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1. Equality Scheme Introduction
In July 2009, Aberystwyth University introduced its single Equality Scheme which sets out the University’s commitment to diversity and equality, and further considered its response to the Government’s Equality Act which promotes a fair, equal and diverse society. The Act also aims to address discrimination and harmonise, modernise and simplify equality law into a single legislative framework.  

This legislative steer towards a pan-equality approach led to our own single Equality Scheme and our desire to continue to promote and embed a culture where respect and understanding is fostered and the diversity of the community is positively valued. This ethos is promoted in our statement of intent, i.e. 

“Aberystwyth University is committed to promoting equality and diversity, and endeavours to be inclusive, valuing the diversity of its staff, students and community”. 

The single Equality Scheme integrates  our existing, separate equality schemes and action plans for disability, gender and race, and incorporates other strands (or ‘protected characteristics’) of religion/belief, sexual orientation and age.  It further demonstrates our commitment to the Welsh Language Act and Human Rights framework. 
The Scheme aims to develop a balance to all strands of equality, promote dignity and respect, foster good positive relations between different groups and achieve a holistic approach to equality and diversity at Aberystwyth University. 

The University is however aware of both the similarities and differences of various strands of equalities legislation and statutory obligations (general and specific duties) that need to be met. To this end we have attempted to ensure that these requirements are met within our two-year Equality Action Plan. The plan covers in detail our activities in relation to all strands and respective duties.  It will be updated in scheduled reviews in July 2010 and July 2011 and will take account of any actions arising which will be reported in subsequent annual reports. 
The Equality Scheme and its implementation are overseen by the Equal Opportunities and Diversity Committee, a joint committee of Council and Senate. The Committee approves the annual report, which contains equality data, and monitors outcomes and progress, before recommending approval by Council and becoming a public document. 
2. Equality Duties
The University recognizes and complies with its required statutory duties. Specific details on aspects of equality legislation were included as appendices to the Scheme in order to make the document more accessible, i.e. the Scheme’s Appendix C and D, which outlines the Legal Framework of the General and Specific Duties.  
Appendix B on page 30 and 31 shows an extract of this summary by the Equality Challenge Unit, i.e. ‘Legislative Requirement Checklist for Single Equality Schemes’ November 2007 and duties we need to consider.  
Aberystwyth University has worked extensively on race, disability and gender equality for a number of years and annual reports have been prepared as required by legislation.  These reports can be found on the Human Resources (HR) Department’s Equality and Diversity website: http://www.aber.ac.uk/human-resources/en/equal-opps/.  In the context of this annual report, we have reported on every strand. A full copy of our Equality Action Plan is also available on the Equal Opportunities and Diversity website.
The HR Department’s Strategy 2009-11 also aims to strengthen equality and diversity, and includes specific tasks within its operational Action Plan.  Equality and Diversity also feature strongly in the University’s Strategic Plan 2009-13 and include strategic objectives, targets and risks.

3. Equality and Diversity Activities 

In 2008/09, the University undertook a range of activities to discharge its legislative duties including training, monitoring and equality impact assessment reporting as well as the implementation of the single Equality Scheme discussed in section 1 above.  Activities undertaken are shown below, and also reported separately (in section 5) for work covering separate strands:

a.
Equal Opportunities and Diversity Committee:


The Equal Opportunities and Diversity Committee, a joint committee of Council and Senate, is chaired by a Pro Vice-Chancellor. Membership includes representatives of Council, Senate, Staffing Committee, Guild of Students and Joint Union Consultative Committee. The Registrar and Secretary, Directors of HR, Director of Student Support and the Equalities Advisor are in attendance.


The Committee meets 3 times a year and focuses on the following:
· Compliance with legislative requirements,

· The continuing need to  embed equality and diversity in all areas of University functions and activities and operate in a manner which provides equal opportunities for all,

· The continuing need to develop a culture in which students, staff and visitors are treated with dignity and respect, in an environment in which a diversity of backgrounds and experiences are valued.


The Terms of Reference for the Committee include: promotion of equality; implementation and monitoring of policies, production of an Annual Report, advice to  Senate and Council on developments in law and practice, dissemination of good practice, and the receipt and consideration of reports on equality and diversity related issues from other  committees and organisations.  
b.
Online Diversity E-learning Training: 

The University provides a mandatory, bilingual, ‘Diversity in the Workplace’ training course.  As at October 2009 over 70% of staff (with email access and a contract of greater that 0.1 full-time equivalent) have now completed the training as shown below:

Online Diversity E-learning Training as at October 2009:
	Staff Registered  (staff with email access)
	1887
	

	Staff on  < 0.1 contract
	229
	

	Staff on > .1 contacts  (used for figures below)
	1658
	

	Total Logged In
	1180
	71%

	Total Completed:
	1124
	68%

	Total Passed:
	1147
	69%

	Total Failed:
	28
	2%

	Note:  0.1 contracts are not  sent any reminders
	

	            Of 222 staff on < 0.1 contracts, 63 completed their training



The e-learning tutorial features strongly as part of the induction handbook and its importance is reinforced in the staff induction event by the Director of Human Resources.  Staff who sit on interview panels are required to have undertaken the training otherwise they cannot be involved in the recruitment of staff. An alternative hands-on equality training is currently being delivered to staff without access to computers, or to staff that require support with their learning.
c.
Equality Impact Assessment:

