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Introduction 

A vibrant higher education sector is a vital element of the future prosperity and success of the country. The sector continues to build on its international reputation for excellence in research, whilst seeking to attract the best students, researchers and lecturers.

 

Higher education is regarded as a key symbol of social mobility and the government has set a target of 50% entry by 2010.  It is vitally important that higher education delivers to women and men equally in all areas, including:

· access to courses 

· participation rates 

· quality of experience 

· outcomes in terms of pay 

· opportunity in the workplace

The National Committee of Inquiry into Higher Education’s report in 1997 ‘Higher education in the learning society’ (the Dearing Report), made it clear that in ensuring success in promoting equal opportunities, Higher Education Institutions (HEIs) can play a major role in shaping a democratic, civilised and inclusive society. This aim should apply not only to ensuring success in promoting equal opportunities for both academic and non-academic staff within HEIs, but should be interpreted broadly to recognise the role that the HE sector can play in enabling all students to achieve their full potential free of gender stereotyping and gender based bullying, harassment and violence.

 

Whilst individual HEIs need to address gender equality issues within their institutions, the Higher Education Funding Council in England (HEFCE) has a key role to play in ensuring that gender equality is mainstreamed across the whole sector.

The gender equality duty (GED) presents a major opportunity for universities to make a coordinated effort to tackle gender inequality and ensure that all pupils are able to fully achieve their potential.  The entire student and staff population will benefit from well-planned action on gender equality.   This should act as a catalyst towards a society where we all can make the best of our life chances.

This guidance is for Vice Chancellors, governing boards and senior managers working in universities across in England.  It provides practical advice on how to implement the GED and highlights some of the key gender issues within the Higher Education sector.  This document is designed to provide guidance for HEIs when producing and implementing their initial and future gender equality schemes.

This guidance has been developed to supplement the gender equality duty Code of Practice in England and Wales.  In order to ensure you are meeting the legal requirements of the duty, you should use the Code of Practice as your primary source of guidance.  There are several other pieces of guidance which you may also find helpful in implementing the duty: developing gender equality objectives and a gender equality scheme, consultation, gender impact assessment, gathering and using information, procurement, employment and issues for transsexual staff.

Responsibility for making sure the duty is met lies with staff in senior roles whose full support is needed for the effective implementation of the duty.  Teaching and support staff, equality and diversity specialists, trade union representatives, and students will also need to play a part in fulfilling the duty and will find it helpful to read this guidance. 

Throughout this guidance the term Higher Education Institution (HEI) will be used. This refers to all higher education institutions in England and Wales that fall within the remit of the Further and Higher Education Act 1992 sections 91 (3) and (5). 

Chapter 1. What is the gender equality duty?

This chapter provides an introduction to the gender equality duty and outlines the steps you will need to take to meet the duty within your institution.  It gives some practical examples to illustrate how certain requirements under the duty may be met in the higher education sector and includes links to other pieces of guidance, which you may find useful.  


Under the gender equality duty HEIs will need to take action to:

· Eliminate unlawful sex discrimination and harassment 

· Promote equality of opportunity between men and women 

Unlawful sex discrimination and harassment includes discrimination as defined by the Sex Discrimination Act 1975 (SDA) and the Equal Pay Act 1970 (EqPA).  This includes discrimination against transsexual people.  For definitions of unlawful discrimination under the two Acts see the Gender Equality Duty Code of Practice.  Visit www.eoc.org.uk/genderduty for a copy of the England and Wales Code.

These two elements make up what is known as the “general duty”.  To support HEIs in taking action to meet these aims there is a framework known as the “specific duties”.  This framework describes the exact steps HEIs must take to help them meet the general duty.  

Gender equality objectives are at the heart of the gender equality duty.  The purpose of setting your gender equality objectives is to bring about change.  It is therefore important that you focus on outcomes – specific identifiable improvements in policies, in the way services and outcomes are delivered for students, and in the outcomes for staff.  In other words, what are the biggest gender equality issues in your institution and how can you make sure you take the right action to bring about change to benefit those who need it?

The specific duties require each HEI to:

· Prepare and publish a gender equality scheme, showing how it intends to fulfil its general and specific duties and setting out its gender equality objectives

· Consider the need to include objectives to address the causes of any gender pay gap in formulating its overall objectives
· Gather and use information on how the HEI's policies and practices affect gender equality in the workforce and in the delivery of services 

· Consult stakeholders and take account of relevant information in order to determine its gender equality objectives 

· Assess the impact of its current and proposed policies and practices on gender equality 

· Implement the actions set out in its scheme within three years 

· Report against the scheme every year and review the scheme at least every three years 

What is a gender equality scheme?

All HEIs need to produce a gender equality scheme (GES).  A GES will give you a clear framework to help you identify objectives, and plan, deliver and evaluate the steps you need to take to ensure you meet the duty.  It can be embedded within another strategic document.  If you choose to include it in another document, it must be clear that the specific gender duties have been met.

What should a scheme include?

A gender equality scheme needs to show how the HEI will meet its obligations under both the general and specific duties.  It needs to include the HEI’s gender equality objectives, including any pay objective, and show the actions it has taken or intends to take to:

· Gather and use information that is relevant to promoting gender equality and eliminating discrimination and harassment

· Consult stakeholders in the preparation of its scheme (including setting the objectives)

· Assess the impact or likely impact of existing and proposed policies and practices on gender equality 

· Implement the actions set out in the scheme

This set of actions is often referred to as the “Action Plan”.  See below for further information on carrying out these actions.

The EOC has produced detailed guidance on developing gender equality objectives and a gender equality scheme. To view this guidance, visit www.eoc.org.uk/genderduty  

How should a HEI identify its gender equality objectives?

In order to identify your gender equality objectives, and set out the actions you intend to take to achieve them, you will need to develop a good understanding of the major gender equality issues within your institution.  As outlined in the sections above, this should be based on good evidence and developed through consultation with your staff, students, unions, and any other stakeholder.  In deciding on your gender equality objectives, remember to look at all the information and data you have gathered and identify your biggest gender equality issues, which are most relevant to the needs of students, and will best promote equality for staff members.  

 

The EOC has produced detailed guidance on developing gender equality objectives. To view this guidance visit www.eoc.org.uk/genderduty  

When choosing your objectives, the EOC recommends that you take into account national gender equality objectives that have been set by HEFCE and central government.  

Pay gap objective

In formulating your overall objectives you will have to consider the need to have objectives that address the causes of the gender pay gap. This applies not only to your own workforce but also to your wider policy functions.  You will need to establish what the gender pay gap is within your organisation and look at what might be the causes of the gender pay gap including:  discrimination, occupational segregation and the impact of caring.   

The gender pay gap is not just about any differences between men’s and women’s pay within the same grade.  It is important to look at the average salaries of men and women across the whole organisation to gain a full understanding of the gender pay gap, and then take action to address the causes, such as the impact of caring.

If you do not include a pay gap objective within your scheme you will be expected to provide evidence within the scheme as to why such an objective was not considered appropriate.  See paragraphs 3.40-3.45 of the Gender Equality Duty Code of Practice for England and Wales for further information on objectives to address the gender pay gap.  Chapter 3 of this guidance also has a section addressing the issue of equal pay in HEIs.  The EOC has produced guidance on meeting the GED in your employment functions, which contains a section on equal pay  www.eoc.org.uk/genderduty  

HEIs also carry out functions that have the potential to address the gender pay gap in a wider policy sense, and so you will need to consider whether you should develop an objective to address the pay gap beyond your institution.  Taking action on the issues raised within Chapter 2 of this guidance e.g. encouraging men and women into non-traditional courses, and the provision of careers advice, will help to close the gender pay gap at a national level in the economy as a whole, not just in the HE sector.
Gathering and using information

HEIs must gather information on how their policies and practices affect men and women.

You can adapt existing systems for gathering information, and where this is not already happening, build in processes for collecting data on gender equality. 
You should then use the information as the basis for setting gender equality objectives and reviewing the effectiveness of the actions taken to meet the objectives.

The EOC has produced detailed guidance on how to gather and use information.  To obtain a copy visit www.eoc.org.uk/genderduty

Consultation

A HEI needs to consult with stakeholders to prepare its scheme and decide on its gender equality objectives.

Key stakeholders for HEIs include:

· All members of staff 
· Governing boards 

· Students 

· Unions - for both students and employees

· Parents/carers  

· The local authority 

· The local community 

· Local partners including other HEIs, local FE providers, schools, Learning and Skills Council and Education Business Partnerships

HEIs should look at the existing methods that they use for consulting and involving stakeholders, and consider how these can be developed or adapted to meet the requirements of the gender equality duty.  
The EOC has produced guidance on consulting stakeholders on gender equality. Visit www.eoc.org.uk/genderduty 


Gender Impact Assessments 
A Gender Impact Assessment (GIA) is a tool that can help HEIs take the right action to ensure that neither gender are disadvantaged by HEI activities and to help identify opportunities to promote gender equality.  A HEI’s gender equality scheme needs to include the details of how the impact (or likely impact) of its policies and practices on gender equality will be assessed.  This applies to all new and existing policies.

