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Foreword
The University of Dundee is fully committed to the principles of promoting equality   for all staff, students and others associated with the University (e.g. visitors and contractors).  We aim to achieve an inclusive and supportive institutional culture, which challenges discrimination against women and men of the University community.  To enable this we have developed a Gender Equality Scheme and an associated Action Plan following extensive and on-going consultation and engagement with our stakeholders.  I would like to take this opportunity to thank all those involved with the development of the Scheme for their participation and valuable contributions.

The Scheme and Plan define our objectives for the next three years roll-out period.  It will continue to evolve throughout this time and will be a cornerstone guiding all our activities.
I, along with my senior management team, fully endorse and commend the Gender Equality Scheme and Action Plan as part of the University’s overall commitment to equality and diversity.
Signed: ………………………………….Principal    Sir Alan Langlands
1.
Introduction
The University of Dundee currently has a population of around 17500 students and 3500 staff from different and diverse backgrounds and is one of Scotland’s leading Universities with an international reputation of excellence in providing a diverse portfolio of undergraduate and postgraduate courses and an excellent record in Teaching Quality and Research Assessment Exercises (RAE).
The University is committed to equality for all, irrespective of age, disability, race, religion or belief, sex, sexual orientation or other irrelevant distinction.
The University is committed to maintaining a learning and working environment free from discrimination, in which all staff, students and visitors are treated equally and with dignity and respect. Our commitment is embodied in the University’s Charter, which states:

No test related to sex, race, colour or religion and political belief shall be imposed on any person in order to entitle him or her to be admitted as a member, teacher or student of the University or to hold office therein or to graduate thereat or to hold any advantage or privilege thereof.
This Gender Equality Scheme is one of many policies and procedures, which the University has in place to support its commitment to an institutional Equality and Diversity strategy.  It outlines the framework and commitment within which the University will promote gender equality including its obligations under the Gender Equality Duty of the Equality Act 2006.
2.
Legal Context
Overview of Gender Equality Duty: Equality Act (2006)
The new gender equality duty came into force in April 2007 under The Equality Act 2006 and is the biggest change in sex equality legislation in 30 years, since the introduction of Sex Discrimination Act (SDA) in1975 and the Equal Pay Act in 1970.


The Equality Act 2006, which amends the Sex Discrimination Act (1975), places a statutory duty on all public authorities, including the University, when carrying out their functions, to have due regard to the need to:

· eliminate unlawful discrimination and harassment, and
· promote equality of opportunity between men and women.

The above general duty, which applies to the University in respect of the way it carries out its functions came into effect on 6 April 2007.  The elimination of unlawful discrimination and harassment and the promotion of equal opportunity between men and women applies  to all matters relating to policy development, service provision and employment.  The University has ‘due regard’ to the needs of its general duty under the Equality Act. As a result, the University’s functions will be proportionate and relevant when eliminating discrimination and harassment that is unlawful under the Sex Discrimination Act 1975 and the discrimination that is unlawful under the Equal Pay Act 1970.   Proportionality and relevance will also be applied to promoting equality of opportunity for all University staff.  


Further, the University understands that as part of its obligation within the general duty, the University is required to have ‘due regard’ to eliminate unlawful discrimination and harassment in employment and vocational training for people who intend to undergo gender reassignment, are undergoing gender reassignment or those that have undergone gender reassignment.  


Unlawful discrimination means:

· Direct and indirect discrimination against women and men, in employment and education, in goods, facilities and services. 
· Harassment, sexual harassment and discrimination on the grounds of pregnancy and maternity leave.
· Discrimination on the grounds of gender reassignment in employment and vocational training.
· Discrimination on the grounds that a person is married or a civil partner.
· Victimisation.
· Unequal pay for work of equal value.


In order that the University is able to achieve its general duty, the University will apply the following specific duties by 29 June 2007:

· Prepare and publish a Gender Equality Scheme, which will set out the University’s gender equality objectives, report annually and review progress every three years.

· Consult with and involve the University’s stakeholders (staff, students, trade unions, service users and other stakeholders) in the development of the Gender Equality Scheme.