In March 2009 a part-time (0.2 FTE, one day a week) Equality Project Officer was appointed to take forward the Equality Impact Assessment (EIA) project.  The Equality Project Officer has produced a report on the initial screening of over 300 AU policies with the following six recommendations:

	Recommendation 1:
	To further enhance a ‘Policy Management System’ to complement the work carried out by the Information Compliance section;

	Recommendation 2:
	To create an AU standardised template for policies/procedures;

	Recommendation 3:
	To create a clear procedure on writing policy;

	Recommendation 4:
	To include an EIA process for all revised or new policies;

	Recommendation 5:
	To produce guidelines to standardise departmental handbooks;

	Recommendation 6:
	To examine areas of potential high risk not reviewed in the initial process and prioritise them during the next EIA cycle.



Full assessments are being undertaken on policies identified as high risk and a Task Group, chaired by the Registrar and Secretary, will be formed to consider how the recommendations should be taken forward, with a view to reviewing centrally devised policies before the next EIA cycle in August 2010.

d.
Modernisation of Pay Structure:


In March 2009, the University implemented the National Framework Agreement for the modernisation of pay structures. This introduced a new 51 point pay spine for most staff.  The agreement was designed to ensure equal pay for work of equal value, to improve the recruitment and retention of staff, to recognise and reward the contributions of individuals, and to underpin opportunities for career and organisational development.  The implementation of the Agreement includes a number of further actions including the introduction of a performance review process and an Equal Pay Audit.

e.
Equal Pay Audit:

In August 2009, the University commenced its participation in an Equal Pay Audit (EqPA) with the primary objective to help inform gender equality work, but also to include race, disability and Welsh language speaker outcome.

 
The EqPA was commissioned by the Equality Challenge Unit (ECU) as part of a pilot project involving 3 institutions in Wales and aimed at supporting institutions to conduct and implement equal pay reviews. The review would be carried out by an external consultant and would include a pilot report (to be published by the ECU) and an institutional report for use by individual institutions.  

f.
Equality and Disability Champions:

Role descriptions have been prepared for the voluntary positions of Equality Champions/Coordinators and Disability Champions and it is intended that training and networking events will be organized once these descriptions have been finalised by the Equal Opportunities and Diversity Committee.

It is envisaged that Disability Champions/Coordinators located in each department will supersede the function of Departmental Disability Officer which is inconsistently in existence within departments.  It will act as an advisory point of contact, signposting to general and specialized support, e.g. Dyslexia Service, Disability Support Allowance, etc.  It is envisaged that the Equality Champion roles will be more aspiration, whilst the Disability Champions/Coordinators would hold a more functional role.
g.
Networking Events: 

Many internal and external networking events have been carried out during the 2008-09 academic session in order to promote, disseminate and assist the embedding of equality and diversity as follows:
	Internal:

	Accessibility Forum 

(once a semester)
	To promoting disability equality and engage with staff/students on disability issues and initiatives. 

	Women’s Roundtable

(once a semester)
	To promoting gender equality and engage with staff on gender issues and initiatives.

	External:

	Ceredigion Equality and Confidence Group

(Quarterly)
	Organised by Dyfed-Powys Police and attended by various representatives of the community, e.g. LGBT and Muslim representatives, age concern, victim support, disability campaigners, etc.

	Equality Challenge Unit, Welsh Liaison Group
(Quarterly)
	An advisory group run by ECU in Wales to provide an opportunity for equality and diversity practitioners within Welsh Universities to discuss issues of common interest and share information and good practice.  HEFCW Equality & Diversity Manager also attends this meeting. 



Such networking events allow for feedback on schemes, services and facilities, and help to disseminate good practice.   It is pleasing to note that, at a recent presentation of our new Equality Scheme to the Ceredigion Equality and Confidence Group (policy community meeting) disability campaigners gave very positive feedback following their review of Scheme.


The Students’ Guild also carried out a number of events during year as shown below:

· Put on a successful Mature Students gathering during Fresher’s Week;

· Highlighted Black History Month to students through fliers and a film shown in the union;

· Organised groups of students to attend LGB&T focus groups, NUS, and NUSW Conferences;

· Assisted in the development of the International Students Association, creating it as a body of strength for non-UK students;

· Showcased Woman’s Day (NUSW President in Aberystwyth);
· NUS Women’s Conference was also well attended by Aberystwyth.

h.
Policy Development: 

The University offers a range of family friendly policies which can provide opportunities for staff to develop a good work-life balance. These policies include Flexible Working, Maternity, Paternity, Adoption Leave and Parental Leave policies, Health & Wellbeing policy, cycle to work etc.  The following list policies have been updated or implemented during the previous year:

