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Appendix 1 

University of Westminster Gender Equality Policy & Action Plan (Gender Equality Scheme)
1. POLICY STATEMENT 

The University of Westminster is fully committed to creating a stimulating, supportive and accessible learning and working environment, based on mutual respect and trust, to assist all staff and students to achieve their full potential, irrespective of gender. The University is committed to ensuring that all students and staff are treated fairly and it has a long tradition of promoting equality and diversity. 

Gender equality is about ensuring that all people are free to develop their personal abilities and make choices without the limitations set by stereotypes, rigid gender roles and prejudice. It means that different behaviours, aspirations and needs of women and men are considered and valued equally.  It does not mean that people have to become the same, but that their rights, responsibilities and opportunities do not depend on whether they are male or female.  
The University has already carried out an initial Impact Assessment of all its relevant policies, functions and processes to ascertain whether they promote equality (including gender equality) and whether there are any areas that need reviewing.  Action Plans have been developed for each School and Support Service to ensure that any potential areas of differential or adverse impact can be mitigated and the relevant policies reviewed through a detailed consultative process. The impact assessment process identified a number of examples of good practice across the University and the results are available on the Diversity section of the HR website. An Impact Assessment Equality Checklist and Guidance has also been developed to be used by all those developing or reviewing policy to consider the intentions and outcomes of the policy in relation to equality and diversity and inclusive policy-making and effective service delivery. 
2. THE PURPOSE OF THE GENDER EQUALITY SCHEME AND THE LEGAL FRAMEWORK
The Gender Equality Policy and Action Plan (Gender Equality Scheme) sets out the University's commitment to gender equality and provides a framework to ensure that the University offers a supportive learning and work environment for all members of the University community.  
It is also a specific response to meeting both the spirit and letter of the Equality Act 2006 which created the Gender Equality Duty for the public sector.  The Gender Equality Duty, which comes into effect on 6th April 2007, has two parts to it, the “general” duty and the “specific” duty. The general duty places a legal duty on the University:
· To eliminate any unlawful discrimination and harassment;
· To promote equality of opportunity between men and women.
To help meet its general duty, the University, like most other public bodies covered by the duty, has a specific duty to:

· Produce and have in place a Gender Equality Scheme identifying gender equality goals and actions to meet them, in consultation with all key stakeholders by 30th April 2007;
· Monitor and review progress;
· Review the scheme every three years;
· Develop, publish and regularly review an Equal Pay Policy, including measures to address promotion, development and any occupational segregation;
· Conduct and publish gender impact assessments of all major policy developments.
Fundamentally, the duty is more than equal treatment; it is about promoting and taking action to bring about gender equality.  It involves looking at gender equality issues for men and women and understanding the reasons why inequality exists and how to overcome them. It is about embracing diversity, promoting equality and creating effective and quality service for all stakeholders.
2.1 Gender Equality Duty Code of Practice for England and Wales

This Code of Practice gives practical guidance to public authorities on how to meet the legal requirements of the Gender Equality Duty.  The University’s Gender Equality Scheme will incorporate both the spirit and letter of the guidance in the statutory Code of Practice.
3. The experience of men and women at the University of Westminster – consultation and engagement
There has been a wide consultation and engagement process with all key stakeholders in the development of the Gender Equality Scheme.  
This has include consultation with the recognised staff and students’ unions, incorporation of the relevant results of the 2006 staff opinion survey and consultation with the Diversity Audit Group and other relevant committees.  Feedback has also been sought via the on-line diversity discussion forums and through other direct consultation with relevant staff and students within the University.  

The purpose of the consultation and engagement process has been to gather information and increase understanding about the experience of staff within the University in respect of gender equality and to develop an informed, meaningful and effective Gender Equality Scheme.
4. THE UNIVERSITY OF WESTMINSTER GENDER EQUALITY PRIORITIES:
· Following the implementation of the systematic job evaluation scheme for academic and support staff, which incorporates the principles of equal pay, develop an Equal Pay Policy in consultation with key stakeholders.
· Review current equal opportunities and harassment policy and move towards a diversity and dignity at work policy taking into account the key results of the 2006 employee opinion survey. 
· Build on the work that has already been done to become a more family-friendly employer by promoting policies which support employees in integrating their work and family responsibilities. 
· Continue to offer specific, gender-based developmental programmes such as Springboard, Navigator and SpringForward.  
· Take positive action to encourage applications and develop the potential of students/staff of either gender where they are under-represented, working positively to identify barriers to progress and taking action to remove these, including mentoring and training.
· Continue to monitor, by gender, all student admissions and progress, and all staff recruitment and progress, within the University and examine reasons for and develop solutions for any significant disparities.

5. Equal Pay/Equal Value and the Framework Agreement 
In July 2003 the employers and the recognised trade unions reached agreement on a ‘Framework for the Modernisation of Pay Structures through the JNCHES (Joint Negotiating Committee for Higher Education Staff).  This was endorsed by all the unions involved by April 30th 2004 and introduced a single pay spine for all staff covered by the agreement.  
Under the terms of this agreement ‘HE institutions and their recognised trade unions’ are ‘expected to work in partnership’ to ‘introduce new pay structures under the terms of this agreement’ and ‘reach[ing] negotiated  agreements on a timely basis’. 

