Gender Equality Scheme
Introduction

The Equality Act 2006 places a duty on the College to produce a Gender Equality Scheme and action plan.  Northampton College is fully committed to eliminating gender inequality and promoting equality between women and men. We recognise that there are gender differences in people’s life chances, what services they gain access to, the types of jobs they do and how well learners achieve in education. We also know that other equality issues such as race, disability, religion or belief, sexual orientation, trans and age also affect people’s lives and that a “one size fits all” approach is not the answer.

This scheme sets out what Northampton College will do to tackle gender equality issues and the actions we currently take to ensure gender equality. The scheme and action plan will be monitored by the Diversity Forum and will be reviewed annually.

Purpose of the Gender Equality Scheme

The Equality Act 2006 amends the Sex Discrimination Act to place a statutory duty on all public authorities to pay due regard to the need:

· to eliminate discrimination and harassment that is unlawful under the Discrimination Act and discrimination that is unlawful under the Equal Pay Act.

· to promote equality of opportunity between men and women

Specific Duties

There are also specific duties which set out the steps that the College must take to help us meet the general duty.  These include:

· Producing a Gender Equality Scheme identifying what our goals are and the actions we will need to take in order to meet them, including how we will address the causes of any gender pay gap.

· Gathering and using information on the effect of our policies and practices on men and women, including assessing the impact of current and any future policies and procedures on gender equality.

· Consulting with employees, learners, trade unions and any other relevant stake holders.

· Implementing the actions set out in the scheme.

· Monitor and review progress and review the scheme every three years.

We have developed this scheme by using evidence from monitoring data as well as gathering views from learners and staff following focus groups and questionnaires. The purpose of this scheme is therefore to:

· Show how we intend to embed gender equality in all areas of the College’s work

· Meet and go beyond our legal duties in making gender equality a reality

· Set out our priorities on how we intend to tackle gender inequality, eliminate discrimination and promote equality of opportunity between women and men

About Northampton College
Northampton College has become one of the larger general Further Education Colleges in the region, with approximately 15,000 students, a turnover of almost £28 million and over 600 full time members of staff and around 500 ‘visiting lecturers’.  It offers a broad range of full-time and part-time LSC-funded courses.  In addition, it provides Apprenticeships and other ‘funded’ provision for the Northamptonshire LSC; some Higher Education courses funded through the University of Northampton; and support for other organisations including the Voluntary Sector. It also has its own subsidiary, Powerdriver UK, funded to establish a training centre for the logistics and distribution industries.  The College has two Centres of Vocational Excellence in Childcare and Logistics.  

Northampton College’s mission is to serve the needs of local communities and employers by providing high quality individual learning opportunities which lead to success and progression promoting participation, success and inclusion for young people and adults and contributing to local and regional economic and social development.
The principal site of the College comprises mainly purpose-built accommodation at Booth Lane in Northampton.  Many of the buildings have been erected in the last 12 years. A long-term property strategy has been developed to support the College’s strategic plan.  The College has recently opened its latest purpose-built learning facility for adults in the town centre of Northampton at Lower Mounts.
In addition, the College has a substantial site in Daventry from which it delivers a range of full time and part time provision.  

The College works closely with other FE and HE providers in the County including Moulton College, the University of Northampton and Tresham Institute.  It is a member of the Northamptonshire Learning Partnership.  Partnerships have been established with the Council for Ethnic Minority Communities, the Chamber and other bodies to provide targeted initiatives for local needs.

Northampton College’s locally-delivered LSC funded provision supports almost 4,000 full-time students, most of whom are aged 16-19, in programmes covering most curriculum areas.  It has also extended its link provision with schools and the LEA.  Around 600 students of compulsory school age have participated in College provision this year, and the development of the 14-19 curriculum will offer further opportunities for collaboration.  The College delivers part or all of a number of Higher Education programmes validated by the University of Northampton.  

The College has been re-affirmed as meeting Investors in People standards four times since 1995.  The College is committed to the support and development of a professionally qualified and experienced workforce.

Values

Northampton College helps people achieve their potential by…
· respecting and helping each other

· engaging people through teaching with expertise and enthusiasm 

· developing people through learning

· bringing out the best in each other

· playing a positive role in our community.