	Parental Leave
	September 2008

	Dignity and Respect at Work
	September 2008

	Health and Well-Being
	September 2008

	Whistle Blowing
	September 2008 

	Special Leave – incorporating compassionate leave, emergency time of to care for a dependant (previously Dependant’s Leave)
	May 2009

	Absence Management
	May 2009

	Recruitment and Selection
	June 2009

	Equality Scheme
	July 2009

	Maternity Leave
	Revised Sep 2009


i.
Mediation Service: 

Following the implementation of the University’s Dignity and Respect at Work Policy in 2009 there were eight new ACAS mediators trained. The mediation service is available to any member of staff and aims to engage and attempt to resolve within a constructive and confidential dialogue any issues resulting in conflict or dispute. The sessions are entirely voluntary and remain wholly confidential to the participants. 
j.
Communication:


One of the key priorities outlined within the Equality Action Plan is to disseminate the Equality Scheme throughout the University.  This is being carried out in a number of ways and includes the following:

(i)  Weekly Email service: The Equality Scheme has been signposted via the University’s weekly email service.


(ii) Staff Induction Event: One staff induction event was run in 2008-09 with 31 attendees.  The Director of Human Resources makes staff aware of the new Equality Scheme, Dignity and Respect policy, etc. at this event.


(iii) New Supporting staff web pages: The Equalities Advisor and a HR Manager are in the process of producing new ‘Supporting Staff’ web pages.  These pages will signpost staff to various support, benefits and initiatives to further develop a positive work environment in the University under the headings of:

· Health and Disability: e.g. Two Ticks, Access to Work, Occupational Health 

· Support at Work: e.g. Mentoring/Coaching, Counselling, Mediation

· Childcare: e.g. Childcare Vouchers, Nursery providers

· Training and Qualifications: e.g. details of courses for staff

· Lifestyle: e.g. Cycle Scheme, Environmental Sustainability, Arts and Sports Centres

· Retirement: e.g. Pension schemes

· Community/Social Links: e.g. Widening Participation and Social Inclusion initiatives


(iv) Equality Scheme Video: Following the success in delivering the University’s first e-learning programme to all staff, HR wanted to engage in the use of modern technology to reach wider audiences and to explore other media as an effective means of promoting and delivering strategy. It was therefore decided to promote the Equality Scheme to staff, students, potential applicants/visitors and the community, a total of over 10,000 people, by means of video. A short video would enable the University to:

· Promote and market its  ethos with regards to equality and diversity;

· Demonstrate  senior management leadership and commitment to the Equality Scheme;

· Allow for the provision of written information into a more accessible format, benefiting some of our audience in terms of accessibility;

· Facilitate feedback on the Scheme and engage stakeholders in the Equality Scheme.

The video is currently at the development stage and is expected to be completed and available for use by May 2010.


(v) Training and Presentation: In delivering a range of training courses and presentations, e.g. to staff, departments, administration forum, student guild, Police community meetings, the Equalities Advisor ensures that aims and objectives of the Equality Scheme are disseminated.

k.
Student Support Centre:

The new Student Support Centre was opened during 2009 and is launching new web pages, prospectus, publicity, leaflets etc. to promote the integration of student-focused support within the University. 

4. Learning & Teaching, Widening Access and Procurement
The University delivers equality in other areas which are shown below:
a. Learning and Teaching: 

The University’s Learning and Teaching Strategy (2007-2010) is committed to continue to meet the needs of a diverse student body and ensuring that programmes and modules are appropriate to a diverse society.
An ‘inclusive curriculum’ pilot exercise, Teachability, led by the Assistant Director of Student Support Services and funded by the Teaching and Learning Enhancement Fund, reached its conclusion in July 2008. The pilot’s objectives were to identify potential barriers in providing an inclusive curriculum and the means by which such barriers could be overcome. It explored the use of Teachability related strategies and materials to assist departments to review the accessibility of their curriculum for disabled students. This work has not continued in 2009 and needs to be given priority in the future and include other strands of equality.

b.
Widening Access: 
The Centre for Widening Participation and Social Inclusion is committed to removing physical, social, cultural or financial barriers to Higher Education.  The Centre  continues to work with schools and the community on a range of projects such as Science and Engineering Week, Science Circuit, International Women's Day, etc. It also runs a Signpost Mentoring Scheme, a peer support scheme for any first year student (HND, foundation degree or undergraduate) designed to enable students to make the most of their time at University and Care Leaver Support Scheme which offers support from pre-application through to graduation 
The Centre works with the West and Mid Wales Widening Access Partnership, a collaborative venture comprising of higher education and further education institutions working in partnership to offer a range of widening access initiatives for students, including those who would not traditionally aspire to higher education, ethnic minorities, students with disabilities, etc.  For example, programmes on Expanding Horizons, Taste of University Life, and Wales Summer University.  

