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Equal Opportunities Legislation

· Equal Pay Act 1970

· Rehabilitation of Offenders Act 1974

· Sex Discrimination Act 1975

· Race Relations Act 1976

· Criminal Justice and Public Order Act 1994

· Disability Discrimination Act 1995

· Employment Rights Act 1996

· Human Rights Act 1998

· Parental Leave Directive 1999

· Sex Discrimination (Gender Reassignment) Regulations 1999

· Race Relations (Amendment) Act 2000

· Part-time Workers Regulations 2000

· Employment Act 2002

· Employment Equality (Religion or Belief) Regulations 2003

· Employment Equality (Sexual Orientation) Regulations 2003

· Disability Discrimination Act (Amendment) Regulations 2003

· Civil Partnership Act 2004

· Gender Recognition Act 2004

· Disability Discrimination Act 2005

· Employment Equality (Age) Regulations 2006

· Equality Act 2006

Appendix 2
Disability Equality Scheme and Action Plan 2006 – 2009

1. Corporate

	
	Action
	Outcome
	Responsibility
	Timescale
	Update Dec 2007

	1.1
	Form a steering group consisting of disabled staff and students and where appropriate members of the local community along with relevant senior managers within the University and chaired by a deputy Vice-Chancellor to ensure successful delivery of the action plan and the continued involvement of disabled people in its development.
	Action plan will be relevant and responsive to the needs of disabled people at the University.
	Diversity Manager/DVC
	Formed by February 2007
(Ongoing)
	This action has been delayed. New Diversity staff has been recruited and progress is now being made. 

In November 2007 a new Equalities Implementation Group has been established. This group is Chaired by the Vice Chancellor; actions are underway to include Disabled staff and Students in the work of the steering group, which will oversee the implementation of the disability equality scheme, as well as the other equality schemes. Disabled staff and students are to be invited to the next meeting in January 2008, and a longer term strategy for involvement will be discussed.

	1.2
	The University’s disability action plan will be monitored annually and amended as appropriate.
	The action plan will deliver real change and remove barriers to the University for disabled staff, students and members of the community.
	Diversity Manager
	Ongoing
	Annual Review undertaken. From 2008 annual reviews will be done in line with reporting to Council in March.

	1.3
	Develop stronger links with the Students Union and encourage partnership working where appropriate.
	More students involved in the work of the scheme

Encourage a joined-up approach to disability issues across the University.
	Diversity Manager
	Ongoing
	Ongoing meetings with students union. A representative of the students union is a member of the new Equalities Group and is involved in discussions about developing stronger partnership work.

	1.4
	A project is ongoing looking at how the University can develop impact assessment to incorporate the three positive duties and other areas of inclusion.

When it is published, the DRC’s guidance on impact assessment will be used to help develop this tool to ensure it takes account of the needs of disability equality.
	The University’s impact assessment process will take appropriate account of the issues relating to disability equality and provide the University with a tool that will truly embed equality.
	Diversity Manager
	Combined impact assessment methodology in place by March 2007
	Pilot impact assessment process undertaken on HR policies. A Generic Impact Assessment Toolkit and training will be rolled out by May 2008 in collaboration with Heads of Schools and other key people across the University. The recently published guidelines by the Equality Challenge Unit will be used as a foundation for this.

	1.5
	The Disability Equality Scheme will be published on the University of Southampton external facing website. It will be made available in a variety of formats on request.

Comments about the Scheme and the associated action plan will be welcomed at any time and considered with regard to the continuous improvement of both the Scheme and action plan.
	Disabled people will have full access to the University’s plans for improving disability equality and will have an ongoing opportunity to be involved in its development.
	Diversity Manager
	Ongoing
	Ongoing.

	1.6
	Devise a method by which the University Community can share disability-related expertise and advice.
	Ensure that valuable experience is not lost within the organisation and ensure a uniform approach to disability equality issues.
	Diversity Manager
	June 2007
	The Equalities Implementation Group has representation from key sections across the University and shares good practice. The Group will be considering how to share good practice more widely in 2008.


2. Staff

	
	Action
	Outcome
	Responsibility
	Timescale
	Update Dec 2007

	2.1
	Nearly 25% of current staff as at 1 October 2006 has an ‘unknown’ disability status. It is recommended that Schools and Departments are targeted to encourage staff to provide this information and give the University a complete data set from which to measure its success against this action plan.

Publicise the Employee Self-Service tool to assist this process.
	By 1 October 2007 the data set will be complete and the University will be able to measure success in disability equality.
	HR
	End September 2007
	In 2007 HR sent out equal opportunity surveys chasing blanks in the data for the purposes of the HESA return and this included data on those staff who were disabled. This has enabled a better return to be received from disabled staff. Updated figures will be presented to Council in March 2008. Early indications are that 4% of the staffing population are disabled. This is still likely to be an under representation. Further promotional work will be taken as the new personnel My View system is rolled out in 2008.


