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EDINBURGH NAPIER UNIVERSITY 

MAINSTREAMING EQUALITY REPORT 2015 

 

Background and Context 

1. The Public Sector Equality Duty, more commonly referred to as the General 

Duty, requires the University, as part of the obligations introduced in the 

Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012, to set out 

how the University is mainstreaming equality. 

2. The University published its first Mainstreaming Equality report in April 2013 

and is required, under the Regulations named above, to report (no later than 

two years after the initial reports) on the following: 

- the progress made in gathering and using annual employee information to 

better meet the duty 

- a report on progress made towards achieving the equality outcomes 

published in 2013 

- updated gender pay gap information. 

3. This report therefore fulfils this requirement and should be treated as a 

summary report, as the detailed analysis of the information gathered is 

contained within the Equality Outcomes 2015-17 and Annual Report to Court 

2015 (available at www.napier.ac.uk/diversity ). 

4. Mainstreaming the equality duty simply means integrating equality into the 

day-to-day operations of the University. Mainstreaming equality, in contrast to 

approaching equality as an ‘add-on’, has a number of benefits: 

- It allows equality to become part of the structures, behaviours and culture 

of the University 

- It provides a means of demonstrating how, in carrying out its functions, the 

University is promoting equality 

- Mainstreaming equality contributes to continuous improvement and better 

performance i.e. it makes business sense. 

5. Examples of how the University has sought to deliver on each of the three 

‘needs’ outlined in the General Duty are provided in the sections that follow. 

The Equality and Human Rights Commission (Scotland) guidance1 advises 

institutions to focus their reporting efforts on the following: 

- ensuring leadership support, including a commitment to investing staff time 

and resources where necessary 

- seeking feedback from staff and service users across all protected 

characteristics 

- linking this report into existing reporting systems 

- using examples, case studies and vignettes in the report 

                                                           
1 Equality and Human Rights Commission: Reporting requirements of the Scottish Public Sector Equality Duty. 

http://www.napier.ac.uk/diversity
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- reviewing monitoring categories to ensure they are robust and to fill any 

gaps identified 

- demonstrating how institutions have used employee information to meet 

the general duty more effectively. 

The mainstreaming duty and student data 

6. In last year’s report the University outlined how it was using student data to 

track the ‘student journey’ by application, enrolment, continuation and award 

level for each of the protected characteristics of age, gender, ethnicity and 

disability. The University used this information to ensure that it had, for 

example, appropriate levels of support for disabled students from initial 

application through to degree attainment.  

7. The University has however extended collection of key personal sensitive 

data to now include the protected characteristics of religion or belief (or none), 

sexual orientation and gender identity by asking matriculating students the 

following questions: 

- What religion, religious denomination or religious body do you belong to? 

- What is your sexual orientation?  

- Is your gender identity the same as the gender you were assigned at 
birth?  

- What is your sex? 

8. Completion rates have varied according to the question asked but have been 

well above the national average cited by the Equality Challenge Unit (ECU)2. 

When asked about religious affiliation, just 5% refused to provide the 

information and a surprisingly similar picture emerged to the one that 

emerged when applicants for employment to the University were asked the 

same question, suggesting that this is a true snapshot of the student body’s 

religious or faith affiliations. 

9. For sexual orientation, the responses received closely matched those of 

applicants for employment and ECU data, suggesting that the figure accepted 

by Stonewall of 5% of the population as being lesbian, gay or bisexual is 

representative3.  

10.  Estimates vary about the prevalence of ‘gender non-comformity’4 but have 

been accepted by both the Equality and Human Rights Commission and the 

Gender Identity Research and Education Society5 to be around 1% of the UK 

population. It is highly likely, due to the understandable sensitivities around 

the issues, that the University’s 0.4% declaration rate is an underestimate. It 

should nevertheless be viewed as a positive that students have the 

confidence to identify as such. 

                                                           
2 Equality Challenge Unit: Equality in higher education: Statistical report 2014. Part 2: Students. 
3 http://www.stonewall.org.uk/at_home/sexual_orientation_faqs/2694.asp 
4 ‘Non-conformity’ is a generic term used to describe anyone who does not identify as either male or female 
but is somewhere along the spectrum between the two. 
5 http://www.gires.org.uk/prevalence.php 

http://www.stonewall.org.uk/at_home/sexual_orientation_faqs/2694.asp
http://www.gires.org.uk/prevalence.php
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11.  The University intends to continue encouraging students to complete all fields 

by communicating the benefits of doing so. The data, although incomplete, 

has already been used to inform the provision of Prayer and Contemplation 

Rooms and to dispel myths about the sizes of religious (and by extension, 

minority ethnic) communities.6 Issues raised through the production and 

analysis of this data have now been used to inform the production of the 

University’s Equality Outcomes Scheme 2015-17 and may also provide 

helpful data for other areas of the University’s operations. 