The EOC has produced detailed guidance on conducting gender impact assessments.  Visit www.eoc.org.uk/genderduty for a copy of this guidance.
HEIs will be faced with a large number of existing policies and practices that will potentially require impact assessment.  It is not expected that you will have impact assessed all your existing policies prior to the development of your first scheme, but they will need to be assessed within the three years of the scheme.  You should look to prioritise policies for impact assessment by assessing which have the greatest importance and impact on gender equality.  

Where looking to implement new national policies or strategies, you should expect that the relevant national body will have conducted a gender impact assessment on the overall proposals. You should ask to see the conclusions of this impact assessment, including a summary of the evidence relied upon in conducting the impact assessment. This will help you identify possible gender implications in the implementation of the policy/strategy.

Monitoring and reviewing

Annual reporting

HEIs will need to report annually on the actions that they have taken or intend to take to meet the gender equality duty. This doesn’t need to be a lengthy document, indeed the legislation requires only a "summary report".  It can be incorporated into another strategic document, for example your annual report.  The first report must be published not later than one year following the publication of the HEI's first gender equality scheme, so must be completed by 30 April 2008.

 

Reporting annually on actions will give you an opportunity to monitor progress towards your gender equality objectives and to review the actions set out in your action plan to ensure that they continue to be the best way to meet your gender equality objectives.

Reviewing the gender equality scheme

HEIs must review their gender equality scheme at least every three years and publish a revised scheme. The reviewing process is an opportunity for you to evaluate progress made towards  the achievement of your gender equality objectives and to decide, in consultation with stakeholders, on your priorities for the next three years.

Chapter 2. Applicants, students and graduates

This chapter examines the impact of gender on issues affecting students, and graduates including participation, recruitment and retention, subject choice, and the graduate pay gap. 

Widening participation and improving retention

HEIs in Great Britain are competing with each other and with institutions across the world to attract and retain students.  By actively promoting gender equality, and addressing the barriers resulting from gender stereotyping that women and men face in making choices about their study and career path, HEIs can ensure that they are recruiting students from the widest possible pool of candidates.

Understanding the different needs of women and men and the different barriers that they face in accessing higher education will help HEIs develop provision that is student-centred and will enable them to better target under-represented groups. This analysis also needs to take into account other factors, including socio-economic status, race and disability that impact on women's and men's participation in higher education.

In its Strategic Plan for 2006-2011, HEFCE set out its determination to make learning opportunities more accessible and more attractive to the people least likely to participate in HE, particularly by supporting initiatives that encourage more flexible, innovative, and student-centred provision.  HEFCE also state that they will support provision which makes HE locally available to people who are unable to travel, such as part-time students.  In 2005/06, the gender profile of all students studying for their first degree was 56% female and 44% male. In that same year, of those studying part time for their first degree, almost two-thirds were women (65% women compared with 35% men).  

Research has also found that local provision is important to facilitate participation by certain groups of Black and Minority Ethnic women.  Leaving home to study can be a barrier to participation in HE for some Muslim women of Indian, Bangladeshi or Pakistani background.  Having the option to study at a local university is important for widen participation for these groups. See section Increasing participation and improving the experiences of South Asian women in HE. 
Impact of caring responsibilities on participation and achievement in higher education

In order to ensure that innovative course provision meets the needs of all students and potential students, HEIs should consider the impact that parenting and caring responsibilities have on women’s and men's ability to engage in higher education.

 

Female part-time students are less likely to obtain a first class degree than full-time female students, perhaps reflecting the greater level of family responsibilities reported by many mature and part-time female students.  Part-time female students are around 2 percentage points less likely to gain a first class degree than full time female students (Vignoles and Powdthavee, Forthcoming).
Courses that are delivered flexibly will enable women and men with caring responsibilities to access HE.  Provision that fits in with their caring responsibilities and affordable childcare on or nearby campus, can assist in widening participation

. 


Lone parents

Lone parents have particular needs with regards to their access to HE, and have been identified as a target group under the Aimhigher programme http://www.aimhigher.ac.uk/home/index.cfm.  In looking to increase lone parents' participation in higher education HEIs and their partners clearly need to consider the impact that lack of affordable childcare has on lone parents' participation.

 

Affordability is not just an issue when it comes to childcare, it also impacts on lone parents' ability to buy course materials and to pay other costs related to courses.

Between 2003-2004, the most common income for lone parents was between £100 and £200 per week. Whereas for two parent households it was between £800 and £900 per week (both with 1 child). (DWP statistics from Gingerbread, Lone Parent Families - Action Facts) 

Lone parents may be able to access government tax credit schemes along with student funding provided by institutions, in order to support them with the costs of childcare, course materials and other costs related to their study. It can be difficult, however, for lone parents to access information about the funding and study options available to them. HEIs can work with partner organisations through the Aimhigher scheme to ensure that lone parents receive all the information they require from one, easily identifiable and local source.

 

Lone parents may also find themselves isolated from the rest of the student population, as financial constraints and parenting responsibilities may limit their participation in social events. Appropriate support networks and pastoral care can play a crucial role in retaining lone parents in higher education.

 

Men make up a small percentage of lone parents.  According to the charity Gingerbread, in 2004 nine out of ten lone parents were lone mothers, and as such male lone parents may feel particularly isolated within the HEI community. They may not feel welcome or comfortable accessing support networks designed with lone mothers in mind.

 

Young mothers

Young mothers, who may be lone parents, face particular problems in continuing with formal education and in accessing higher education.

 

HEIs can work with local partners, including Learning and Skills Councils (LSC), colleges and schools, to develop ways of supporting young mothers to continue in education and to go on to participate in higher education. 

The EOC’s guidance The gender equality duty and schools has a section on supporting young mothers to continue with their education. www.eoc.org.uk/genderduty 

Recruitment of young men

In 2005, HEFCE published research which analysed young people's participation in higher education between 1994 – 2004.  The research found that young women in England are 18 per cent more likely to enter higher education than young men. This inequality is more marked for young men living in the most disadvantaged areas, and is further compounded by the fact that young men are less likely than young women to successfully complete their HE courses and gain a qualification.

At school, boys are generally not achieving the same attainment levels as girls.  In 2004-05, 52% of boys and 62% of girls in the UK gained five high grade GCSEs or equivalent by age 16.  This lower level of achievement may impact on boys' ability to access to HE.  The problem of boys’ underachievement is of particular concern in literacy and language, as gender gaps in these subjects are significant and affect all socio-economic and ethnic groups.  The low numbers of men on language courses may be directly linked to this.  

 

HEIs are engaging in more partnership work with schools, LSCs and other local partners.  This provides them with an opportunity to work with schools in looking at ways to tackle gender stereotyping that holds boys and young men back.

The EOC’s guidance for schools on the gender equality duty looks at the issue of pupil attainment and examines the interplay of factors that affect under-achievement including gender, ethnicity and social class. Visit www.eoc.org.uk/genderduty  

Retention and achievement of young men

Women are more likely to complete their higher education than men, and more likely to achieve a higher class of degree, as illustrated below.  
 

Gender breakdown of degree type achieved by full and part time status

(HESA 2005 /06) 

	Degree type
	Full time
	Part time

	
	Men
	Women
	Men
	Women

	First class
	12,220
	15,050
	1305
	2015

	Upper second
	44,470
	68,520
	3545
	6650

	Lower second
	32,755
	38,795
	3530
	5340

	Third class/pass
	7870
	6115
	1810
	2270

	Total number of students
	97,315
	225,795
	10,190
	16,275


In 2005, the Joseph Rowntree Foundation published research looking at the causes of working-class "drop out" from University.  Interviews with ex-students revealed that young men felt they had been channelled by schools and careers services into stereotyped subjects that didn't engage them. 

There is also evidence from the research that young men are less likely to access student support services and to admit to difficulties they face in their studies. HEIs should look at whether men are accessing student support services, and consider how these services could be delivered to meet men's needs.

The research also found that the current system does not facilitate flexible lifelong learning. International comparisons, which formed part of the study, indicate the benefits of a more flexible system.   Greater flexibility in the provision of courses may help HEIs improve retention rates, particularly amongst disadvantaged young men.  

Visit www.jrf.org.uk for a copy of the research From life crisis to lifelong learning: Rethinking working class drop out from higher education.


Increasing participation and improving the experiences of South Asian women in HE

A recent study by the Joseph Rowntree Foundation examined the experiences of South Asian women in HE and the continuing barriers they face getting to university and into the labour market after graduation.  Women from South Asian backgrounds (Bangladesh, India and Pakistan) have increased their participation in HE more rapidly than white women since the early 1990’s.  However, only 25.6% of young Pakistani women and only 15.5% of Bangladeshi women under 30 have a degree compared with 29.7% and 53.9% of white and Indian women respectively.    South Asian women especially Bangladeshi and Pakistani women remain the most excluded and lowest paid of the labour force.

Bangladeshi and Pakistani men have far higher rates of application and admission to university degrees than among women in those groups, whilst the admission and acceptance rates for Indian men and women are very similar.  Analysis of UCAS data shows that in terms of going to university, Bangladeshi women  still experience an “ethnic penalty” whilst both Bangladeshi and Pakistani women experience a “gender penalty”.

