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Purpose

1 This report summarises progress on a range of key equality and diversity related activity for 2009 and provides an overview and analysis of the demographic profile of Edinburgh Napier University staff covering the period from 2006 to July 2009. It is submitted for information and comment as appropriate.
Background

2 The Equal Opportunities Committee (EOC) provides a strategic lead on diversity and equality matters for the University. Where appropriate it commissions sub-groups to take forward particular projects or requirements. The EOC also commissions reports from the Diversity Partner on the likely impact of new or updated legislation.

3 One likely key development in early 2010 will be the passing of new legislation designed to consolidate and harmonise anti-discrimination law in the shape of a new Single Equality Bill.

4 At present, the protection afforded to each ‘equality strand’ varies and can lead to perceptions of a ‘hierarchy of discrimination’. For instance, a Muslim from a South Asian background would have greater protection under the law if he or she were disadvantaged on grounds of colour or ethnicity than he or she would as a Muslim. The Bill is seeking to address this deficiency by ‘levelling up’ where the cover is weakest (as is also the case with age and sexual orientation).
5 The new legislation will also address the issue of different reporting deadlines (as is currently the case with race, gender and disability) by allowing institutions a degree of autonomy as to when they choose to report. In light of this, the University is working towards a 30th June 2010 deadline.
6 In anticipation of this, and in line with the general direction followed in earlier reports, the format of action plans has been revised and simplified in order to show a clear indicator of progress for each 12 month reporting period. A sample action is provided at appendix 1.
Equality and diversity activity and links to the University Strategy 

7 Edinburgh Napier University’s Strategy to 2015 demonstrates a continuing commitment to widening access to higher education and supporting student achievement without regard to social and cultural barriers and boundaries.  It also demonstrates the University’s commitment to being an employer of choice for staff.

8 Underpinning this overall vision are the University’s Race, Gender and Disability Equality Schemes, which can be found on the University’s dedicated equality and diversity web-pages at www.napier.ac.uk/diversity . The Schemes outline the progress made in each of these ‘equality strands’ and the following sections summarise some of the key highlights. 
Race Equality

9 The University is required to produce and report annually on its Race Equality Policy. The 2009 update reported a generally favourable position with steady year-on-year progress. Key areas of progress included:

· Development of an equality impact assessment process that specifically addresses race equality and its dissemination across the University

· Training for staff in carrying out equality impact assessment and the creation of a section within the Diversity site where equality impact assessments are published

· Introduction of equality-related questions into the Staff Survey for the second year in succession

· Continuing delivery of diversity awareness training for staff in collaboration with local partners and covering all six current ‘equality strands’
· Customer care/cultural awareness raising sessions for frontline staff

· Successful third  reaccreditation of the University’s ‘Investors in People’ status 

· 20 credit handbook and Quality Framework contain relevant guidance on diversity for  programme development

· Provision of culturally-appropriate catering at key times of the year

· Provision of Quiet Rooms across all campuses with revised booking procedures to bring them into line with the Employment Equality (Religion or Belief) Regulations 2003

· Redesign of shower/washing facilities to accommodate diverse needs regardless of culture/religion

· Ensuring wherever possible that students do not suffer a detriment if an exam falls on a day of religious/cultural significance

· Greater interrogation of staff and student ethnicity data including progression and achievement rates for students.
Gender Equality

10 The University published its first Gender Equality Scheme in 2006 and there have been two subsequent updates. Progress has been made in the following key areas:

· Development of an equality impact assessment process that specifically addresses gender equality and its dissemination across the University

· Training for staff in carrying out equality impact assessment and the creation of a section within the Diversity site where equality impact assessments are published

· Introduction of equality-related questions into the Staff Survey for the second year in succession

· Continuing delivery of diversity awareness training for staff in collaboration with local partners and covering all six current ‘equality strands’

· Customer care/cultural awareness raising sessions for frontline staff

· Successful third  reaccreditation of the University’s ‘Investors in People’ status

· 20 credit handbook and Quality Framework contain relevant guidance on diversity for  programme development

· Continuing support for the Scottish Resource Centre for women in SET and for Interconnect supporting female students in science, engineering and computing

· Near gender-parity at a university-wide level with males constituting 47% of the workforce and females 53%

· An increase in female representation at dean level where a situation of parity has been reached but with others areas still showing a gender bias

· Signing-up to the Athena SWAN Charter and the establishment of a project group to oversee the work

· An ongoing Equal Pay review 

· A short-life working group to ensure that the University’s working practices do not indirectly discriminate against women (especially those with caring responsibilities)

· Greater interrogation of gender-specific staff and student data to identify anomalies.