The Framework requires HEIs’ local agreements to cover grading structure, Staff Development and Review, Progression between Grades, Progression within Grades, Working Hours, Attraction and Retention Premia, and Equal Opportunities.

Much of the emphasis during this two year period was necessarily on the position of the academic staff, as work for the support staff was already well advanced.  
This was as the result of initiatives undertaken in collaboration with the recognised support staff union, Unison, as part of the HEFCE Rewarding and Developing Staff Initiative between 2001 and 2004.  In particular all the support posts had already been evaluated using the Hay methodology and staff assigned to new grades before the framework agreement was signed.

In view of the above, a major activity for the University over recent years has been the continuing implementation of the national Framework Agreement covering pay and grading of staff covered by national pay negotiations, a main aim of which is the elimination of anomalies between different staff groups in terms of equal pay for work of equal value.  A comprehensive website has been developed where all the information relating to the implementation locally, of the Framework Agreement has been published (http://www.wmin.ac.uk/page-5560).  
The implementation of a systematic job evaluation scheme which incorporates the 

principles of equal pay is an important part of meeting the requirements of the 

Gender Equality Duty.  The University supports the principles of equality and the 
valuing of a diverse workforce; these principles therefore apply to all staff groups,
male and female staff, staff from different racial groups,  and with or without 
disabilities. University staff should receive equal pay for the same or broadly similar 
work, for work rated as equivalent and for work of equal value. 
The allocation of staff to grades is based on the outcomes of institution-wide job 
evaluation. The University of Westminster has implemented the Hay Job Evaluation

Methodology; this has now been applied to all University support staff and academic 

roles covered by the single salary spine.  
All members of staff have the right to apply to the University’s Job Evaluation Appeals process following an unsuccessful claim for a higher grade. Further details are available on the Human Resources and Framework Agreement website.
All staff covered by this agreement will have pay progression opportunities within the 
pay range for their grade. Arrangements for such progression will be designed to 
offer equal opportunities for all staff in each particular grade and to reward the 
acquisition of experience and contribution; they will be operated with demonstrable 
fairness, transparency and objectivity.

5.1 Equal Pay Audit 

The University carried out its first Equal Pay Audit in 2006 following the completion of the Hay Academic Job Evaluation exercise.  The purpose of the Equal Pay Audit is to ensure equal pay for work of equal value for all staff within the University of Westminster.  Current legislation, including the Equal Pay Act 1970 and Employment Act 2002, specifically relates to comparisons between male and female workers.  There are three main aims to the Equal Pay Audit:

· To compare the pay of men and women undertaking equal work;

· To investigate the causes of any gender pay gaps;

· Take action to close those gaps which are based purely on the grounds of sex.
In addition to the three main aims, the University has gone a step further and also made the same comparisons for ethnicity and disability.  Age will also be included as a factor in subsequent Equal Pay Audits.
The Equal Pay Audit was carried out using the UCEA Equal Pay Toolkit as a template. A summary of the key findings of the first Equal Pay Audit will be available on the HR website.  However, the audit did not reveal any significant issues of concern with regards to equal pay. 
The issues that have arisen with regards to gender equality are that in a small number of instances it may be said that staff are not receiving comparable salaries upon entry to the University.  However, there are often reasons for appointing staff to particular spine points. In any case, specific and well-communicated guidance for appointing managers and selection panels would be helpful and will be developed shortly.

6. WORK-LIFE BALANCE AND FAMILY-FRIENDLY POLICIES 
The Work and Families Act 2006 will come into force in April 2007 and its provisions   will take effect in relation to employees whose expected week of childbirth, or expected date of adoption, is on or after 1 April 2007.  Changes to the right to request flexible working for carers will come into effect from 6th April 2007.  The overall intention of the new Work and Families legislation is to improve work-life balance and enable parents to be the primary carers of their young children.  It covers maternity leave and pay; paternity leave and pay; adoption leave and pay; and flexible working requests.  The University has recently reviewed its maternity, adoption and other related policies to ensure that they meet both the spirit and letter of the new legislation.  
The University has already gone beyond the legal minimum and does consider requests for flexible working to care for dependants, i.e. elderly parents. The University also introduced the Care-4 electronic childcare voucher scheme in April 2005.  Further details of this scheme and other family-friendly policies are available on the HR website.
7. STAFF DEVELOPMENT POLICY
The University’s Staff Development Policy applies to all units and all staff in the University and can found on the HR website, together with guidelines to help managers and staff members work with the policy. There are a number of important principles that underpin the policy and provide the framework for its implementation across the University including the core principle that staff development opportunities are available to all employees irrespective of their gender, race, religion, disability, age, sexual orientation, or length of appointment.  
Training events and information sessions on disability awareness, equality and diversity and successful recruitment and selection are run regularly by the Staff Development Unit. The University has a programme of induction training for all new staff, which includes completion of the Respect for People Diversity programme, which includes gender equality issues.
7.1 Gender based developmental programmes 