Young South Asian women reported that they had experienced racial and gender stereotyping by white students including assumptions about how they did not socialise like young white people.  Some felt that they were constantly correcting white liberal myths about South Asian women, especially those who are Muslim, that they felt were both racist and sexist in their failure to appreciate the change and diversity in these communities.  Many of the women interviewed had either encountered or heard about teachers who did not take the education of South Asian women seriously. This seemed to be a particular issue for Bangladeshi and Pakistani women and for working class (often Sikh) students. This minority of teachers assumed, often quite openly, that South Asian women’s education was going to be a waste of time as they were destined for marriage and motherhood rather than for careers.  

Whilst the levels of participation are increasing for Pakistani and Bangladeshi women, there remains a number of obstacles to their continued success in education and access to graduate level employment.  There are a number of ways in which HEIs can assist in breaking down the barriers faced by South Asian women, including:

· Ensuring local provision of courses that South Asian women wish to study

· Working to break down stereotypes in schools, universities and amongst employers that South Asian women from some communities are not serious about higher education

· Maintaining and building links with local communities and careers services for South Asian students and graduates

· Working with local communities to increase awareness about the value of a wider range of degree courses 

· Developing role models and a critical mass of students to create a sense of belonging within their institution

· Ensuring equal opportunities policies are put into practice to challenge discriminatory behaviour from staff and students, and running awareness raising training

The role of higher education in providing opportunities for South Asian women (Bagguley and Hussain, 2007)  www.jrf.org.uk 

Gender segregation in subject choice

Recruiting non-traditional students, both male and female, onto courses where they are currently under-represented remains a key issue for HEIs to address.  Many HE courses remain heavily segregated along gender lines.  

Gender breakdown by subject of study- UK students (HESA, 2005/06)

	Subject
	Number of students 

	
	Men
	Women
	Men
	Women

	Languages 
	 38,085 
	 80,735 
	32%
	68%

	Education 
	 49,600 
	145,140 
	25%
	75%

	Engineering and Technology
	81,785
	14,320
	85%
	15%

	Architecture, building and planning
	34,010
	14,320
	71%
	29%

	Computer Science
	 75,360 
	 23,370 
	76%
	24%

	Economics
	139,975
	5865
	70%
	30%


It is important that HEIs engage in partnership work with schools, LSCs, Education Business Partnerships and other local partners, in order to get an opportunity to influence the development of careers guidance and to provide information on non-traditional courses for prospective students.

The benefits of taking action to break down gender segregation include:

· access for the individual to study a subject that they have an interest and talent in

· helping to meet skill shortages in sectors such as engineering 

· giving employers the opportunity to recruit from the widest talent pool possible

Women in science, engineering and technology (SET)

In 2003/04 women made up 55% of the first degree undergraduates in institutions in Great Britain, but SET courses, which are vital to the future of the economy, remain dominated by men:

· In 2003/4 only 14% of first degree undergraduates in engineering and technology in HEIs in Great Britain were women 

· In 2003/4 only 19% of first degree undergraduates in computer science in HEIs in Great Britain were women 

· HESA statistics for the UK show that of 21,600 students on architecture, building and planning courses, only 6000 were female. On building studies, of 2466 undergraduates admitted in 2002 only 309 were female. A recent report has shown that with student numbers at this low level, construction courses in HE will not meet the needs of industry in the short or medium term.  

Recruiting and retaining women on SET courses

There has been a strong push by government, industry and the higher education sector to tackle gender segregation in SET courses.  In order to address the low numbers of women on non-traditional courses, a pro-active and targeted approach to recruitment is needed.  

SETFair, the report from Baroness Greenfield to the Department of Trade and Industry on Women in Science, Engineering and Technology in 2002, identified a number of barriers to women's participation in SET courses in universities and colleges. These barriers included:
· women's low self-confidence and low skill awareness 

· teaching methods with inbuilt gender bias, and female students under pressure to modify behaviour to "fit in" with male expectations 

· unwelcoming environments when undertaking work experience placements  

Good practice to successfully recruit and retain women in SET includes:

· mentoring and support schemes for female students  that can assist in building confidence 

· ensuring that learning environments are inclusive for all students 

· liaising with employers to ensure that work placements are suitable and that women are not subjected to hostile environments

Bursaries have already been introduced into HE for foundation degree courses in skill shortage areas in the economy which are demanding people qualified to sub-degree level, and associate professional/higher technician level, particularly in science, engineering and ICT.  Particular efforts can therefore be made to target women for these bursaries and additional funded places and to offer them in part-time, flexible ways of studying, using targeted advertising and positive action.

A number of HEIs are already seeking to attract more girls and women to pursue SET subjects.  A range of approaches are being adopted by HEIs such as taster courses, mentoring and working with specialist organisations to help deliver these initiatives.

· Delivering Insight courses as part of the Headstart scheme. Insight is a course for young women studying in the sixth form or on Scottish Highers who are interested in becoming engineers. Successful applicants will spend a week at university, staying in student accommodation and meeting others with similar interests. They will have the opportunity to find out about different fields of engineering, spend a day with an engineering company and meet other women who have studied and are making successful careers in engineering www.raeng.org.uk/ 

· JIVE Partners, based at Bradford College and Sheffield Hallam University, have developed a training course for FE and HE lecturers in SECT courses.  It challenges stereotypes and traditional teaching practices designed for male-dominated groups and introduces teaching strategies that are more inclusive and secure better engagement of women and men.  Courses are offered to HEI institutions across the UK. www.jivepartners.org.uk 

· Salford University run and participate in a number of activities in co-operation with other organisations like Headstart, BEST, and SETPoint, to encourage girls into non traditional careers.  Women academics visit schools, in particular girls only schools, to talk about their experience as engineers and in academia.  In 2007, as part of the National Science and Engineering week, the university held science and engineering activities for school girls, and an exhibition to highlight the contribution of a number of women pioneers and role models in SET at the Museum of Science and Industry in Manchester. www.cse.salford.ac.uk/gender/index.php 

Encouraging men onto non-traditional courses

Men into languages

In 2005/06, men made up only 32% of students on language courses.  In order to deliver the skills that the business community requires, there is a need to increase the number of students in higher education studying modern foreign languages.  HEIs need to ensure that they are able to draw on the widest possible pool of candidates in recruiting students for modern foreign languages courses and HEIs have a key role to play in delivering the National Language Strategy.  The HEFCE Strategic Plan for 2006-2011 states that it will support initiatives to encourage more students to learn modern languages.  


Men into education

In 2003/04, men made up 18% of undergraduate students in education.  Currently just 15.7% of primary teachers in England are men and almost half of all primary age children do not have any contact with male teachers.  The Teaching and Development Agency for Schools (TDA) found that 83% of parents wanted to see more men in primary teaching.  By only recruiting from half of the population, schools are missing out on valuable talent and skills in their workforce. 


Trans students

HEIs must pay due regard to the need to address and eliminate the unlawful discrimination and harassment of transsexual people in vocational training, including further and higher education
An overwhelming majority of trans adults report being bullied and harassed while at school and describe their education experience negatively.  The higher education sector was identified in the recent report Engendered Penalties: Transgender and Transsexual People’s Experiences of Inequality and Discrimination as one of the areas where the most harassment was experienced.

However, despite this bullying and harassment, 34% of trans people obtain a degree or higher degree, compared to the UK national average of only 27%, with many returning to higher education as adults. While this a positive outcome, it does raise particular issues for the trans student in higher education.  While those "second chancers" that return to education as mature students tend to fare well, it is incumbent on higher education institutions to ensure that those students are protected from further harassment and discrimination. 
Furthermore, universities may want to learn how they can address the reasons why trans students are turning away from education and taking a break between secondary and post-secondary education. Several of the survey respondents quoted in Engendered Penalties did not undertake higher education until later in life due to harassment at the secondary school level:

“I found the whole of secondary education very traumatic to the point I left as

soon as I could, I returned to further and higher education later in my life.”
“Bullying/isolation led to me leaving school at the earliest opportunity and

avoiding any further education until 40yrs old.” 

In order to fully address the needs of all students, including those who are trans, it is imperative that universities look at the needs, not only of those active students, but also those who have self-selected out of the higher education system. It is clear that bullying and harassment in secondary school, and the fear – sometimes founded – of further bullying and harassment in higher education, are causing some trans people not to apply to universities, or to wait many years before applying. Universities may be able to address this trend by engaging in positive action initiatives encouraging members of the trans community to apply, and communicating strong policies designed to protect all students from bullying and harassment.

Sexual harassment and bullying

Sexual bullying can be broadly defined as any bullying behaviour, physical or non-physical, that is based on a person’s sexuality or gender.  This also includes transphobic bullying on the basis of a person’s perceived gender, or alternative gender expression.  It is not just inappropriate language but also gossiping about someone’s rumoured or actual sex life, comments about someone’s appearance or attractiveness, inappropriate touching, sexual innuendos and propositions, graffiti with sexual content, the creation of internet porn sites, spreading films of sexual abuse on mobiles, and its most extreme form sexual assault and rape.  

HEI’s must ensure that they have robust policies and practices in place to deal with sexual harassment and bullying in their student population.  The policies and practices should recognise that harassment may be perpetrated by other students, or teaching and support staff.