Through its values, Northampton College offers learners the opportunity to engage in development which will equip them for potential employment opportunities and help them maintain their skills to progress through their careers. The ethos of the College, based on these values, means that people of both genders will find themselves in an environment where they can progress their careers either through paid employment with the College as a member of staff, or through wide-ranging and accessible learning programmes.

All Equality and Diversity issues, including the promotion of inclusion are given high priority by the College Management team. A Vice Principal chairs the Diversity Forum, and managers and staff from across the College are part of these groups.

The College’s commitment to a number of Equality & Diversity Impact Measures is documented in the three-year Strategic Development Plan and includes a target to reduce the achievement gap between male and female learners.

Consultation and Information Gathering
Consultation exercises have been undertaken with both staff and with learners. It is recognised that this consultation should be further developed during the lifetime of the scheme and that it should be widened to include other stakeholders such as Parents, Employers, funding bodies and other collaborative partners.

All staff were invited to take part in an electronic survey to determine a baseline on current perceptions of gender equality amongst staff. The survey was produced in an electronic format and distributed to all staff at all sites. The survey covered issues including part time working, bullying and harassment, dignity at work and discrimination. In total, 162 respondents recorded their views, around 16% of the college staff. The majority of these were Full Time (around 80%) and future consultation would seek to include a higher response level from Part Time colleagues.

Staff and Learner focus groups were established and conducted through a consultancy thus ensuring objectivity and equity.  College Managers were separately consulted on the impact or potential impact of the Gender Diversity themes on their working practices, policies and procedures. A summary of the findings from the focus groups and electronic survey are detailed in the relevant sections throughout the scheme.

Data was also collected from the HR computer system and Learner information system.
Conclusion on Consultation Process

Employees and learners in the focus groups consider that college practice on gender equality is good and well supported by the ethos of the college. Some issues for consideration have been raised in the report. The career /progression opportunities for part time employees, the pay scale of hourly paid lecturers and assessment methods for learners are three worthy of re assessment. 

The focus groups would have benefited from a wider mix of both employees and learners. The employee groups lacked lecturer and evening staff/hourly paid input and the learner groups would have benefited from hearing the views of adults and 14-19 learners working at foundation level. 

Major findings of the information gathering exercise 

Staff 

The composition of staff at Northampton College is 68.5% Female and 31.5% male. In management roles it is more even, 51% female and 49% male, and for academic staff 60% female and 40% male.  The highest imbalance of gender is within business support roles where the percentage of females are (78%) to males (22%).  The number of female staff in the organisation has increased since 2007.
Part time roles
In part time hourly paid teaching and business support roles there is a higher percentage of female staff, males (38%) and females (62%),  Staff said part time and job sharing opportunities exist in the college but less so at management level.  
Key findings from the electronic survey indicated that of respondents working Part Time in college, just over half do so due to care commitments (ie for children or other relatives). The majority do not believe that working part time limits their career opportunities, although a significant minority (42%) do feel that their career in college is limited by the fact that they work Part Time. At the focus group, one member of staff asked managers to recognise that staff who had taken early retirement would welcome some management responsibility.  No-one, however, reported having been refused a request to work Part Time. Together with the high percentage of part time staff it would therefore appear that the College is receptive to flexible working arrangements, but this needs to be extended to management roles.

Occupational Segregation

There are some areas of the College where posts are filled predominantly by one of the genders.  For example in the ESIT Faculty – Engineering, 87% of staff are male, Motor Vehicle 100% are male.  Similarly in the BCE Faculty – Hair & Beauty 100% of staff are female.  In the STP faculty – Care, 97% of staff are female.  This issue will be addressed in the action plan.
Pay

Staff who were consulted felt that both part time and full time men and women were paid at the same rate for commensurate posts and that the job evaluation process is applied fairly to both men and women. Although there was concern raised about the rate of pay for hourly paid staff. This has now been addressed through the pay modernisation for teaching staff, where pay is based on level of responsibility.
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Staff by Salary & Gender - 2007 -2008


	Management
	Grade H – mainly Cross College Support Managers eg. HR Services Manager, Enrolments Manager, Head Librarian, Deputy Head of Estates.

