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Gender Equality Scheme 2010 - 2012

1. Introduction

The University is committed to taking positive steps to eliminate discrimination

in its policies, practices and procedures and this intention underpins the
Universityoés Equal Opportunities Policy.

The Equality Act 2006 amends the Sex Discrimination Act 1975 placing a
statutory duty on public authorities to:

e eliminate unlawful sex discrimination and harassment

e eliminate related harassment

e promote equality of opportunity for men and women

Discrimination on the grounds of gender includes discrimination on the
grounds of gender reassignment. Transgender people are protected from
discrimination and harassment under existing sex discrimination legislation.
The Sexual Discrimination Act prohibits discrimination in employment and
training against individuals who intend to undergo, are undergoing or have
undergone gender reassignment.

This duty applies to al dsewideprovidereander si t y o s
employer. It has two elements, a General Duty as detailed above and

Specific Duties which are intended to assist public authorities in meeting the

general duty.

2. The Specific Duties
The GES requires the University to:

e Consult stakeholders as appropriate in drawing up this gender equality
scheme.

e Develop and publish arrangements for conducting formal gender
impact assessments

e Monitor the gender equality scheme progress and publish annual
reports on progress.

The University has consulted with its stakeholders:
Students and potential students

Staff and potential staff

Contractors

External contacts and stakeholders

Visitors and members of the public

The issues that have been identified to be included in the gender equality
scheme are:

e Equal pay

e Occupational Segregation
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¢ Flexible working and caring
e Training and staff development
e Student underachievement
e Student retention
e Student participation
Progress on the gender equality action plan is reviewed annually.

3. Equality and Diversity

The Universityds principal vehicle
Equality of Opportunity, including gender, is the Equality and Diversity
Committee. This is responsible for ensuring that corporate objectives relating
to equal opportunities are set and met. It is responsible to the Executive
Board for the creation of policies and for pursuing and monitoring these
policies.

The Equality and Diversity Committee is currently chaired by the Deputy Vice
Chancellor and membership of the group includes the trade unions, President
of the StudentséUnion and the chairs of the action groups. In its current form

membership of the Equality and Diversity Committee, 50% of its membership
is female (Feb 2010).

There is a specific promotion group for gender that also includes transgender
and sexual orientation issues that is currently chaired by the Dean of Built
Environment and Engineering. The objectives of the group are:

e To ensure that equality issues related to gender, gender re-assignment
and sexual orientation are treated seriously and sensitively by the
University

e To ensure equality of opportunity and eliminate harassment for all our
community including gender, gender re-assignment and sexual
orientation

e To provide specialist advice on gender and sexual orientation issues
for the University® equality impact assessment process as appropriate.

The structure of the Equality and Diversity Committee is outlined below:
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Diagram 2 i How other gender groups relate to the Gender and Sexual Orientation Action Group

Membership of the Gender and Sexual Orientation Action Group is available
to any staff or students who have an interest in this area and wish to
contribute ideas to promote good practice.




The University of Bolton attendsBo |l t on Counci |l 6s Gender

Caring Committee meetings. The University is a distribution point in Bolton
for the Lesbian and Gay Foundation offering access to free information and
resources.

4.1 The University as an employer

4.1.2 Priorities for action

Under the Sex Discrimination Act, Equal Pay Act and Equality Act, the
University has a legal duty to promote equality of opportunity between women
and men in employment, training, pay and benefits. Our priorities for action
for staff are equal pay; occupational segregation; flexible working and caring;
and training and development.

4.2 Workforce profile

The University of Bolton is committed to having a workforce that reflects UK
society. According to the Office of National Statistics 49% of the working
population is female (Office of National Statistics, 2006).

