Annual Diversity Report 2006

1.0 Foreword to report for Council

This year’s Annual Diversity Report finds the University at a transitional point. Zelda Franklin-Hills who has led the equality and diversity agenda at the University for the last eight years has left and been replaced by Kirsten Dey who joins us from local government. The first three-year Race Equality Policy action plan has been completed and we are planning for the next three years. We also find ourselves at the beginning of a new era of positive duties for public authorities with the Disability Equality Duty coming into effect in December 2006, followed quickly by the Gender Equality Duty which comes into effect in April 2007.

This report will follow a similar format to the previous annual reports with sections on:

· Progress against the Race Equality Action Plan

· Equality action plan and way forward for next year

The following year will be a demanding one for equality and diversity issues within the University but I am confident that we have built a strong foundation from which we can tackle the challenges of the coming year.

Professor Caroline Thomas

Deputy Vice Chancellor

2.0 Executive Summary
This report focuses on current and upcoming legislative changes and planning for the next three years. The first half of the academic year saw the completion of the Race Impact Assessment Exercise. The following months emphasised the outcomes of the Exercise and the ongoing duty to continually revise policies in the light of race equality. The upcoming legislations on disability and gender have started a new era of planning and mainstreaming considerations for equality and diversity at the University. 
This report briefly describes the work that has been undertaken to meet the actions committed to in the report to Council in 2005. The areas of key progress have been highlighted:

In the field of employment, there has been the introduction of specific equality driven resourcing training for recruiters. The Diversity Learning Programme was signed over to the University and its delivery is continued using the two accredited Staff Development advisors. Staff Development has also been conducting its own monitoring to generate next year’s action plans, and monitoring in general within HR has increased with this year’s Workforce Planning Booklet which now includes more diversity data than ever before, reflecting the requirements of all equality legislation. The Equality in Employment (Age) Regulations 2006 came into effect on the 1st of October and following this policies, procedures and practices were assessed for their impact and changes made accordingly. A retirement policy was also developed as a result of this. The Equality Action Plan also contains plans relating mainly to the current legislative changes with plans for Multi Impact Assessment relating to the Race, Gender and Disability Equality Duties.
The final version of the Research Assessment Exercise Equality Code of Practice was signed off by Professor Caroline Thomas and has been published on the University’s RAE website. HR has also produced the Equal Pay Review for this year. The conclusions will inform the University’s first Gender Equality Scheme, to be launched by the Diversity Office in April 2007.
In Marketing, CAMS have produced a plan with regular reviews and progress reports against last year’s actions. These have been approved by the Impact Assessment Review Group (IARG).
Student Services conducted their own impact assessments on all their policies through the Quality Assurance process. This has now been completed.

3.0 Progress this year
3.1 Race Equality Policy

This year the three year action plan 2002/3-2005/6 has been completed and a new three-year action plan will be developed for January 2007 – December 2009.
3.2 Progress against the 05/06 action plan

In all last year there were thirty-nine commitments to action that can 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 fall into four distinct categories and each is reported on separately.
3.2.1.1 Recruitment and Selection