Working with schools and the further education sector

HEIs alone will not succeed in attracting more non-traditional applicants to subjects such as SET and education.  Partnership working with schools and colleges is vital to widen participation.  An example of this is the crucial role of universities in working with local schools in support of the National Languages Strategy.  Working with schools can also help to encourage girls to continue with SET and mathematics, and to pursue these subjects at degree level. 

HEIs are working with colleges as part of Lifelong Learning Partnerships (LLP) to give learners on vocational programmes the same opportunities to progress through higher education as those who have followed a more traditional academic route. The LLPs give HEIs an excellent opportunity to work with colleges and the other partners to ensure that girls and young women are encouraged and supported to pursue SET vocational courses, and to continue with these subjects into higher education.  Equally, this work has the potential to encourage young men and boys into subjects where they are under-represented, such as nursing.

Graduate pay gap

Despite the fact that young women are more likely to enter higher education than young men, 

EOC research found that women graduates aged between 20 and 24 are already earning on average 15% less than male graduates of the same age. They earn less on average than men whatever subject they have studied and whatever career they enter - this pay gap increases with the area of study and age.

The report 7 Years On: A survey of the career paths of 1995 graduates (Purcell & Elias, 2004) found that women graduates are paid significantly less than their male counterparts and the gender differences in earnings for the 1995 cohort continued to widen as they gained labour market experience.  In the graduates’ first main job, the pay gap was 11%, in 1997/98, this rose to 15% and in 2002/03 the gap was 19%.

HE careers advice/recruitment support need to take action to ensure women students are made aware of the pay implications of deciding on particular careers /employers to ensure they are making an informed choice about their future.  Careers advice also needs to provide information about flexible working options to help students, particularly women with caring responsibilities.  Careers advisors should also be encouraging employers to think creatively about offering flexibility in their workplace as they will be losing out on valuable talent by only offering inflexible working arrangements.  
Graduates working below their potential

The recent EOC investigation into the transformation of work has found that a significant number of highly skilled people are working in jobs that don’t make full use of their qualifications.  In 2005, 13%, (over half a million) women qualified to degree level were working in low-level jobs.  The investigation found considerable evidence that trading down and working under-potential can be the outcome of high-level work failing to offer flexibility and new ways of working.  2.9 million graduates out of work or working below their potential would have made different choices or could be encouraged back to work if flexible working was more widely available.   www.eoc.org.uk/transformingwork
This is supported by the 1995 graduate survey (Purcell and Elias, 2004), where a number of women graduates recognised that ‘full time, fast track’ employment is not easily compatible with family building, given that such work contexts tend to be characterised by ‘smart macho’, long hour cultures and that they are the ones more likely to make the more substantial compromises if they became parents 

Not only are jobs being traded down, but there are skills shortages at graduate level that could be filled if highly qualified people were able to make better use of their skills.  Having a stock of graduates in low level work when they want to use their skills in jobs they were trained for, and when there are skills shortages is economic waste.  Sectors including banking, insurance, ICT, law and business services are all reporting graduate skills shortages (AGR, 2006b).  Women are graduating with the right sort of qualifications to fill these skills shortages.  In 2004/05, business and administrative studies was the second most popular degree choice for women, with higher participation rates than for men.  More women than men graduated in law and 49% of science graduates were women (HESA). 

Chapter 3. Employment 

This chapter sets out some of the major gender issues in employment in HEIs, including the gender pay gap, and the career progression of women academics.

Addressing the gender pay gap in HE

The Gender Equality Duty requires HEIs to consider setting objectives to address the causes of the gender pay gap.  The gender pay gap is wider than any differences between men’s and women’s pay within the same grade.  The pay of men and women across the whole workforce must be examined.  Despite the rising numbers of women working in HEIs, the gender pay gap persists across the sector. The overall gender pay gap for academics in England is currently 12% (The HE Workforce in England: A framework for the future, 2006).  Male academics are 1.5 times more likely to be awarded discretionary pay (Unequal Academy, 2005).

The pay gap varies by subject area and also by age.  

Average earnings of academic staff by gender, subject area and age (HEFCE, 2006)
	Subject
	All staff 
	Staff under 35 

	
	Men
	Women
	Men
	Women

	Chemistry
	£45,163
	£39,245
	£31,660
	£31, 193

	Social, political and economic studies
	£44,130
	£39, 450
	£31, 095
	£30,363

	Education
	£40,230
	£38,404
	£29,956
	£29,296


The gender pay gap for support and professional staff also needs to be investigated. The high levels of occupational segregation for support staff in HEIs may be contributing to a pay gap for these staff.

Causes of the gender pay gap

There are three main causes of the gender pay gap:

· Discrimination – including pay and other forms of discrimination (e.g. pregnancy discrimination)

· Occupational segregation (women being over-represented in lower paid posts such as cleaning, catering and clerical jobs and being under-represented in senior levels within organisations)

· Impact of caring responsibilities (e.g. lack of flexibility or part-time work at senior levels)

In order to close the gender pay gap, action is needed to tackle all three causes.  It is important to remember that if you find that your policies and practices are at risk of discriminating, in order to meet the general duty of paying due regard to the elimination of discrimination and harassment, you must take action to address this.

In terms of pay discrimination, the EOC’s statutory Code of Practice on Equal Pay recommends that the most effective way of establishing whether a public authority's pay policies and pay systems are discriminatory is to undertake an equal pay review.  The Code of Practice on Equal Pay and supporting toolkits are the recommended tools for undertaking this process.  These can be found at www.eoc.org.uk   

The EOC has developed guidance to assist public sector organisations in implementing the GED in their employment functions, including tackling the gender pay gap. For a copy of the guidance visit www.eoc.org.uk/genderduty 

Framework agreement and job evaluation

The Framework Agreement for the Modernisation of HE Pay Structures developed through the partnership Joint Negotiating Committee for Higher Education Staff (JNCHES) has a strong focus on equal pay. It aims to:

· Improve recruitment and retention of staff

· Ensure equal pay for work of equal value

· Tackle the problem of low pay

· Recognise and reward individual contributions

· Underpin opportunities for career and organisational development

The framework sets out clear action on equal opportunities and pay, including:

· Action to ensure delivery of equal pay for work of equal value underpinning the framework implementation at local level

· Arrangements for grading, progression between and within grades, working

hours and attraction and retention supplements should be designed accordingly,

and should where appropriate facilitate part-time and flexible working

arrangements

· Where - following negotiation with their recognised trades unions - HEIs

establish arrangements for payment of bonuses, honoraria, responsibility

allowances and other non-consolidated payments, they will operate these with

due regard to equal pay and equal opportunities considerations

· Institutions will be encouraged to monitor and review the impact of the new

arrangements by undertaking periodic equal pay audits, in line with the guidance

issued by JNCHES in March 2002 (revised in March 2007) 
The JNCHES Pay Agreement 2006-09, agreed in June 2006, includes a strong recommendation that HEIs undertake an equal pay review within 12 months of the introduction of their new, post-framework pay structures and periodically thereafter.  It further recommends that such reviews should be undertaken in accordance with JNCHES guidance, and that they should be followed by any modifications to the design or application of the HE institution’s pay structure which the review indicates are necessary.

The majority of HE institutions have now introduced new pay structures under the terms of the framework, and the remainder are expected to do so shortly.  Conducting an equal pay review as part of the implementation of the national framework for pay arrangements should provide HEIs with a starting point for their work on meeting their pay responsibilities under the gender equality duty.  

Occupational segregation

Employers who have strongly segregated workforces may be at higher risk of having equal pay claims taken against them.  In a highly segregated workforce it can be easy for pay arrangements to evolve in which women are paid less than men when they are doing work of equal value. 

Clear gender segregation exists for the professional and support staff in HEIs.

· Women make up 80% of all library assistants, clerks and general administrative assistants

· Women make up 94% of all secretaries, typists, receptionists, and telephonists

· Men make up 88% of all chefs, gardeners, electrical and construction trades, mechanical fitters and printers

· Men make up 88% of all drivers, maintenance supervisors and plant operatives 

(HESA, 2004/05)


Impact of caring responsibilities on academic staff

A HEFCE funded project looking at flexible working for academic staff found that 70% of women and over half of the male academics might need to reduce their hours at some stage in their career.  (Academic staff and the relevance of flexible working, HEFCE, 2006).

HESA figures for 2003/04 shows that 37.6% of female academic staff and 22.9% of male academic staff are working part-time.  

Research into gender balance in academia, especially for SET, has shown that women academics who take a career break to have children severely damage their academic career and subsequently always lag behind their male colleagues.  Numerous research studies have been set up under the umbrella of the ATHENA Project and these have found that female academics in SET experience particular difficulty returning after a career break.  Maintaining contact with their department, the provision of flexible working hours, and childcare were most frequently cited as the measures that would help the transition back to work.  

The Association of University Teachers (AUT) highlighted two problems which illustrate the impact of caring responsibilities on women academics: firstly the “career killer” where career breaks, extended maternity leave, reductions in working time and parental leave, actually marginalise staff, and secondly the move towards “Casualisation” where the increasing numbers on fixed term or hourly paid contracts lose out on contractual benefits only available to permanent academic staff.  The promotion of quality part-time work for both men and women, with an emphasis on quality not quantity for promotion and appropriate research output targets is needed.  

