
[image: image1.png]



St Anne’s College

Gender Equality Scheme and Action Plan 2007 – 2010
Introduction

St Anne’s College has always been committed to widening the opportunity for people who have previously found it difficult to gain access to education. This commitment dates from 1879 when the College was founded as The Society of Home Students, offering a University education to women who otherwise would have found it unaffordable. It became a full College of the University of Oxford in 1952 and has admitted men and women since 1979. The College has always been committed to equality of opportunity and to reflecting the wider community it serves. We welcome the new statutory duties the Equality Act 2006 has introduced. 
In conjunction with the University of Oxford’s Gender Equality Scheme 2007-2010 this St Anne’s Gender Equality Scheme outlines our continuing commitment to equality for students and staff. We apply policies and practices in relation to access to education and employment that are fair and equitable. We are committed to removing remaining barriers to education and employment, ensuring equality of opportunity for training and promotional advancement. 

This Gender Equality Scheme aims to promote equality of opportunity for all men and women working and studying at St Anne’s College or applying to do so. It also aims to foster an environment in which unlawful discrimination and harassment are not tolerated. Finally it strives to encourage full participation by men and women, in the College community.
Tim Gardam

Principal

1
Context
1.1 
The legal context
Under the Equality Act 2006 which amends the Sex Discrimination Act there is now a statutory general duty for public authorities to:

· Eliminate unlawful discrimination and harassment: and

· Promote equality of opportunity between men and women.

Unlawful discrimination is defined as:

a) Direct or indirect discrimination against men and women, in employment and education; in goods, facilities and services and in the exercise of public functions.

b) Harassment, sexual harassment and discrimination on the grounds of pregnancy and maternity leave.

c) Discrimination on the grounds of gender reassignment in employment or vocational training.

d) Direct and indirect discrimination in the employment field on the grounds that a person is married or has a civil partner.

e) Victimisation on the basis of gender.
To support progress in delivering the general duty there are a series of specific duties:
· Prepare and publish a gender equality scheme, showing how it will meet its general and specific duties and setting out its gender equality objectives.

· In formulating its overall objectives, consider the need to include objectives to address the causes of any gender pay gap. 

· Gather and use information on how the public authority's policies and practices affect gender equality in the workforce and in the delivery of services. 

· To consult stakeholders (i.e. employees, service users and others, including trade unions) and take account of relevant information in order to determine its gender equality objectives. 

· To assess the impact of its current and proposed policies and practices on gender equality. 

· To implement the actions set out in its scheme within three years, unless it is unreasonable or impracticable to do so. 

· To report against the scheme every year and review the scheme at least every three years. 
1.2 
Relationship to the University of Oxford’s Gender Equality Scheme 2007 - 2010
St Anne’s College is a distinct part of the University of Oxford, however it is important that this document should be read in conjunction with the University’s Gender Equality Scheme. Both schemes will be applicable to staff, students and visitors, who work, study, live in or visit St Anne’s College and the University of Oxford.

A feature of the University of Oxford is its collegiate structure. The University and the Colleges carry out different parts of certain functions, which in most institutions would be carried out centrally (such as monitoring of some data). There are also shared responsibilities under joint agreements, such as the Common Framework agreement on admissions. 

The College supports the aims of the University’s Gender Equality Scheme and this has been reflected in the common objectives outlined in this scheme.

The University of Oxford’s Gender Equality Scheme 2007-2010 is available at: http://www.admin.ox.ac.uk/eop/gender/ges.shtml
1.3
St Anne’s College Context
St Anne’s has a well established Equal Opportunities Committee which reports to Governing Body once a term (three times per year). Chaired by the Principal of the College, members of the committee include representatives from staff and students both undergraduate and graduate, along with key College Officers, including the Dean, Senior Tutor, HR Officer and the Deputy Dean (Student Welfare and Disability Adviser). Equal opportunities policies and action plans are reviewed annually and equal opportunities data is monitored bi-annually. The Equal opportunities committee will be responsible for overseeing the implementation of the Gender Equality Scheme. Monitoring of related data, which is already included in the Equal Opportunities Monitoring will be continued and enhanced.
Amongst the policies supporting the aims of the College in relation to equality duties are the Equal Opportunities Policy and the Personal Harassment Policy and Procedure. 