Specific recruitment and selection training for staff has been introduced to the University by the Recruitment section of Human Resources. This includes recruitment training with equality aspects to all members of staff requiring it, as well as specialist focused training for the Recruitment Team within HR. This specialist training is designed specifically for recruiters and aims to improve the service the recruitment team gives to managers on a variety of equality issues such as adverts or appropriate recruitment questions.
3.2.1.2       Staff Development
The Diversity Learning Programme was launched together with the Diversity Charter in 2006.  The aim was to ensure staff awareness of their responsibilities around diversity and their rights as employees, as well as to assist the University live its values and achieve its strategic goals. The Programme was delivered initially by Schneider Ross in the form of face to face training sessions, followed by their in-house training of facilitators within the Staff Development Unit. The planned ‘Diversity Week’ was also run as part of the accompanying events. The Diversity Charter was at this time also sent to every member of staff. 
The Staff Development Office also monitors course attendance by gender, ethnicity, disability flag and age
. 79% of course places were taken by white majority ethnicity groups and 4% were taken by minority ethnic groups. These percentages are in line with the University’s ethnic profile generally
 and show that courses are being accessed by minority ethnic groups. Similarly the disability profiles follow the general University profiles.  In terms of age the patterns are different from the general University age profile, showing that a high proportion of members of staff under the age of 30, between the ages of 30-39 and the ages of 40-49 attend staff development courses, compared to the proportion of staff members generally within all age ranges. The gender monitoring shows that men are twice as likely to attend staff development courses as women. This annual monitoring will form part of the following year’s strategic plan for Staff Development in which the gender imbalance will be addressed.
3.2.1.3       Monitoring
Monitoring of the staff experience from recruitment and selection through to exit is ongoing.  Human Resources runs the Staff Satisfaction Survey, the Exit Questionnaire, the Harassment Report and has engaged in consultation exercises both as part of the Race Impact Assessment Exercise and as part of the changes in Recruitment and Advertising. Human Resources also produces the annual Workforce Planning Booklet.

This year, the Workforce Planning Booklet has been revised to include more diversity data in line with the requirements of the RR(A)A 2000, and other diversity legislation. These include the data analysis on such areas as contract types, job level, appointments and length of service by gender, ethnic background, age and disability flag. The equality and diversity information contained within the Workforce planning Booklet forms the University’s Annual Equality Monitoring Report.
The Exit Questionnaire has produced its fourth report with recommendations for change. The changes include inserting ethnicity and diversity sections within the questionnaire in order to monitor for potential trends between race and other diversity areas, and the reasons why people leave the University.
3.2.1.4 Race Impact Assessment Exercise

                This year saw the end to the Race Impact Assessment Exercise, although the    review process itself is ongoing as new policies, procedures and practices are produced. All Schools and Services completed their reviews of their local policies, procedures and practices with the exception of ECS, Biological Sciences and the Development Office. The two year exercise was ended with an event day in which all those involved were asked to give feedback about the exercise and asked to debate the benefits of a future multi impact assessment exercise for all strands of diversity. The feedback from the Race Exercise was very positive and support for a multi impact assessment exercise was given in full. This feedback was reported in the form of feedback sheets which were then circulated back to those who attended. It will also be used to inform the Multi Impact Assessment project plan that is currently in progress.
                The Impact Assessment Review Group (IARG) which was set up to review the process was disbanded at the end of the Exercise in the summer. The Diversity Networks which had been set up in 2003 as part of the three year action plan were also of great use to the Exercise as they had an important role in the consultative area of the impact assessment process. The Diversity Networks have an ongoing role in raising awareness for all stands of diversity and continue to act as consultative groups for policy changes or diversity initiatives. Clubs and societies were also contacted to act in a consultative capacity for those policies, procedures and practices prioritised as highly race relevant.  The total outcomes of the Exercise were:

· A review of all University policies, procedures and practices in the light of race equality
· The mainstreaming of considerations for race equality in all aspects of policy, procedure and practice

· Improved links with University community groups such as clubs, societies and network groups

· The streamlining of existing policy, procedure and practice

· The creation of feedback mechanisms and an impact assessment reporting structure

· Awareness raising across the University of issues affecting race equality

3.2.2       Education

The Department of Student Services conducted their own impact assessments on all their policies through the Quality Assurance process, reviewing the generic framework of policies that impact on the student learning experience at each stage of the student life cycle. Since this has been completed, Schools have taken ownership of race related issues within their own educational contexts.
3.2.2.1 Institutional Student Experience Surveys 2005/06

Student Services also ran the Institutional Student Experience Survey for 2005/6. The students’ response to the questions is given a measure of satisfaction between 3.2 and 3.5. Schools and Services are being encouraged to attain a 3.5 or above rating of satisfaction for all areas.

In the PGR online Survey 2005/06, first year students are asked whether their School / Faculty induction covers certain information, such as the Equal Opportunities, Race Equality and Harassment policies. Whilst the majority said they did, the target remains to improve the percentage of positive responses.