The expectation of career mobility for academic staff, particularly those in science careers, can have a negative effect on women’s career progression.  Women are not as mobile as men due to the impact of caring responsibilities.  The pressure to be mobile reflects the value of diverse experience but also the prevalence of fixed term positions.  Male and female academic couples are quite common in the sciences.  This may place additional pressures on the female partner in particular, seeking to combine the demands of a mobile research career with their personal lives.  In many cases women fall behind in this process as male careers gain priority.  (Gender, mobility and progression in science careers, 2005)

Just as being a mother can have negative effects on a career, male academics feel they cannot be acknowledged as fathers, and often the culture of the institution draws a distinct line between work and personal life.  There is a prevalent culture where it is felt that long hours working is essential to establish a career and this is therefore not compatible with family life.


Although provision of on-site nurseries is very good in the sector (about 70% of HEIs provide one), students may have priority and with increasing student numbers, places available to staff are decreasing.  The opening times are often geared to student timetables and not staff working times, and there is a particular need for full-time staff to have flexible care for children in the school holidays and half terms.  Often these are academic staff who are trying to remain full-time so as not to have a career break or reduce their hours to protect their careers.  The current perception that generally senior roles cannot be effectively covered either part-time or using other flexible options such as job sharing, does not help.  Indeed, letting these perceptions govern employment policy and practice may mean the HEI is acting unlawfully under the SDA.
Flexible working 

Flexible working has a major part to play in helping all staff, both academic and non-academic balance their personal and work lives.   Research has shown that staff, particularly with school age children, are actively looking for more formal flexible options including part-time working and job shares.  

The Flexible Employment Options Project has produced a number of guidance documents specifically focussed on helping HEIs implement flexibility in their working practices for both academic and non-academic staff.  http://www.staffs.ac.uk/feo/ 


Career progression of women academics

There has been an increase in women as a proportion of the academic workforce from 27% in 1995/6 to 36% in 2005/6 (The higher education workforce in England: A framework for the future, 2006) The report also states that the "proportion of women professors has more than doubled over this period – although from a low starting point – from 9 per cent to 19 per cent."

 

There remains, however, a gender imbalance at all levels of the academic career structure, with a large gender gap in senior positions.

Academic staff full time (open-ended/permanent contract) (HESA, 2004/05)
	Job role
	Men
	Women

	All staff
	67%
	33%

	Lecturer
	59%
	41%

	Researcher
	64%
	36%

	Senior/Principal Lecturer
	72%
	28%

	Professor/Head of Department
	84%
	16%


Initiatives to support HEIs in addressing the career progression of women academics in SET

The Athena Project

The Athena Project was established in 1999 by the UK higher education funding councils, Universities UK and the Office of Science and Technology. Its aims are the advancement and promotion of the careers of women in science, engineering and technology (SET) in higher education and research, to achieve a significant increase in the number of women recruited to top posts.

The Athena Project has worked with HEIs and Local Academic Women’s Networks to identify good practice in supporting women's academic career development in SET. The project has published reports on:

· personal and professional support and development, mentoring and networking 

· career progression, appointments and promotions 

· the organisation and culture of SET employment and SET departments  

www.athenaproject.org.uk 

UK Resource Centre for Women in SET

The UK Resource Centre for Women in Science, Engineering and Technology (UKRC) was established in 2004 to deliver a substantial part of the Government's Strategy for Women in SET (2003). It is funded by the Department of Trade and Industry’s Office of Science and Technology. 

The aim of the UKRC is to increase the participation and position of women in science, engineering and technology. Its mission is to establish a dynamic centre that provides accessible, high quality information and advisory services to industry, academia, professional institutes, education and Research Councils within the SET and built environment professions, whilst supporting women entering, returning to and progressing in SET careers.

The core objectives for the UKRC are to:

· Review and develop a recognition scheme for ‘good' SET employers 

· Share good employment practice for women in SET 

· Disseminate and share information 

· Set up and maintain a database of expert women in SET 

· Maintain and disseminate UK gender statistics 

· Raise the profile of women in SET 

· Pump prime innovation and allocate travel bursaries 

· Support SET women returners 

· Co-ordinate the work of women in SET organisations 
www.setwomenresource.org.uk 

The Athena SWAN Charter

The Athena SWAN Charter is a scheme that recognises excellence in SET employment in higher education. The charter was launched in June 2005.  All UK universities who are committed to working towards the achievement of Athena’s aims are invited to become charter signatories.

 

The charter developed out of the work of SWAN (Scientific Women’s Academic Network), at the London Metropolitan University. It draws together, and builds on, the successes and outputs of work by Athena and its partner organisations, including: 

· evidence-based good practice 

· the recently piloted Athena good practice checklists (Visit www.athenaproject.org.uk/CaseStudy7.htm)

· key performance indicators proposed for chemistry departments 

· ASSET survey of 6,500 plus scientists in higher education and research 

The development of the Athena SWAN Charter is funded by the Equality Challenge Unit and the UKRC for women in SET.
Gender balance in decision making

In 2005, only 11.1% of University Vice Chancellors were women. This lack of representation at the highest level of HEIs is replicated by low representation across all-decision making forums, including committees, boards, recruitment panels and the executive.

These low levels of representation on decision-making bodies means that currently the experience and skills of a significant part of HEIs workforce are being under-utilised, and women are not being given the opportunity to take on senior management roles.


Leadership programmes

Leadership programmes for HEI staff have two critical roles to play in supporting the implementation of the gender equality duty.  The first is to ensure that women are supported and encouraged to take part in leadership programmes, and that these programmes are developed to meet the needs of women.  Secondly, leadership programmes can play a key role in developing the understanding of future leaders within the sector of the importance of promoting gender equality across all aspects of a HEI's work.  


Pregnancy discrimination

Discrimination against pregnant workers and women returning to work after maternity leave is widespread in Britain: around 45% of pregnant women experience disadvantageous treatment at work such as being threatened with dismissal or actually dismissed, denied pay rises or bonuses and opportunities for promotion or training.  Not complying with Health and Safety regulations for pregnant women and new and breast-feeding mothers is also sex discrimination.

HEIs should aim to create a positive working culture for pregnant staff and those with family responsibilities and back this up with written guidance on managing pregnancy and maternity.

Return-to-work rates can provide a good indicator of how well your institution is managing pregnancy, with some of the best employers achieving rates of over 90%.  

Sexual harassment 

HEIs will need to tackle sexual harassment of staff, both women and men.  Sexual harassment, (including gender based bullying) of staff may be perpetrated by other employees or by students.  It is important to ensure you have a clear and effective policy and procedures for preventing and tackling sexual harassment.  You should also actively promote the policy to ensure that everyone is aware of and understands it.

Sexual harassment can have a serious impact on the physical and mental well-being of victims, and schools should treat the prevention of sexual harassment as part of their health and safety duties.  Some groups may be particularly vulnerable to sexual harassment, for example young staff both female and male, gay men, lesbians and transsexual people.

It is recommended that procedures for investigating sexual harassment complaints are linked to grievance and disciplinary procedures.  Serious sexual harassment should be treated as gross misconduct.

Transsexual staff 
Under the gender equality duty, HEIs have to pay due regard to the need to eliminate discrimination and harassment of transsexual staff and potential staff. 

The following steps will assist HEIs to ensure that they have due regard in this area:

· Ensure that equal opportunities policies, employment policies and practices do not discriminate against transsexual people – especially in the areas of dignity at work, harassment and recruitment and monitoring 

· Develop specific policies on gender identity

· Keep up-to-date on the current legislation in this area and where more information and advice is available

· Provide training for staff on how the gender duty applies to transsexual people

· Set up a support network for transsexual staff 

· Produce effective guidance for managers on dealing with the process of transition

The EOC has produced detailed guidance on meeting the duty for transsexual staff. Visit www.eoc.org.uk/genderduty 

Importance of management training

Recent research funded by Higher Education Funding Councils for England, Wales, and Scotland (Equal opportunities and diversity for staff in higher education,  April 2005/19) highlighted the important role of middle managers in ensuring that equal opportunities policies are translated into reality.

Middle managers need to have a clear understanding of their role in enabling HEIs to promote gender equality positively and eliminate unlawful discrimination. It is crucial that an understanding of gender equality is built into the core competencies for managers and that training on gender equality is built into existing management training.

Research on gender mainstreaming in organisations has demonstrated that there are common success factors.  Board level leadership and accountability and an ongoing top-level commitment and willingness to commit resources to achieving gender equality are critical factors for success.
Chapter 4. Research

This chapter examines how gender impacts on grant applications and the potential for building gender equality into research applications.  

Research Assessment Exercise (RAE)

There are potential issues related to gender bias within the Research Assessment Exercise.  We hope to republish this guidance with additional information on this subject.

