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GENDER EQUALITY SCHEME 
ANNUAL REPORT 2009 

Introduction

The University Gender Equality Scheme was first published in 2007 and this is the second annual report, the main elements of which relate to progress to date against the published action plan. The report also includes any additional initiatives and future plans for enhancing gender equality at the University.
Progress since the last report

1. Equal Pay 
The University published an Equal Pay Statement in September 2007.  The statement reaffirms our commitment to equal pay and notes the progress made in pay and grading modernisation and the Impact Assessment of our Job Evaluation scheme.

The statement set objectives for a three year period including a commitment to undertake a full pay review before June 2010. Current work is focussed on the completion of job evaluation of all university roles, including senior management and professorial staff in order to enable the review    to cover all university staff.

Guidance, which includes criteria and an approval process for starting salary for all new appointments, is in place. The guidance will be reviewed to check the impact in terms of gender and to identify if any action is required.

Work on harmonisation of appropriate terms and conditions of staff in different job families (i.e. academic and administrative, technical and services staff) is underway.

Policies on contribution pay and market supplement are being developed under the auspices of the University Reward Strategy.
2.  Data Collection and Reporting

We have continued to collect data on gender issues including student retention and statistics dealing with recruitment and promotion. In particular the retention data will inform future planning processes. The Annual Equality and Diversity Statistical Report on Employment 2008 provides a breakdown by gender of the workforce, and recruitment statistics.  The breakdown by gender shows no significant difference to the previous year’s statistics, but the inclusion of data for the first time on p/t hourly paid lecturers shows that female staff exceed males by 7% compared to the main workforce where males exceed females by 15%. Year on year analysis will identify if there are any trends that merit further investigation. In terms of recruitment women are slightly more successful in percentage terms than males in progressing through short-listing to appointment and we will continue to monitor this data year on year.

3. Policy Reviews

With have continued the process of equality impact assessment and the following policies have been reviewed in line with commitments given in the Gender Equality Scheme Action Plan:

The Staff Harassment policy has been reviewed and has been re-titled as the Dignity and  

      Respect at Work Policy

· The Flexible Working policy has been reviewed and the right to request flexible working is available to all staff.

· The staff development and career review process has been updated and a new Performance and Development Review process has been introduced.  We are seeking to develop a more consistent approach to performance review to ensure that the staff development needs of all staff are identified and in doing so aim to prevent any barriers to career progression of all staff.  In addition a comprehensive management development programme will be introduced in the coming year and is aimed at managers in the higher range of middle management.
· Reviews of management development and mentoring are on-going
Additional initiatives: 

· We have reviewed our Family Friendly Policies increasing maternity and paternity benefits and equalizing adoption benefits with maternity benefits.
The University has developed and published a University Statement on Dignity and Respect which applies to all staff, students and visitors to the University.
4. Staff Training

An additional 450 staff have attended equality and diversity training this year. This training includes discussion of gender issues.  In total the programme has now trained 1147 members of staff with 492 still to be trained.  Analysis shows that 53% of attendees were female and 55% of those still to attend are female.  This closely mirrors the staff profile and therefore there appears to be no gender issues around attendance at training.   

A generic management development on-line training tool has been introduced widening the access and availability of training to suit a variety of individual needs.

In addition a range of courses have been advertised to all staff who were invited to self-nominate and seek approval for attendance from their line manager. A number of fees waived university educational development opportunities have been promoted to all staff. In addition there is a University EMBA programme that prepares individuals for senior positions.
5. Future Plans

We are currently in the process of introducing a Childcare Voucher Scheme which will benefit both male and female staff who are parents of children and who meet the scheme conditions. Students seeking financial support for childcare may apply to the Childcare Fund managed by the Student Services team. 

In autumn 2009 we will begin work on the University’s Single Equality Scheme.  While this will detail plans and targets for all equality strands, we will continue to our work on gender issues and on equal pay.

The University’s staff development policy is currently being revised and as noted in section 3, this will include improvements to performance review and to management development training. 

6.  Monitoring and evaluation

Implementation of the GES action plan is monitored by the Equality and Diversity Coordinator and progress reports on the GES are made to Senate on a regular basis.  
We will include gender equality targets in the Single Equality Scheme and will use the scheme to implement proactively any new requirements in the 2009 Equality Bill.
This report represents solid progress in the University’s gender equality work and looks forward to future developments which will cement the gains made and begin the process of mainstreaming all equality work.
