  The theme day highlighted important issues about communication with Schools, and levels of responsibility and the need for support to Schools in conducting these activities.  This meeting led directly to a meeting with Deputy Heads of School Education in October 2005 at which guidance was provided about the phase two of the impact assessment activity and what was expected of their Schools.

The expectation is that Schools will list their policies and prioritise them for impact assessment.   They are being encouraged to follow generic policy unless there is a good contextual reason why they should either differ or take further what is standard for everyone.

The Deputy Director of Student Services and the Head of the Educational Development will support Schools as required in their diagnostic work of which policies need to be impact assessed by attending relevant meetings, reading drafts of their IA documentation and providing feedback.  These documents will be analysed for the recurring themes that emerge and will inform mentoring and development events for staff as they identify live issues that need research and discussion about how to adapt to cultural difference within learning and social environments.     

Monitoring

Specific questions have been included in the template for schools annual monitoring statements, to encourage schools to reflect on the ways in which they are addressing race issues within their educational processes. The effectiveness of this approach will be reviewed once this year’s AOSs are received in November.

At the beginning of 2004/05 Student Services committed to three actions that related broadly to monitoring and embedding the qualitative reports that indicate how race impacts on the students experience.  Against these actions, work during 2004/05 has focussed on configuring the Banner student record system so that relevant equal opportunities data can be compiled and extracted for the purpose of monitoring.  During 2005/06 the Management Information Office within Admissions and Student Data Office will discuss with Schools/ Services what data extracts are considered helpful.  A draft template based in the HEFCE Audit Service guidance has been drawn up as preparation.  

The above report details the progress made in supporting Schools/ Services to take ownership of impact assessment for race and generic equal opportunities monitoring within annual operating statement for quality assuring students’ learning experiences.  

Resources

As indicated above, race work in the education area is complex and time-consuming, because of the approach taken to ensure that this becomes embedded within Schools’ and Services’ normal processes. Progress is therefore relatively slow, but the intention is that this will have longer term benefits for the University and for the student experience.  The new Learning and Teaching Strategy 2005-9 will include diversity as a key theme, and the Student Services Department will continue to support related activities alongside Schools. To take this forward a dedicated resource for the department is being sought through an SDF bid, as work so far has been achieved without dedicated resources.   

Activity Specific to the Student Services Department 

Alongside the above support for race work in the broad area of education the Student Services Department is also beginning to undertake reviews of its own policies and procedures in preparation for impact assessment.  Some preliminary work has been undertaken, with the support of the Deputy Director. However, so far the priority has been the generic work and engagement with Schools mentioned above. Assuming that the new post (see under resources) is secured, the post holder will also have a key role in supporting SSD in taking forward diversity work internally.

3.2.3

Marketing



CAMS committed to a number of surveys as part of their consultation for the impact assessment of marketing and communication activities.  These included surveys following preview days, with alumni, international students and two conducted by external organisations.  Broadly the results are that the University is generally viewed as welcoming and inclusive although this perception is stronger amongst those with first hand experience whereas potential students and communities see the University as having strong academic credentials and infer a less friendly atmosphere.  There was feedback that the University should demonstrate its commitment to race equality rather than simply stating it and examples given were the diversity of social activities and range of foods available.  Parents were found to be highly influential for some students particularly those from Chinese or Asian backgrounds with parents making judgements on course content, league tables, facilities, safety and open days.  The University’s marketing literature was praised for its realistic portrayal of diversity at the University with students from different backgrounds being represented without implying a greater level of diversity than is currently true.  

For international students the significant findings were that there needed to be more publicity about Meet & Greet, that marketing material was an important source of information but that White, Asian and Black students found this hard to find and that family has influence on the choice of University, especially Black and Asian students.   The survey also identified reasons why international students sought to study in the UK, ranging from improved career prospects to a chance to improve English (most cited by Asian students) and to quality of education (most cited by Black students).  