Staff Gender Profiles 2008 - 2009

Female Male Female Male
31/07/09 31/07/09 31/07/08 31/07/08
Academic 123 188 112 180
17.70% 27.05% 16.57% 26.63%
Managerial 10 17 10 18
1.44% 2.44% 1.48% 2.66%
Professional 235 122 238 118
33.81% (17.55% 35.21% 17.46%
Total 368 327 360 316

52.95% 47.05% 53.25% 46.75%

Tablel i Staff Gender Profiles as at 31 July 2009 compared to 2008 by staff type - N.B. % calculated as a proportion
of the total workforce (headcount)

At present the gender split within the University of Bolton is 47.05% male and
52.93% female (not including a-typical staff) as at 31 July 2009. Of the

Uni ver si ty 6 92.960aWwoe fuptrme &nd 7.021% work part time.
75.76% of our female staff work full time and 24.24% work part time. This
compares with the higher education sector as overall in 2007/08, women were
in the slight majority at 53.2%.

A-typical staff includes part time hourly lecturers, temporary supply staff
consultants and visiting lecturers. Of these, 54.29% are male and 45.71% are
female.

Gender by staff type

Sex



Gender by staff type - full time staff Gender by staff type - fractional full time staff
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Chart 1 - Full time staff by FTE as at 31 July 2009 Chart 2 - Fractional full time staff by FTE as at 31 July
2009

When comparing gender by staff type to the higher education sector
(2007/08), women were more than likely than their male colleagues to be
working part time in both academic and professional and support roles.

Within professional and support occupations, women were more than twice as
likely as men to be working part time. Overall, women made up to 46% of full
time staff in 2007/08 compared with 67.6% of part time staff.

The University of Bolton monitors its workforce profile to determine whether it
is offering equality of opportunity and treatment to male and female
colleagues by a staff diversity survey.

Work has progressed on recruitment and selection data monitoring by gender
at application, short listing and appointment stages. This data has been
analysed for the 2008/09 academic year.

100

m AME
mBCT
W BEE

W HSS
= CMRI

Chart 31 Recruitment by School and Research Centre showing application, shortlisted and appointed status by %
from 1 August 2008 to 31 July 2009



Chart 3 identifies recruitment including academic, research, and professional
staff plus part time hourly paid lecturers within Schools. All Business School
(BIB) recruitment during 2008/09 has been subsumed into the School of
Business and Creative Technologies (BCT) due to the merger with the School
of Games, Computing and Creative Technologies (GCCT).

Health and Social Sciences (HSS) continues to attract mainly female
applications at 100%. Business and Creative Technologies (BCT) attracted
26.31% female staff (26.66% female candidates short listed) with 37.5%
females appointed to posts. When comparing the Business School prior to
the merger with GCCT in respect of academic posts there appears to be a
higher proportion of women appointees due to two female appointments in
lecturing within Accountancy (includes part time hourly paid appointments).
GCCT prior to the merger recruited for two academic posts and 3 Knowledge
Transfer Partnerships with 100% male appointments. Knowledge Transfer
Partnerships (KTP) enable recently qualified graduates (known as a KTP
Associate) to work out in companies managing a challenging and exciting
project that is central to the development needs of their company, placing the
Associate in a high profile role. Of the three KTP posts they attracted
23.53%, 66.67% and 10% female candidates.

The School of Built Environment and Engineering (BEE) continues to attract
mainly male applicants to its academic posts with 83.33% male applicants.
Comparing short listed candidates 75% of them were male and 60% male
appointments were made within BEE. The Centre for Materials, Research
and Innovation recruitment was for Postdoctoral Research Fellows that
attracted 4.76% female applicants with 12.5% of female candidates short
listed.

Arts, Media and Education (AME) attracted 56.67% male applicants
compared to 43.33% female applicants with 42% of short listed candidates
declared as male with 45% of males appointed to AME posts.

Chart 4 covers recruitment for professional and manual staff in departments
other than School and Research Centres within the central services.

Manual staff recruitment is mainly for cleaning staff with caretaking staff

classified as professional stRetriitmennder t he
for cleaners posts attracted 38.39% male applicants compared to 56.56%

female applicants with 57.14% of males appointed to posts compared to

42.85% female appointments made to cleaning posts.