	
	Grade G – Programme Managers

	
	Grades D,E,F – mainly Heads of Faculty/Dept and Deputy Heads of Faculty

	
	Grades A,B,C – Directors and Vice Principals

	Academic Staff
	Band B – D, (D usually Advanced Practitioners)

	Business Support 
Staff
	Grades 1 - SO2


The figure above provides an illustration of the female / male split by salary.  This shows a higher number of females compared with males in lower paid business support jobs. This may be due to the salary levels in these grades are less attractive to males, as traditionally men are either the primary or sole earner for a family. A significant number of support posts are term-time only, providing only a fractional income.  Last year it was noted that there was a significant drop in the number of males in senior support supervisory roles (SO1/SO2).  However, this year there has been a 10% increase – recent recruitment to new posts has enabled the appointment of males within this group – previously S01 & S02 roles have been held by established more “traditionally female” roles e.g. Learner Records, Faculty and College Administration. 

Recruitment & Selection of Staff
Through consultation with staff, 95% of respondents (146) felt the process was fair and didn’t discriminate against men or women. Data was collected on the number of applicants through the different stages; application, short-listed for interview and selected into post and although there were a higher number of females to males it did reflect the balance of male and female staff within the College. Consultation groups agreed posts advertised in the media are accessible to both genders. They found the current process fair and not biased to either males or females.
The recruitment policy and procedure has recently been updated and promotes good practice and adopts a positive approach to equality and diversity.  The Policy states that the College will not tolerate discrimination on the grounds of gender, sexual orientation, trans marital status, age, race, nationality, religion and belief, offending background or disability.   All actions taken under this policy will be vetted to ensure that they comply with the highest standards of recruitment and to ensure they lack bias towards or against any group.  The College has also achieved the IiP Recruitment Award for good practice. 
The selection process states that every selection interview has a member of the panel who has been trained on recruitment and selection, which includes training in diversity. However comments from the consultation group highlighted a need to have additional training on gender and that re-training on recruitment should be more often than once every three years. This is now being implemented.
Comments from staff who attended the consultation groups felt the college should be more pro-active in recruiting positive role models in gender stereotypical areas i.e. male lecturers into hairdressing and care etc... They suggested advertising posts in different media than was usually used and that information packs could highlight the desirability of applications from both genders. Since the GES was first introduced every selection panel for new staff are mixed gender, this often involves using staff from across the College. In terms of gathering data on sexuality, an overwhelming majority of respondents from the survey do not believe that this should be collected by the College (91%).

Training & Development
Training and Development is offered to all staff and during the academic year 2005/06 there were a total of 4318 training events attended. There were 34% of male attendees and 66% females.  Although there is a higher proportion of female staff attending – it does reflect the balance of male and female staff at the College.

Staff who attended the consultation groups agreed there is no gender bias in the training offered to current staff. They did state however some weekend, evening and hourly paid staff and those with caring responsibilities found it difficult to attend training. HR recognise the need to monitor the uptake of training opportunities by this group of staff and that managers need to ensure suitable provision is made wherever possible to enable access to training.  Staff raised the issue of lack of payment of part time staff for attendance at training and also suggested the provision of crèche facilities for twilight training.  Since the College introduced the GES this has started to be addressed.  Two evening training sessions have been put on this year and payment for staff to attend training has been offered.  Training opportunities for business support staff as well as teaching has now also been arranged.
The College recognises individual staff needs and therefore runs training at various times throughout the day and working week to suit individual requirements.  Training opportunities are provided throughout the day if achievable (for example breakfast, lunchtime and twilight sessions).  

Induction

All staff joining Northampton College are invited to an induction morning.  Although the topic of diversity naturally flows throughout the induction, the College devotes a proportion of this time to discuss the specific issue of diversity with everyone.  This usually consists of a mixture of discussion and activities in relation to diversity issues in order to raise awareness (age, ethnicity, gender, physical ability, sexual orientation, trans, religion and language).  An on-line induction is being researched in the hope that this can be developed and brought in for part time staff to access at any time.
Staff Development
Training on Gender Equality has been offered to all staff, including managers, teachers and business support staff at the College’s INSET day. Governors of the College are given regular updates on Equality and Diversity information by relevant directors. Promoting diversity, and all the topics that come under this umbrella term are taken extremely seriously by the College and due to this there will be a specific rolling agenda for Equality and Diversity issues on future INSET days, this is to be linked into the Staff Development long term strategic plan.

