[image: image1.png]MORAY COLVLEGE




GENDER 

EQUALITY SCHEME

Date of most recent review: December 2008
Date of next review:  December 2011
Responsibility:  Assistant Principal: Learning and Teaching

Approved by:  Board of Management

Please ask if you, or someone you know, would like this document in a different format or language.

CONTENTS

1. Introduction and context

2. Gender Statement 

3. Definitions relating to gender

4. Legislative context – Gender equality duties

5. Impact Assessment

6. Gathering information

7. Findings 

8. Priorities for action

9. Implementing the Gender Equality Scheme

10. Annual reporting

11. Responsibility for preparing the Scheme

12. Publishing the Scheme

1 
INTRODUCTION AND CONTEXT

Moray College is keen that gender should not be a factor in the opportunities available at the College, whether for students or staff, and is committed to promoting equality of opportunity in courses, services and employment.    

In recent years the College has identified and responded to gender-related issues in both curricular provision and employment arrangements to address recruitment and other arrangements.   The College’s Equality, Diversity and Inclusion Committee (EDIC) routinely monitors the gender balance of course enrolments and supports specific activities to understand and address imbalances where these are evident.  The EDIC and the Staffing Committee of the Board of Management monitor information, including gender balance, for such matters as appointments and development and training.  All Human Resource Policies and Procedures are subject to scheduled review, and the HR Policy Review Group which undertakes the detailed work includes staff representatives.

Externally, the College was a partner in a 2-year project - Public and Private Sector Service on Equal Terms (PAVSSET) - in 2005 and 2006.  We gained benefit from mapping our HR policies against those of other local organisations and those of the Scottish Executive.  The specific outcomes and recommendations of the project invite partners to consider practice beyond the legislative requirements.  The report has been a useful context within which this Scheme has been developed.

We welcome the requirements of the Gender Equality Duty 2007, and will be continuing to take a proactive approach to the promotion of gender equality.  As well as being important in its own right, this is a significant further step in the integrated approach to equality and diversity issues in the context of Human Rights.  We welcome the impact, which the Equality and Human Rights Commission (EHRC) has in this arena and welcome ever-closer harmonisation of what are presently discrete but overlapping and complementary requirements. 

This reviewed Scheme covers three years from 2008 to 2011, and will be renewed on a three yearly basis thereafter,
  The Action Plan relating to the Scheme will be monitored annually.  

The College has now moved to a single Action Plan, which subsumes action related to gender.
If you have any comments on the College’s Scheme please contact

John Ellwood

Assistant Principal: Learning and Teaching

Moray College

Moray Street

Elgin

Moray

IV30 1JJ

Tel:  01343 576405

Fax:  01343 576001

e-mail:  john.ellwood@moray.uhi.ac.uk
2  
GENDER STATEMENT 

2.1 
The College’s anti-discrimination statement is reproduced below.

“All students, staff and visitors have a right not to be treated less favourably than others because of any factor which may form the basis of discrimination, and specifically their:

· colour
· ethnic or national origins

· religion or belief

· gender

· marital status

· responsibilities for dependants

· sexual orientation

· age

· disabilities

· appearance

· accent

· offending background

All staff, students and visitors have a duty to ensure that no person is discriminated against.” 

2.2 The College’s Equal Pay Policy includes the following:

“Moray College supports the principles of Equal Pay and is committed to ensuring that procedures in place to determine pay and conditions of employment do not discriminate unlawfully and are free from bias.

It is in the College’s interest to operate a fair pay system, which is transparent and is based on objective criteria.  The College is committed to taking action to ensure that equal pay is in place for like work, work rated as equivalent and work of equal value.

The College believes that in eliminating bias from pay systems it is promoting positive relations to our staff, students and the wider community
The principle of Equal Pay applies to all employees of the Board of Management of Moray College regardless of full or part-time status, supply, fixed term or permanent contractual status or length of service.
The objective of this Policy is to support good practice to eliminate bias from pay systems.”
2.3
The actions identified in the Equal Pay Policy are:

“Moray College will:

implement regular equal pay reviews in line with EHRC guidance;

monitor starting pay for new staff;

assess and review the findings of the equal pay review and take action where necessary;

provide training and guidance for those involved in determining pay;

inform employees of how these practices work and how their own pay is determined;

review pay determining procedures on a rolling basis ensuring that appropriate impact assessment is carried out.”