3.2.3      Marketing

              CAMS had a number of ongoing actions last year that were set against six goals to highlight the approach they were taking. These were approved by the Impact Assessment Review Group (IARG). Since then, CAMS have put together an action plan with regular reviews and progress reports. This action plan is attached to the back of this report.
3.3 Other successes from 05/06
3.3.1 Age Regulations

The Equality in Employment (Age) Regulations 2006 came into effect on 1 October this year. Compliance with the regulations across HR was ensured by assessing the policies and procedures that would be impacted by them and making changes accordingly.

A Retirement Policy has been developed in line with the regulations to ensure that staff have the opportunity to request to work beyond their normal retirement age and will be publicised nearer to the time when staff can request the extension.

3.3.2 Research Assessment Exercise

The RAE 2008 Equality Code of Practice was researched and drafted by Zelda Franklin-Hills and then benchmarked against the guidance produced by the Equality Challenge Unit and the codes produced by other Russell Group Universities. 

The final version of the Code was signed off by Professor Caroline Thomas and has been published on the University’s RAE website. All those involved in the RAE 2008 are required to familiarise themselves with the Code and the equality and diversity principles that underpin it.

3.3.3 Diversity Learning Programme

The Diversity Learning Programme was finally signed over to the University by Schneider-Ross in July. The continuation of the programme will be delivered using the two accredited Staff Development Advisers in HR through the core staff development programme and on an ad-hoc consultancy basis, the SUITS within the Schools and using the Blackboard e-learning Diversity Dialogues, which will form a  part of the corporate induction process.

The final report has been delivered to the University by Schneider Ross which includes a number of recommendations for maintaining the programme over the next year.
3.3.4 Racially motivated incidents
During the summer months of 2006, a number of incidents occurred involving International Students, off-campus, as the victims of both verbal and physical abuse by local youths. The incidents gave rise to some negative publicity; however the University responded quickly and took a proactive and co-ordinated approach to tackling the issues that arose.

Student Support and Security worked closely together to ensure that there was a single route for reporting incidents and ensuring that the University response was timely and appropriate. The Chief Security officer conducted a number of safety talks during Fresher’s week to provide students with basic skills and to raise awareness of the reporting method. In addition, Student Support, Security and the Diversity Office developed a much closer working relationship to ensure better reporting of incidents and to encourage dialogue across the university. Together they are liaising with the City Council to improve relations between the University and the local community.
4.0 Equality Action Plan 2007

                4.0.1 Multi Impact Assessment

A targeted approach to impact assessing all areas of diversity has been proposed for the following year. A multi impact assessment will cover the strands of race, disability, gender, for which we have a statutory obligation to conduct impact assessments and also allow us to include sexual orientation, religion and belief and age where possible. 
The priority areas will be race, disability and gender and guidance on how to prioritise policies, procedures and processes will form part of the new methodology.

The intention is to develop a process that focuses on results over procedure to ensure it is useable. This in turn will help the University to mainstream equality considerations into everything it does – which is the purpose of impact assessment.

To be completed by the end of February 2007 and rolled out to Schools and departments after that. 

4.0.2 Disability Equality Duty

The Disability Discrimination Act 2005 brought in a number of changes to the disability equality agenda, not least of which was to impose a positive duty on public authorities to positively promote disability equality. This places a duty on the University that is similar to the duty to promote race equality that has been in place since 2002. 

The Duty requires public authorities to have due regard to the need to:

•
Promote equality of opportunity between disabled persons and other persons

•
Eliminate discrimination that is unlawful under the Act

•
Eliminate harassment of disabled persons that is related to their disabilities

•
Promote positive attitudes towards disabled persons

•
Encourage participation by disabled persons in public life

•
Take steps to take account of disabled persons’ disabilities, even where that involves treating disabled persons more favourably than other persons.

The Underpinning principle of the Duty is that public bodies should move away from a medical model approach to disability – i.e. focussing on the impairment, to a social model approach – i.e. understanding that it is the barriers society places in the way of people with impairments that disabled them not the impairment itself.