· Gather and evaluate relevant information on how the University’s policy and practice affect gender equality. 

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

· Identify priorities and set gender equality objectives.

· Implement an action plan set out in the Gender Equality Scheme within the agreed allocated time frame.

·   By 28 September 2007: Publish an equal pay policy statement and report on progress every three years.
3.
Development of Gender Equality Scheme and Action Plan
The University has a duty to consult with stakeholders over the development of the scheme and to use this information, alongside any data analysis to help identify and prioritise gender equality objectives. 

The University conducted an extensive consultation with staff members to identify objectives and priorities for the Action Plan.  The consultation was conducted by means of a confidential and anonymous online questionnaire and focus groups. Members of staff who had limited access to computer facilities were provided with a paper version of the questionnaire.
Overall 715 members of staff completed the questionnaire (70% of the respondents were female, 29.8 % were male and 0.2 % were transgender).  As part of the questionnaire staff were asked if they would be willing to participate in a focus group looking at the issues in more detail.  Two focus groups were held in Dundee and one at Kirkcaldy campus in Fife.  Thirty members of staff from a cross section of the University in terms of gender and job roles participated in the focus groups.
The questionnaire and the focus groups highlighted a range of areas in which the individual felt that improvements could be made.  As a result of the consultations held with staff, a number of key objectives and priorities were identified and incorporated into the Gender Equality Action Plan (Appendix 1).

The draft Gender Equality Scheme was subject to extensive consultation through various University committees and working groups, as well as with representatives of the trade unions and the Students Association.

It should be noted that after extensive discussions with the representatives of the Students Association, it was agreed that to have a more meaningful and practical Action Plan for the students, the consultation should be undertaken when they return to the University towards the end of September.  The Action Plan for the students will be incorporated with the rest of the Gender Equality Scheme as soon as possible.
4.
Implementation of the Gender Equality Scheme
The Gender Equality Scheme Action Plan (attached as Appendix 1) sets out how the University will implement the Gender Equality Duty over the next three years.  The Scheme will be approved through the University’s committee structure, which will identify the members of staff who will assume responsibility for the successful implementation of the Action Plan.
Leadership, Management, Governance and Responsibilities
This Gender Equality Scheme and Action Plan set out the responsibilities of all staff, students and other stakeholders in ensuring that Gender Equality Duty is effectively implemented.

The University Court, as the governing body has the ultimate responsibility for ensuring that the institution complies with the statutory requirements of the Gender Equality Duty, meeting its general and specific duties.
The Principal is responsible for giving a consistent and high profile lead on Gender equality issues, whilst ensuring appropriate level of resources are made available to implement the Scheme. 
The University Secretary is responsible for the strategic support of the Scheme internally and externally, also ensuring that gender equality needs are at the core of Corporate Planning and Strategy implementation.  The Secretary is also responsible for ensuring that managers fulfil their role in delivering the Gender Equality Scheme. 
The Senior Management Team are responsible for ensuring that the Gender Equality Scheme and Action Plan is put into practice, ensuring that all staff know their responsibilities and receive support, training and appropriate information to carry out their activities and also ensuring that appropriate action is taken whenever complaints of unlawful discrimination and harassment are raised, either by staff or students, in their respective areas.
The Director of Human Resources is responsible for staff matters and reports to the Senior Management Team and Human Resources Committee on staff policy.

The Equality and Diversity Working Group (EDWG) and the Gender Equality Network (GEN) (sub-committees of the Human Resources Committee) are responsible for the continuing development and the implementation of the Scheme and Action Plan; ensuring that the Scheme is published, promoted, continually assessed, reviewed, revised and the results published, on an annual basis, to all staff, students and the community external to the University and ensuring that appropriate supportive and/or training strategies are commissioned and implemented accordingly.

The Equality and Diversity Officer, in practice, is responsible for promoting, advancing and co-ordinating equality and diversity initiatives across the University according to statutory requirements and best practice.  The Equality and Diversity Officer is responsible for reporting on implementation, monitoring and reporting on the Action Plan. 