The University also offers some specific, gender-based developmental programmes:
Springboard - Aims to focus and develop women’s aspirations and increase motivation. It aims to equip you with a range of tools based on self-knowledge, to help you become more focused in determining your own development
Navigator – A developmental programme for men to help them to realistically assess their current situation, skills and abilities and decide on the next steps for their development and setting goals.
SpringForward – A step up from the existing Springboard programme. This programme is for both men and women who have already done some work on their personal development and who would like to continue their work. It enables you to use coaching, mentoring support and self-motivation to reach your potential.
8. TRANSGENDERISM

Transgendered people will be explicitly covered by part of the Gender Equality Duty.  The term transgendered has come to refer to a range of people who do not feel comfortable within their birth gender.  It includes three main sub-categories: transvestites who periodically dress in the clothing of the opposite sex; transsexuals (sometimes known as people with gender dysphoria) who wish to have sexual reassignment surgery to become the opposite sex; and transgenderists who cross gender boundaries but who do not wish to have such treatment. The University will respect the confidentiality of employees or students seeking gender reassignment and provide a supportive environment to try and ensure that their transition from one gender to the other is as trouble free as possible.
9. PROCUREMENT

The Central Procurement Unit aims to ensure that the University meets its legal obligations to make sure that suppliers and contractors supplying goods and services to (or performing services on behalf of) the University comply with the requirements of the Equality Act 2006.  This will be done by revising standards terms and conditions for contracting services to include information about the Equality Act 2006, ensuring that the relevant government guidance on social issues or equality issues in procurement is considered and including a requirement in every contract that the contractor must comply with the anti-discrimination provisions of the Act.  Further details are available on the Procurement website.
10. Gender Equality Support and Staffing Infrastructure 

Diversity Audit Group 
The Diversity Audit Group (DAG) will support the development of the University’s equality and diversity related policies and have overall responsibility for monitoring equality and diversity, with a remit to consider the implementation of the policies for students and staff of all kinds (academic, professional and support, full time, part-time and at all grades and levels). The Vice-Chancellor, or the Vice-Chancellor’s nominee, will chair the DAG if the Vice-Chancellor is absent. The DAG will oversee annual monitoring arrangements and be responsible for producing annual equal opportunities and diversity monitoring reports covering both staff and students, which will be submitted to the Vice-Chancellor’s Executive Group and the Court of Governors for approval and action as necessary, including wider publication of the main results. 
The HR Manager (Equality & Diversity) is responsible for providing professional advice and guidance on equality and diversity issues, monitoring the operation of HR policies relevant to diversity issues with regards to University staff, advising and developing policies and best practice and managing equality and diversity related projects and initiatives. All of the University’s equality and diversity related policies and support structures for staff can be found on the Diversity section of the HR website. 

Careers and Student Employment (CaSE) recognises that many students face potential barriers in their attempt to develop their careers including low confidence and lack of opportunities as well as discrimination from employers on the basis of several factors, including gender. 
`While gender issues affect both men and women, in practice, women are more likely to suffer discrimination in the workplace, typified by lower rates of pay and fewer opportunities at the very top of organisations, though it should be noted that gender stereotyping and work/life balance issues affect everyone, CaSE proactively seeks to assist students to tackle these inequalities by ensuring that its services are accessible to all, that it meets the requirements of relevant gender legislation (particularly in regard to graduate recruitment) and that information is available on female-friendly employers.  It also provides a comprehensive website offering advice on a range of gender-related issues including tackling discrimination, returning to work, achieving a work-life balance as well as signposting to other relevant sources of support.  
Additionally, CaSE has further contributed to the gender issue by running Women Only Networking events as a means of bringing female employers and entrepreneurs together with students to share experiences.
11. DISCRIMINATION AND NON-COMPLIANCE
The University regards incidents of discrimination and harassment very seriously and as possible grounds for disciplinary action which may lead to dismissal. Copies of the Equal Opportunities & Harassment Policy are available on the Diversity section of the HR website.  All members of staff are required to become familiar with and understand the contents of the University Equal Opportunities & Harassment and other equality and diversity related policies.  It should be noted that any intentional breaches of the legislation on equal opportunities or of the University Policy may lead to disciplinary action. Individuals should also note that they may be personally liable under law.
The University endeavours to provide an environment which is supportive and fair.  Where problems relating to the operation of this policy do occur, staff and students are encouraged to advise an appropriate member of staff as soon as possible.  The HR Manager (Equality & Diversity) can be contacted for further advice on any equality and diversity related issue.
Where a complaint is not dealt with satisfactorily at an informal level any formal complaint or grievance should, in the case of a student, be pursued through the Student Complaints Procedure.  In the case of a member of staff, the complaint should be pursued through the Grievance Procedure for Staff.
12. MONITORING AND REVIEW 


This policy and any action plans arising from it will be monitored by the Diversity Audit Group, which meet three times a year.  This Gender Equality Policy and Action Plan will be formally reviewed every three years. The next major review will take place by 29th April 2010.  
PAGE  
2

[image: image1.png]