12. In previous years, concerns had been raised at a national level that students 

from particular minority ethnic groups were not attaining the level of degrees 

as other ethnic groups. The University has investigated whether this was the 

case among its students, concluding that there seemed to be no cause for 

concern. A full analysis can be found in the Student Diversity Report 2014 

www.napier.ac.uk/diversity . 

The mainstreaming duty and staff data 

13. The University has collected staff journey data from application through to 

leaving, the latter being in the form of an online exit questionnaire for which a 

full year’s data is now available and has been analysed for trends7. As part of 

the applications for employment process, potential employees are asked to 

complete a diversity monitoring form, which seeks personal sensitive data for 

all the protected characteristics (except pregnancy and maternity). 

14. The introduction of the University’s Human Resources system, HR Connect, 

has greatly enhanced the University’s ability to analyse the staff journey in 

greater detail. Examples of this enhanced capability include the take-up of 

development opportunities and whether Performance Development Reviews 

have taken place.  

15. As a tentative approach to looking at the ‘bigger picture’ this year’s report 

analysed applications for employment and staff in post with both ECU and 

Census 2011 data. It shows that, for example, applications and staff in post by 

gender are roughly comparable with Scotland’s population but that the 

University has much more ethnic diversity than Scotland as a whole (or even 

with Edinburgh’s 8% figure). This is an area where the University expects 

further progress to be made with, for example, the ability to establish whether 

the awarding of fixed-term contracts is gender-biased. 

16. A potential source of invaluable information has been the introduction of 

‘multiple identity’ data by the ECU. Although in its formative stages, this new 

data has already prompted additional changes within the planned programme 

of development to HR Connect and the first of these (to separate out minority 

                                                           
6 In a recent Unconscious Bias workshop, the estimates of Muslim students at the University varied from 10% 
to 40%. The figure is 316 or 3%. This misconception could not have been challenged prior to January 2015 as 
the University did not collect the data. 
7 See Staff Diversity Report 2014 www.napier.ac.uk/diversity  

http://www.napier.ac.uk/diversity
http://www.napier.ac.uk/diversity
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ethnic UK nationals from non-UK nationals) is planned for late 2015. A similar 

plan is in place for student data.  

Service provision and staff training 

17.  Human Resources staff have continued to deliver workshops designed to 

increase staff awareness of the General Duty and of equality and diversity by 

offering four key workshops, they being: 

- Equality Essentials (for Managers) 

- Induction (new staff) 
- Values and Behaviours 
- Unconscious Bias 

 
18.  Of those previously cited in the Mainstreaming Equality Report 2013, Cultural 

Awareness has been replaced by Unconscious Bias and the Bribery Act 2010 
and Equality Impact Assessment workshops are being assessed for online- 
delivery suitability. It is also likely that further workshops will be held to raise 
staff awareness of the Government’s Prevent Strategy. 

19. Information about the content, frequency and booking arrangements of these 
workshops is located on the staff intranet thereby allowing a greater degree of 
autonomy to staff in deciding which are of most relevance to them.  

Leadership 

20.  Since the publication of the 2013 report, the University’s Equality and 

Diversity Committee has continued to be co-chaired by the Vice-Principal and 

Deputy Vice Chancellor and the Director of Human Resources and 

Development, thereby ensuring that a lead is provided from the top. The 

Director of Student and Academic Services reports to the Vice Principal and 

Deputy Vice Chancellor ensuring there is a clear line of responsibility for all 

student-related services. 

21. The University is supporting the recent Universities Scotland initiative 

designed to improve gender equality within the membership of governing 

bodies. This commitment aims to achieve at least a minimum of 40% of both 

men and women on the governing body, with the remaining 20% of either 

gender and applies to independent members (i.e. those not directly appointed 

by the University such as ex officio members). Progress against the 

commitment will be reviewed in 2018. 

22. The Director of Human Resources and Development reports to the Vice 

Principal (Strategy, Resources and External Affairs) ensuring that corporate 

planning and target setting take cognizance of staff issues. The University’s 

Equality and Diversity Statement explicitly adopts a zero tolerance approach 

to unlawful discriminatory practices and behaviours and these are also 

reinforced by various other means, such as induction for new staff and those 

moving posts internally. 

23. The diversity of the University’s governing bodies and committees is reviewed 

annually and attempts to increase their diversity have been made and will 
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continue to be made as outlined in the University’s revised Equality Outcomes 

Scheme 2015-17. 

24. The Court remains committed to enhancing the diversity of its lay membership 

and its Nominations Committee continues to work towards this goal.  Court’s 

“Guidance on the Selection of Lay Members of Court”, which is used to inform 

the selection and appointment process for lay members, contains the 

following statement: 

 “The Court of Edinburgh Napier University is committed to equality and 

values diversity in its membership.  In selecting lay members Court’s goal is to 

appoint the best possible individual for the position on their merits, regardless 

of their personal characteristics, but in doing so Court will take into account 

the balance of its lay membership in terms of equality and diversity with a 

view to enhancing the diversity of its lay membership where appropriate.”  