This short summary does not do justice to the level of work that was put into the consultation; it simply gives a flavour of the richness of outcomes that have been translated into a set of ongoing actions for CAMS to pursue, detailed in section 4.0, Race Equality Action Plan 2005/06.                   

 4. Race Equality Action Plan 2005/06

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.  

4.1
Employment
1. Continue to develop and review processes for recruitment and selection of staff that are fair, transparent, consistent and flexible enough to ensure the University can attract high quality staff.  The review will include the consideration of feedback from the consultation arising out of the impact assessment exercise.  Recruitment and selection and associated policies have been given a high priority.    

Lead role – Head of Staff Recruitment, Human Resources

2. Launch the Diversity Charter and deliver the connected Diversity Learning Programme in the forthcoming academic year to ensure that all staff not only receive the Charter but also have the opportunity to participate in the events organised as part of the Programme.  

Lead role – Head of Staff Diversity, Human Resources

3. Ensure that the Diversity Learning Programme is sustainable and that there are mechanisms to ensure that new staff have access to the Charter and an appropriate induction on the importance of diversity as well as existing staff having the opportunity to refresh their knowledge, skills and understanding.

Lead role – Head of Staff Development, Human Resources

4. Continue with the work developing the methods for data collection, extraction and analysis to measure year on year progress.  

Lead role – Monitoring Group (Staff), Human Resources

5. Produce an Equality Code of Practice for the Research Assessment Exercise 2008.

Lead role – Head of Staff Diversity, Human Resources

6. Conduct a Staff Attitude Survey in a consortium of other Universities to enable comparison of outcomes.

Lead role – Assistant Director (Staff Resources), Human Resources 

4.2
Education
1. Continue review of existing University procedures relating to education as follows:

1.1
Review of General Regulations for Students (Calendar section 4) by April 2006

Lead role – Head of Educational Development Service (EDS), Student Services
1.2
Review of procedures for Complaints from applicants By December 2005

Lead role: Heads of EDS and Admissions and Student Data Office (ASDO), Student Services

1.3
Review of discipline regulations for students by December 2005

Lead role - Head of EDS, Student Services 

2. Review of complaints procedures for students by April 2006
Lead role - Education Quality Coordinator Student Feedback Complaints and Appeals

3. Support Schools in prioritising their local policies and procedures relating to education for impact assessment, and in undertaking impact assessment or policies and procedures prioritised as ‘high’ : planning forms finalised by 1 May 2006; School impact assessments undertaken in accordance with schools’ own action plans, over a three year timescale
Lead role -   Deputy Director of Student Services Department (SSD) & Head of EDS

4. Ensure race issues are taken fully into account in development of further procedures relating to academic integrity (encompassing plagiarism, cheating etc) by June 2006
Lead role - Head of EDS

5. Complete draft two of impact assessment strategy for the Student Services Department and draw up an action plan by May 2006
Lead role - Deputy Director of SSD and all Heads of Sections

6. Review information provided by Schools in their Annual Operating Statements to gauge levels of engagement with race-related activities by February 2006 to report to AQSC

Lead role - Head of EDS

7. Complete activities to enable equal opportunities data to be compiled and extracted for the purpose of monitoring.  By July 2006

Lead role – Head of ASDO
4.3 Marketing

CAMS have a number of ongoing actions that are set against six goals which highlight the approach that they are taking.  The goals as described in their impact assessment report approved by the Impact Assessment Review Group are:

1. To ensure that all published material is inclusive in language and imagery.

2. To ensure that all activities are inclusive and take into account the University’s diversity goals and commitments.

3. To ensure that all policies/ strategies incorporate the University’s diversity goals and commitments.

4. To ensure all partners in marketing activities recognise and support the University’s goals for diversity and inclusivity.

5. To monitor the effectiveness of CAMS activities and services and to assess the impact on diverse groups.

6. To publish the results of assessments and monitoring.

A complete list of the ongoing actions can be made available on request.  