c. Procurement 

The University recognises that procurement is a way of influencing other bodies and individuals to review its own equalities practices and policies. The Procurement Manager continues to use the Corporate Social Responsibility Group’ Equality Toolkit for procurement processes. This process includes a HE sector equality questionnaire that is completed by those suppliers bidding against tender opportunities managed directly by the Procurement Manager. This Equality Toolkit has been developed to assist purchasing practitioners in HE to address, in the area of purchasing, the obligations to promote equality in all its functions.
The Procurement Manager has carried out equality related assessments (e.g. Public Sector Sustainable Procurement Assessment Framework and Procurement Review) in order to provide indications on improving equality and diversity and how best to ensure good practice is promulgated institution wide. 
Additionally, for all EU Threshold procurements managed directly by the procurement unit, the Environment Agency Sustainable Procurement Assessment tool is also utilised, which engages budget holders in an examination of the impact of their purchase from environmental, social and economic perspectives.  The toolkit encourages consideration, amongst other things, of the impact of any exploitation of employees of bidding companies (with mitigating recommendations) and also to consider the prospects for engaging ethnic minority/third sector organisations in the supply chain and/or developing employment prospects for those employed in developing world countries.  Further considerations within the toolkit concern the prospects for aiding economic regeneration, the development of apprenticeships and whether the loss of a contract by an incumbent supplier (if applicable) might generate job losses. 

5. Reporting of Specific Strands
The aims and objectives of our Race, Disability and Gender schemes and related action plans have been incorporated into our new 2009 Equality Scheme and Equality Action Plan. Headline activities around these strands are reported as follows:
a.  Race:


(i)  Race Reporting: Reporting on the University’s 7th race equality scheme was delayed due to the development of the single Equality Scheme and included in this collective report and is now incorporated as part of this annual equalities report.  The University has continued to report progress of the Race Equality Schemes within a Race Equality Report to HEFCW since 2002. The Equality Scheme was principally based on specific requirements of Race equality, in meeting specific duties of legislation, assessing impact of its policies, monitoring requirements (i.e. admission and progress of students and the recruitment, retention and career progression of staff) and subsequent annual published outcomes of such responsibilities. 


(ii) Race Equality Review: A review of Aberystwyth Race Equality Policy, Action Plan and Report were conducted as part of the Welsh HE sector review during 2006 by both Gus John Partnership and the Commission for Racial Equality (now EHRC). 


(iii) The University is monitoring the impact of Immigration, Asylum and Nationality Act 2006 (implemented Feb 2008) and any forthcoming amendments, for example, the impact on recruitment and selection.


(iv) International/European student support: The University’s International Collaboration and Recruitment Office has support and information on a wide range of issues, as well as providing specialised immigration advice and help with applying for visas. The Office  also organise  family and international student welcome events and offer a number of Scholarships and funding opportunities for International and European (EU) students. Language tuition and support is also available to enable all students to achieve their full academic potential, for example, providing undergraduate modules in academic writing for non-native speakers of English, as well as workshops, short courses and individual consultations on study skills and academic writing for both non-native speakers and native-speakers. 

b.  Disability:

(i)  Disability Reporting: Reporting on the University’s 3rd disability equality scheme is now incorporated as part of this annual equalities report.  

(ii)  Social Model of Disability: Aberystwyth University subscribes to the social model of disability which recognises that disadvantage and social exclusion experienced by many people with disabilities is not the result of their impairments or medical condition, but rather from attitudes or environmental barriers. 

(iii) Accessibility Forum: This University-wide Forum has developed from a previous Disability Forum within Information Services department and now reports through recorded minutes to the EO&D Committee.  It meets twice a year (April and October) and its primary aims, as shown within its Terms of Reference located on the Equal Opportunities and Diversity Website, are to:

· Promote disability equality in all structures and functions of the University;

· Actively encourage disabled members of staff and students to engage in the forum as part of our consultative process; 
· Discuss barriers to accessibility and consult on resolutions to such issues, whist recognizing and acknowledging progress and achievements; 
· Disseminate developments, information and future plans.


The Forum also receives reports from the University’s Estates Department on physical changes made to buildings since the previous meeting, e.g. works to lifts, egress, etc.  This has been a very useful way of both requesting and reporting works to buildings. 

(iv) Evaluation of Disability Scheme: An evaluation of all Welsh HEI’s disability schemes was commissioned by HEFCW in 2009.  Aberystwyth’s evaluation of its Disability Equality Scheme, Action Plan and 2008 Annual Report was carried out by IMPACT Associates during May 2009.  The report concluded that the “Scheme indicates that the University is demonstrating a genuine commitment to disability equality and demonstrates good practice in a number of areas including:

· How responsibility for disability equality is widely distributed throughout the whole university community;

· A comprehensive outcome focused action plan;

· A clear link between the aims of the general duties and the Scheme;

· A comprehensive annual report (2008).”