	2.2
	Ensure all data collected at the Recruitment stage is captured. Highlight the importance of accurate data entry to all staff carrying out this role.

For applicants who do not complete application forms, ensure their equality data is requested and input onto the system.

	As above.
	HR 
	End September 2007
	When a new appointment starts we currently ask them for nationality, ethnicity and disability details and this is collected on the HR2A form (Please see attached). For blanks in the data HR is also involved in chasing up staff for further information.

	2.3
	Review process of reasonable adjustments for applicants who declare a disability throughout the recruitment and selection process.

Review process of reasonable adjustments for staff, including budget provision and the various roles of Services, e.g. Personnel Services, Occupational Health.  This review should include the feasibility of staff accessing some of the specialist services provided for students, aim to reduce the time lag between an adjustment being agreed and then being implemented and the feeling that requesting adjustments stigmatises people.  
	To ensure that applicants and staff feel able to declare their disability and seek any support necessary with confidence and without any stigma.
	Head of Staff Diversity and the Head of Personnel Services, Human Resources
	
	This is planned for 2008.
This will be explored as part of a disability project planned for 2008.

	2.4
	Ensure that there is a system within Human Resources where information on disability is updated when a member of staff develops a disability during the course of their employment.
	Accurate reporting of disabled staff.
	Diversity Manager
	End of September 2007
	This will be explored as part of a disability project planned for 2008. 

	2.5
	Disability Equality Training delivered by disabled people from the local community will be included in the Staff Development Programme for the year 2007/2008. 
	Staff will learn about the Social Model of Disability which will help with culture change. In addition interacting with disabled people who live independently will help to break down cultural barriers. 
	Head of Staff Development
	2007/2008
	The University’s Diversity Learning Programme includes a section on the social model of disability. Further specific disability equality training is planned in 2008. 

	2.6
	The Diversity Learning Programme will form part of the offering in the Staff Development Booklet.  This includes topics related to disability.

	Staff will develop a good grounding in equality and diversity issues.
	Staff Development Office
	Ongoing
	The Diversity Learning Programme is now an integral part of the central Staff Development Programme. Two events have run, one on November 2007 and one planned for March 2008. Both events are fully subscribed, and an additional event will be run if a major oversubscription occurs.
In addition to this, four sessions of the programme have been commissioned by the School of Management in this academic year.

(In 2006/2007 two out of four events ran in the Central Programme. In addition, 4 events were run for HR, 2 events for Medicine, 1 event for Business and Community Services).
There is also a Diversity input on the University Induction events, which run for all new staff every 3 months.

	2.7
	Produce guidance for managers and staff about reasonable adjustments. Guidance should include the process to go through to provide reasonable adjustments, the importance of dialogue with the disabled member of staff, guidance on using Access to Work and other sources of funding.

Guidance should relate to new members of staff and members of staff who develop impairments during their employment.
	Mangers will be clear about what is expected of them and staff will be sure of their rights and responsibilities.
It will ensure that reasonable adjustments are dealt with appropriately and consistently across the University.
	Diversity Manager
	June 2007
	This is included in the planned Disability Project in 2008.

	2.8
	Revive the Disability Equality Network and encourage as many disabled members of staff to take part as possible.
	A revived group will have a dual role in assisting with the involvement of disabled staff in promoting disability equality and providing networking and development opportunities for disabled staff in the University.
	Diversity Manager
	June 2007
	Disabled staff and students are being encouraged to be involved in the Equalities Implementation Group. The group will discuss further actions over 2008 to ensure that disabled staff and students are supported and encouraged to be actively involved.

	2.9
	Take steps to ensure that current and prospective staff are aware that the University has signed up to the Two Ticks Scheme. Ensure that current and prospective staff understand the rights and responsibilities this places upon them.
	External awareness of the scheme will help to attract disabled applicants.  Internal awareness of the University’s duties under the scheme will help to retain staff that develops a disability during the course of their employment.
	Diversity Manager
	June 2007
	The annual review of the 2 ticks system is underway and actions are planned for publicity in the university’s newsletter and through HR meetings. 

	2.10
	Review the provision offered to disabled students with a view to improving the provision for staff.
	Raise the importance of staff disability issues within the University and ensure that all members of the University Community have equal and fair access.
	Diversity Manager
	October 2007
	Planned as an agenda item for the Equalities Implementation Group in 2008. 


3. 
Students
	
	Action
	Outcome
	Responsibility
	Timescale
	Update Dec 2007

	3.1
	Develop a cross-service methodology to ensure all eligible students are in receipt of information, support and awards.

	Outputs:

More accurate HESA returns.
Raise awareness of DSAs and provide drop-in service to assist students with DSA applications.
Outcomes:

Whole student population in receipt of information and support in application.
Students feel supported through DSA application process.
	CELT, Disability Service, LDC, Mentor Service
	2006 - 2007
	The need to identify those students who have disclosed a disability on UCAS but nor registered with the support services or in receipt of the DSAs.