Gender differences in grant applications

In 2000 the National Centre for Social Research produced a study commissioned by the Wellcome Trust and six Research Councils into gender differences in grant applications. The study found that:

· Women were as successful as men in getting the grants they applied for, but were less likely to apply for grants because of their status in the institution and the support they received

· The main influences on grant application behaviour were seniority, employment status, tenure, type of institution, professional profile, institutional support, career breaks and family circumstances

· While many factors affect both men and women, some have a disproportionately large impact on women, such as career breaks or family responsibilities 

The study concluded that the deep-rooted nature of the factors identified by this study suggests that a review of funding bodies’ policies and strategies, as well as higher education employment practices, is required if research funding is ever to be distributed more equitably.

Accessing funding

HEIs in GB have an international reputation for world class research.  By building gender into their research work, HEIs can access funding for research programmes, and have the opportunity to be at the cutting edge of developments in both the public and private sectors (see chapter 5).

Gender in European research

In April 2005, the European Commission presented its proposal for the 7th Framework Programme. This paper includes the Commission's proposals for thematic research priorities.  FP7 is planned to run from 2007-13. Addressing gender issues is listed as a major activity under a number of the sub-themes that support the theme "Co-operation" in the Commission's proposal.

Other streams of European Union funding also require gender issues to be addressed. For example, projects applying for European Social Fund (ESF) funding have to demonstrate how gender will be mainstreamed in their work. "Improving the role of women in the labour market" is also a specific ESF policy field.


Chapter 5. Working with the public and private sector 

This chapter gives details of the opportunities that exist for HEI’s to work with both the public and private sector to carry out research on the impact of gender on public services and the labour market.

HEI collaboration with public services 

HEFCE’s Strategic Plan for 2006-2011 identifies opportunities for HEIs to engage more intensively with public services such as health and education.

 

All organisations that exercise public functions are required under the gender equality duty to promote gender equality and eliminate discrimination and harassment.  HEIs can support other public authorities in implementing the gender equality duty through identifying the different needs of women and men.  For example, research carried out by the University of Bristol examined the sex and gender differences in health status and health provision, and research by the University of Leeds and University of East London looked at gender equality in transport provision.

 

HEIs can also be a source of information and knowledge for other public authorities in interpreting information and statistics gathered as part of the implementation of the gender duty and can work with public authorities to develop new methods of delivering public services that promote equality between women and men.


 

HEI collaboration with the business community 

The Lambert Review of Business-University Collaboration concluded that more could be done to support new sectors, small to medium-sized enterprises and services through better engagement with HE, particularly regionally and locally.

 A key impact on business efficacy is the availability of suitably qualified individuals who can do the work. For example, the EOC's investigation into gender segregation in training and work (www.eoc.org.uk/segregation) found that:

· 7 out of 10 employers in the engineering and IT sectors, and 6 out of 10 in construction said taking on more recruits of the non-traditional sex could help them meet skills shortages

· 70% of employers in England thought atypical recruits could bring positive benefits to the business, and eight in ten said a better gender mix would create a better range of skills and talents

HEIs can work with the business community to identify how gender segregation in the local job market impacts on businesses’ ability to recruit and retain people. The GELLM research programme prepared detailed local labour market profiles presenting gender-disaggregated statistics in each of the 9 English regions (see case study).
HEIs can also work with the local business community, regional Learning and Skills Partnerships and other stakeholders to support women and men to enter non-traditional work.

It is important that HEIs also work with the business community to identify new ways of working that enable people to balance work and family life, and enable businesses to recruit and retain the best people regardless of gender or parenting/caring responsibilities.  

Chapter 6. Procurement

This chapter outlines how the gender duty applies to procurement and how HEIs can ensure they meet the duty when contracting out services.

HEIs procure an array of services from external providers, including
· cleaning services 

· construction 

· recruitment 

· welfare services 

HEIs should bear in mind that the gender duty means that they will have to pay due regard to the need to eliminate unlawful discrimination and promote equality of opportunity for women and men in the way in which they procure goods and services.  HEIs remain legally liable for meeting the gender duty in functions which have been contracted out.

The EOC Code of Practice sets out the recommended steps that public authorities should take to assist them in meeting the duty where contractors provide goods, works or services on their behalf.  The code also recommends that you set out within your gender equality scheme how you intend to meet the duty in procurement. 

When thinking about individual procurements, asking the following questions will help:

· Could this procurement affect our ability to comply with our duty to eliminate discrimination and harassment and promote equality of opportunity between men and women?

· If so, do we need to include any gender equality requirements within the contract to ensure that we are complying with the duty and if so , what requirements are appropriate?

As a minimum, HEIs will also need to ensure that they include contract conditions requiring all their contractors to comply with the SDA and EqPA and to secure similar compliance by any sub-contractors.

Please refer to Chapter 5 of the Code of Practice for more information and the separate procurement guidance available on the EOC website www.eoc.org.uk/genderduty 

Chapter 7. The role of the Higher Education Funding Council for England (HEFCE)

This chapter outlines the role and responsibilities of the Higher Education Funding Council in England under the gender equality duty.  It also explains the role of the Equality Challenge Unit in delivering on gender equality for the HE sector.

 HEFCE works in partnership to promote and fund "high-quality, cost-effective teaching and research, meeting the diverse needs of students, the economy and society." HEFCE itself is subject to the gender duty, including the specific duties to set and implement gender equality objectives and to conduct gender impact assessments on all their existing and new policies and practices.  HEIs when setting their own objectives should ask HEFCE for the findings of the GIAs and to source national level gender disaggregated statistics.

HEFCE will have a key role to play in embedding the gender equality duty in the work of the higher education system. In doing so, HEFCE can build on the work that it already does to promote equality through programmes such as Aimhigher. 

The implications for funding decisions

All public sector funding bodies, including HEFCE,  need to build the requirements of the gender equality duty into their funding strategy. They should be looking to fund programmes and projects that help them deliver on their obligations under the gender equality duty. 

For example, programmes that:

· Tackle gender segregation in subject choice resulting in occupational segregation

· Help women back into the labour market after taking time out for caring

· Address the difficulties faced by women in the RAE

· Take action on the gender pay gap

· Take proactive action to address issues around widening participation for under-represented groups such as Bangladeshi and Pakistani women, and men from certain socio-economic groups

· Tackle pregnancy discrimination and sexual harassment for staff and the student population 

Equality Challenge Unit

By funding and supporting Equality Challenge Unit, HEFCE aims to ensure that gender issues are addressed in the higher education sector.  Equality Challenge Unit is funded by the four UK higher education funding councils, as well as Universities UK and GuildHE. The Unit has a specific brief to promote gender equality for staff and students in higher education, and is currently developing a number of projects relating to gender, including the promotion of flexible working, the dissemination of gender statistics, research into effective gender data, and the effective promotion of the gender equality duty within the sector. The Unit also funds Athena SWAN Charter. For more details of the Unit’s programme of activities. www.ecu.ac.uk 
 

Chapter 8. References

This chapter provides a list of further resources on gender and higher education.

Organisations

The Athena Project http://www.athenaproject.org.uk/
The Athena Project was established in 1999 by the UK higher education funding councils, Universities UK and Office of Science and Technology, Department of Trade and Industry. Its aims are the advancement and promotion of the careers of women in science, engineering and technology (SET) in higher education and research to achieve a significant increase in the number of women recruited to top posts.

The Athena SWAN Charter  http://www.royalsoc.ac.uk/athenaswan/
The Athena SWAN Charter is a recognition scheme for UK universities and their science, engineering and technology (SET) departments. It aims to assist the recruitment, retention and progression of women in SET.

Equal Opportunities Commission www.eoc.org.uk/genderduty
The EOC’s guide to the Gender Equality duty on the web includes key documents such as the gender equality duty Code of Practice and guidance on implementing the duty.

Equality Challenge Unit  www.ecu.ac.uk/ 

The Equality Challenge Unit supports the higher education sector in its mission to realise the potential of all staff and students whatever their race, gender, disability, sexual orientation, religion or age, to the benefit of those individuals, higher education institutions and society.

Flexible Employment Options  http://www.staffs.ac.uk/feo/
Flexible Employment Options are committed to developing an integrated programme of flexible employment options specifically suited to the Higher Education (HE) sector.
Gingerbread  http://www.gingerbread.org.uk/
Gingerbread is the leading support organisation for over 1.8 million lone parents and their children throughout England and Wales.

Headstart http://www.headstartcourses.org.uk/
Headstart is a well-established education programme which aims is to encourage students interested in mathematics or science to consider technology-based careers.  
HEFCE www.hefce.ac.uk
The Higher Education Funding Council for England (HEFCE) promotes and funds high-quality, cost-effective teaching and research, meeting the diverse needs of students, the economy and society. 

HESA http://www.hesa.ac.uk/ 

HESA is the central source for the collection and dissemination of statistics about publically funded UK higher education.

JIVE www.jivepartners.org.uk/
JIVE (Joint Interventions) Partners is a national European Social Fund project led by Bradford College, which aims to create cultural change in engineering, construction and technology by addressing the barriers that prevent women from pursuing careers in these sectors. Working with careers professionals, LSCs, training providers and employers, JIVE offers a range of strategies, resources and training courses designed to help girls succeed in male-dominated sectors.

Joint Negotiating Committee for Higher Education Staff http://www.ucea.ac.uk/index.cfm/pcms/site.JNCHES.jnches_home/
JNCHES is the Joint Negotiating Committee for Higher Education Staff and comprises UCEA and the six trade unions representing staff in the higher education sector.  It was established in 2001 and provides a single negotiating body, for pay and reward issues.  