It goes on to say that “Although there were four areas of non or partial compliance evidenced in the DES (i.e. 12 areas were fully compliant, 1 partially and 3 potentially non compliant), during the institutional visit the University identified examples of practice they had omitted from the documentation and/or which was provided in related documentation which has not been cross referenced with the DES.” The University was pleased that the progress it has made in relation to disability equality and the demonstration of good practice was acknowledged. The evaluations itself greatly assisted in the development of the Equality Scheme and provided an opportunity to address recommendations in finalising the Scheme. A seminar, attended by the Chair of EO&D Committee and Equalities Advisor, was also delivered by HEFCW on the outcomes.

(v) Learning Support Advisor (Disabilities): In September 2009, a new role of Learning Support Advisor (Disabilities) commenced as part of the Student Support team within the Student Welcome Centre.  In their previous role as IS Disability Manager, the Advisor has delivered a range of Disability ‘Bitesize’ courses such as: Sharing good practice forum – Disability; When a student is in crisis; Basic introduction to Autistic Spectrum Disorder, etc for CDSAP. They have also delivered a ‘Supporting Students’ module on Diversity (accredited CQFW level 4 30 credit module) for CDSAP together with the Equalities Advisor and is also the Chair of the Accessibility Forum.

(vi) The Academic Learning Curriculum Access/Dyslexia Service (ALCADS) offers specialist study tuition advice and assistance to students who learn / communicate differently, e.g. neuro-diverse patterns that may have been identified as dyslexia, dyspraxia, Autistic Spectrum etc. Initial referral is available to assist student’s to explore their learning profiles and, if advised, carry out full cognitive evaluations (including Educational Psychologist and Specialist Teacher assessment reports). 

ALCADS also operates a National Network of Assessment Centre service through which it provides Study Needs Assessments to facilitate student’s access to Disabled Student Allowances. In addition to working with individual students on learning strategy development, ALCADS offers some group settings (both modular and non-modular) that take account of individual cognitive differences, and focus attention on how students can become more effective in assessing and dealing with both specific and broader learning and social-communication challenges within HE.


(vii) Aberystwyth University website: The main University website was moved onto a new Content Management System in March 2008.  Since then departments have been gradually moving onto the system during 2008-09.  This has allowed for more standardised and enhanced navigation of the University’s website, as well as aiming towards better accessibility and compliancy to Web Content Accessibility Guidelines (WCAG) guidelines.
c.  Gender:


(i)  Gender Reporting: Reporting on the University’s 2nd gender equality scheme is now incorporated as part of this annual equalities report. 

(ii) Equal Pay Audit: As outlined previously in Equality and Diversity Activities, section 3e, the University is in the process of completing its second Equal Pay Audit to help inform its gender equality work.  

(iii) Women’s Universities Mentoring Scheme (WUMS): WUMS aims to promote and facilitate professional development for women working in Welsh universities within its inter-university (12 Welsh HEIs) partnership. Following the success of the WUMS pilot the 2008/2009, of which AU is represented on the Steering Committee, the Scheme is being offered again and has recently requested applications for both mentors and mentees. 

(iv) Women’s Roundtable: The University has run 2 Women’s roundtable groups during 2008/09. The roundtable aims to service as a platform for information exchange and an opportunity for networking, where participants discuss various gender related issues, for example, women and promotion, Athena Swan, etc.  Female Heads of Department and Professors are encouraged to attend these meetings.

(v) Childcare Vouchers: In February 2008 the University introduced a Childcare Voucher scheme.  From February 2008 to 1st September 2009, 57 staff have taken part in the scheme. The scheme, now managed by HR department, helps the University further promote its approach to work-life balance

(vi) Family Friendly Policies: As outlined previously in Equality and Diversity Activities, section 3h, the University offers a range of family friendly policies which can provide opportunities for staff to develop their work-life balance.  
d.  Age:


The University does not have a statutory requirement to report on age.  However, age related activities are implemented, disseminated and monitored, e.g. information on mature and parent students, age impact assessments of policies, age composition of staff and students, retirement events, etc.

e.  Sexual Orientation 

As stated above, the University does not have a statutory requirement to report on sexual orientation.  However, information is disseminated for these strands, e.g. information or events by the Equality Challenge Unit on Staff Disclosure, Experience of LGBT staff in HE, etc.
f.   Religion or Belief:


As stated above, the University does not have a statutory requirement to report on religion or belief.  However, information is disseminated for these strands, e.g. information or events by the Equality Challenge Unit on Staff Disclosure, Religious Observances in HE, etc.

g.  Welsh Language:


The University is a bilingual institution and under the terms of the Welsh Language Act 1993, has adopted the policy of treating the Welsh and English languages on the basis of equality. The University has a Welsh Language Scheme which is monitored and reported on annually by the Centre for Welsh Language Services. Linguistic training in Welsh is available free to all members of staff and is provided by the Centre for Welsh Language Services and the Welsh for Adults Centre.  The Translation Unit is also located within the Centre and provides a service for the whole of the University. 