Promotion and Career Development

Staff agreed there is no bias towards men or women in the way promotions to senior roles are awarded and recognise that although the college has an all male executive management team staff this is not by design. In addition over the last 18 months the College now has a Senior Management Team which includes senior managers from across the College from both curriculum and business support areas.  This team of 14 includes 5 females. Promotion is through advertised positions and competitive interview and staff consulted said they believed promotions were handled through a fair process. The appraisal scheme likewise does not show any gender bias. 

Progression through incremental scales is the same for men and women. Mechanisms in place to ensure that all staff are provided with opportunities to develop skills and expertise regardless of hours of work and pregnancy. Staff on maternity leave are now able to come in for training on full pay (up to 10 days).
A new annual appraisal and CPD scheme has recently been developed for all full time and fractional staff.  The new CPD scheme provides the opportunity for all staff to gain support in planning their specific training needs on an annual basis.  The nature of the portfolio system allows all staff to complete their CPD at times suitable to them.
The appraisal scheme for hourly paid staff is on a request basis and needs to be updated so that a higher proportion of hourly paid staff have the opportunity of an appraisal with their line manager.  This will be addressed in the action plan.

Bullying and Harassment
The College is committed to a working environment in which all individuals show respect and consideration for one another and are treated with dignity and respect at work. It is committed to promoting a working environment free from all forms of harassment and bullying and recognises that appropriate steps should be taken to achieve this.
The Dignity at Work policy and guidance is available to all staff and training has been provided for managers and staff over the past few years, and is now compulsory training for all new and existing staff. The College also offers a free confidential employee support helpline and counseling.  Yet when asked in the survey if staff were aware of the policy, 42% (65) said no.  It would therefore appear necessary to continue making staff aware of the policy and improve communicating the guidance available.  The survey also asked if staff had experienced harassment or bullying because of their gender or sexuality and 89% (143) said that they hadn’t. Although there still remains a small percentage of staff (11%) who have experienced harassment or bullying of which only a third said that they had reported it to someone at the College. Only a third of these have reported an incident and a few of these said that they were not happy with the response from the college. A new staff survey will be going out to staff in the summer of 2009 to see if things have improved.
None of the staff in the focus groups reported having experienced harassment or bullying because of gender or sexuality. They felt the ethos of the college encompasses all staff and deterred such behaviour.

Work Life Balance

The College is committed to maintaining a healthy working environment for all employees. The College recognises that many people have to juggle responsibilities at home and at work and that this can be difficult at times.  The Work Life Balance and Flexible Working policy sets out the support available to staff to help them balance work and home life.

The policy has been recently updated and offers all staff the opportunity to request to work part time.  In the last academic year there were three requests from staff returning from maternity leave to return on a part time basis and in each case this was agreed. Although there were also some staff who were not aware of this policy and what options for flexible working were open to them for example there have been no requests for staff to take parental leave over the past five years. Staff considered the majority of managers to be very good at agreeing flexible working arrangements and no one knew of anyone who had been denied the chance to work flexibly. Arrangements included early starts and finishes, working to fit in with a school day and term time only working. Requests for part time work had always been agreed as far as the staff knew. Those in the group who work part time are happy with the way in which their request was handled.  A briefing session on the Work Life Balance policy was provided to staff on an INSET day.
Both consultation groups are aware of the work life balance policy but some of the staff stated managers do not always recognise varying work loads and the number of hours some staff are working. They agreed working long hours can be due to a variety of reasons and gave examples of poor time management, poor delegation, excessive work load, peaks and troughs in work load etc. They suggested recognition of long hours and support from their manager in how to reduce their workload, flexibility in hours worked at various times of the year etc.  

Managing pregnancy and return from maternity leave.

Employees who were consulted were happy with the college policy on maternity and paternity leave and satisfied with the way in which it is implemented. 

Learners
Differential retention rates

Learners gave various reasons for their peers leaving courses early.  Issues of advice and guidance may result in people not being on an appropriate course; they may find the work too difficult, fall behind with their work, move to a job or become demotivated.  It was suggested that boys in particular may leave their course if they did not have friends in college.
Unequal uptake of learner support and pastoral/counselling courses

Learners agreed girls were far more likely to access learner support/counselling. The boys said they would not go even if they knew they needed help. When asked what might encourage boys to attend one said he might if incentives were offered, even something as simple as a drink and biscuits. Another learner said they felt lecturers should refer learners for support more than they do. The other learners agreed. They also thought the positioning of Lowdown (Learner Counselling Service) in the canteen area was not good. They would not go if their peers could see them. When one of the girl’s went to talk to the member of staff because she knew him she was quizzed by her friends as to what was wrong with her. Another suggestion was better induction and maybe boys separately to girls to encourage boys to ask more questions. One girl stated she always preferred to work her problems out herself. Maybe a tutorial session on strategies for doing this will help learners.