All staff will have a responsibility to support and promote the implementation of the Gender Equality Scheme and Action Plan.  All staff should avail themselves of training and development opportunities.
All students should ensure that they follow the University’s Gender Equality Scheme and Action Plan and also ensure that they promote Gender Equality and not discriminate or harass unlawfully.
Contractors and service providers are required to comply with the statutory requirements of the Gender Equality Duty, as stated in this Scheme and Action Plan.

All members of the public, visiting or engaging with the University, are required to comply with the University’s Gender Equality Scheme and Action Plan.
5.
Equal Pay
In developing the equal pay structure the University is currently carrying out an extensive job evaluation exercise under the terms of the Framework Agreement using HERA (Higher Education Role Analysis). HERA is an analytical job evaluation scheme which incorporates the principles of equal pay.

It is the University’s intention to undertake an equal pay audit following the implementation of the job evaluation scheme to identify and address any gender pay inequalities.
6.
Impact Assessment
The University has a responsibility to undertake impact assessment as a key requirement of the Gender Equality Duty to promote equality.  It involves the review of existing policies and practices as well as proposed developments to assess their actual or potential impact on equality between women and men.
The University will publish in its annual report the progress of the impact assessments and their outcomes. 
7.
Publication

The Gender Equality Scheme is co-ordinated by the Gender Equality Network.  The Scheme will be published on the University’s website and made available in hard copy, large print and alternative formats on request.
8.
Monitoring and Reviewing
The progress and the effectiveness of the Gender Equality Scheme and Action Plan objectives will be monitored annually, as defined in the Action Plan, and a report presented to all relevant University Committees. 
The University will continue to consult with staff, students and other stakeholders in the evaluation of our Scheme and Action Plan to incorporate any further changes and improvements to the Scheme.

The University will conduct a thorough review of the Scheme and Action Plan in 2010 to measure progress and identify new objectives to develop subsequent schemes in consultation with stakeholders. 

9.
Action Plan

The Action Plan is appended to the Scheme as Appendix 1

Appendix 1

UNIVERSITY OF DUNDEE

Gender Equality Scheme (GES) – Action Plan for Staff  2007-2010
	Objective
	Action
	Lead
	Timescale
	Outcome/Success

	Senior management support and involvement.
	Ensure Senior Management team will take the lead in effective implementation and monitoring of the GES and Action Plan.
	Principal & Senior Management Team.

	Years 1-3
	Clear guidance and support provided. Good practice promoted relating to gender equality issues.

	Consultation and communication.
	Ensure that the new GES and Action Plan are well communicated and publicised across the University community. Ensure availability in a range of formats, publicise its existence on the website and request feedback.
	Director of Human Resources,

Gender Equality Network, 

Equality and Diversity Officer.
	Years 1-3
	Staff and stakeholders are aware of the GES and Action Plan and have access to information and an opportunity to provide feedback on it.

	
	Develop a framework for ongoing consultation with staff.
	Director of Human Resources, Gender Equality Network,

Personal & Professional Development Unit.
	Years 1-3
	Effective and clear communications and consultation established and involving trade unions.

	To endeavour that University Court and appointed committees have an appropriate gender balance.
	Review composition and method of selection for appointed committees to endeavour that there are no gender imbalances.


	University Secretary,

Gender Equality Network, Equality and Diversity Officer.
	Years 1-3
	University appointed committees have an appropriate gender balance.

	Objective
	Action
	Lead
	Timescale
	Outcome/Success

	Impact assessments are undertaken.
	Prioritise current key policies for impact assessment.
	Director of Human Resources,

Heads of Colleges,

Equality and Diversity Officer.
	Years 1-3
	Policies are prioritised for full impact assessment.

	
	Review implementation at operational level.
	Director of Human Resources,

Heads of Colleges,

Equality and Diversity Officer.
	Years 1-3
	Arrangements for implementation are agreed and in place.