The College currently has two Harassment Advisors for students and staff and two JCR / MCR Advisors. The student body has a Welfare Officer, Access & Equality Officer and Women’s Officer who actively promote and support equality and inclusion within the College.

2 Key Objectives
a) Encourage more women to apply for academic posts and senior positions.

Throughout Oxford and at St Anne’s College women applying for positions are as successful at securing senior roles as men; however they apply in fewer numbers. As a result the proportion of women at St Anne’s College and throughout the University decreases the more senior the role.
To try to tackle this issue Oxford’s Athena Project recommended the creation of career development posts (joint appointments with the Colleges). These posts help provide a stepping stone for those embarking on an academic career. The College has been monitoring data on the gender breakdown of all levels of position and over the last two years there has been a steady improvement in the proportion of women in all levels of posts in the College, though it is not clear as to whether the Career Development posts can be attributed to this improvement.
A review of the advertising and further particulars of posts needs to be carried out to ensure the descriptions are not inadvertently putting women off from applying for certain positions.
b) Examine the causes of the gender gap in final examination results

St Anne’s College is not alone in noting that women undergraduates are proportionally awarded fewer first-class degrees. This is an issue throughout Oxford and the difference in proportions of first awarded seem to be particularly acute in certain subjects in both the Arts and Sciences.
Further research will need to be carried out to examine the potential causes. The Oxford Admissions Study was commissioned by the University to assess factors which may be influencing results. Dr Jane Mellanby of the Psychology faculty and Dr Ann Pasternak Slater of the English faculty (Tutor and Fellow at St Anne’s College) are conducting research into the gender gap of English undergraduates.

As a member of St Anne’s Equal Opportunities Committee the current JCR representative is forming a student group to examine issues of equality including the poorer performance of female undergraduates in certain subjects. The group’s findings will be reported back to the Equal Opportunities Committee, who will identify any steps which might be taken to reduce the difference in exam results. 

The College supported the establishment of an Equality Forum (EQ) in 2005, a forum for discussing Equality issues in College. The College would strongly support the student body debating and discussing the issue of the gender gap in final exam results through EQ Forum.

The College will also be actively encouraging prominent female alumnae to become inspirational role models for our female students and will invite guest speakers to College.

c) Ensuring Gender Equality in all aspects of College Life
The College will carry out a review of all policies, procedures and practices to assess their impact, if any, on gender equality.  

This will include looking at recruitment and selection processes, admissions procedures, promotions, training and development opportunities, grievance and disciplinary procedures, grievance and harassment policies.

A review of pay and benefits for staff and a review of provisions and services for students will take place to ensure no indirect or direct discrimination is taking place.
3
Students: Undergraduate and Graduate Admissions

The following page is part of the University of Oxford’s Gender Equality Scheme (available to read at http://www.admin.ox.ac.uk/eop/gender/ges.shtml). The College has agreed a common framework for Admissions and will be working in conjunction with the University to achieve the following objectives regarding Undergraduate and Graduate Admissions. Given that so many part of the admissions process are centrally run by the University, the College entirely supports the University’s objectives.
Students

Undergraduate admissions

The University and Colleges have agreed a Common Framework for Colleges and Faculties [http://www.admissions.ox.ac.uk/news/common_framework.shtml] which lays down key principles and procedures for undergraduate admissions and comes into effect from October 2007. This is supplemented by the Code of Practice for Undergraduate Admissions to the Oxford Colleges [http://www.admissions.ox.ac.uk/guides/cop.shtml]. 

The Admissions Office is working with the Oxford Learning Institute to revise the training for academics taking part in undergraduate admissions for the first time, to an online format for trial in the summer of 2007. 

The University has developed access initiatives to encourage applications from students who are currently under-represented at Oxford at undergraduate level, such as students from the maintained sector, ethnic minority students and mature students. There are also several highly successful student-led initiatives in operation, such as the Oxford Access Scheme and Target Schools. 

Other initiatives include a ‘Women in Science’ residential course run by the Mathematical, Physical and Life Sciences division (MPLS). Each course takes twenty Year 12 girls of high academic ability from maintained schools, who are studying maths and physics/chemistry, with priority given to those who will be the first generation in their family to go to university. The aim is to encourage girls to continue studying maths and physical sciences at university, and to encourage those of high academic ability to apply to Oxford. Girls attend taster sessions in each of the MPLS departments run by female academics, and talks on careers for female scientists and applying to Oxford.