Disability Equality

11 Edinburgh Napier University published its first Disability Equality Scheme in December 2006 and has recently revised the Scheme to meet with legal deadlines. Of particular note is the following progress:

· Development of an equality impact assessment process that specifically addresses disability equality and its dissemination across the University

· Training for staff in carrying out equality impact assessment and the creation of a section within the Diversity site where equality impact assessments are published

· Introduction of equality-related questions into the Staff Survey for the second year in succession

· Continuing delivery of diversity awareness training for staff delivered in collaboration with local partners and covering all six current ‘equality strands’

· Customer care/cultural awareness raising sessions for frontline staff

· Successful third  reaccreditation of the University’s ‘Investors in People’ status

· 20 credit handbook and Quality Framework contain relevant guidance on diversity for  programme development

· Assessment handbook addresses considerations for students with disabilities

· Development of a protocol that allows disabled students to record lectures

· Workshop for senior staff from across the University in disability awareness provided by external specialists

· Introduction of a ‘Guaranteed Interview Scheme’ for disabled applicants provided they meet the essential selection criteria for the post 

· Greater interrogation of disability-specific staff and student data to identify anomalies.

Voluntary Severance
12.  In 2009 the University introduced a three stage Voluntary Severance Scheme (VS) and invited staff to apply. The main criteria for a successful application to the Scheme were that the post must be surplus to requirements and that agreeing to voluntary severance presented value for money (to the University).

13. The analysis showed that:

· A greater number of women than men had their VS application approved,  which was not anticipated by the VS Equality Impact Assessment. Upon investigation, it was established that:
· 14 of the unsuccessful male applicants occupied roles which would not be redundant and that these role-holders would have to be replaced 
· 4 were declined because their application did not represent value for money
· 6 of the unsuccessful female applicants also occupied roles that would not be redundant and that these role-holders would also have to be replaced
·  3 were declined because their application did not represent value for money
There is therefore no evidence to suggest gender bias as the majority of applications (20 out of 27) were declined because the roles were not redundant, regardless of gender.
· The largest number of successful VS applicants were in the 55 plus age range, which was discussed as a possibility by the EIA group. In an exercise of this type, and given the financial climate, it was expected that there would be a higher number of applications from those more likely to be financially viable, for example by having access to a pension fund. 

· By contrast, this was unlikely to be the case for younger potential applicants who may have considered the difficulties of securing stable employment in the current financial climate as a disincentive to apply for voluntary redundancy.
·  It is not possible to draw any conclusions about the operation of VS from an ethnicity or disability background due to the very small numbers. 
	Total Number of Applications

115
	Successful
	Unsuccessful
	Total
	Percentage in total workforce

	Gender
	 
	 
	 

	Female
	55 (48%)
	9 (8%)
	64                           52%

	Male
	34 (28%)
	17 (16%)
	51                           48%

	 Total
	 88 (76%)
	27 (24%)
	 115

	Age
	 
	 
	 

	<35
	2
	1
	3                             25%

	35-54
	10 (9%)
	6 (5%)
	16                           54%

	55+
	76 (66%)
	20 (18%)
	96                           22%

	 Total
	 88 (76%)
	27 (24%)
	115

	Ethnicity
	 
	 
	 

	Minority Ethnic
	1
	1
	2                               5%

	White
	85
	25
	110                         88%

	Unknown
	2
	1
	3                             22%

	 
	 88
	27
	 115

	Disability
	 
	 
	 

	Disabled
	1
	2
	3                               1%

	No disability
	84
	25
	109                         99%

	Unknown
	3
	0
	3                         

	 
	 88
	27
	115


Equal Pay

14. The University embarked on an Equal Pay review as part of its duties under the Gender Equality Duty. A report of the findings will be published later this year.
Key Points from the staff diversity data
    15. An analysis of applications for employment and staff in post data showed: 

Disability
· Applications for employment suggest an under-representation from disabled applicants. These figures predate the introduction of the Guaranteed Interview Scheme, which is designed to encourage greater applications and increased disclosure rates.

· There appears to be continuing under-representation of disabled staff despite the age profile of the University’s employees. 
Gender

· Considerably more females (57%) applied for employment than males (37%) in 2008/9.