5. Monitoring

This section details the outcomes of monitoring of the staff and student experience.  There has been progress since that provided in the report to Council last year and it is hoped a more complete picture can be provided.  The level monitoring and subsequent analysis will develop further in the forthcoming year.      

5.1 Staff

This information is compiled from the monitoring that takes place in preparation for the publication of the Workforce Planning Information Booklet which is produced annually and that of particular initiatives out of the Staff Diversity Office.  For the first time since the new pay structure has been introduced there is information on equal pay and there is data on the exit questionnaires that are sent to staff who resign their employment at the University.  


5.1.1 Race Equality

· A comparison of the University compared to those in the locale, the Russell Group and HE nationally was undertaken for academic staff as part of the impact assessment activity.  The findings that are of note are the University has a higher international profile than exists in HEIs in the local area and its ethnic profile is more diverse in terms of numbers.  It has a similar staff profile to other Russell Group Universities. Nationally, staff who declare their racial group as ‘White’ are statistically most likely to be found in the position of Professor, Reader and Senior Lecturer which is reflected at the University.

· Some 8% of staff has declared their ethnicity as non White and majority work in the Education, research and Enterprise job family, a similar profile to that reported last year.  

· In the recent Equal Pay Audit, analysis revealed that White Irish staff earn on average 17% more than their White British counterparts whilst Asian or Asian British (Indian) employees earn an average 12% less. 

· 15%  of employees from racial groups other than White are paid in the higher responsibility zones compared to 21% of staff whose racial group is White.  

· Only 3% of employees with a racial group of White received additional increments compared to 17% of staff from other racial groups. 

5.1.2 Gender

· There has been an initial study in the academic promotion application and success rates.  This found that there is a lower percentage of women applying for promotion than exists in the Education, research and Enterprise (ERE) job family however when women do apply they have a higher success rate than their male counterparts.  

· Another study was undertaken looking at the gender profile within the ERE job family within Schools from a Science, Engineering and Technology (SET) discipline.  It was found that in the higher job levels there are fewer women than in the lower; women make 58% of people in job level three compared to 10% in job level seven.

· Women have a similar age profile to men but there is less of a correlation with age and career progression with women as there is for men suggesting that women find it more difficult to progress through the hierarchy.

· This might be linked to the number of women that work part time at 21% compared to 7% of men.    

· A random sample of vacancies recruited to in SET in the ERE job family were audited.  This found that female applicants have similar chances to men when it comes to being short listed and exactly the same success rate.  It should be noted however that there is variation across the Schools in terms of application and success rates of women. 

· The audit also revealed that the chances of being short listed more than halved if a work permit was required regardless of gender. 

· The audit revealed that men have the lowest chances of being short listed if they are married than their married female counterparts.

· The Equal Pay Audit revealed that overall there is no gender based equal pay gap within job family level and that therefore the University offers equal pay for work of equal value. 

· Slightly higher percentages of male employees received one or more additional increments between July 2004 and June 2005 than their female counterparts at 7% and 4% respectively.    

· Equal Proportions of men and women received a staff achievement award between July 2004 and June 2005.        

· There is a 20% difference in average starting salaries of men and women commencing employment between July 2004 and June 2005. 

· The staff profile shows a similar pattern to last year with men predominating in the higher levels in the Education, Research and Enterprise job family; just over a third of the people in the Technical and Experimental job family are women; despite women dominating in the Management, Specialist and Administration job family, some 40% are in levels 2b or below; and the Community and Operations job family sees a more even split of gender however men still dominate the higher levels.    

· 36% of women work part time compared to 9% of the men and since October 2004 there has been a reduction of part time staff by 0.5%. 

5.1.3 Disability

· The staff profile indicates that just less than 5% of staff has declared a disability which is slightly below last year. 

· Analysis from the Equal Pay Audit found that staff who have declared a disability earn an average of 8% less than those who have not declared a disability.  

5.1.4 Age   

· As last year, 5% of staff are aged under 25.