Graduate admissions

The Graduate Office adopted a new graduate admissions process for the 2004-05 admission cycle. Application data is now recorded in the Oracle Student System (OSS) and statistics on applicants for the 2006 year of entry will be available from October 2007.

A report from the Graduate Admissions Review Panel published in November 2006 has proposed that a committee be established to review graduate admissions arrangements annually for equity and efficiency. The Principles of the New Graduate Admissions Process govern admissions for graduate students.
Student experience

Student-related policies are set out in the Proctors’ and Assessor’s Memorandum: Essential Information for Students. [http://www.admin.ox.ac.uk/proctors/info/pam/index.shtml]

Questionnaires
 are distributed currently to students who are in the final year of their undergraduate and postgraduate (taught) studies. They are designed to capture information about students' experience and satisfaction with their programme of study. A report on the results of the 2006 undergraduate questionnaire, including analysis by gender, will be submitted to the Educational Policy and Standards Committee and Oxford University Students' Union in September 2007. The reports on both questionnaires for 2007 will include analysis by gender. 

In addition, in 2005-06, as part of a research project looking at students’ learning responses to features and perceptions of different assessment environments, an Assessment Environment Questionnaire (AEQ) was developed involving the participation of three programmes at Oxford. It is intended that this data will be analysed by gender later in 2007 for a conference presentation and details made available more widely in due course.

In addition to supporting the University’s initiatives and College will be examining the reasons students apply specifically to St Anne’s and how they have found the experience of studying and living in the College. The feedback will in turn help the College to identify the improvements that could be made to ensure we continue to attract students of the very highest ability to study at the College.

The College will actively use Open Days to ensure the widest possible range of potential applicants have the opportunity to see what studying at St Anne’s would be like.
4 Staff
The Gender Equality Scheme, in conjunction with our other equal opportunities policies, supports one of the College’s key strategic objectives of ensuring the continuation of the highest standards of academic excellence. Only through equality of opportunity will St Anne’s College be able to continue to attract and retain the most talented students and staff. 

Below are outlined some of the initiatives the College involved with or are implementing that are relevant to Gender Equality.

4.1
Academic Staff


The College and University are committed to attracting and retaining the highest calibre of academic staff. A Task Force on Academic Employment has been established as part of the University’s Corporate Plan to review arrangements for academic employment. The College is actively contributing to this taskforce which will examine arrangements for teaching, research and other duties, and examine appointments, career development structures, salary and tenure arrangements.
4.2
Benefits for All Staff
The College has recently reviewed its Maternity and Adoptive Leave arrangements in line with recent legislative changes. St Anne’s has always offered more generous entitlement to both academic staff and non academic staff, but earlier this year it was agreed to streamline the benefits to ensure that both academic and non-academic staff are entitled to the same generous arrangements (which goes well beyond the statutory minimum). St Anne’s also has comprehensive policies on various forms of family leave including paternity, parental, flexible working and carers leave. 

4.3
Pay



The College regularly carries out reviews of pay, checking the pay of women and men carrying out work of equal value to ensure there are no pay gaps. A full audit will be carried out in the coming months as part of this scheme. The College also reviews through Equal Opportunities Committee the proportion of men and women in all levels of post throughout the College.

The College participates in salary benchmarking surveys with other Colleges on an annual basis; the findings are particularly useful when examining pay levels for positions where there is only one post holder and no in-house comparator.
5 Staff and Students


The following are matters which affect both staff and students at St Anne’s College:

5.1
Personal Harassment Policy and Procedure

In order to ensure we foster a culture and environment free from discrimination are 
have arrangements in place for dealing with harassment and bullying. In addition we 
have a grievance procedure to ensure that if a person felt they were being unfairly 
treated they are able to have their grievance heard and hopefully resolved through 
internal procedures in the first instance.

We have two trained Harassment Advisors (one male and one female) and JCR / MCR Advisors (one male and one female) to whom students and staff can approach to seek confidential advice and support. 

Additionally St Anne’s College pays for an in house Counsellor who is available to students and staff.

