UNIVERSITY OF BRADFORD GENDER EQUALITY SCHEME

Section 17.  Action Plan

	Key Stage
	Action
	Outcome
	Responsibility
	Timescale

	Recruitment:

Staff


	Review of wording of job descriptions/ person specifications to ensure gender neutral language with emphasis on skills

Research the impact of anonymisation of application forms so that skills, experience and abilities are the key focus of recruitment

process

Evaluate and extend modern apprenticeships in technical and craft, and Estates and Facilities roles
	Removal of unwitting bias or positioning of roles to reduce gender polarity in employment at the University

Removal of unwitting or deliberate bias at shortlisting stage

Encourage more women into non traditional roles (and increase the number of young people employed to balance the University’s age profile)
	Personnel

Personnel

Personnel/Estates and Facilities
	31 July 07

Paper to EDC in Autumn 2007

31 March 08

	Recruitment:

Students

Pre-Admission
	Bradford Academy to work with SoEDT/SoH/SoL to promote non traditional career routes to young people in Bradford District

All Schools with high gender polarity in student base to review web content and imagery to encourage under-represented gender to consider their area for study

Extend FAIRER initiative to other Schools with high gender polarity in student base


	Erode stereotypical views and choices about routes of education and careers

Reduce gender polarity of student base

Encourage young people to consider alternative options before making traditional route choices for study


	SLED/SoEDT/SoH/SoLS

All Schools with less than 30% of one gender represented in their student base

Relevant Schools
	31 March 08

1 October 07

31 March 08

	Staff Progression

Student Progression
Training and Development


	Active co-opting of women into Committee places

with additional positive action via CULM to encourage women and black and minority ethnic staff.

Explore feasibility of funding for research into career aspirations and underlying decision making of men and women employed at the University and views of options currently open to them

Target women to participate in management development programme – MA in Public Administration

Impact Assessment of Progression processes to ensure that unwitting barriers do not exist that deter or exclude one gender, including aspects of work valued and contributing to promotion

Explore the extension of student monitoring to include gender disaggregated statistics on:

Progression from year one to two

Classification of Degrees

Progression to post graduate awards
Explore relaunch of Springboard programme of training to encourage women to develop their potential in the workplace

Review of existing diversity training programmes to ensure content is comprehensive and development of workshops to raise awareness and increase understanding of transgender issues

Explore feasibility of establishing a specific network for transgender staff and students


	To increase the number of women involved in the decision making processes of the University

University will be better informed about its workforce and potential barriers, actual or perceived, which in turn will inform future policy making or amendment to existing policy

To increase the number of women who are able to move into education leadership

Increased applications for promotion from women

Improved information on gender to inform learning, teaching and assessment strategies

Increased career development of female staff members

Improved awareness, understanding and empathy for transgender issues within staff and student body

Provide support for transgender staff and students and a forum for issues to be discussed and formally raised
	Committee Chairs

Director of Human Resources
PVC Learning and Teaching
Personnel

Registry/MIS 
People Development/Equal-ity Unit
Equality Unit/People Development
Equality Unit
	Implementation in Sept 2007

31 December 07

1 October 07

31 December 07

31 March 08

1 October 07

1 October 07

1 October 07

	Equal Pay
	To complete Equal Pay Review by 31 May 07, produce report on  findings and follow through with appropriate action.

To undertake EPR every three years
	To remove any pay inequalities previously undetected

As above
	Personnel/Equality Unit

As above
	31 May 07

	Family Friendly Policies:

Students

Staff

Culture of Work and Study

Staff


	To review assessment policy and practice to ensure these take account of family friendly legislation and measures

To monitor uptake of family friendly policies by both men and women

Raising awareness of importance of dignity at work, culture of respect towards colleagues, raising profile of Harassment Contact Persons Network

 
	Identify reasonable adjustments to increase participation of students with caring responsibilities

Provide information to assess effectiveness of policies and enable appropriate action to be taken

Improvement in workplace culture and greater respect  where needed for female members of staff

	PVC Learning and Teaching
Personnel

Equality Unit
	31 March 08

31 December 07

31 December 07
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