Gender bias in assessment methods

Learners at all levels said the majority of assessments were written assignments. There is little work on oral presentations, video presentations, surveys, problem solving activities, group assessment etc. They said girls are better at written work and it is the boys who struggle to keep up to date. Although the members of the focus groups are managing their written assignments, they all said they would welcome different methods of assessment. The boys and some of the girls said they prefer problem solving, practical work and would welcome different types of assignments.

Reasons for choice of course

Learners chose their courses because they wanted a college environment which they perceived to be a more adult environment, the college was near to their home and it offered the course or combination of courses they wanted. None of the learners were put off applying for their course because of gender issues.

Harassment issues 

Learners are not aware of any peers who have left their courses due sexual harassment or bullying.  Where bullying does take place it is mainly girls to girls and boys to boys but one advanced level learner is unhappy about the ‘sexist comments’ of one of the boys in her class. The lecturer’s approach is to discuss it and for the learners to sort it out themselves but the comments continue. The learner thinks the teacher should do more and that the young man needs help in recognising the implications of his comments. The learner said she does not wish to officially report the harassment and tries to ignore the comments. The learners said there was an acceptance of different sexual orientation by their generation which they considered many adults did not have and although there may be some ‘banter’ initially this does not last long and is not overly hurtful.  The learners said they would accept transsexual learners or members of staff. 

Childcare/carer needs

Some of the learners had class members who had children. In the three cases identified, all the girls left their course. One of the learners had to take time off as her child was ill. Following a meeting with a member of staff she decided to leave college. Her friend does not think she received enough support. Another learner left because she was continually called out of class as her child was distressed in the nursery. A young parent’s support group would help to address some of the problems faced by this group of learners.

One of the learners has to pick up a younger sibling from school. Her course tutor accommodates this request as long as she keeps up with her work. The learners said some departments would not allow this but on the whole they are satisfied with timetable flexibility. Although such requests have to be considered on an individual basis common interpretation of policy would help.

Disciplinary process

Both groups of learners said the disciplinary procedure did not discriminate on the grounds of gender or sexuality. Internal records indicate that male students are more likely to be subject to disciplinary action than female learners. (Ratio 2004/05, M54/F46 2005/06, M55/F45) college population ratio M42/F58.

Advice on career options/progression

Learners considered advice on career options /progression to be balanced and unbiased.

Learner Data

	Enrolment by Gender and Age
	
	
	
	
	


	Gender
	16-18
	19+
	Total
	Percent
	FTE
	Percent

	Male
	1516
	3613
	5129
	41%
	2092
	42%

	Female
	1894
	5583
	7477
	59%
	2900
	58%

	Grand Totals
	3410
	9196
	12606
	
	4993
	


	Retention, Achievement and Success by Gender
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	

	Custom Sort Fields
	Starts
	Retention
	Achievement

	Custom fields
	Expected End Year
	 Starters
	 Starters – Transfers
	Achieved
	Success Rate
	Completed
	Retained including continuing
	Retention Rate (including continuing) %
	Retention Rate (completers) %
	Complete Known Outcome
	Achieved Rate (known outcome)
	Achieved Rate (all  completers)

	SEX F,
	2005-06
	11153
	10916
	7395
	68%
	9400
	9484
	87%
	86%
	9350
	79%
	79%

	SEX M,
	2005-06
	7488
	7264
	4661
	64%
	6178
	6245
	86%
	85%
	6165
	76%
	75%


	Learner Satisfaction by Gender



	
	Male 05
	Female 05
	Male 06
	Female 06

	Base
	 1117
	1980
	1044
	1591

	
	%
	%
	%
	%

	Extremely satisfied
	 20.7
	30.4
	21.8
	26.5

	Very satisfied
	 48.4
	49.4
	40.7
	47.4

	Fairly satisfied
	 23.9
	16.4
	27.8
	20.7

	Neither
	4.7
	2.5
	6.9
	3.6

	Fairly dissatisfied
	0.9
	0.7
	1.5
	1.2

	Very dissatisfied
	0.7
	0.4
	0.8
	0.3

	Extremely dissatisfied
	0.6
	0.2
	0.5
	0.3

	Mean
	5.79
	6.04
	5.70
	5.92


Gender Equality Objectives

From the consultations with staff and learners carried out, data analysis and staff survey the College has identified the following objectives which will be addressed in the action plan:
Staff