 

25. Positive statements to this effect are embedded in the selection criteria for lay 

members and appear in the text of all lay member advertisements, which are 

advertised widely to the University Community and externally.  Nominations 

committee has adopted various strategies to encourage applications from 

more diverse groups. These have included the use of targeted adverts and 

the encouragement of applications from suitably qualified individuals whose 

appointment would further improve the diversity of Court’s membership.  As a 

result of these efforts it is believed that good progress has been made in this 

area in recent years.  In 2014/15 33% of Court’s lay members were female. 

26. Mainstreaming Equality considerations have also been formally introduced 

into three additional committees of the University namely the University 

Research Ethics Committee, the Faculty of Health’s Health, Safety and 

Inclusion Committee and the Risk, Resilience and Audit Monitoring 

Committee.   

Consultation 

27. The University consults with staff through a number of mechanisms including 

its recognised trades unions, Napier Students’ Association and annual 

employee engagement surveys. Its employee engagement surveys (most 

recently conducted in October 2013) have specific questions related to 

individuals’ experience and perception of fair treatment and are analysed with 

reference to protected characteristics. 

28. Trades unions provide a valuable consultation partner when the University is 

drafting or reviewing human resources policies and have assisted with Equal 

Pay Audits. Napier Students’ Association also has an Equalities Officer who is 

a member of the Equality and Diversity Committee. 
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Gender Pay Gap 

29. Gender pay gap is defined in the Guidance as “the percentage difference 

between men’s average hourly pay (excluding overtime) and women’s 

average hourly pay (excluding overtime). The University is required to 

produce this information as one set of comparative figures for the whole 

workforce and all staff, including part-time and temporary staff, should be 

included. 

30. On this basis the University’s gender pay gap is: 

 

      2015   2013 

Women’s average hourly pay  £18.85  £17.91 

Men’s average hourly pay   £21.41  £20.16 

Gender pay gap    £2.56 (13.58%) £2.25 (12.56%) 

 

31.  As a headline figure, the University’s Gender Pay Gap has increased from 

the 2013 figure, although it is difficult to identify a clear pattern when the 

figures are looked at within grades. For example, within grade 4 there is parity 

(i.e. no pay gap) and in grade 2 female staff are, on average, paid more per 

hour than male staff. It is only when the average hourly rate is worked out for 

all staff that a gender pay gap appears (see Table 1). 

32. It is also the case that there has been an increased ‘feminisation’ of the 

workforce, with a significant reduction of male staff at grade 2 (down from 115 

in 2012/13 to 70 in 2015). Female staff also continue to outnumber male staff 

at grade 3 (197 females, 60 males). Taken together, and especially since they 

are at the lowest grades, these factors have an impact when the totality of the 

workforce is considered. 

 

Conclusions 

33. Mainstreaming equality has been the University’s objective wherever possible 

and relevant and will continue to be as it recognises the benefits 

mainstreaming brings. With the publication of its revised Equality Outcomes 

Scheme 2015-17, within which there are specific actions designed to further 

this objective, the University hopes to ensure that its strategic objectives and 

mainstreaming equality become a single process. 

 

 

 

Mohammed Hameed 

Diversity Partner 

8th April 2015 
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Table 1 

Figures in brackets are for 2012/13 

Grade 

Male Female Total 

number 

of staff 

Male 

average 

hourly 

pay 

Female 

hourly 

average 

pay 

Grade 2 (e.g. Property and Facilities Assistant, Cleaner, Gardener, 

Security Assistant, Security Administrator, Catering Assistant) 
70 (115) 76 (97) 

 

146 

 

£9.72 £9.59 

Grade 3 (e.g. Administrators, Faculty Administrator, Media and 

Communications Officer, Events Organiser, Finance Assistant) 
60 (56) 197 (202) 

 

257 

 

£11.71 £12.13 

Grade 4 (e.g. Human Resources Advisor, Governance Assistant, Health 

and safety Advisor, Research Technician, International Support Officer) 
77 (66) 95 (94) 

 

172 

 

£14.32 £14.32 

Grade 5 (e.g. Disability and Inclusion Officer, Systems Officer, Zero Hours 

Lecturer, Research Fellow, Senior Technician) 
250 (201) 289 (219) 

 

539 

 

£19.39 £18.98 

Grade 6 (e.g. Senior Consultant, Lecturer, Project Manager, Management  

Accountant, Senior Research Fellow) 
215 (221) 216 (217) 

 

431 

 

£24.25 £23.93 

Grade 7 (e.g. Senior Lecturer, Principal Research Fellow, Reader, Depute 

Directors) 
86 (86) 57 (55) 

 

143 

 

£29.06 £29.17 

Grade 8 and above (e.g. Assistant Director, Professor, Head of School, 

Dean) 
63 (61) 35 (33) 

 

98 

 

£40.58 £39.93 

Total 

821 (806) 965 (917) 

 

1786 

 

£21.41 £18.85 
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