® Manual

W Professional

Chart 4 - Professional and manual staff recruitment by application, short listing and appointment status by % from 1
August 2008 i 31 July 2009.

Statistics on appointments by gender during 2008/09 are identified in Table 2
with a comparison to 2007/08.

Female Male Female Male

31/07/09 [31/07/09 31/07/08 31/07/08
Academic 19 19 14 9

26.39% 26.39% 0.16% 10.59%
Managerial 0 0 0 2

0.00% 0.00% 0.00% 2.35%
Professional 18 16 33 27

25.00% 22.22% 38.82% 31.76
Total 37 35 47 38

51.39% 48.61% 55.29% 44.71%

Table 2 - Gender Staff Data i new starters 1 August 2008 i 31 July 2009 i NB % calculated as a proportion of the

new starter workforce (headcount)

There were 30 female staff leavers and 23 male leavers from 1 August 2008
to 31 July 2009. The reasons for leaving by gender are illustrated in the
following chart.
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Leavers - reasons for leaving by gender by FTEs
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Chart 5 - Staff who left the employ of the University by reasons for leaving by gender as Full Time Equivalents (FTES)

Academic

Managerial

Professional

Total

Female
31/07/09
9
16.36%
0

0.00%
21
31.18%
30
54.55%

1 August 2008 i 31 July 2009.

Male
31/07/09
12
21.82%
1

1.82%
12
21.82%
25
45.45%

Female
31/07/08
8
11.26%
1

1.41%
23
32.39%
32
45.07%

Male
31/07/08
11
15.49%
3

4.23%
25
35.21%
39
54.93%

Table 3 - Gender Staff Data i leavers 1 August 2008 i 31 July 2009 i NB % calculated as a proportion of the
leaver& workforce (headcount)

Of the 53 staff leavers from 1 August 2008 to 31 July 2009, 5.6% staff

perceived that they had either withessed or experienced discrimination,

harassment or bullying, however, none of these staff made any complaints
Universityos
aware of them. 1.8% of staff who left perceived these incidents as gender

under t he
related.
4.3 Equal Pay

Dignity

and

Implementing equal pay between male and female colleagues carrying out
equivalent jobs is a crucial step towards ensuring gender equality.

11
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The University implemented its job evaluation outcomes during 2009 and is
currently dealing with the review and appeals of these outcomes. The
Higher Education Role Analysis (HERA), which is competency based,
analyses roles to link reward, recruitment and development, improve pay and
grading systems, performance management, career development and
planning. The recognised trade unions, UCU and UNISON have been kept
informed and involved in discussions about the application of role gathering
and evaluation of jobs across the University of Bolton.

The University has also purchased equal pay software and intends to conduct
an annual equal pay review to ensure that there is no discrimination between
women and men in the workplace. The aim of such an audit is to assess
whether there is any evidence of pay gap between the different genders within
the University. It is our intention to see whether there is any discriminatory
practice in terms of remuneration policy or its execution and develop action
plans to ensure discrimination does not exist.

In carrying out its equal pay audit, the University will take into account any risk
of direct or indirect discrimination through the remuneration policy in such
issues as entry salaries, promotion pay and pay progression. It will examine
certain allowances and bonuses to see whether they are equally available to
all and, if they are only given to some colleagues, whether this is done in a
non-discriminatory manner. It will also identify any discrepancy in pay
between women and men, ethnic groups and on the basis of being able
bodied or disabled. If there are any discrepancies found, these will be
investigated to consider what the explanatory variables might be.

The delay in implementation of HERA and University restructures has delayed
this work.

4.4 Occupational segregation

Occupational segregation occurs when men or women predominate in a
particular job. Horizontal segregation can crowd women into female
dominated occupations and industries, sometimes at lower rates of pay than
men who have similar levels of skills but have jobs in a different type of work.

The University of Bolton is committed to recruiting from the widest pool of
talent available and the recruitment and selection of staff is impact assessed
on a regular basis.