· To address the causes of any gender pay gap. 
· All new policies and procedures will be fully analysed and impact assessed to incorporate the different needs of men and women, and all existing policies and procedures will be impact assessed over the next three years.
· Improve opportunities for part time staff to attend training sessions.
· Increase the awareness of work life balance and dignity at work policies and guidance available.
· To continue to provide training for all staff on issues relating to gender equality.

Learners

· To recognise the central role of the curriculum in challenging and addressing stereotypes and gender discrimination.
· To include curriculum impact assessment as part of the annual self assessment processes.

· To provide a safe and supportive learning environment for all learners.

Putting the scheme into practice 
The Gender Equality Scheme is available to all staff on the College Document Library and has been promoted through the College electronic newsletter NC Update. A further document will be produced for the learner audience, for prospective learners and other interested parties.
Reports on issues related to the scheme will also be made:

· To governors

· To staff at full staff meetings and INSET days
· New staff induction sessions

· To staff through NC Update

· To learners through Listen to Learner meetings 
· To the Academic Board.
GENDER  EQUALITY SCHEME ACTION PLAN 2008 – 2011
Staff
	ACTION
	LEAD
	TIMESCALE
	REPORTS/MONITORING
	OUTCOMES

	
	
	
	
	

	Staff survey to go out to all staff.
	Kate Birch, Head of HR
	Sep 09


	Diversity Forum

HR annual report
Report to staff


	Review feelings and views of staff on how things have improved since the GES came in.



	Progress Report 




	ACTION
	LEAD
	TIMESCALE
	REPORTS/MONITORING
	OUTCOMES

	Where possible advertise posts as part time or job share, including management posts.


	Kate Birch, Head of Human Resources


	As vacancies arise within these areas
	Diversity Forum

HR annual report

 
	An increase in the number of part time posts at management level.



	Progress Report 




	ACTION
	LEAD
	TIMESCALE
	REPORTS/MONITORING
	OUTCOMES

	
	
	
	
	

	Progress Report 




	ACTION
	LEAD
	TIMESCALE
	REPORTS/MONITORING
	OUTCOMES

	
	
	
	
	

	Progress Report 



	ACTION
	LEAD
	TIMESCALE
	REPORTS/MONITORING
	OUTCOMES

	Revise the Recruitment and Selection training to include interviewing transsexual/trans candidates. Offer re-training to recruiting managers on a more regular basis.

	Kate Birch, Assistant Director in Human Resources


	From Sep 2009 – Jul 2010
	Diversity Forum
	Ensure recruiting managers are up to date with discrimination laws.



	Progress Report 




	ACTION
	LEAD
	TIMESCALE
	REPORTS/MONITORING
	OUTCOMES

	Ensure a fair pay system is applied. Undertake pay and gender monitoring.


	Kate Birch, Head of Human Resources

Henry Morgan, Director of Finance
	August 2009
	JCNC

Diversity Forum
	Ensure comply with equal pay law and that any inconsistencies in pay are removed.



	Progress Report 




	ACTION
	LEAD
	TIMESCALE
	REPORTS/MONITORING
	OUTCOMES

	Assess the impact of all HR policies and procedures.


	Kate Birch, Head of Human Resources


	Prioritised action plan – starting May 2007-2010
	Diversity Forum
	Any discrimination because of gender will have been identified and an action plan to remove.



	Progress Report 

15 impact assessments have been carried out so far on HR policies.  High priority policies are all completed and are now done as each policy is reviewed.



	ACTION
	LEAD
	TIMESCALE
	REPORTS/MONITORING
	OUTCOMES

	Training for all staff to gain an awareness and understanding of the Gender Equality Scheme 


	Andy Johnson (Staff Development Officer)
	Add to 09/10 training plan
	Diversity Forum
	Improved knowledge of the scheme.



	Progress Report 

Inset Day March 2007, Gender Equality training took place and was attended by staff from across the College.  