Joseph Rowntree Foundation http://www.jrf.org.uk 
The Joseph Rowntree Foundation is one of the largest social policy research and development charities in the UK, and seeks to better understand the causes of social difficulties and explore ways of overcoming them.
London South Bank University Wider Management Mentoring Project

http://www.lsbu.ac.uk/wmentoring/index.html
The Wider Management Mentoring Programme is a positive initiative designed to help London South Bank University meet the needs of women and ethnic minority managers who are currently under-represented in senior management posts.

Royal Academy of Engineering “Best” Programme  http://www.raengbest.org.uk/
The Royal Academy of Engineering Best Programme is a continuum of curriculum enrichment schemes in science, engineering and technology (SET) that engages with thousands of young people in schools, colleges and universities.

UK Resource Centre for Women in SET  www.setwomenresource.org.uk
The UK Resource Centre for Women in Science, Engineering and Technology (UKRC) was established in 2004 to deliver a substantial part of the Government's Strategy for Women in SET. 

Women into Science and Engineering wwww.wisecampaign.org.uk
WISE promotes these sectors as career options to girls and women across the UK, through brochures, posters, websites, a video, hands-on courses and presentations. The campaign works with teachers, careers advisers, parents, employers, politicians and the media.
Reports

Engendered Penalties: Transgender and Transsexual People’s Experiences of Inequality and Discrimination  Whittle, Turner & Al-Alami, Manchester Metropolitan University and Press for Change, 2007
www.pfc.org.uk
A research project and report commissioned by the Equalities Review to collect and analyse information on transgendered and transsexual people’s experiences of inequality and discrimination in the UK.

Equal opportunities and diversity for staff in higher education

http://www.hefce.ac.uk/pubs/hefce/2005/05_19/
This report summarises the key findings and recommendations of a major programme of research into equal opportunities and diversity for staff in higher education.
Gender, mobility and progression in science careers: MOBISC Summary Report- UK, Leeds: University of Leeds, 2005  http://www.peripherie.ac.at/docs/projekte/aktuell/mobisc/Mobisc_UK%20Summary.pdf
National Languages Strategy http://www.dfes.gov.uk/languagesstrategy/
The Languages Strategy document for England 'Languages for All: Languages for Life. ' sets out the Government's plans to transform the country's capability in languages. It outlines the initiatives that will achieve a step change in foreign language competence for this country and how to create an appetite for learning.
Seven years on: Graduate Careers in a Changing Labour Market, Purcell and Elias, 2004

http://www.prospects.ac.uk/downloads/csdesk/members/reports/seven_years_on.pdf
Sheffield Hallam University: Gender and Employment in Local Labour Markets project

http://www.shu.ac.uk/research/cersi/outputs-gender.html 

The higher education workforce in England: a framework for the future

http://www.hefce.ac.uk/Pubs/hefce/2006/06_21/
The success of English higher education depends upon the skills and dedication of its staff, who are faced with increasing expectations from a range of stakeholders. In this report the HEFCE consider the higher education workforce: what it looks like now, and how it will need to adapt in order to meet future challenges.

The Lambert review of business-university collaboration

http://www.hm-treasury.gov.uk/consultations_and_legislation/lambert/consult_lambert_index.cfm
Richard Lambert published and presented his independent review of Business-University Collaboration to the Government on 4 December 2003.

The role of higher education in providing opportunities for South Asian women, Bagguley and Hussain, 2007  www.jrf.org.uk
Unequal Academy, AUT, 2005 (report no longer available on web)

Report examining gender and the use of discretionary pay points in performance related pay in the UK HE sector.

GED pilot project- University of Edinburgh


Evidence gathering and data analysis


In order to identify its gender equality objectives, the university set about gathering evidence to identify the biggest gender equality issues in their institution.  They first looked at the existing data on students and staff which is collected and reported on annually by the University’s Equal Opportunities Technical Advisory Group (EOTAG).  The data was discussed and any evidence gaps were then subject to further in-depth qualitative research.  For example, the academic promotions process (internally funded research) and gender inequalities amongst contract research staff in science, engineering and technology (externally funded research, Athena project).


 


The project working group felt that this strong emphasis on data and evidence was appropriate for the nature of the organisation. They also recognised that to use an evidence-based approach like this one, it is essential that data is collected over a significant period of time and that the organisation has the capacity and skills to be able to interrogate and understand the data.








GED Pilot Project- University of Edinburgh


Consultation 





Consultation began shortly before the pilot project when the annual student and staff equality report was disseminated widely within the institution.  A seminar was then held for an audience of approximately 50 staff and student representatives.  The outcomes of the consultation were discussed by three stakeholders (Director of HR, Senior Vice Principal and a co-convenor of the Equality and Diversity Committee), who subsequently compiled a list of action points. However, the list was quite mixed (ranging from very short to long term actions) and it was felt that a more systematic approach was needed.  The co-convenors of the Equality and Diversity committee met again to discuss possible priorities.  Possible priorities were then put to the whole committee and other suggestions about priority areas were made.








Childcare provision at Oxford Brookes University


Oxford Brookes University offers childcare provision to both staff and students.  At present they are taking approximately two-thirds of their children from parents who are staff, and one-third from parents who are students. Students whose children are under five should be eligible for funding from the local county council, either in the form of early years funding, nursery and education funding, or training funding, depending on the age of the child and the type of training undertaken by the parent.   Staff are eligible for a childcare voucher scheme whereby part of their salary is received in childcare vouchers. This portion of their salary is then exempt from National Insurance and tax, up to a capped value of £55 per week.  � HYPERLINK "http://www.brookes.ac.uk/services/hr/eod/wlb/policies.html" ��http://www.brookes.ac.uk/services/hr/eod/wlb/policies.html�











GED Pilot Project- University of Edinburgh





Objective Setting





The four stakeholders involved in the Gender Equality Pilot (Director HR, Senior Vice Principal, two co-convenors of Equality and Diversity Committee) met to discuss priorities in the light of evidence, discussions and consultations. Three areas were identified as the first set of priorities:


 


occupational segregation amongst clerical staff (predominantly female) and auxiliary staff (predominantly male) 


student progression (male student attainment especially in science) 


careers in science (female drop off after postgraduate training) 





The priorities were chosen particularly to address three different aspects of the organisation.  A further cross cutting priority to improve data collection and analysis was identified.  These priorities will enable the University to focus on both staff and student issues, whilst also examining internal practices and looking at the University’s relationship to the communities from which it recruits both staff and students. 





EOC GED Pilot Project: University of Edinburgh





Priority 1: Improving retention rates of young men





The University of Edinburgh participated in an EOC project to pilot the initial priority setting phase of the gender equality duty. In setting its priorities, the university identified that:


Over the three most recent years for which robust data are available, an average of about 21% of male entrants to Honours degrees in science and engineering withdrew or transferred elsewhere before reaching the end of their studies, compared with 13% of female entrants


Of the remainder who went on to complete degrees, an average of 59% of men but 70% of women obtained first or upper second class (‘excellent’ or ‘very good’ degrees) 


The university identified a need to establish to what extent these differences could arise from factors such as age and qualifications at entry, school background, ethnicity etc. They also considered the possibility of further qualitative research on male student aspirations and approach to university life.





The university then identified possible actions, including considering ways to support attainment of male students through learning and study skills support, and gender impact assessment of the curriculum and its delivery.











EOC GED Pilot Project: University of Edinburgh





Priority 2: Supporting women beyond their first undergraduate degree





In setting its priorities, the university identified that, though women on average do better than men in undergraduate degrees in science and engineering, there is a steady decline in the proportion of women at each subsequent stage in an academic career. Taking a rough proxy for a cohort view, women entering as undergraduates in 1995/6 made up 47% of all graduates with first and upper second class degrees awarded in 1999.  However, only 40% of entrants to postgraduate research degrees in science and engineering in 1999 were women. Six years later, a proportion of this cohort should be found in postdoctoral research fellow posts, but only 33% of science and engineering basic grade post-doctorates (AR1A) were women. Similarly, some of their peers should now be found in lecturer posts, but a mere 22% of this group were women. 





Possible actions to achieve this priority include a mentoring programme for female postgraduate students, reviews of careers information and advice and support for newly appointed female research staff in science and engineering, and taking forward wider issue of work/home balance within the University.





In 2005, The University of Edinburgh participated in an EOC project to pilot the objective setting phase of the gender equality duty.  A number of case study examples from the outcomes of this project are included in the guidance.


�HYPERLINK "http://www.eoc.org.uk/Default.aspx?page=20282"��To read the summary of the work undertaken by Edinburgh University during the project, click here.�





GED pilot project: Edinburgh University





Priority 3: Addressing occupational segregation amongst clerical staff (predominantly female) and auxiliary staff (predominantly male)


Staff data collected for the equal opportunities annual report reveals that in the three largest groups of clerical staff, only 15%, 10% and 9% are male. The latest year’s recruitment data show that 34% of applications come from men but only 22% of appointments are males (a ratio of 1.5:1). However, this ratio is misleadingly low if thinking about more conventional clerical posts because men have almost as good a chance as women of being appointed to information services (mainly library) posts that are graded as clerical. The ratio between applications and appointments in the central administration is 2.6:1 as it also is in the College of Medicine and Veterinary Medicine. This suggests that particular attention needs to be paid to recruitment processes (broadly defined) in these areas in order to ensure equality of treatment in recruitment.