6. Headlines from Data Analysis

Each year statistical data pertaining to our performance regarding to specific strands, i.e. race, disability and gender is collected and analysed, as required by our statutory responsibility. For the first time, this integrated equality report summarises outcome of all equality strands.  The reporting period within the report is 01/09/08 to 31/08/09 (academic year). 
Prior to data capture, discussions were held with the Chair of EO&D Committee, Director of HR and Assistant Director of IS on the format of data to be reported. 
Internal information sources for the 2008-09 report include data from Management Information Services and Human Resources Department.  External data has also been taken from HEFCW’s Equality Statistics and also from Census data (demographic comparators as shown in Appendix A). Within the Equality Plan, the University stated that the following would be collated:

Staff: 

1.   Recruitment and Selection; 

2.   Career progression/promotion including participation in training / development programmes; 

3.   Composition of the staff by all equality strands, grades, length of service, home or 

      international status and type of contract; 

4.   Sickness levels; 

5.   Turnover of staff; 

6.   Grievance and disciplinary procedures. 

Students: 
7.   Composition of the student body by all equality strands; 

8.   Applications received by degree scheme; 

9.   Offers made, acceptances and intake; 

10. Retention and achievement data; 

11. Work placement programmes. 

Additional Information: 

12. Issues raised through the Dignity and Respect policy; 

13. Issues raised under the Students Complaints procedure; 

14. Any qualitative surveys (e.g. staff / student / visitor attitude or experience surveys).

The following are headlines outlining the key data for 01/09/08 to 31/08/09.  The full data, presented by faculty, is available in Appendix A, page 18:
	1.  COMPOSITION OF STUDENTS:  The following is a summary of student data recorded from 01/09/08 to 31/08/09 (academic year).  Data was extracted during January 2010.

	Gender:
	· 51% of students were female and 49% male, giving equitable gender ratios as in previous years.

ACTIONS FOR 2009/2010:  (1) To continue the monitoring of female/male ratios.

	Disability:
	· The percentage of students with disabilities continues to rise slightly and is now at 10.5% (or 893 students) in comparison to 9.12% in February 2008.  

· The largest proportion of disabled students, i.e. 51.1%, were studying in the Science faculty. 53% of students with disabilities declared a specific learning difficulty (e.g. dyslexia).

ACTIONS FOR 2009/2010:  (1) To continue improving disclosure rate and (2) to review uptake of DSA allowance and remove any barriers.

	Ethnicity:
	· The ethnicity of students is White 88.6% (includes other white background), BME 7.1% and Not Known / Information Refused 4.3%.

ACTIONS FOR 2009/2010:  (1) To monitor the impact of Immigration, Asylum and Nationality Act legislation.

	Nationality:
	· 84% (7151 students) came from the UK, 9% (788 students) came from the EU, and 7% (582 students) from overseas. 

· AU has students from over 100 countries. 

· Social Science is showing the largest proportions of overseas students (5%) and EU students (5%). 

ACTIONS FOR 2009/2010: (1) To monitor student recruitment strategies and their impact on BME staff and (2) to monitor the impact of Immigration, Asylum and Nationality legislation.

	Age:
	· Ages of student are recorded in the entry ages of <21, 21-30, 31-40, 41-50, 51-40, 61-65, 66>.
ACTIONS FOR 2009/2010: (1) To keep monitoring age with other related strands.

	Religion/Belief:
	· No data is collected for Religion or Belief at present.  

ACTIONS FOR 2009/2010:  (1) To review the implementation of monitoring and (2) to consult externally on best practice prior.

	Sexual Orientation:
	· No data is collected for Sexual Orientation at present. 

ACTIONS FOR 2009/2010:  (1) To review the implementation of monitoring and (2) to consult externally on best practice prior.

	Welsh:
	· 12% of students are fluent Welsh speakers, 7% not fluent Welsh speakers, 74% non Welsh speakers and 7% not known.

· Students studying within the Arts faculty are more likely to be a Welsh speakers (both fluent and non fluent). 

ACTIONS FOR 2009/2010: (1) To review impact of Welsh Language Scheme on students with the Centre for Welsh Language Services.

	2.  APPLICATION, OFFERS, ACCEPTANCES (INTAKE):  The following is a summary of results of student data application data recorded in the new academic year, i.e. 01/09/09.  Data was extracted during January 2010.

	
	Applications
	Offers (Conditional or Unconditional)
	Firm Acceptances

	Total
	10,057
	9640
	2794

	Gender  (Female)
	51%
	51%
	48%

	Gender  (Male)
	49%
	49%
	52%

	Disability
	6.1%

(Arts 2.2, Social Science 1.5 & Science 2.4 - 1.5% unknown)
	6.0% 

(Arts 2.1, Social Science 1.5 and Science 2.4 - 1.4% unknown)
	7.4%

(Arts 2.8, Social Science 2.0 and Science 2.6 - 4.4% unknown)

	Ethnicity:
	30.2% White, 1.1% BME and 68.7% unknown
	31.0% White, 1.1% BME and 67.9% unknown
	77.6% White, 2.9% BME and 19.5% unknown

	Nationality:
	83% Home (UK) students, 10% EU and 7% Overseas
	83.5% Home (UK) students, 10% EU and 6.5% Overseas
	82.5% Home (UK) students, 11.2% EU and 6.3% Overseas