Since the last Gender Equality Scheme the occupational codes have changed
and the University now use the HESA Code definitions so it is not possible to
compare the 2007 data with current data exactly like for like.

The areas that women were under represented in the previous Gender
Equality Scheme were at technician/technical level where 17% of them were
female (Nov 06) and caretaking where 19% of them were female (Nov 06).
Data that was collected under the previous definition of technician/technical is
re-defined under several HESA codes. Areas of under representation are
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shown in Table 4. All identify the over representation of men in these
occupations.

HESA Definition Female | Male %
%

A. Laboratory and Engineering, Building, IT and Medical | 16.61 83.39
Technicians

B. Chefs, Gardeners, Electrical and Construction Trades, | O 100
Mechanical Fitters.

Table 41 Identifying the over representation of men in the technician and technical categories of staff as at 31 July
2009

Comparing this data to the higher education sector (2007/08), A. had a male
representation of 65.1%, and B. had a male representation of 83.3%.

The caretaking definitions are now split up into two definitions. Based on this
data Caretakers/Wardens are 14.2% female to 85.71% male and the
Caretakers/Residential Wardens definition has 100% male representation
although only one member of staff is in this defined group. All identify the
over representation of men in these occupations.

Women were over represented at Administrator level in 2006 with 91% of
them female and 98% of cleaners were female. Male to female cleaning staff
data has improved with males accounting for 16.27% and females 83.73%.
The HESA definition of Cleaners includes Maintenance Workers which may
account for the higher proportion of male staff. The Administrator definition
has changed into four HESA definitions. Areas of under representation are
shown in Table 5. All of them identify over representation of women in these
occupations.

HESA Definition Female | Male %
%

C. Non-Academic Professionals 65.72 34.28

D. Student Welfare Workers, Careers Advisors, 84.3 15.7

Vocational Training Instructors

E. Library Assistants, Clerks and Administration 90.34 9.66

Assistants

F. Secretaries, Typists, Receptionists and Telephonists 100 0

Table 571 Identifying the over representation of women in the administration related categories of staff as at 31 July
2009

Comparing this data to the higher education sector (2007/08), C. had a female
representation of 57%, D. had a female representation of 73.4%, E. had a
female representation of 79.2% and F. had a female representation of 92.8%.

When making higher education comparisons for cleaning staff 59.6% are
female and 40.4% are male.
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The University of Bolton is committed to equality at senior levels and access
to senior management roles for women. Under the HESA definition of
Managers, representation is 38.47% female and 61.53% male.

At Dean of School level, 50% are female (Feb 2010) an improvement from
40% in 2006 however this may be due to an organisational restructure from
five to four Schools of study. At Principal Lecturer level, 52% are female and
at Professor level, 16% are female.

In general within the higher education sector (2007/08) representation of
women was lower in academic senior grade groups. In the professor and
head of department grade group, women made up 18.7% of academic staff.

Gender by HESA Definition by FTEs

200 A
180 o
160
140
120
100
80
60
40
20

BF

LR

Managers

Academic Professionals
Laboratory, Engineering, ...
Student Welfare Workers, ...
Artistic, Media, Public...
Secretaries, Typists,...
Chefs, Gardeners, Electrical...

Caretakers/Wardens
Caretakers, Residential...
Cleaners, Catering Assistants,...

Non Academic Professionals
Library Assistants, Clerks and...

Chart 6 1 Gender by HESA definition quoted as Full Time Equivalents (FTEs) as at 31 July 2009.

The Uni vemwmiteetmgnmbgrship by gender is included below in Table
6.

Committee Male Female
Executive Board 70% 30%
Strategic Development Group 77% 23%
Institutional Sustainability Review Group 63% 37%
Vice Chancell ord6s St af f50% 50%
Human Resource Development Group 38% 53%
Technology and Infrastructure Committee 80% 20%
External Relations Committee 71% 29%
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Environmental Sustainability Group 70% 30%

Health and Safety Committee 42% 58%

Equality and Diversity Committee 45% 55%

Table 6 7 Committee membership by gender i as at August 2010

Benchmarking statistics for staff by gender within the Higher Education sector
can be found in section 5.8.