There is ongoing action to promote the Disabled Students’ Allowances and Student Support services via University and Students’ Union open days (handouts on stands, one-to-one drop-in sessions) and at local FE colleges via presentations and one-to-one drop-in sessions and to Connexions Southampton via presentations.

An administrative system is being developed to enable greater collaboration between student support services and academic schools in the implementation of learning and teaching recommendations.


	3.2
	Increase dyslexia tutorials by encouraging longevity in the relationship.

	Outputs:

Students are supported throughout the student life cycle. 

Students develop a rapport with tutor.
Outcomes:

LDC is perceived as a continually accessible service, providing support through the student life cycle.

	LDC
	2006 - 2007
	This is viewed as good practice and is maintained as much as logistics allow. However, it should be noted that students will choose to attend or otherwise. The LDC and other Student Support services continuously promote the benefits of attendance. 

	3.3
	Improve recruitment of disabled students by: 

(i) enhancing the prospective student experience 

(ii) Involvement in WP initiatives 

(iii) More active involvement in Open Day events.

	Outputs:

An increase in the numbers of prospective disabled students who decide to commit to the University as a direct result of a prospective visit. 

Promotion of disability funding and services to students, delivered via existing WP initiatives and Open Days.
Outcomes: 

Widening Participation is enhanced for the disabled student cohort.
Disabled students more aware of Student Support services.

	Disability Service, CELT, Mentor Service, LDC
	2006 - 2007
	(i)  The Disability Service acts on this feedback.   Results from the 2006-07 Admissions cycle indicate that prospective visits have a positive bearing on the student’s choice of institution. 44% of disabled students who visit the Disability Service as prospective students have the UoS as their first choice of university. However, this increases to 66% following the visit.
(ii) Liaising with the Outreach Team to ensure that up-to-date handouts re the Disabled Students’ Allowances are available to them to take into schools and colleges to use during their presentations.
(iii) Active involvement at University and Students’ Union open day events via a staffed Student. Support stand, one-to-one drop in sessions and talks.

	3.4
	Reduce or eliminate barriers to learning by prioritising then implementing University of Southampton Inclusion Task Force recommendations.

	Outputs:

Work with partners (inc. LATEU) to promote an inclusive student experience.
Outcomes:

The University continues to proactively acknowledge and respond to diversity to create a fully inclusive student experience.
	Disability Service, CELT, LDC, Mentor Service
	2006 - 2007
	In 2008, Student Support will present 3 workshops: providing pastoral support to students, supporting students with dyslexia and supporting students with mental health difficulties. Student Support also delivers disability awareness workshops through the HR CPD programme. 

A series of Student Voices Focus’ groups explored disabled students’ views of the support services.


	3.5
	Develop Mental Health liaison work in order to share good practice and ensure effective links between the University and the community.
Develop initiatives which are ‘preventative’ in nature, proactively tackling anxiety through information and presentations, and more generic ‘well-being in HE’ events.
	Outputs:

Improved support to students who experience a personal crisis or incident.
Outcomes:

Changing a support paradigm to be more proactive in its services.

	Mentor Service, Disability Service, Counselling Service


	2006 - 2007
	The Mentor Service has chaired a ‘Mental Health Liaison Meeting’ between Student Support (mentoring and Counselling), local GPs and representatives from the Secondary Mental Health Agencies. 

The Wellbeing Service offers a 24 hour service, 365 days per year.

	3.6
	To explore student perceptions of Student Support services and act on feedback gained in 2005-06 to improve services offered.

	Outputs: 

Gaining a more accurate understanding of student perceptions.
Outcomes:

Students perceive Student Support services as responsive to their views.
	Disability Service
	2006 - 2007
	Institutional feedback (e.g. SEQ UG, SEQ PGR, SEQ PGT, and LTERAP) and the Group respond on behalf of the Department. This data has raised awareness of each team/service in terms of what their own feedback mechanisms are telling them about their activities for disabled students. This feedback informs Action Planning for the year ahead.

Student Support Services, working in partnership with Southampton University’s Student’s Union (SUSU), recently held a number of focus group events for disabled students and those with specific learning difficulties/ dyslexia. The aim of these events was to gain feedback on how students perceive the services provided by the Disability Service, Mentor Service, Learning Differences Centre, and the Centre for Enabling and Learning Technologies (CELT). One of the findings related to problems disabled students encountered at reception desks across the University. As a result, Student Support has delivered a number of training events for reception staff. 

The University’s Student Experience Questionnaire (UG, PGR, and PGT) has included for the first time specific questions on the support services. Overall 2007 analysis identifies 96% of disabled students rating the disability service as being Satisfactory, Good or Very Good. 37 of 39 Post Graduate Research students expressed satisfaction with the Disability Service with 29 of them scoring Good or Very Good. 

*Verbal scale: Very Good, Good, Satisfactory, Poor, Very Poor.