Among manual staff, the University currently has no women at all in portering and security posts and very few applications from women are received when such posts are advertised. This suggests that a wider range of issues needs to be considered in this case. 





Possible actions to achieve this priority include active recruitment to promote gender equality (liaison with relevant communities, creation of publicity material, liaison with Job Centre Plus, open days); support of newly recruited staff (mentoring/buddying programme); review of job titles and job descriptions; review of equal pay/equal value within and across staff categories; and staff development to include gender equality training.











Salford University – Gender and Engineering ESF funded projects





The School of Computing, Science and Engineering at Salford University has secured ESF funding for a number of projects related to gender and engineering.  These include:


	


Developing Female Engineers (2005-2006)�The research team behind 'Developing Female Engineers' aimed to uncover good work practices, codes of conduct, and company schemes that all encourage women’s entrance into engineering degrees, careers, and retention


Women in North West Engineering (2006-2007)�The team have examined, analysed and evaluated working practices and occupational cultures in engineering organisations in the North West. They have recommended policies and strategies to influence and improve the working practices of companies in the sector


Women Audio Video Engineers (2007)�Despite being free from the traditional 'heavy machinery' stereotype of engineering, the audio engineering and visual technology industries remain male-dominated. The team will examine gender segregation in this industry and produce policy recommendations and practical strategies to influence the effective recruitment and participation of women in this high-growth sector 


� HYPERLINK "http://www.cse.salford.ac.uk/gender/profiles.php" ��http://www.cse.salford.ac.uk/gender/profiles.php� 





Bournemouth University- Flexibility in course provision





Bournemouth University offers flexibility in course provision in a number of different ways: 





Part-time courses are offered in the evenings or at weekends. This allows students to maintain a healthy balance between family, work, and social life. In addition most postgraduate courses (including, masters, postgraduate certificate and diplomas and doctorates) can be studied part-time on a unit-by-unit basis, alongside full-time students during the day. 


Online study and distance learning courses allow students to study where and when they want. Specialist e-tutors offer direct academic support through a virtual learning environment. Some distance learning courses include residential weekends. 


Continuing Professional Development opportunities, are offered, allowing potential applicants to pick and choose study units from subjects across the University. 


� HYPERLINK "http://www.bournemouth.ac.uk/futurestudents/flexible/courses.html" ��http://www.bournemouth.ac.uk/futurestudents/flexible/courses.html�





Languages for Lads taster days - Northumbria University


Northumbria University’s Division of Modern Foreign Languages is committed to promoting links with schools to develop a language learning life-cycle.  In July each year, the Division supports North Tyneside Education Business Partnership (NTEBP) in the organisation of two half-day Languages for Lads taster events involving about 80 year 8 pupils from local schools. The event seeks to address the problem of gender imbalance in the numbers of students taking Modern Foreign Languages in British universities. The pupils enjoy an interactive quiz on language learning and interview ‘Business Ambassadors’ from the region, highly qualified and experienced business persons who actively use one or more languages on a daily basis in their work. This gives the pupils a flavour of exciting job opportunities requiring language competence. They sample languages such as Russian, Portuguese, Dutch, Japanese and Italian, and are given a tour of the campus by male student role-models. � HYPERLINK "http://www.northumbria.ac.uk/sd/academic/sass/mod_for_langs/schools/lfl/" ��www.northumbria.ac.uk/sd/academic/sass/mod_for_langs/schools/lfl/�  �





University of Hertfordshire: Recruiting men onto primary teaching courses





The University of Hertfordshire has taken a proactive approach to recruiting more men onto primary teaching courses.  The university has been fairly successful in recruiting men to some subject areas in secondary teaching but has found it difficult to attract men to primary teaching.  In order to address this the university held a "Men into Primary evening", staffed by men, both students and staff.  The event was advertised in the local press and on the local authority's website and about 30 men attended.  


�The University followed up the interest with letters and they have noticed a significant improvement in acceptances on the PGCE primary with 17.8% of those accepting a place being men this year.  The university plans to hold a similar larger event which will incorporate North London as well as Hertfordshire.


�A second strand to the initiative is looking at ways the interview procedure can be more welcoming to male applicants.  As a minority, men they can sometimes feel isolated on interview days.  The university use mixed gender group interviews to avoid men feeling isolated.  They have been able to increase the number of male interviewers by including visiting lecturers and head teachers on the interview panels.  � HYPERLINK "http://www.herts.ac.uk" ��www.herts.ac.uk� 








The University of Bristol Women Returners Scheme


The University of Bristol Women Returners Scheme applies to women lecturers/senior lecturers/professors within the Faculties of Engineering, Science and Medical and Veterinary Sciences.  The scheme provides for a period of protected research time for such women returning from maternity leave and aims to enable such women to re-establish their research career. The period is for a maximum of six months, during which time women returners will have no teaching or administrative duties.  The university believes this scheme will be effective in improving the recruitment, retention and career progression of women in SET. � HYPERLINK "http://www.bris.ac.uk/personnel/policies/wreturners.html" ��http://www.bris.ac.uk/personnel/policies/wreturners.html�








Case study example: Oxford Brookes University: innovation in work-life balance


In response to consultations with staff, Oxford Brookes University made a concerted effort to help employees strike a healthy balance between the demands of their jobs and those of their personal lives.


Championing work-life balance helps the University attract, and keep, high quality staff, and promotes equal opportunities at work. With an ageing workforce in the higher education sector, flexible working is becoming even more important as it allows people to ease into retirement. A staff survey indicated that more than 85% of staff believed that the University is committed to promoting an equal and diverse workplace.


Staff are now taking advantage of options such as flexi time, working from home, compressed working hours, part-year working and job sharing. The work-life balance initiative, which was launched in 2004, attracted funding from the DTI’s Partnership at Work Fund. The initiative was led by the Centre for Diversity Policy Research and it involved close collaboration with staff and trade unions. 


When a Senior Lecturer at the Business School wanted to take early retirement, the University offered him a three-year part time lecturing post. This allows him to retain his expertise in a specific hotel management software package, and to spend more time at home with his wife. “My 0.4 fte contract has been well supported by my line manager and my colleagues. It is good for the students and the staff.” 


Oxford Brookes has also published a work-life balance guide, sharing best practice across the University and beyond. A Guide to Work Life Balance and Good Practice at Oxford Brookes University can be found at: � HYPERLINK "http://www.business.brookes.ac.uk/research/" ��www.business.brookes.ac.uk/research/� 














London South Bank University - Wider Management Mentoring Project


London South Bank University (LSBU) is leading a pilot scheme called the ‘Wider Management Mentoring Project’. The project aims to use mentoring to help under-represented groups (particularly women and ethnic minorities) into management.  LSBU is an ethnically diverse university and is committed to making its management representative of its student population. It is funded by the Leadership Foundation for Higher Education, and it aims to become a model of best practice for other universities. � HYPERLINK "http://www.lsbu.ac.uk/wmentoring/index.html" \o "http://www.lsbu.ac.uk/wmentoring/index.html" ��http://www.lsbu.ac.uk/wmentoring/index.html�








Manchester University: Women in Leadership programme





In 2004, Manchester University established a  'Women in Leadership' project, to tackle the under-representation of women in management and leadership roles. The project’s three core aims are to:


Increase the number of women with the aspiration, knowledge, skills and experience to be able to apply for a senior management post with a realistic chance of success


Create a working environment in which both men and women feel comfortable


Remove any identifiable organisational or procedural barriers to the appointment of women to management and leadership roles





The project involves practical action such as workshops for female staff to consider career aspirations/development, and seminars for women by women who have distinguished careers in leadership and management positions in HE.  


� HYPERLINK "http://www.campus.manchester.ac.uk/equalityanddiversity/womenandmen/womeninleadership/" ��http://www.campus.manchester.ac.uk/equalityanddiversity/womenandmen/womeninleadership/�











Case study: Gender and Employment in Local Labour Markets Research Programme





The ESF funded the Gender and Employment in Local Labour Markets Research Programme (GELLM) based at Sheffield Hallam University. This prepared detailed local labour market profiles presenting gender-disaggregated statistics in each of the 9 English regions, in partnership with 11 participating local authorities. In the second stage of the project, tailored research studies of women's participation in these local labour markets were completed. These produced comparative analysis, and explored key topics of interest to the local authorities concerned.





Following on from the work of the partnership, one of the partner authorities, Wakefield Metropolitan District Council, has stated that it intends to use the GELLM project as an action-planning tool, which will inform the work of the Council. The Wakefield District Partnership, which includes the Council, Police, Health Service, voluntary organisations and other key stakeholders including local people, will be working to action the issues arising from the project. � HYPERLINK "http://www.shu.ac.uk/research/csi/publications06_0003.html" ��http://www.shu.ac.uk/research/csi/publications06_0003.html� 
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