	
	Undertake full impact assessment of key policies as appropriate.
	Director of Human Resources,

Heads of Colleges,

Equality and Diversity Officer.
	Years 1-3
	Policies, practices and procedures are non-discriminatory and promote gender equality. Staff are aware of outcomes of the impact assessment process.

	Staff development and   career progression processes are supportive and equitable for development of women and men.
	Develop career and succession programmes that provide clear career progression and pathways.
	Director of Human Resources, Director of Management and Personal Development, Director of Academic Professional Development.
	Years 1-3
	Women and men staff members feel supported in developing their careers.

	
	Review progression procedures for staff to ensure transparency and consistency, including monitoring and evaluating by gender equality issues.
	Director of Human Resources, Heads of Colleges,

Equality and Diversity Officer.
	Years 1-3
	Progression practices are seen as fair and transparent to all staff members.

	
	Integrate gender equality issues into management training.
	Director of Management and Personal Development,

Equality and Diversity Officer.
	Years 2-3
	Management training reviewed and changes implemented.

	Objective
	Action
	Lead
	Timescale
	Outcome/Success

	Recruitment and Selection
	Review Recruitment and Selection guidance that includes gender equality issues.
	Director of Human Resources.
	Years 1-3
	Managers and staff are aware and implement the guidance when involved in recruitment and selection.

	
	Training for all relevant staff involved in the recruitment and selection process.
	Director of Human Resources,

Director of Management and Personal Development, Equality and Diversity Officer.


	Years 1-3
	Staff involved in recruitment and selection are trained in the guidance. Recruitment and selection practices are seen as fair and transparent by female and male staff and applicants.

	Support for staff with caring responsibilities.
	Raise awareness of the flexible working policies and arrangements to ensure that they are equally available to both women and men.
	Director of Human Resources,

Directorate of Human Resources.
	Years 1-3
	Policies widely publicised. Monitoring system in place and results reported as part of the GES.

Staff and managers are aware of the range of flexible working options and benefits available.

	Gender pay gap.
	Undertake an equal pay audit following the implementation of the job evaluation scheme to identify and address any equal pay issues.
	Director of Human Resources.
	Years 1-2
	Equal pay review completed and action plan developed to address any gender pay gaps.

	
	Develop and agree equal pay statement.
	Director of Human Resources,

Equality and Diversity Officer,

trade unions.


	September 2007
	Pay statement agreed and published.

	Objective
	Action
	Lead
	Timescale
	Outcome/Success

	Harassment and bullying.
	Promote Dignity at Work and Study policy and Harassment Contact Network to staff and managers.
	Director of Human Resources,

Equality and Diversity Officer.

	Year 1
	Staff  feel confident in reporting and addressing harassment and bullying issues and also accessing support services.

Managers identify and address unacceptable behaviour by implementing the policy.

More staff are aware of the identity and role of  the harassment contact.



	
	Review training and development provided to harassment contacts, and all staff who work with harassment and bullying cases within the University.
	Director of Human Resources,

Equality and Diversity Officer,

Director of Management and Personal Development.


	Years1-2
	All staff involved in investigating harassment and bullying cases will have the appropriate skills to conduct investigation fairly.

	Monitoring data.
	Ensure monitoring processes are in place to record staff gender data in all employment activities.
	Director of Human Resources,

Equality and Diversity Officer.
	Years 1-3


	Effective monitoring process to provide accurate data and information.

	
	Produce and publish gender data on an annual basis. 
	Director of Human Resources,

Equality and Diversity Officer, Gender Equality Network.
	Annually
	Data is analysed to monitor progress of staff gender equality objectives.

	Transgender staff.
	Develop a better understanding of transgender issues by developing specific guidance in consultation with transgender organisations and staff. 
	Director of Human Resources,

Equality and Diversity Officer.
	Years 1-2
	Transgender staff feel they are treated fairly and with respect.

	Objective
	Action
	Lead
	Timescale
	Outcome/Success

	
	Produce and raise awareness of the guidance to help support transgender staff.
	Equality and Diversity Officer.
	Years 1-2
	Managers feel confident dealing with transgender issues.
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