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Minutes of the meeting held on Thursday 14 February 2008
Present: 
Professor P J Layzell (PL) (Chair), Ms Patrice Aggs, Dr. Philip Harvey, 




Mr Timmy Konar, Mr P Cecil (PC), Ms J Summerville  (JS)
1. Apologies

Apologies were received from Professor Joanne Wright.
2. Minutes of the Last Meeting

The minutes of the last meeting held on 30 October 2008 were approved.
3. Matters Arising
The following matters arising from the last meeting were noted:

(a) Item 2: the USSU reps and other student members had been identified for the E & D Forum; the trade unions had identified their reps and the University was seeking staff members; a meeting was being arranged for before Easter.

(b) Item 4: (i) the Committee had been sent the job description for the new E & D Co-ordinator post, to be advertised in February 2008; (ii) the Monitoring and Auditory Framework recommendations are deferred to the next meeting.
4. Organisational Structure for Equality & Diversity
A structure depicting the organisational responsibilities for Equality & Diversity was discussed. The following points were raised: it should be made clear that the E&D Committee is a committee of Council; its relationship with the Teaching & Learning Committee and HR Committee should be made clear; the new post of E&D Co-ordinator should be added, with his/her primary responsibility for data collection and analysis, and report writing/drafting shown. A set of footnotes or similar should show that everyone has responsibility for E&D. The importance of  the depiction of bottom up as well as top down communication in the diagram was noted.
5. Women in Leadership
The Chair set the context for the report on Women in Leadership having been commissioned by the University, following a similar project conducted by the same consultant at the University of Manchester. Common with the sector norm, there were fewer women than men in senior posts at Sussex, both on the academic and non-academic side. The Committee was asked how, having received the report, the agenda could be moved forwards in terms of next steps. The Committee noted that the report was very good. It then discussed that line management, academic promotions, and appraisal were issues that went beyond gender; if the University got these procedures right, all groups would benefit. However, there may be specific initiatives for specific groups that could be taken to enhance equalities.
JS stated that informal processes, historically favoured by Sussex, were not normally to the benefit of staff. PC said that line management and leadership roles were important in terms of their beneficial effect on developing equalities in practice. PA noted the similarity of issues raised in the report with matters discussed by Council in relation to the management culture at Sussex. She asked how the University could turn the matters raised into particular actions.
PL and JS advised the Committee that some issues raised in the report were already being acted on, e.g. a development programme for heads of department and better data collection for monitoring purposes and to provide evidence for informing choices on future actions. In respect of data, Sussex needed to collect and analyse data in relation to academic promotions, for example, to assess why there were equal numbers of men and women in junior academic posts but with the representation of women decreasing at senior lectureship level and then again at professorial level. Was this a matter of the tide having turned already (e.g. with an equal gender split in junior academic posts) and that, given a few more years, the balance of men and women would even out as more women were promoted or were there fewer women applying for promotion and/or fewer women being successful at promotion? Data collection and analysis was critical to understanding the underlying picture. PC said that it would also be important to understand the impact of career breaks for women on their research profile. It was discussed that a new Performance and Development Review system would help with the career management of staff.
PL said that there was a big agenda to address: the Committee should identify a number of targeted actions that could make a difference. Going through specific factors cited in the report as being those that could facilitate organisational and cultural change, it was noted that: 
· Robust data to enable progress to be monitored and inform future actions would follow from the appointment of the E&D Co-ordinator; 
· Formalisation of management processes, giving clarity and transparency, was in hand, e.g. more formal processes for the appointment of new heads of [schools]; equipping managers better, e.g. through the new academic leadership and development programme, to be launched in March 2008; 
· Work had begun on introducing Performance & Development Review. Career management, workload planning and greater employee engagement also needed to be addressed;
· Guidelines had been introduced for applicants for academic promotions to ensure that a consistent presentation of evidence against required categories was supplied for promotions boards to consider. The promotions criteria themselves had also to be reviewed to give greater and clarity on what was required; initial consultations had taken place with academic staff on promotion boards.
The above actions would apply to all relevant staff. Actions specific to women were as follows:
· Taking account of career breaks for female academics, especially regarding maternity leave, in relation to promotions; it was noted that the Academic Promotions, Advancements and Titles Committee would be considering this issue.
· Developing the confidence of female academics to put themselves forwards for promotion. PL said that, at Manchester, the single biggest action that facilitated female academics was a mentoring scheme for women. JS also said that formalising a mentoring scheme would sit well under a formal career management framework.

PC said that the structure of the working day could impact on women. JS responded that she thought the issue may more be one of workload and type of work (e.g. being away for conferences) than the working day per se, as academics had greater flexibility than many other groups of staff within and outside of the sector. PA said that she thought the Committee should not add to the list of possible actions but focus on one or two of them for delivery.
6. Internal Communications

The Committee discussed that communications to the wider community by way of an E&D update should take place twice a year, using the website but advertising the fact in the Bulletin and Badger.
7. RAE Equality Impact Assessment
The equality profile of the RAE submitters and non-submitters was discussed. PL commented that the equality process in support of the RAE had been superb as the Code had been translated into meaningful practice. Looking at the data, the Committee noted that the profile was good overall in that neither female nor BME academics showed a higher exclusion rate than men or white staff: indeed, the reverse was true. Regarding disability, the data set was small with a large number of staff not having classified themselves as disabled or not. Action should be take to improve the disability data on staff.

The Chair asked JS to forward the profile to the PVC Research for the Research Committee to note.
8. Equality Impact Assessment
The Committee noted the progress to date on Equality Impact Assessments more generally.
9. Date of Next Meeting
Friday 2 May 2008 from 12.30 pm – 2.00 pm.
Jane Summerville

Director of Human Resources
February 2008
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