	3.7
	To promote the benefits of a partnership approach to supporting disabled students through: 

· Briefing and consultation with Academic Schools on alternative examination requirements

· Providing advice and guidance to Schools on a wide range of disability-related issues

· Building on the network of key contacts within each of the Schools.
	Outputs:

Academic Schools receive guidance to promote the support of disabled students.
Outcomes:

Academic Schools are more aware of how to support disabled students, and how to access advice and guidance from Student Support services.
	Disability Service
	2006 - 07
	A new Fitness to Study policy takes the opportunity to promote positive attitudes towards students with impairments. The University is committed to maintaining students’ wellbeing and the Policy indicates the procedure and support available to both students and staff when a student becomes unwell and/or presents a risk to self and/or others. 

Information about setting up additional examination arrangements and the deadline for requests is sent to students known to the Support Services at regular intervals each semester.  This information is also available posted on the student Intranet site. 

Student Support presentation at the Senior Tutors’ Network on ‘Student support within a legislative and quality framework.’ The emphasis was on communication between academic staff and support staff.


	3.8
	To contribute to the provision of staff training on a variety of disability-related topics across the University.
	Outputs: 

To liaise and work directly with Personnel and Staff Development Service regarding staff training activities on disability issues.
Outcomes:

University staff are more aware of disability-related issues.
	Disability Service
	2006 - 07
	Disability Awareness Training is included in the staff training programme and the Student Support Services can offers bespoke training programmes for the Academic Schools and Professional Services on request. 

The Disability Service webpage includes guidance notes for staff supporting students with disabilities such as Asperger syndrome, Sensory impairments and mental health difficulties and also includes links to other sources of information and guidance.

The University also uses local organisations to provide specialist training as and when required.  For example, Hampshire Deaf Association has provided Deaf Awareness Training for staff working in some of the Academic Schools.

Staff involved in supporting disabled students regularly attend external courses and conferences as part of their on-going professional development.  This can include networking with other HEIs in the sector.

In 2008, Student Support will present 3 workshops: providing pastoral support to students, supporting students with dyslexia and supporting students with mental health difficulties. Student Support also delivers disability awareness workshops through the HR CPD programme. 

The Inclusion Task Force (ITF) work includes an ‘inclusion’ module for the Post Graduate Certificate of Academic Practice, workshops and forums. 

Student Support plan to contribute to the 2008 ‘Learning and Teaching Week’ with a workshop on ‘Creating the Inclusive Learning Environment’.

Student Support presentation at the Senior Tutors’ Network on ‘Student support within a legislative and quality framework.’

The LDC, working in partnership with the School of Nursing, have produced a guide for supporting students with dyslexia on placement, and received the VC’s Teaching Award in 2007 for their work in this area.


4. Education and Curriculum

	
	Action
	Outcome
	Responsibility
	Timescale
	Update Dec 2007

	4.1
	Maintain the Inclusion taskforce (ITF) as an advisory group.
	All those below.
	Jane Seale as Chair of ITF with support of ITF and LATEU
	Continuous with periodic review
	The Task force continues to exist.

	4.2
	Establish an Inclusion Forum, lead by the ITF to hold open meetings with external speakers and to provide advice and support to individuals and schools.
	Academic and support staff will have access to sources of expertise and will be facilitated in applying that expertise to their own practice.
	ITF with support from LATEU
	March 2007 (possibly to coincide with learning and teaching week)
	The first Forum event was held in November 2007 and a further two are planned for Jan and April 08.

	4.3
	Design and develop strategic level CPD sessions for Learning and Teaching Coordinators, Deputy Heads of School and /or designated staff from schools.
	Student’s needs, policy drivers and the principles of inclusion will be cascaded down through Schools.
	ITF with support from LATEU
	February 2007
	Three strategic level CPD sessions were run in Spring/summer of 07 for senior L&T personnel.

	4.4
	Design and develop introductory level CPD sessions for academic and learning support staff.
	Academic and support staff will understand the principles of inclusion and generic strategies for applying them.
	ITF with support from LATEU
	April 2007
	Two introductory level CPD sessions have been included in the LATEU CPD programme for this academic year.

	4.5
	Launch the University of Southampton DVD as a training resource.
	Academic and support staff will understand the principles of inclusion.
	ITF with support from LATEU
	March 2007
	Launch has been unavoidably delayed. Due to be launched Dec 07/Jan 08.

	4.6
	Develop a comprehensive, informative inclusion website within the LATEU site.
	All staff involved in learning and teaching will have access to the resources they require to deliver inclusive programmes.
	Jane Seale with support from LATEU
	March 2007
	A skeleton website is currently hosted on the LATEU website. It stills requires populating with more material.

	4.7
	Identify individuals within schools to work with staff to implement the principles of inclusion at school/divisional level.
	Schools develop their own strategies for inclusive learning and teaching with support from the ITF
	Schools with support from ITF
	June 2007
	We have not been contacted by Schools yet regarding this action point.

In truth we have no resource for this. All Inclusion Task Force members are doing this voluntarily on top of their “day jobs”. We need to re-visit where the responsibility for this lies- I would suggest LATEU.