The University has produced a Disability Equality Scheme and associated action plan which will be published on the web pages as a publicly available document.  In addition the university will be required to conduct impact assessments for disability.

Fulfilling the action plan will be ongoing over the next three years.

4.0.3 Gender Equality Duty
The Equality Act 2006 has imposed another positive duty to promote equality on public authorities, this time on the grounds of gender. This duty will come into effect in April 2007 by which time the University will have to have produced a Gender Equality Scheme and action plan.

At the time of writing, the Statutory Code of Practice has not been published but the guidance suggests that the following activities will have to be carried out prior to the 30 April deadline:

•
Gather information on how the activities of the University affect men and women

•
Consult with Stakeholders

•
Develop and publish arrangements for conducting formal gender impact assessments

•
Identify our priority areas and set gender equality objectives

•
Develop a three-year action plan

•
Publish the scheme

It is proposed that the Diversity Office in HR take an operational lead on what is a University-wide project and that all other areas of the University contribute to the development and execution of relevant parts of the Scheme and action plan. It is also proposed that DVC Caroline Thomas take the strategic lead to ensure that the development of the scheme embeds gender equality into the strategic aims of the university itself.

4.0.4 Single Equality Scheme

Once the gender equality scheme is published, the Diversity Office will review the three positive duties with a view to producing a single equality scheme and combined action plan covering race, disability and gender. 
4.0.5 Equal Pay

The Equal Pay Report has been produced and it is the end result of a systematic and regular equal pay review made in partnership with recognised trade unions. The report analyses and diagnoses potential base pay differentials between men and women, members of different racial groups and those with or without disabilities. 
The Equal Pay Review Working Group (EPRWG) was formed in May 2005 and was responsible for the 2005 Equal Pay Review. The Group has now overseen, collected and analysed the data for the 2006 joint report. The group reports its findings to the Human Resources Policy Committee (HRPC), Council and to the Joint Negotiating Council Pay and Grading Working Group. The conclusions will also inform the University’s first gender equality scheme, to be launched by the Diversity Office in April 2007.
The report contains broad, high level ethnicity and disability analyses. The total number of University Staff has increased by 6% in 2006 but the relative proportion of men and women has not changed. The percentage of women decreases as career pathways levels rise. The majority of the workforce is white, with 6.4% of the workforce reporting a different racial background in 2006. Employees who have declared a disability represent 4.2% of the total workforce in 2006. 
The University has, however, made significant progress towards ensuring equal pay for work of equal value by introducing clearly defined career pathway and level profiles, underpinned by analytical job evaluation using the Hay methodology
. 
The Review has revealed that there is no gender based equal pay gap within level and that therefore the University does offer equal pay for work of equal value. However, there are persistent gender based differences relating to the average base pay gap within the distribution of men and women cross the pay and grading structure. Women, minority groups, part time staff and staff with declared disabilities all have numbers that decrease sharply as seniority increases. 
The EPRWG has recommended that further action should be taken to assist the career progression of such staff groups and their recruitment to the higher levels of the pay and grading structure. It has also recommended some new initiatives involving advocating a new policy to establish starting salaries and for providing greater clarity about career progression. It also suggests a review of the salaries of those returning from maternity leave or career breaks. Additionally the group has advocated amendments to existing practices, requesting more detailed analyses of academic promotions and level seven additional increments and rezoning applications to inform the 2007 Equal Pay Review. The group also requests a fundamental review of the use of the Fees Payroll and the information recorded therein. All further details and the pay analysis are included within the report itself.
Appendix 1 CAMS Action Plan

Marketing Communications

	No.
	Objective
	Progress
	Review

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

Imagery.
	· All copy is edited, proofed and approved by an editor who is versed on our corporate and editorial guidelines. In each brief we ask that copy be written for the appropriate audience. 

· All imagery is checked by Marketing Communication’s Marketing Officer. This person’s is charged with ensuring diverse images throughout all publications.