3
DEFINITIONS RELATING TO GENDER

Gender – refers to roles, attitudes, values and behaviours given to women and men in society.  These characteristics can vary depending on the society we live in.  For example, traditionally it was suggested that women should look after children, while men continue to work. Gender is a social construct.

Sex – refers to how we are born, the biological and physical differences between men and women.
Transgender – This is an umbrella term used to describe a whole range of diversity of gender identity and expression, including transsexual.

Transsexual – This is a medical term used to describe people whose sex and gender do not match up.  This means someone whose biological sex is female, but whose gender is male, or someone whose biological sex is male, but whose gender is female.  Transsexual people often feel like they were born in the wrong body.  This can be extremely distressing.  Many transsexual people have hormone treatment and surgery to align their sex with their gender.  The medical definition, transsexualism is also known as gender dysphoria.
Transition – is the term used to describe when transsexual people are moving from their assigned gender at birth to their current gender.  For example a person undergoing gender reassignment (sometimes referred to as realignment) surgery may be described as being in gender transition.

4 
LEGISLATIVE CONTEXT - GENDER EQUALITY DUTIES
The gender equality duties are detailed in the Equality Act 2006.  

4.1 
The general duty (the Gender Equality Duty) requires public bodies to give due regard to the following when carrying out their functions:

· To eliminate unlawful discrimination and harassment on the grounds of sex

· To promote equality of opportunity between men and women

Functions include policy making, service provision, employment matters, and statutory discretion as well as decision making.  “Due regard” means that public bodies and institutions should give due weight to the need to produce gender equality in proportion to its relevance to their business.

4.2 
In addition, there are also specific duties that have to carried out to achieve the general duty.  These specific duties are:

 - 
Gather information on how their work affects women and men;

 - 
Consult employees, service users, trade unions and other stakeholders;

 - 
Assess the different impact of policies and practices on both sexes and use this information to inform their work;

 - 
Plan and take action to achieve gender equality objectives;

 - 
Publish a gender equality scheme (GES), report annually and review progress every three years.

4.3 
The gender equality duty requires that the College pays “due regard” to the need to eliminate discrimination and harassment towards transsexual staff.  Although the gender duty does not explicitly require the promotion of equality of opportunity between transsexual and non-transsexual people, College staff should regard this as good practice. Individuals who are transsexual receive protection under the law. Transgender people who choose not to undergo medical treatment and simply live their life in their new gender are not subject to the same legal protections as transsexual people.  Raising awareness about transgender issues will be part of the equality and diversity training for staff.

4.4 
The College recognises that it has a legal responsibility to demonstrate that it treats women and men equally in policy-making, services, education and employment. The key new aspects of this responsibility are:

• 
there is a positive requirement to be proactive rather than reactive;

•
the requirement is to promote equality, not just to avoid discrimination; and

• 
due regard must be paid to eliminate unlawful discrimination and harassment (see Appendix 1) against transsexual people.

4.5 
The College is required to prepare and publish a Gender Equality Scheme showing how it intends to fulfil the general and specific duties and setting out its gender equality objectives. 


In preparing a Scheme the College is required to:

 - 
consult employees, service users and others (including trade unions);

 - 
take into account any information it has gathered or considers relevant as to how its policies and practices affect gender equality in the workplace and in the delivery of its services;

 - 
consider the need to have objectives to address the causes of any gender pay gap within its overall gender equality objectives; 

 - 
ensure that the Scheme sets out the actions it has taken or intends to take to:

· gather information on the effect of its policies and practices on men and women, in employment, services and performance of its functions;

· use the information to review the implementation of the Scheme objectives;

· assess the impact of its current and future policies and practices on gender equality;

· consult relevant employees, service users and others (including trade unions);

· ensure implementation of the Scheme objectives;
· implement the Scheme and the action plan for gathering and using information within three years of publication of the Scheme, unless it is unreasonable or impracticable to do so;
· review and revise the scheme at least every three years;
· report on progress annually.

5  
IMPACT ASSESSMENT

5.1 
The Framework for the Development of Policies, Strategies and Procedures – see www.moray.ac.uk - requires that all policies etc will identify the individuals/groups responsible for:
“conducting impact assessments relating to Equal Opportunities issues, specifically gender, race, disability, age, sexual orientation, and religion or belief;

setting and monitoring performance Indicators and targets against which performance will be measured, including obtaining feedback from users of the service, and for reporting on performance against targets”

5.2 
The Equality, Diversity and Inclusion Committee is responsible to the College Academic Council for overseeing the College’s approach to equality issues, including ensuring that impact assessments are conducted and for receiving monitoring reports.  Section 7 below identifies some of the key information arising from impact assessments.   