4.5 Flexible Working

4.5.1 Caring Responsibilities
The University of Bolton has reviewed its maternity, paternity and adoption
policies to take account of the significant changes due in 2009 and 2010.

The University of Bolton pays maternity and paternity pay which is in excess
of the statutory minimum. In our first GES the maternity return rate was 99%
(all of them returning to their substantive posts); double the national average
of 47% (Equal Opportunities Commission). This has return rate remains
unchanged.

The University of Bolton also offers a paternity leave policy, which allows
fathers to take leave from work to assist their partners in looking after their
new-born babies. The University of Bolton also offers an adoption leave

policy.

Take up of the right to request for flexible working was initially not high with
between one or two requests received per annum. This has now increased to
six requests per annum all made by female staff that included two Senior
Officers and one head of department. All these requests were related to
childcare rather than looking after elderly relatives and include three staff who
requested flexible working when returning from maternity leave.

No requests for flexible working were received from Academic staff, however,
it is possible that reductions in hours have been approved by Directors that
have not been requested through the formal Request for Flexible Working
procedure, the reason being that it may not be practical or inflexible for this
type of staff and/or service. The same principle may also apply to non-
academic staff. Promotion on family friendly policies/procedures and requests
for flexible working procedures is included on the Management Development
programme (Sickness Absence Management, Promoting Positive Mental
Health and Managing a Flexible and Diverse Team modules).

Some promotion on this option for elderly care has been identified and staff

leaflets will be published during 2010. Work conducted on supporting carers

in Bolton is to be integrated into the University as partofBol t on Counci | 0s
multi-agency strategy. Data collection on caring responsibilities is not

collected as part of the annual staff data collection exercise; however, this is

under review. Data collected from the 2006 Diversity Survey indicated that of
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the 36% respondents, 17% care for children up to age 15 and 9.7% care for
elderly relatives with 16% non-disclosure.

A salary sacrifice child care voucher scheme with Sodexho was set up with
effect from March 2007. Since its implementation 14 academic staff (7 female
and 7 male) and 10 non-academic staff (9 female and 1 male) have taken up
childcare vouchers.

4.5.2 Other flexible working
The University of Bolton6 s exi sting fl exible working pol
to request to work flexibly regardless of their personal circumstances.

The University currently offers a portfolio of different working patterns such as
part time hours, annualised hours, compressed hours, job-sharing, staggered
hours and term-time working.

Requests for secondment both within and external to the University of Bolton
can be made by staff and are considered on a business needs basis.

The University piloted a flexi-time system in the Library which was initiated in
April 2005. This pilot was very successful and continues to operate.

Flexitime and home working are currently offered on informal departmental
arrangements; however, the Universityd & committed to a programme of
reviewing employee benefits including flexible working. Once the HERA
implementation, review and appeals processes are complete, the University
will review harmonisation of terms and conditions. This is included in the
action plan.

4.6 Training

4.6.1 Mentoring

The University has engaged in the mentoring of staff particularly in its work
with female academic staff in science, engineering and technology subject
areas.

In order for the University to realise its goal of developing and supporting staff,
the provision of mentoring will be made available across the University as a
formal part of induction, with an induction mentor, and ongoing professional
development with a professional development mentor.

4.6.2 Diversity Training

Changing attitudes and behaviours is essential to making diversity training
successful and in 2006 the University launched an experiential approach to
Diversity Training, delivered by a theatre company. This training is delivered
by Theatre-And, an innovative training, development and creative
presentation company who incorporate drama-based training techniques to
deliver a series of workshops identifying different equality strands, including
disability, to focus on driving behavioural and attitudinal changes .

4.6. 3 Training and Staff Development Participation by Gender Data
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