· All publications are printed with a promise that alternative formats may be made available on request.
	Continuous

Continuous



	2
	To ensure that all activities are inclusive and take into account the

University's diversity goals and commitments
	· The Department is always looking at ways of maximising the reach of its publications. This includes providing different formats but also continuously reviewing procedures with equality in mind.
	Continuous

	3
	To ensure that all policies/strategies incorporate the University's

diversity goals and commitments
	· All marketing and communication strategies are written with these values and goals in mind.
	Continuous

	4
	To ensure that all partners in marketing activities recognise and

Support the University's goals for diversity and inclusivity.
	· Procurement has ensured that our printers are part of an approved supplier group which pledges a commitment to the university’s values and beliefs.


	Continuous

	5
	To monitor the effectiveness of CAMS activities and services and to

assess the impact on diverse groups
	· Market research to measure Marketing Communications outputs and material is produced where such impact is assessed.
	Twice per year (min).

	6
	To publish the results of assessments and monitoring
	· All focus group findings are qualitative and published to marketing contacts across the university.
	Continuous


In addition to the above we have investigated into English ‘Crystal Mark’ and action is subject to budgetary approval.

External relations

	No.
	Objective
	Progress
	Deadline

	1
	To ensure that all published material is inclusive in language and Imagery.
	Press releases and other written communications use plain English (the dept has not pursued Crystal mark because of cost). The above are produced in 14pt which is the RNIB recommended standard. These are reviewed at six monthly intervals, by taking a small random sample to assess for accessibility.
	Ongoing

	2
	To ensure that all activities are inclusive and take into account the University's diversity goals and commitments
	All events are screened for disabled access (e.g. 84 Club lunch on QM2). All invites to events also consult on dietary requirements. The cost of getting employing a signer (when events involve a public presentation or speech), and the costs involved in providing hearing loops are being investigated.
	Ongoing

	3
	To ensure that all policies/strategies incorporate the University's

diversity goals and commitments
	Policies are reviewed on an annual basis. This year, the crisis communications strategy has recently been re-written to take account of the increased threat of a flu pandemic. As this predicts a 25% absence rate due to sickness, which will be reflected within our own team, it now contains measures to share communications responsibilities more widely across Professional Services.
	Annually

	4
	To ensure that all partners in marketing activities recognise and support the University's goals for diversity and inclusivity.
	All publications bar one are designed and printed by Marcomms. We outsource only one publication, the research magazine, and this takes full account of the need for diverse and inclusive images and content. All publications are available in alternative formats upon request.
	Ongoing 

	5/6
	To monitor the effectiveness of CAMS activities and services and to assess the impact on diverse groups/


	No specific evaluation of impact upon diverse groups has been undertaken by CAMS in this period. However, following the recent employment of the University's first Community Relations Officer, the impact of our neighbourhood newsletter and other communications will be monitored and assessed over the year.

	Annually

	
	To publish the results of assessments and monitoring
	
	


International Office

	No.
	Objective
	Progress
	Deadline

	1
	To ensure that all published material is inclusive in language and Imagery.
	Basic English is used in publications and the images included represent target audiences. For example in our main publication of International Students' Guide we use international faces as well as UK faces which we feel reflects diversity.  
 
	Ongoing

	2
	To ensure that all activities are inclusive and take into account the University's diversity goals and commitments
	Any speeches given are prepared by giving a great focus on the audience’s cultural background.  Access to events is screened for disabled access. Any food served during activities is selected to provide all types of choices according to attendees needs.
	Ongoing

	3/4
	To ensure that all policies/strategies incorporate the University's

diversity goals and commitments
	The International Office uses University's corporate marketing guidelines and contact colleagues with diversity and equal opportunities remit to receive guidelines.

	Ongoing 

	
	To ensure that 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

	The International Office monitors responses/enquiries that are raised via publications and activities. Any feedback received is noted and plays a very influential role in future activities and publications.
 

 
	Ongoing 

	6
	To publish the results of assessments and monitoring
	To date no assessment results have been published. However any useful feedback and learning is shared during meetings with University colleagues.
	tbc


� Data provided from Delphi


� As in the Annual Workforce Planning Booklet


� As detailed in the Equal Pay Report.
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