5.3 
Impact Assessment training has been delivered to senior and middle managers.  This was specifically in the context of disability equality, and, although the process is generally applicable to any sphere, it is intended to deliver impact assessment training relating specifically to gender issues.

5.4 
The Minutes of the EDIC demonstrate the issues identified by the College as requiring attention.
6  
GATHERING INFORMATION 

6.1 
Position in Summer 2008
6.1.1
 Students

The Management Information System provides raw data at College, divisional and course level.   Monitoring data is produced for consideration by the Equality, Diversity and Inclusion Committee covering the following aspects:

· Applications 

· Enrolments

· Conversion rates

· Retention rates

· Attainment rates

· Progression rates

6.1.2
Staff
For staff, monitoring data is produced for the Equality, Diversity and Inclusion Committee and the Staffing Committee of the Board of Management covering the following aspects:

· Applications and appointments

· Participation in training and development

· Staff Reviews

· Disciplinary and Grievance Procedures

· Promotions

· Harassment and Bullying 

· Number of Leavers

6.2 
Development Plans Relating to Gathering Information

6.2.1 
Students



Monitoring data will be produced covering the following aspects:

· Course transfers

· Students’ achievements

· Work placements

· Harassment relating to gender
6.2.2 
Staff

Monitoring data will be produced covering the following aspects:

· Selection methods

· Types of contracts

· Grade

· Position

· Length of service
6.3 
Feedback Mechanisms  

In addition to the quantitative information described above there are opportunities for students and staff to provide qualitative information.  

6.3.1 
Students 

Students will be consulted on the full range of Equalities including gender and gender re-assignment.
6.3.2 Staff  

Collectively, staff have the opportunity to influence HR policy development through the Joint Consultative Committees, and specifically the HR Policy Review Group.  The annual staff survey is a means of monitoring staff satisfaction, and this includes the opportunity for individuals to make comments and suggestions.  Individually, the Staff Review process gives all staff an opportunity at least annually to review all aspects of their employment.  Staff will also be consulted specifically on Equalities issues.

7  
FINDINGS 

7.1 
The data from the information-gathering activities are considered in a number of different settings and the outcomes of the analysis are reported in these contexts.  The Annual Equality Report is published on the College web site, and includes key issues and priorities resulting from data monitoring by the Equality, Diversity and Inclusion Committee.

7.2 
There are significant gender imbalances in course enrolments across the College’s provision. The College is committed to attempting to resolve this issue by, for example, working with schools to promote the benefits of courses to groups who are under-represented.
7.3 
Four of the 15 members of the Board of Management are female.  When vacancies occur the advertisement specifies that applications from under-represented groups, specifically females, are welcome. (4 out of 15 as of December 2008)

7.4 
Three of the seven members of the Principal’s Management Group are female.  Two out of the three Directors are female.  Five out of 9 Assistant Directors are female.
7.5 
The staff monitoring data for 2007/08 is as follows:

	
	**Moray Area Profile %
	*Moray College Profile % of all staff
	% of total

Development Opportunities 
	% of total Appointments 

104 total
	% of applications

	% of total Grievances (4 total)
	% of total Conduct Hearings (1 total) 
	% of total Leavers (58 total)

	M
	49.97
	33.54
	28,22
	40.45
	32.30
	75
	100
	33.33

	F
	50.02
	66.46
	71.78
	59.55
	66.67
	25
	
	66.67


7.6 
The analysis of the College’s employment policies indicates the progress made in developing a family-friendly context for staff.  Some examples of these policies and developments are as follows:

 - 
A flexible working procedure for all staff

 - 
Updated Parental Leave Policy

 - 
A reduction in the number of points on the lecturer scale to 5 points

 - 
Introduction of fractionalised permanent contracts (which applied to a much higher proportion of temporary female staff) 

 - 
Removal of the 5 year qualifying period for support staff annual leave

 - 
Shortened administrative and clerical scales by removing points

 - 
A commitment to carry out an Equal Pay Audit

 - 
Review of fixed term contracts

8  
PRIORITIES FOR ACTION

8.1 
To produce an Equal Pay Statement by September 2008. (completed)
8.2 
To  undertake an Equal Pay Audit.
8.3 
To undertake further training to ensure gender equality in all College services to students and employees.
8.4 
To eliminate discrimination and harassment.
8.5 
To implement the Action Plan.
The College now (as from December 2008) produces one action plan to cover all Equalities.
9 
IMPLEMENTING THE GENDER EQUALITY SCHEME
9.1 
The Assistant Principal:  Learning and Teaching is responsible for co-ordinating the implementation of the Gender Equality Scheme.  This will include:

