Gender Equality Scheme:    Annual Report and Action Plan  
1. 
 Planning and Leadership
1.1.
 Equality and diversity is a continuing priority for the University as it develops its new corporate plan. A specific commitment is to implement the findings of a study on 
Women in Leadership which the University commissioned 
in June 2007. 

1.2
In 2007, the University introduced a revised governance structure for Equality and Diversity.  An Equality and Diversity Committee of Council has been established with lead responsibility for strategy, policy, governance of implementation and compliance.  An Equality and Diversity Forum reports to the Committee of Council, and provides a mechanism for the  consultation, exploration and championing of equality and diversity matters, and for the promotion of good practice across the University.      
1.3
The Women in Leadership study referred to in 1.1 was undertaken in the light of the University’s recognition of the under-representation of women in senior management and leadership positions. The study acknowledged that the gender imbalance among academic staff in UK universities has many causes and that addressing the problem requires a range of approaches, including scrutiny of the institution’s organisation, systems, policies and procedures.  This is something the University is undertaking as part of its programme of Equality Impact Assessment  (see para 2.1 below).  Progress so far includes the introduction of guidelines for academic staff when preparing a case for promotion.  The academic promotion criteria will be reviewed during 2008/09 to improve clarity.    
1.4
The study also specifically identified a problem in respect of the role of Head of Department at Sussex in that academic staff were disinclined to apply for this role  and that a number of women interviewed as part of the study perceived it to be inimical to their career progress.  During 2008, the appointment process for Heads of Department will be reviewed as part of the University’s declared principle to increase the level of professionalism as it moves to a new structure
.
1.5
The findings of this study  are consistent with those which emerged from wider 
consultation on the University’s governance, leadership and management from which  
it has been concluded that it is “imperative for the University to review the role, 
position, remuneration and support of heads of department.”    This review, together 
with the strategic emphasis on the development, training and support for academic 
managers and leaders will, it is hoped,  help to  address any organisational 
impediments to fuller representation of women in academic management positions.  A new academic leadership programme was launched in January 2008.   
1.6
As part of its Action Plan, the University undertook to explore the possibility of 
external funding for positive action. No sources have yet been identified but, 
notwithstanding the lack of external  funding, the University has committed resource 
to support positive action and equalities.  As part of this it is continuing to support the 
Women’s Action Learning Set (see para 10.2  below).  A new post of Equalities and Diversity Co-ordinator has also been approved.  The postholder, who will take up her appointment in May 2008, will have a dual brief for students and staff, and will coordinate and support the University’s diversity agenda.  A key role of the Co-ordinator will be to collect and analyse data in relation to the equality strands, and to make recommendations to address imbalances in representation, for example, in relation to gender. 
2.  
Equality Impact Assessment
2.1
The University has followed HEFCE’s lead and developed a single Equality Impact Assessment (EqIA) process in 2007.  This process assesses impact on gender, race and disability at the same time.  In accordance with the Action Plan, the University has commissioned  Equality Impact Assessment Guidance which includes detailed guidelines on how to undertake single EqIAs within the local environment at Sussex.  This  guidance has been disseminated to key managers within the University  who will shortly start the process of  identifying all policies, procedures and operational criteria within their areas of responsibility for the purposes of mapping and monitoring.  
2.2.
Once the mapping process is completed,  the policies will be screened in order to 
determine the priority relating to their perceived impact and thereby the order in 
which they are to be assessed and the resources allocated to the process.  It is hoped 
that this process will be completed in the Summer term 2008, whereupon  a full 
impact assessment will be carried out on policies, procedures rated as high impact.  
EqIA screening will also be carried out on a prioritised back-catalogue but it is 
recognised that this is a substantial task and is unlikely to be fully completed before 
June 2010.  

2.3
In the meantime, EqIAs are being carried out on new policies and procedures.  A recent example is the 2008 Research Assessment Exercise where measures were taken in accordance with the University’s RAE Code of Practice inviting individuals to submit evidence of personal circumstances that they felt had affected the quantity of their research output.  The outcome of this process was that a higher percentage of females were returned than would have been the case in the absence of this additional information.
3.  
Monitoring and Evaluation
3.1
 The University has reviewed its structures for Equality and Diversity and has 
established an Equality and Diversity Committee operating under the aegis of the 
University Council.  It is chaired by the Deputy Vice-Chancellor.   The Committee 
will consider and advise on matters of strategy and policy for the promotion of 
equality and diversity across the University and will govern the implementation of the 
University’s policies, schemes and practices for the promotion of equality.  It will 
have a key role in respect of monitoring and information-gathering in matters of 
statutory compliance. 
3.2
The Committee is supported in its work by  a Staff and Student Equality  and 
Diversity  Forum  from which it receives regular reports.  This Forum (which had its first meeting in March 2008) provides a mechanism for University-wide consultation and the promotion and dissemination of equality issues and good practice.  
4.  
Pay and Grading
4.1
The findings of an independent equal pay review commissioned by the University in 
2007 were reported in the Gender Equality Scheme published in that year.  The 
University will be conducting  further reviews on an annual basis in the light of the new pay framework agreement which has now been implemented.  
5. 
 Management Information
5.1
As previously reported, staff data has been reviewed to identify areas of under-
representation.  As the most significant gender imbalance is in senior academic 
positions,  academic promotions data has  been reviewed by gender for the last two 
years.   This indicates that the actual numbers of female applicants for promotion rose 
sharply in 2006/7, (22 in 06/07 as against 12 in 05/06) whilst the number of male 
applicants fell from 32 to 26.  The overall percentage of successful female  applicants 
fell from 75% to 59 but this is perhaps  unsurprising,  given the significant increase in 
actual numbers. 
5.2
Perhaps most significantly, the number of female applicants to the post of Senior 
Lecturer rose from seven in 2005/6 to l7 in 2006/7.  The number of successful female applicants has more than doubled from 4 to 9 in the last two years.  At the next level, the number of successful female applicants for professorships has doubled from 2 to 4 in the last two years.     This data will be reviewed on an annual basis, but if this trend continues it will represent a narrowing of the gap both in terms of numbers of women  applying for senior academic posts and the overall percentage of successful female applications. It also means that the pool of potential female applicants for professorships will start to increase. 
6.  
Promotions Procedures
6.1
As part of the GES Action Plan, the  University has undertaken to scrutinise promotions procedures to identify whether these affect women adversely or disproportionately.  This  will form part of a wider review of academic promotions procedures currently being undertaken in the light of the University’s new academic strategies.  In any event, as mentioned in 1.3 above, guidelines have been implemented for the 2007/08 academic promotions round to ensure consistency and clarity in the application process, thereby improving the consistency of decision-making.  