	Age:
	89.4% = <21,  9.2% = 21-30,  0.9% = 31-40, 0.3% = 41-50,  0.1% = 51-60, 0% = 61-65,  
0% = >65
	90.5% = <21,  8.4% = 21-30,  0.8% = 31-40, 0.2% = 41-50,  0.1% = 51-60, 0% = 61-65,  
0% = >65
	85.3% = <21,  12.5% = 21-30,  1.3% = 31-40, 0.6% = 41-50,  0.1% = 51-60, 0.1% = 61-65, 
0% = 65

	Welsh:
Requested correspondence in Welsh
	5% Welsh applicants and 95% non Welsh applicants.
	5% Welsh applicants and 95% non Welsh applicants
	4% Welsh applicants and 96% non Welsh applicants

	
	ACTIONS FOR 2009/2010:  (1) To report on National Identity for 2011.

	3.  RETENTION & ACHIEVEMENT DATA:  The following is a summary of withdrawal data for students in 2008/09:

	Withdrawal
	No Withdrawal = 93.2%, Permanent Withdrawal = 5.2% and Temporary Withdrawal = 1.6%.

	Gender:
	Male withdrawals were: Permanent = 6.2% and Temporary = 1.8% and Females: Permanent = 4.3% and Temporary = 1.4%.

	Disability:
	Disabled withdrawals were: Permanent = 5.8% and Temporary = 2.2% 

	Achievement: 
	UG Students: I = 7%, II(1) = 37%, II(2) = 25%, III = 4%, PASS = 22%, FAIL = 2%, Other = 3%

	Disability:
	I = 8%, II(1) = 43%, II(2) = 35%, III = 7%, PASS = 2%, FAIL = 3%, Other = 1%

	
	ACTIONS FOR 2009/2010:  (1) To disseminate monitoring data to relevant personnel.

	4.  WORK PLACEMENT DATA and 5. ISSUES RAISED BY STUDENTS COMPLAINTS PROCEDURE:       

	
	No data was collated in 2008/2009.  ACTIONS FOR 2009/2010: (1) To collate data next year.


	1.  COMPOSITION OF STAFF:  The following is a summary of staff data recorded from 01/09/08 to 31/08/09 (academic year).  Data was extracted during various dates in September 2009.

	Gender:
	· 49.9% of staff are female and 40.1% male, giving equitable gender ratios as in previous years. 

· The percentage of fixed-term and indefinite contracts for both genders are consistent.
ACTIONS FOR 2009/2010: (1) To review recruitment and retention strategies for certain staff groups, e.g. senior staff members, (2) to undertake an Equal Pay Audit and (3) to continue Women’s Roundtable forum in which to discuss topics such as promotion, mentoring, etc.

	Disability:
	· The percentage of staff with disabilities continues to rise very slightly and is now at 3.8%.

· The main disability recorded is long standing illness.

· Of these staff, 35% work in academic departments and 65% work in service/support departments.  

· The greatest proportion of employee groups with disabilities are Campus Services, followed by Academics, which shows a spread of grades with disabilities.

ACTIONS FOR 2009/2010:  (1) To keep improving disclosure rate, (2) to continue writing to staff with disabilities on an annual basis in order to offer support, (3) to continue to offer a consultation opportunity through the Accessibility Forum and (4) to keep promoting Access to Work Scheme.

	Ethnicity:
	· The ethnicity of staff is 84.8% White, 6.3% Other White background, 3.3% BME, 4.4% Not Known  and 1.2% Information Refused. 

· The largest proportion of BME’s are recruited in Academic and Campus services and are evenly distributed in female/male genders.

ACTIONS FOR 2009/2010: (1) To monitor the internal and external recruitment strategies and their impact on BME staff and (2) to monitor the impact of Immigration, Asylum and Nationality Act 2006 (implemented Feb 2008).

	Nationality:
	· There are 47 Visas in Force, 29 Work Permits and 9 Tier Certificates.

· Staff are represented bv 49 different countries with the most popular countries being Poland (26 staff), Ireland (22), Germany (21), United States (19) and China (12).

· The figures for Home, International and EU/EAA categories are 90% Home, 4% International, 5% EU/EAA categories and 1% Unknown.
· The departments that employ most International staff are International Politics, Computer Science and Law&Criminology/IBERS(IBS Only)/SMB (joint 3rd) and the departments that employ most EU/EEA staff are Residences Team IBERS (IBS only) European Languages.
ACTIONS FOR 2009/2010: (1) To monitor the internal and external recruitment strategies and their impact on BME staff and (2) to monitor the impact of Immigration, Asylum and Nationality Act 2006.

	Age:
	· The composition of staff ages are 3% = <21, 17% = 21-30,  22% = 31-40,  27% = 41-50,  23% = 51-60,  7% = 61-65, 1% = >65.

· There are more younger female staff under the age of 30 and more older staff over the age of 50 and over.  
ACTIONS FOR 2009/2010: (1) To keep monitoring age and (2) the impact of changes in retirement age.