· There has been little change over the period 2006-9 in the overall number and gender of staff. Male academic staff (59%) have continue to outnumber female staff (41%) over the three year period.
· Over the same period, the situation is reversed with male professional services male staff comprising 38% and female staff 62%.

Age

· In 2008/9 the majority of applications for employment were received from people in the 16-30 age group (43%) closely followed by those in the 31 to 50 age group. There was a considerable tail-off with applications from those over 51 totalling just 6%.

· 72% of academic staff are in the 35 to 54 age group while in professional services the percentage is considerably less (52%).
Relationship status, religion and sexual orientation

· 49% of applicants for employment were single and 30% married.  The vast majority (79%) did not complete the sexual orientation question on the application form.  An unusually low number (21%) were willing to answer this question suggesting there is continuing concern about divulging some key personal data, whereas there is a much wider acceptance of the need to divulge other areas, such as ethnic origin.  
· Similarly, a majority of applicants did not state their religion or belief status (68%). Of those that did, 14% claimed no religious affiliation and 14% said they were Christian.
Ethnicity

· A relatively high number of applicants were from a minority ethnic background (29%), which is positive given the difficulties faced by some sectors in attracting minority ethnic staff.
· In 2008/9 minority ethnic staff comprised nearly 10% of academic staff while among professional services staff this falls radically to just 2%. Overall, 94% of staff have identified their ethnicity which is well above the Equality and Human Rights Commission’s benchmark guideline minimum (90%).
Employee Survey 2009
16. 
The University’s annual Employee Survey generated 755 responses. For the second successive year, staff were asked if they had been bullied, harassed or suffered detriment because of their age/ethnicity/disability/religion/sexuality or gender. The analysis is still underway and a report may be submitted in due course.
Next Steps and Conclusions
17. This report builds on past staff diversity reports by providing an update on key University equality and diversity related activity. In order to provide a more comprehensive picture, a specific strand of management report development is being taken forward by The Head of Policy, Planning and Intelligence and the University’s Diversity Partner. This work will better enable the University to monitor and understand the impact of its activities on equalities groups. 
18. The work described above will be complemented by the introduction of the University’s new Human Resources Information System which will allow for better reporting of the University’s staff profile.
Dr J L Rees

Vice Principal (AQCS)

Mohammed Hameed

Diversity Partner

25 January 2010
APPENDIX 1

Sample action 

	LEAD: Corporate Learning and Development
	2008/9

Level 1
	2009/10

Level 2
	2010/11

Level 3

	TARGET AREA 1
	INDICATOR OF PROGRESS
	INDICATOR OF PROGRESS
	INDICATOR OF PROGRESS

	Relevant staff training in impact assessment for race/equality outcomes is in place
	Arrangements are in place to train key staff in conducting impact assessment of functions, policies, practice.


	Relevant activities of the University are assessed for relevance and are impact assessed as they are produced or revised
	Trained staff feel they have the confidence to conduct or contribute to impact assessments.

All relevant staff trained and refresher training made available if required 

	Evidence
	
	
	

	Numbers of staff who have been trained, their roles and area of operation
	
	
	

	Evaluation of training outcomes/knowledge gaps identified and addressed
	
	
	


Applications for employment by disability status 2008/9 (percentages are approximate)

 (note: these figures predate the introduction of the Guaranteed Interview Scheme)
	No Disability
	3695 (92%)

	Disability
	102 (2.5%)

	Not stated
	210 (5%)

	Total
	4007


Applications for employment by disability type 
	Visual Impairment
	3

	Dyslexia / specific learning difficulties
	28

	Hearing impairment
	11

	Mental health difficulties
	6

	Hidden disability
	33

	Mobility difficulties
	9

	Not listed above
	12

	Total
	102


Applications for employment by gender (percentages are approximate)

	Male
	1487 (37%)

	Female
	2272 (57%)

	Not stated
	248 (6%)

	Total
	4007


Applications for employment by age range (percentages are approximate)
	16-30
	1708 (43%)

	31-50
	1576 (39%)

	>51
	251 (6%)

	Not known
	472 (12%)

	Total
	4007


Applications for employment by relationship status and sexual orientation 
	Married
	1215 (30%)

	Separated
	34 (1%)

	Divorced
	59 (1%)

	Co-habiting
	309 (8%)

	Civil Partnership
	27 (1%)

	Single
	1982 (49%)

	Other
	104 (3%)

	Not stated
	277 (7%)