	4.8
	Offer schools support for tailor-made CPD for staff using case studies or featuring particular issues.
	Individuals within Schools will develop their own inclusive practices with support from Schools and ITF.
	ITF with support from LATEU
	September 2007
	Have done this on an ad hoc basis- need to make this more embedded and systematised.

	4.9
	Develop a guide for those delivering standard CPD sessions to enable them to raise the issue of inclusion.

	The principles of inclusion from the ITF report will be embedded in standard CPD sessions.
	Jane Seale
	October 2007
	Not done yet.

	4.10
	Initiate the closer involvement of students in the design of inclusion-related CPD by involving them in the planning and design of CPD activities.
	Students will be involved in the inclusion process.
	ITF
	December 2007
	Jane Seale is piloting a method for achieving this, which was funded from the L&T project fund for academic year 07-8. Jane will be reporting on the success of the method in early 08.


5. Physical Environment

	
	Action
	Outcome
	Responsibility
	Timescale
	Update Dec 2007

	5.1
	Continue improvements to buildings across campuses to ensure fire evacuation lifts in place.
	Buildings will have suitable egress for those with impaired mobility.

	Jerry Draper
	March 2008


	Evacuation Lifts and associated protected lobbies installed to the following buildings: B2, B2A, B4, B7, B13, B29, B30, B37, B38/40, B42, B44, B46, B58, B63, B65, B67 and the East Campus library.
On target to spend the HEFCE Funds.

	5.2
	General works to be carried out across Highfield Campus to improve accessibility including new ramps and automatic doors.
	Generally improved physical accessibility across the Highfield Campus.

	Jerry Draper
	December 2006


	Revised to end of February 2008.
B6 Clarkson room, B37 level 2 corridor, B44 west entrance and computer room have had automatic doors installed; Hoist has been installed in B44 Disabled WC. A motorised stair climber chair has been installed in the Turner Sims concert Hall and staff trained in its use. Ramp has been installed to B44 South entrance.

A major upgrade of access and egress external paving has been designed and now being installed at Winchester School of Art 

Assistive Technology works are taking place in the East Campus library and the Halls of Residence adaptations are taking place.

A major program of linking 64No disabled toilet alarms back to the University’s Central Control Room is being funded and will be completed by the end of March 2008.


	5.3
	Develop a policy to ensure there are suitable trained fire wardens available to operate the newly installed fire lifts.
	Building will have suitable egress for those with impaired mobility.

	Jerry Draper with the Diversity Office and Health and Safety


	March 2008
	Being carried out by Terry Harrington in conjunction with Ray Smith from our electrical section.

	5.4
	Repeat the Access Audits conducted in 2001/2002. Funding has been applied for from the long-term maintenance budget.
	Up to date knowledge of the accessibility of University campuses.

	Jerry Draper
	2007/2008
	Major review carried out, costs updated and work prioritised.

Some buildings not included as require complete new survey, are undergoing major refurbishment or are new. The details are on an Excel spreadsheet and have been sent to the Disability Service.

A walk the Campus’s has taken place and various external works items have been noted that need to be considered. These have been put on drawings but will need to be detailed on the spreadsheets, costed and prioritised.

The University needs to source additional funds to fund these works.

	5.5
	The Estates and Facilities Department to develop accessibility design standards to be applied across all new builds and renovation projects.
	Ensure that minimum standards of accessibility are adhered to across all University buildings.

	Jerry Draper
	January 2009
	No progress has been made.

	5.6
	The long-term maintenance plan will be based on risk assessments that rank issues and include adjustments in line with the outcome of the accessibility audits.
	Where adjustments are identified they are prioritised.

	Jerry Draper
	2008
	This has been noted above.

	5.7
	Ensure that information is available to those booking venues, rooms etc on campus include an indication of its accessibility and any equipment it has, for example hearing loops.
	University Community knows where to find accessible rooms for lectures, interviews, meeting etc.
	Diversity Office
	December 2007
	To be actioned in 2008.

	5.8
	Ensure the University has a Personal Emergency Evacuation Plan (PEEP) process.
	Every disabled person in the University that requires one will have a personalised evacuation plan to ensure safe egress.
	University Health and Safety Adviser
	January 2007
	


6. Marketing

	
	Action
	Outcome
	Responsibility
	Timescale
	Update Dec 2007

	6.1
	Consider how best to make the information contained in the annual report available to target the target audience and beyond.
	Increased awareness of the progress towards an inclusive University, including disability equality.
	Diversity Office
	February 2007
	The actions in this section have been moved to 2008. Staff has now been recruited in the Diversity Team so progress can now be made. 

	6.2
	Develop corporate and enforceable guidance on communication methods that makes explicit the roles and responsibilities of all staff and students within the University. 
	Increased knowledge and skills within the University about how to communicate appropriately with different sections of the community.