9.1.1 Monitoring and supporting those responsible for specific tasks within the Action Plan;

9.1.2 Securing and delivering staff training and development opportunities;

9.1.3 Maintaining a database of local and national contacts and ensuring continued involvement of those directly affected by the Scheme;

9.1.4 Ensuring that appropriate monitoring information is collated for presentation to the Equality, Diversity and Inclusion Committee;

9.1.5 Ensuring that information collected is analysed, and, where necessary, acted on, including referral to other College Committees and Groups;

9.1.6 Preparing the Annual Report for consideration by a range of College Committees, culminating in the Board of Management, and, if necessary in the light of experience, amending the Action Plan for subsequent years;

9.1.7 Initiating a review of the Gender Equality Scheme as agreed.
9.2      If it is considered that it is not feasible to carry out any of the tasks in the Action Plan within the agreed timescale the Assistant Principal:  Learning and Teaching will investigate the difficulties before recommending alternative methods of addressing the need originally identified.

10 
ANNUAL REPORTING
10.1 
The College will prepare an Annual Report .  The report will include:

10.1.1 An up-dated Action Plan to illustrate the progress made against targets and timescales.
10.2 The Annual report will be made available on the Internet. 

10.3 Printed copies will be available.

10.4 The report will be capable of being produced in alternative formats for those who require it.

11 
RESPONSIBILITY FOR PREPARING THE GENDER EQUALITY SCHEME
11.1 
The present Scheme has been drafted by an Assistant Principal within the College.  He has been supported to attend relevant national conferences and briefings and by colleagues on appropriate internal Committees.

11.2 
He is responsible for this activity directly to the College Principal.

12 
PUBLISHING THE SCHEME
12.1 
The Scheme will be published:

· In print.  Alternative fonts, sizes and colours will be made available on request.

· On the College Internet.  This allows individuals some flexibility in presentation to meet their needs.

· In alternative formats as requested.

12.2  
The Scheme will be published as a single document.  The Scheme, the Action Plan, the appendices and the Annual Report may be used in part in other College reports.  Where this is done, readers will be cross-referred to the full document.

12.3  
Where the Scheme refers to or quotes from another College document readers will be cross-referred to the full document.

J H Ellwood

Assistant Principal: Learning & Teaching

November 2008
Appendix 1
Bullying and Harassment

Moray College as an employer and provider of services must not assume there is no problem of harassment. People may put up with it because:

· They feel too intimidated to do anything about it

· They may be afraid of reprisals

· They may not want to make a fuss, especially if they think they will not be understood or believed

· They may think that nothing will be done about their complaint

· They may not know how to go about making a complaint

There is no hard and fast definition of … harassment
. It can range from persistent and vicious … abuse to more subtle forms of harassment that are equally distressing and that can create an intimidating and unpleasant atmosphere at work: ‘jokes’, banter, insults, taunts, gibes, literature and graffiti; shunning people because of their background, excluding them from conversations; making insinuations; being condescending or deprecating about the way people dress or speak.

The above list is not exhaustive and the most important rule for employers and providers of services faced with complaints of harassment is that the perception of the person who feels harassed must be central to the consideration of any complaint of harassment.

Harassment
 will be dealt with in the context of existing disciplinary procedures for staff and students. Any member of staff or student who feels they have been subject to harassment should use the College Grievance and Complaints procedures respectively.

If a member of staff or student feels the need for informal and confidential support before potentially making a formal complaint an appointment may be made as follows:

Students – Student Advice Manager

Staff – Head of Human Resources
� Review of all policies relating to Equalities is likely to be amended as single Equalities legislation emerges.


� One not stated.


�  CRE, ‘Racial Harassment at Work’, 1995.


� Bullying and Harassment Policies are available on the Intranet as follows:


� HYPERLINK "http://intranet.moray.ac.uk/files/pages/124/files/masterbullyingharassment---sept-07.doc" ��http://intranet.moray.ac.uk/files/pages/124/files/masterbullyingharassment---sept-07.doc�


� HYPERLINK "http://intranet.moray.ac.uk/files/pages/233/files/student-bullying-and-harrassment-policy.doc" ��http://intranet.moray.ac.uk/files/pages/233/files/student-bullying-and-harrassment-policy.doc�
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