	Total
	4007


	Heterosexual
	795 (20%)

	Bisexual
	5 (0%)

	Gay
	24 (1%)

	Lesbian
	8 (0%)

	Not stated
	3175 (79%)

	Total
	4007


Applications by Ethnicity

	Minority Ethnic
	1165 (29%)

	White British
	2508 (63%)

	Not Stated
	334 (8%)

	Total
	4007


Applications by Religion or Belief

	Buddhist
	11 (0%)

	Christian 
	565 (14%)

	Hindu
	46 (1%)

	Jewish
	5 (0%)

	Muslim
	48 (1%)

	No religion or belief
	577 (14%)

	Not listed
	35 (1%)

	Not stated
	2720 (68%)

	Total
	4007


Academic Staff Diversity 2006/7 to 2008/9
	Gender
	2006/7
	2007/8
	2008/9

	
	Full-Time
	Part-Time
	Total
	Full-Time 
	Part-Time
	Total
	Full-Time
	Part-Time
	Total

	Female
	191
	158
	349
	193
	152
	345
	186
	155
	341

	Male
	326
	189
	515
	329
	183
	512
	313
	162
	475
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Professional Services Staff Diversity 2006/7 to 2008/9
	Gender
	2006/7
	2007/8
	2008/9

	
	Full-Time
	Part-Time
	Total
	Full-Time 
	Part-Time
	Total
	Full-Time
	Part-Time
	Total

	Female
	329
	249
	578
	334
	254
	588
	322
	276
	598

	Male
	261
	100
	361
	275
	84
	359
	264
	99
	363
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Academic Staff by Age Group

	Age Group
	2006/7
	2007/8
	2008/9

	
	Full-Time
	Part-Time
	Total
	Full-Time 
	Part-Time
	Total
	Full-Time
	Part-Time
	Total

	Under 35
	70
	112
	182
	80
	92
	172
	83
	91
	174

	35 to 54
	321
	157
	478
	322
	164
	486
	315
	151
	466

	55 plus
	126
	78
	204
	120
	79
	199
	101
	75
	176
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Professional Services Staff by Age Group

	Age Group
	2006/7
	2007/8
	2008/9

	
	Full-Time
	Part-Time
	Total
	Full-Time 
	Part-Time
	Total
	Full-Time
	Part-Time
	Total

	Under 35
	165
	109
	274
	173
	95
	268
	156
	106
	262

	35 to 54
	321
	169
	490
	322
	167
	489
	318
	184
	502

	55 plus
	104
	71
	175
	114
	76
	190
	112
	85
	197
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Academic Staff Ethnicity Profile

	Ethnicity
	2006/7
	2007/8
	2008/9

	
	Full-Time
	Part-Time
	Total
	Full-Time 
	Part-Time
	Total
	Full-Time
	Part-Time
	Total

	Minority Ethnic
	42
	22
	64
	45
	24
	69
	47
	33
	80

	White
	463
	243
	706
	461
	244
	705
	431
	240
	671

	Unknown
	12
	82
	94
	16
	67
	83
	21
	44
	65
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Professional Services Staff Ethnicity Profile

	Ethnicity
	2006/7
	2007/8
	2008/9

	
	Full-Time
	Part-Time
	Total
	Full-Time 
	Part-Time
	Total
	Full-Time
	Part-Time
	Total

	Minority Ethnic
	11
	10
	21
	14
	8
	22
	12
	7
	19

	White
	564
	314
	878
	579
	307
	886
	553
	334
	897

	Unknown
	15
	25
	40
	16
	23
	39
	21
	24
	45
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All Staff by Disability Status

	
	2006/7
	2007/8
	2008/9

	No Known Disability
	1780
	1779
	1772

	Disability
	23
	25
	27

	Not Known
	0
	0
	5
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Staff Grievances 

	Age
	Disability
	Ethnicity 
	Gender

	Under35
	35 to 54
	Over 55
	No Known Disability
	Disability
	Not Known
	Minority Ethnic
	White
	Male
	Female

	2
	4
	9
	10
	0
	5
	2
	13
	10
	5


Promotions

	Age
	Disability
	Ethnicity 
	Gender

	Under35
	35 to 54
	Over 55
	No Known Disability
	Disability
	Not Known
	Minority Ethnic
	White
	Not Known
	Information Refused
	Female
	Male

	9
	23
	5
	30
	0
	7
	2
	31
	2
	2
	17
	20
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