	Religion/Belief:
	· No data is collected for Religion or Belief at present.  

· ACTIONS FOR 2009/2010:  (1) To review the implementation of monitoring and (2) to consult externally on best practice prior.

	Sexual Orientation:
	· No data is collected for Sexual Orientation at present. 

ACTIONS FOR 2009/2010:  (1) To review the implementation of monitoring and (2) to consult externally on best practice prior.

	Welsh:
	· Data is currently being reviewed for Welsh. 

· ACTIONS FOR 2009/2010:  (1) To review Welsh data with Centre for Welsh Language Services.

	2.  RECRUITMENT MONITORING:  The following is a summary of results of student data application data recorded in the new academic year, i.e. 01/09/09.  Data was extracted during January 2010.

	Of a total of 173 posts advertised (52% Service/Support Departments and 52% Academic) HR Department processed 1847 applicants, of which 730 were in academic and 1117 in support departments. This averages 10.7 applicants per post.  This does not include IBERS applications.  

	Gender:
	· An equal proportion of female/male applicants applied for posts.

	Disability:
	· 6 AU had 63 (or 3.4%) of disabled applicants apply for posts although the type of disability for 47 of these applicants is unknown.

	Ethnicity:
	· The ethnicity of applicants were 35.7%, 9.2% Other White Background, 8.0% BME, 47% Not Known / Information Refused

	Training:
	· The training of interview/recruitment panel member (RS6) showed that of 288 panel members that sat on interviews last year, 48 panel members did not undertake equality training.

	
	ACTIONS FOR 2009/2010: 

(1) To write to panel members that have not undertaken equality training and continue to monitor equality data for panels;

(2) To implement a Recruitment database to aid more efficient and effective monitoring;

(3) To collect data for shortlisted candidate and successful applicants (diversity/grade/contract);

(4) To collect data for promotion/grading;

(5) To monitor IBERS recruitment data;

(6) To implement new AU Application Form to aid better monitoring.

	3.  CAREER PROGRESSION: 

	Training:
	· In 2008/09 1813 staff (some multiple staff) attended 193 courses.  3 equality courses were run in 2008/09 which were attended by 30 staff.

	
	ACTIONS FOR 2009/2010: (1) To develop diversity data for training and development over the forthcoming year and (2) to implement monitoring process as required under the Framework Agreement.

	4.  SICKNESS LEVELS:  Data for sickness levels will be reported through Staffing Committee.

	Gender:
	· Of the total of staff off sick over the year, 58% were female and 42% were male.

	Disability:
	· 5% of staff with sick periods have a recorded disability.

	Ethnicity:
	· The ethnicity of staff recorded with sickness period (individual persons) were 90% White, 4% Other White, 3% BME and 4% Not known/Information refused.

	
	ACTIONS FOR 2009/2010: (1) To enhance the data available in relation to sickness levels.

	4.  TURNOVER:  An initial calculation appears to suggest that turnover is approx 11%.  However, further work needs to be carried out in this area.

	Leavers:


	· There were 447 leavers over the year;
· 53% of leavers were female and 47% were male;
· 4% of leavers declared a disability;
· Ethnicity was recorded as 67% white, 12% Other White, 6% BME and 15% Not/Known/Info refused.

	Starters:


	· There were 482 starters over the year (or 24% of the current total compliment of staff);
· 49% of starters were female and 51% were male;
· 2% of starters declared a disability;
· Ethnicity was recorded as 75% white, 12% Other White, 5% BME and 8%Not/Known/Info refused.

	
	ACTIONS FOR 2009/2010: (1) To develop better monitoring for Reasons for Leaving, and (2) to record equality data for various employee groups.

	5.  GRIEVANCES/DISCIPLINARIES/DIGNITY & RESPECT:  Data for Grievance, Disciplinaries and Dignity & Respect will be reported through Staffing Committee.  

	
	ACTIONS FOR 2009/2010: (1) To collate and monitor diversity data from HR Department.


7. Conclusions and Actions
The University’s Strategic Plan reflects the institution’s commitment to Equality and Diversity.  This is reinforced in the HR Strategy and Operational Action Plan, thus ensuring that the strategy is integrated fully into the University’s operational plans. In this way the University continues to promote and embed equality and diversity using the new ‘single’ equality scheme approach.  As well as fulfilling its statutory duties, it aims to go beyond and deliver good practice and transparency in the functions and services it delivers.  It recognises that equality is not only about meeting our legislative requirements but part of our moral duty as an educational provider. In the foreword by the Vice Chancellor the scheme states that 


“Leadership and engagement at every level and in every area of the University’s activities are required in order to ensure that the Equality Scheme is a success. We all need to make a positive effort to emphasise the benefits of a diverse population of students and staff, so as to enrich the life of the University and enhance the educational opportunities which we offer.“

Staff awareness of equality has increased significantly over the last year with the implementation of mandatory diversity e-learning delivered to the majority staff. Further awareness of equality will be communicated through the dissemination of an innovative Equality Scheme video.
Approved by Council

25 March 2010
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