	ACTION
	LEAD
	TIMESCALE
	REPORTS/MONITORING
	OUTCOMES

	Review times of training sessions to ensure developmental activities are accessible for all (including part time, hourly paid, carers etc).


	Andy Johnson (Staff Development Officer)
	September 2009
	Diversity Forum
	Increase promotional opportunities for part time staff.



	Progress Report 

Evening training sessions have been arranged for teaching and business support staff – twice in 08/09.  Staff have been paid to attend the training.  



	ACTION
	LEAD
	TIMESCALE
	REPORTS/MONITORING
	OUTCOMES

	Increase the amount of on-line training opportunities and induction for part time staff

	Andy Johnson (Staff Development Officer)
	September 2009
	Diversity Forum
	Increase promotional opportunities for all staff.



	Progress Report 

Sep 07 – Aug 08 – 32 hourly paid staff progressed to full time/fractional positions.  Of these 32, 28 were female and 4 male. 



	ACTION
	LEAD
	TIMESCALE
	REPORTS/MONITORING
	OUTCOMES

	Review appraisal scheme for hourly paid staff
	Kate Birch, Head of Human Resources
	September 2009
	Diversity Forum
	Improve work life balance for staff.



	Progress Report 




Learners
	ACTION
	LEAD
	TIMESCALE
	REPORTS/MONITORING
	OUTCOMES

	Analyse learner related data by gender: recruitment, retention, success, attendance, disciplinary, ALS, complaints, satisfaction


	John Bexson

Vice Principal - Learning
	Completed
	EMT, Academic Board, Governors
	Ensure procedures are free from bias and to direct enquiry where disproportionate effect is apparent.

	Progress Report 

Now established as part of Annual Monitoring and Review Cycle



	ACTION
	LEAD
	TIMESCALE
	REPORTS/MONITORING
	OUTCOMES

	Develop and implement methodology for impact assessment of curriculum through self-assessment.


	John Bexson

Vice Principal - Learning
	October 2007
	Learning Directorate, Corporation
	All course level SARs include annual impact assessment and action plan.

	Progress Report 

Completed



	ACTION
	LEAD
	TIMESCALE
	REPORTS/MONITORING
	OUTCOMES

	Learning programme design allows access for learners with caring responsibilities
	Heads of Faculty
	September 2007
	Learning Directorate
	Programmes are sufficiently flexible to allow for reasonable adjustments to be made in order that learners with caring responsibilities may better access learning opportunities.



	Progress Report 

Completed and subject to annual review


	ACTION
	LEAD
	TIMESCALE
	REPORTS/MONITORING
	OUTCOMES

	Ensure that learners are aware of, and access, the range of support available to them.
	Barry Hansford, Head of Learner Support
	September 2007
	Learning Directorate

Academic Board
	Learners, regardless of gender, access the range of support services.

	Progress Report 

Completed - Induction programme now established for all learners



	ACTION
	LEAD
	TIMESCALE
	REPORTS/MONITORING
	OUTCOMES

	Gender equality lifestyle tutorials are delivered to all FT learners
	Heads of Faculty
	May 2008
	Learning Directorate

Diversity Forum


	Tutorials are developed, delivered and issues arising are noted for subsequent development.

	Progress Report 

In place for 70% of Full Time learners in 2008/09 



	ACTION
	LEAD
	TIMESCALE
	REPORTS/MONITORING
	OUTCOMES

	Communications and advice strategies for all young people and adults take account of gender distinctions in image, content and usage.


	Susan Lewis Marketing & communications Manager,
Barry Hansford Head of Learning Support
	Completed
	EMT

Academic Board


	All communications and information materials are free from inappropriate bias and promote positive gender.

	Progress Report 

The way traditional gender roles are represented is always considered in planning marketing communications and emphasis given where possible on non-traditional gender subjects. For example, a male Hair & Beauty learner was featured in a DVD about college life and a female Engineering learner was featured in a case study in the Full Time Directory and on posters around college.  



	ACTION
	LEAD
	TIMESCALE
	REPORTS/MONITORING
	OUTCOMES

	Further develop consultation during the lifetime of the scheme in order that it is widened to include other stakeholders such as Parents, Employers, funding bodies and other collaborative partners.


	John Bexson

Vice Principal - Learning
	September 2008
	Diversity Forum
	Further data to improve and update the action plan.

	Progress Report 
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