A recognisable University approach to good and clear communication.
	CAMS with the support of the Diversity Office
	December 2007
	

	6.3
	Develop a comprehensive publication campaign to ensure that the whole University community knows about and understands their roles and responsibilities under the Duty and the social model of disability equality.
Support the publicity campaign with visits to schools/professional services.
	All sections of the University are aware of and understand their roles and responsibilities as a result of the Disability Duty.
Ensure ‘buy-in’ from Heads of School/Professional Service.
	The Diversity Office with the support of CAMS

Diversity Manager
	January - March 2007

From March 2007
	

	6.4
	Develop a disability day/event that deepens understanding of the barriers faced by disabled people within the University and the wider community in which the University exists.
	Raise awareness of the positive duty and encourage dialogue within the University Community.
	Diversity Manager
	September/October 2007
	

	6.5
	Produce a Disability edition of the Bulletin to support the launch of the Disability Duty across the University, providing useful articles on guidance and good practice regarding disability with input from across the University.
	Increase knowledge and raise awareness of the Disability Equality Scheme and disability equality generally.
	Diversity Manager with the support of CAMS
	January/
February 2007
	


7. Purchasing

	
	Action
	Outcome
	Responsibility
	Timescale
	Update Dec 2007

	7.1
	Disability, amongst other equality and diversity considerations, will be included in the Check List of every formally tendered process for which Procurement is responsible.  
	All tenders over £20K in value will have considered the impact for equality and diversity.
	Justin Candy, Head of Procurement
	March 2007
	Actions in this section have been moved to 2008. Staff has now been recruited in the Diversity Team so progress can be continued.

	7.2
	Guidance will be drafted for Procurement to ensure that the appropriate questions are asked at the Check List stage of the Procurement process.
	As above.
	Diversity Office
	March 2007
	

	7.3
	Develop suitable wording to appear in the terms and conditions of all tenders over £20K that refers to the duties placed on the supplier should they be successful in terms of abiding by the University’s positive duties in equality and diversity, including disability.
	All suppliers and potential suppliers are aware of their responsibilities with regard to equality and diversity.
	Diversity Office with the support of Procurement and Legal Services
	June 
	


Appendix 3 
Gender Equality Action Plan Updated January 2008 

Objective Reduce the gender pay gap across levels and between career pathways

	1
	Action
	Outcome
	Responsibility 
	Timescale
	Update Feb 2008

	1.1
	Develop a new policy for determining starting salaries and the speed of salary progression.
	Ensure that the starting salaries of women entering the University do not perpetuate past inequalities.
	Career Pathways Manager with support from the Equal Pay review group
	Year 1-2
	To be actioned in Year 2.

	1.2
	Review the starting salaries of those returning from maternity leave and career breaks to analyse the impact on their salary progression.
	Ensure that women are not unfairly penalised for taking breaks in their career.
	Career Pathways Manager with support from the Equal Pay review group
	Year 1-2
	To be actioned in Year 2.

	1.3
	Prioritise impact assessment for all promotion and regarding processes.
	The University will have fair and transparent processes for both men and women.

Perceptions of positive discrimination will be removed.
	Career Pathways Manager with support from the Equal Pay review group 
	Year 2
	

	1.4
	Identify the glass ceilings and reasons for occupational segregation within the MSA and CAO career pathways.
	Develop an action plan to reduce the gender pay gap in these career pathways.
	Equality and Diversity Manager Career Pathways Manager with support from the Equal Pay review group
	Year 2-3
	

	1.5
	A review of the use and application of the fees payroll and the quality and quantity of information recorded. 
	Enable a proper review of equal pay for all staff within the University.
	Career Pathways Manager with support from the Equal Pay review group
	Year 2-3
	

	1.6
	Consult with relevant internal interest groups (e.g. WiSET and WiLASS) about the value of subscribing to the ‘Where Women Want to Work’ website.
	Ensure effort in promoting women in the University is targeted in the right place.
	Equality and Diversity Manager and Personnel Services
	Year 1
	After consideration, by WiSET and Diversity Manager, decided not to join ‘Where Women Want to Work’ website.


Objective Promote flexible working practices more widely, encouraging men as well as women to work flexibly, ensuring that University staff are aware of their rights and responsibilities under the policy framework

	2
	Action
	Outcome
	Responsibility
	Timescale
	Update Feb 2008

	2.1
	Undertake a publicity campaign to promote flexible working to male members of staff.
	Men will feel more confident that flexible working will not damage their career prospects and that family-friendly policies exclude them.
The more that men and women take equal responsibility of caring duties the easier it will be to ensure equality for men and women in the workplace.
	Equality and Diversity Office
	Year 2-3
	Due to staff resources timescale moved from Year 1 to Year 2-3.

	2.2
	Extend the right to request to work flexibly to all members of staff.
	Encourage a culture whereby all needs are taken into account where operational requirements allow staff to work flexibly.