7  
Career Progression

7.1
The University is still considering how best to investigate the possible effect of caring responsibilities on the careers of female academics.  

8. 
 Recruitment and Selection
8.1
The University has developed a local system for monitoring recruitment data, pending a more sophisticated HR system being purchased.  Recruitment and Selection training has been reviewed to include understanding of the Gender Equality Duty and the University’s Gender Equality Scheme.

9. 
 Induction

9.1
The University has reviewed its arrangements for the induction of new staff and a new 
induction programme for all categories of staff has been devised, to be implemented in 2008.  All new staff will be expected to participate in the programme which will include briefing on the University’s policies in respect of equalities and general equalities awareness including understanding of the Gender Equality Duty 
and the University Gender Equality Scheme.

10.
Staff Development

10.1
The University has established a new, externally-facilitated  Leadership Programme 
as part of its commitment to ensure that staff development is focussed on the needs of 
new and existing managers and leaders in respect of their induction and  ongoing 
professional development.   This started in April 2008, drawing its first intake from 
existing heads of department and academic officers,  and the University will continue 
to be mindful of maintaining a gender balance in respect of participation in the 
programme.   

 10.2 
The University also continues to support and fund an Action Learning Set for Senior 
Women, which was initially run as a Pilot Project in 2005/06.  The Project was set up 
with the specific aim of raising the ratio of women in senior positions in the 
University and  action learning is  seen as an appropriate  form of learning which 
supports women over a medium to long term period.  Evaluation  reports on the 
project indicate that the Action Set has been of significant value to participants, both 
on a personal and organisational level.  

 10.3
In accordance with the Action Plan,  HR staff and key managers from the academic 
units and professional services have attended training on the Gender Equality Duty 
and the University’s GES and Action Plan.
10.4
The University has done some work in relation to academic mentoring, but will be reviewing this area further during 2008/09 as part of a wider review of career management processes. 

11. 
 Family-friendly Initiatives
11.1
The University has developed new guidelines on flexible working incorporating 
recent legal changes.  These guidelines are published on the University website. 

11.2
All documents relating to family-friendly issues will be reviewed over the coming 
year to ensure that they are fully intelligible and readily  accessible to all staff and 
managers.
12.  
Student Areas
12.1
The most recent data (2007 exit cohort) shows that overall 82% of female finalists 
achieved a 1st or 2.1 degree, as opposed to 71% of men.  This is broadly consistent 
with the pattern of recent years and the gap is focused very much in the 2.1 category.  
The better performance of women in obtaining 2.1 degrees is most marked, currently 
for subjects in Science and Technology (83% females good degrees vs 55% male, ie a 
28% gap).  However the relatively small number of female students is deemed to be a 
statistical issue in this case.  In other Schools the gap ranges between Sussex Institute 
(2%) to SocCul (l0%),  although the latter signifies a narrowing of a gap that was 
running at 20% in 2005.  

12.2
According to the  most recent report on Undergraduate Degree Outcomes (November 
2007) “The overall conclusion that seems to emerge is that, whilst male/female 
outcomes gap continues to be a significant issue that needs monitoring, it is also one 
that is not peculiar to Sussex, and research has demonstrated that it is heavily 
associated with the factor of pre-entry achievement/entry route.”    The report also 
concludes that there is tentative evidence that the gap is currently heading in the 
“right”, ie narrowing, direction.  

In accordance with the GES, the Student Union continues to raise awareness of 
gender equality through posters and campaigns and ensures  that sabbatical officers 
receive training in gender equality.  
13  
Curriculum

13.1
As part of its new Teaching and Learning Strategy, the University is committed to 
ensuring that academic practice is sensitive to equality and 
diversity and continues to 
provide support for staff in developing curriculum, materials and processes to take 
account of equalities issues, including gender equality.  The University has adopted 
the target of providing an inclusive academic environment which affirms the equal 
and fair treatment of all students and which is recognised as best practice in the sector
.  
14. 
 Teaching Methods

14.1
The PG Certificate undertaken by new academic staff includes training in inclusive 
teaching, including seminar group teaching, in order to ensure tutors encourage and 
facilitate full participation by all students.  

14.2
The University’s commitment to the development and support of academic managers and leaders will ensure that a full understanding of such responsibilities and good practice in respect of gender quality will become an integral part of the management culture at Sussex.  
15.
Action Plan


A revised and up-dated Action Plan is attached (Appendix 1).  

Human Resources
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