· The majority of staff in the Education, Research and Enterprise job family are in the age range 31 – 40.

· The Technical and Experimental job family sees an even split across the age ranges.

· 40% of staff in the Management, Specialist and Administration job family are in the age range 46 – 60.

· Some 18% of staff in the Community and Operations job family are in the age range 56 – 60 and overall 29% are aged 56 and over.

· The report looking at academic promotions found that most applicants were in the age range 35 – 45 which reflects the age profile of the ERE job family.

5.1.5 Caring Responsibility 

· The academic promotion report found that those with caring responsibilities have a lower success rate in terms of being short listed for interview and are less successful at interviews than those without caring responsibilities.  

· The audit of recruitment selection to roles within the ERE job family in Schools that are from a SET discipline shows that those with caring responsibilities have a similar chance of being short listed.  It is of interest that men were more likely to indicate responsibility towards elder or disabled people while the majority of women had childcare responsibilities.  

5.1.5
Exit Questionnaire Results

· The single most common reason that people leave the University is career prospects with the second most important factor being job satisfaction.  

· In the cohort, just over a quarter move to another UK public sector organisation closely and just under one fifth take up position in the UK private sector.  There has been a small fall in the number of people taking up employment in another UK HEI.  

· In rating workload management, 42% felt it was good and 26% rate it as excellent.  

· Backing up the finding that career prospects is the most common reason for leaving, some 22% rate career development at the University as poor and only 3% as excellent.

· In terms of communication within working groups, just under half of the cohort thought it was good or excellent compared to corporate communications which received a more mixed response with 33% rating it as satisfactory and 25% unsatisfactory.

· Pay and benefits has seen a small increase in rating with only 2% indicating it was poor compared to 9% in the previous report.     

5.1.6
Access to Support and Complaint Mechanisms

· The correlation between the number of approaches and time of year remains a consistent pattern since records began in 2001 with approaches to the Staff Diversity Office or Harassment Contact Team increasing in autumn as term starts and then gradually declining to summer. 

· There were fifty three approaches in total to either Service.  In all forty one staff and twelve students accessed the services.  

· The Harassment Contact Team saw twenty four people and most approached the Team in connection with behaviour of another.  The majority of those complained about were managers or supervisors.  This replicates the pattern for last year.     

· The Staff Diversity Office saw twenty nine people and again the majority of complaints were about behaviour.  There were three cases that had elements related to them specifically and these were sexual harassment, on the grounds of religion and related to sexual orientation.

· There were six referrals to the Mediation Service, three of which have been referred for full mediation.  This is the first full year of the Service being operational and it has become clear that many of the disputes referred are multi party.    

· There have been three formal grievances none of which resulted from a matter of inequality or discrimination.

· Overall, sixteen disciplinary hearings have been convened, one of which concerned racism. 

5.2 Students

Please refer to section 4.2 which details the progress and commitment to monitoring made by Student Services 2005/06.

6. Conclusion

This is the second annual report to Council as required by the Race Relations Amendment Act but also covering diversity monitoring for staff.  There is a commitment from Student Services detailed in the report on student monitoring.  Reading the report it is possible to see that progress has been made in the past year in employment, the student experience and marketing.  It is not possible in such a report to detail the effort that has gone into making that progress however the contents should inform the reader of all that has been achieved and read alongside that of the Impact Assessment Review Group a complete picture of all the activity under the race equality strand can be obtained.

Through all this activity, the University is developing its thinking on diversity more generally and what that means to staff.  The challenges are in making diversity, and race as an important strand of that, an organisational reality and to find ways to live the corporate values of inclusiveness and openness.  The University is also facing a fresh challenge as it begins to think about the implications of internationalisation.  The planned Diversity Charter and associated learning programme next year will take these challenges a step further.

All those who have led on the activity have also been involved in the race impact assessment exercise and this has had real benefit in ensuring that synergies between the actions detailed in this report and the exercise can be maximised and a sense of mutual support and co-operation built upon.  