	Personnel Services Manager
	Year 1-2
	

	2.3
	Produce support and guidance for managers in how to manage requests from staff to work flexible, highlighting when they should or should not decline or accept a request.
	Empower managers to make decisions based on the business needs of their unit/ department/school.
	Personnel Services Manager
	Year 1-2
	

	2.4
	Work with HR Client Partners to support managers in making these decisions.
	Maintain link between line managers and HR policy.
	HR Client Partners
	Ongoing
	Equality Team to call meeting with HR Client Partners to see we can take this forward.


Objective Continue to tackle occupational segregation within the University

	3
	Action
	Outcome
	Responsibility
	Timescale
	Update Feb 2008

	3.1
	Maintain status as an Opportunity Now ‘Exemplar Employer’ by continuing to promote opportunities for Women in SET.
	Increase the number and seniority of Women in SET subjects.
	WiSET with the support of the Equality and Diversity Office
	Ongoing
	

	3.2
	Apply for and obtain the Athena Swan Silver Award.
	Increase the number and seniority of women in SET subjects.
	WiSET with the support of the equality and Diversity Office
	Year 1
	Application failed in Year 1 - to reapply in Year 3 after embedding actions committed to in the Bronze Award application.

	3.3
	Take steps to improve the momentum of WiLASS to ensure women in LASS have the same peer support and progression opportunities as women in SET.
	Provide support and development opportunities for women working in the Faculty of LASS.
	Equality and Diversity Manager
	Ongoing
	Moved to ongoing.

	3.4
	Conduct research on the areas of the university where few men work or study. 
	Find out why such occupational segregation exists and what steps can be taken to address it.
	Equality and Diversity Manager
	Year 2-3
	


Objective Improve the understanding of harassment and bullying and improve the prevention and reporting structures within the University for both staff and students

	4
	Action
	Outcome
	Responsibility
	Timescale
	Update Feb 2008

	4.1
	Review the existing Harassment Policy in line with the needs of both staff and students in relation to gender equality and all other equality and diversity strands.
	Produce a clear user-friendly process that is well understood by both staff and students.
	Equality and Diversity Manager
	Year 1
	Year 1 – some amendments made on existing policy so in line with new policy.  Full review of Harassment Policy currently under way.

	4.2
	Review the training and development provided to harassment contacts, personnel managers, line managers and any other staff who work with harassment and bullying cases within the University in line with ECU, UCU and Unison guidelines on Dignity at Work.
	All staff involved in investigating harassment and bullying cases will have the necessary skills to conduct the investigation sensitively and fairly.
	Equality and Diversity Manager, Personnel Services Manager and the Staff Development manager
	Year 1-2
	

	4.3
	Publicise the team of harassment contacts more effectively so that staff are aware of this support mechanism.
	More staff are aware of the role of the harassment contact and when they are able to use the service.
	Equality and Diversity Manager
	Year 2
	

	4.4
	Publicise the role of the Student Union Advice and Information Centre (SUAIC) so that more students know to go there and what help they can ask for.
	More students aware of the existing support mechanisms available to them.
	SUAIC Manager
	Year 1-2
	

	4.5
	Develop and promote the existing mediation process within the University as a first point of contact in dispute resolution.
	Encourage an environment of dispute resolution.
	Personnel Services and Student Services with the support of the Equality and Diversity  Manager 
	Year 1-2
	


Objective Develop a better understanding of gender dysphoria and transsexuality within the University

	5
	Action
	Outcome
	Responsibility
	Timescale
	Update Feb 2008

	5.1
	Consult in more depth with staff and students who have experience of gender dysphoria and transsexuality to gain a better understanding of the barriers they are facing at the University of Southampton.
	Have better information upon which to produce guidance.
	Equality and Diversity Manager
	Year 3
	

	5.2
	Produce guidance to help support staff and students with gender dysphoria or who are transsexual.
	Staff will have better information when making decisions that will affect members of the university community with gender dysphoria or who are transsexual.
	Equality and Diversity Manager and the Personnel Services Manager
	Year 3
	

	5.3
	Publicise the guidance.
	Raise awareness of issues generally and specifically with relation to the contents of the guidance.
	Equality and diversity Manager
	Year 3
	


Objective Ensure that equality is embedded in the employability agenda for students

	6
	Action
	Outcome
	Responsibility
	Timescale
	Update Feb 2008

	6.1
	Ensuring that University of Southampton students understand the importance of equality and diversity as a skill for their future employability.
	University of Southampton students are able to enter the workforce understanding the value equality and diversity can add to their careers.
	Equality and Diversity Manager and Employability Co-ordinators
	Year 1-2
	

	6.2
	Develop partnership working between equality and diversity and LATEU to ensure that all three positive duties are embedded in the inclusion agenda and the quality assurance work of the Unit.
	Equality strands, including gender, are embedded in the development and quality assurance work of the University.
	Equality and Diversity Manager and LATEU
	Year 1-2
	Links have been established and ongoing discussion about embedding equality in to quality assurance.