5.2
Childcare at St Anne’s College Nursery


The St Anne’s Nursery was established to ensure that staff and students are able to avail of convenient high quality Nursery care. It is very flexible in terms of the hours of care it provides, offering for both part-time / part-day places as well as full-time care for children from 6 months to 5 years of age. Staff and students at St Anne’s have first priority on places in the Nursery for their children.
In order to assist staff with the cost of child care the College operates a Salary Sacrifice Scheme. There is a student hardship fund which can be applied to by those having difficulties paying the nursery fees.

6
Contractor and Suppliers

St Anne’s College uses number of suppliers and also contracts out some work to external contractors (such as the Gardening). As part of the Gender Equality Scheme St Anne’s will review processes in relation to the procurement of contractors and external service providers. We will assess our current and future service providers and contractors to ensure they meet National legislation and guidelines with regard to Equality.
7 Monitoring and Reporting Data
The HR Officer monitors data for staff gender breakdown on a bi-annual basis for both academic and non-academic staff. Recruitment monitoring and current staff gender breakdown is monitored for positions at all levels in the College. 

Data on student applicants is collected and monitored centrally by the University through the information provided by UCAS (Universities and Colleges Admissions Service). The College gathers data on gender breakdown and progress of accepted students.

Currently the College does not monitor sexual orientation of staff and students. The guidelines from the Equality Challenge Unit and the Higher Education Funding Council for England and Wales advise that universities should only monitor after extensive consultation with interested parties. As part of this scheme the College will consult and review to determine if such monitoring is wanted.
Gender Equality Action Plan:

	Action Area
	Action to be taken
	Responsible persons or committee
	Review Date and Frequency

	Objective a)   Encourage More women to apply for academic and senior positions in College

	Task Force on Academic Employment
	Ensure St Anne’s contributes to the Task Force on Academic Employment and raises gender equality issues
	Senior Tutor, Tutor & Fellows
	Currently

	Recruitment 
	Review the adverts and further particulars of positions
	Senior Tutor & HR Officer
	Immediately

	Career Development Fellowships
	Continue to support the creation of Career Development Fellowships
	Academic Committee
	On-going

	Objective b)   Examine the causes of the gender gap in final examination results

	Research
	Support existing and further research into the causes of the gender gap in finals.
	Academic Committee & Equal Opportunities Committee
	MT 2008

	Student feedback
	Examine the results of discussions with students into what they perceive to be the issues involved.
	Student Group & Equal Opportunities Committee
	MT 2007

	Encourage EQ
	Encourage students to use the Equality Forum to discuss and debate these issues.
	Equal Opportunities Committee
	MT 2007

	Inspirational role model Alumnae
	Invite prominent female Alumnae to become inspirational role models for female students
	Principal, Development Office
	On-going

	Objective c)   Ensuring Gender Equality in all aspects of College Life

	Impact Assessments
	Carry out a review of all policies, procedures and practices to assess their impact if any on gender equality.
	Personnel Committee & Equal Opportunities Committee
	Annually

	Data Monitoring
	Examine data collected from students and staff and review the methods of collection, analysis and reporting monitored data. Establish if monitoring of sexual orientation is wanted.
	HR Officer & Equal Opportunities Committee
	MT 2007, 

bi-annually

	Pay and Benefits Audit
	Conduct a pay and benefits audit to identify any gender gaps in staff remuneration and benefits packages.
	HR Officer, Treasurer & Personnel Committee
	Commencing MT 2007

	Raising Awareness
	Continue to raise awareness of the Harassment policies and procedures and ensure discrimination is eliminated.
	HR Officer, Harassment Advisors.
	On-going from MT 2007

	Contractors and Suppliers
	Check the processes in relation to contractors and suppliers ensure they are complying with Equality legislation.
	Estates Manager and HR Officer.
	HT 2008
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� There are currently two Oxford-based questionnaires: the Oxford Student Course Experience Questionnaire (OSCEQ) for undergraduates and the Oxford Postgraduate Taught Experience Questionnaire (OPTEQ) for postgraduates on taught Masters courses. A third questionnaire, the Oxford Postgraduate Research Experience Questionnaire (OPREQ) for postgraduate research students has been developed and it was intended to distribute this in alternate years from 2006; however, with effect from 2008, OPREQ will be superseded by the Higher Education Academy's Postgraduate Research Experience Survey (PRES).
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