Objective Monitoring and development of the Scheme

	7
	Action
	Outcome
	Responsibility
	Timescale
	Update Feb 2008

	7.1
	Expand the Disability Equality Steering group to become a positive duty steering group with responsibility for monitoring the progress of the three schemes and advising on improvements to the action plans.
	To act as a check and balance for the equality schemes and to ensure involvement of relevant interested parties from within and outside the university community.
	Equality and Diversity Manager
	Year 1
	Equalities Implementation Group has been established.  Reference Groups on equalities to be established.

	7.2
	The Annual Diversity report to Council will include reporting against the three positive duty action plans and progress of impact assessment across the University.
	Ensure the governing body of the university is able to effectively monitor the progress of the three equality and diversity schemes.
	Equality and Diversity Manager
	Ongoing
	

	7.3
	The university to continue its involvement of the Gender Working Group, a sub-group of LEADER. 
	To network with other employers with gender equality schemes and with private sector employers.
	Equality and Diversity Manager
	Ongoing
	Diversity Manager is now the Co-Chair of Gender Working Group.

	7.4
	Ensure equality and diversity training, including gender issues, is more robustly integrated into induction at a central and local level.
	To be clear about the university’s values to all staff entering the university.
	Staff Development Manager
	Ongoing
	

	7.5
	Ensure PPDR process reviews individuals’ equality and diversity training needs.
	Integrate equality and diversity into the performance management process.
	Staff Development Manager
	Ongoing
	

	7.6
	Develop a publicity campaign to encourage staff and students to provide up-to-date, accurate personal data for monitoring purposes via self-service in the new system.
	Ensure all equality and diversity monitoring is accurate.
	To be advised
	Ongoing
	


Appendix 4
Summary of Student Data

Student 2006/07 Figures

Disability Figures (Added each declared disability together to give a total declared disability; Total for disability taken from University of Southampton Disability section)

	Disability Declaration
	Number of Students
	Percentage of Student Population (%)

	Declared Disability
	1546
	7.63

	No Declared Disability
	18216
	89.94

	Not Known
	491
	2.42

	Total
	20253


Ethnicity Figures (Total from each ethnic background University of Southampton from Ethnicity section)

	Ethnic Background
	Number of Students
	Percentage of Student Population (%)

	White
	15649
	77.27

	Black
	399
	1.97

	Chinese
	842
	4.16

	Asian
	1083
	5.35

	Mixed
	414
	2.04

	Other Ethnic Background
	318
	1.57

	Information Refused
	776
	3.83

	Not Known
	772
	3.81

	Total
	20253


Gender Figures (Total Male and Female University of Southampton from Domicile section)

	Gender
	Number of Students
	Percentage of Student Population (%)

	Female
	11444
	56.51

	Male
	8809
	43.49

	Total
	20253


Figures taken from: December 2006 Snapshot Statistics – Extended (Produced by Student Services, Management Information Team)

Student 2007/08 Figures

Disability Figures (Added each declared disability together to give a total declared disability; Total for disability taken from University of Southampton Disability section)

	Disability Declaration
	Number of Students
	Percentage of Student Population (%)

	Declared Disability
	1702
	8.06

	No Declared Disability
	19216
	91.05

	Not Known
	187
	0.89

	Total
	21105


Ethnicity Figures (Total from each ethnic background University of Southampton from Ethnicity section)

	Ethnic Background
	Number of Students
	Percentage of Student Population (%)

	White
	16705
	79.15

	Black
	439
	2.08

	Chinese
	1025
	4.86

	Asian
	1150
	5.45

	Mixed
	506
	2.40

	Other Ethnic Background
	462
	2.19

	Information Refused
	756
	3.58

	Not Known
	62
	0.29

	Total
	21105


Gender Figures (Total Male and Female University of Southampton from Domicile section)

	Gender
	Number of Students
	Percentage of Student Population (%)

	Female
	12119
	57.42

	Male
	8986
	42.58

	Total
	21105


Figures taken from: December 2007 Snapshot Statistics – Extended (Produced by Student Services, Management Information Team)

Differences between summary of student data between academic years 06/07 and 07/08 taken from 1st December 2006 and 2007

	Disability Declaration
	Difference in Number of Students
	Percentage difference between 06/07 and 07/08 (%)

	Declared Disability
	+156
	+0.43

	No Declared Disability
	+1000
	+1.11

	Not Known
	-304
	-1.53

	Total
	+852


	Ethnic Background
	Difference in Number of Students
	Percentage difference between 06/07 and 07/08 (%)

	White
	+1056
	+1.88

	Black
	+40
	+0.11

	Chinese
	+183
	+0.70

	Asian
	+67
	+0.10

	Mixed
	+92
	+0.36

	Other Ethnic Background
	+144
	+0.62

	Information Refused
	-20
	-0.25

	Not Known
	-710
	-3.52

	Total
	+852


	Gender
	Difference in Number of Students
	Percentage difference between 06/07 and 07/08 (%)

	Female
	+675
	+0.91

	Male
	+177
	-0.91

	Total
	+852


Benchmark – Percentage of UK domiciled disabled students for 2005/06 is 6.9% (HESA)
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