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Copies of this document can be provided in large text or Braille formats as required by contacting the Student Services Team on 01241 432604.

1. Introduction

Angus College is one of the principal community colleges in Scotland.  Our main campus is located in Arbroath with learning centres serving the towns of Brechin, Forfar, Kirriemuir and Montrose.  The College has a high profile in the community and enjoys a very positive reputation for the wide range of learning, teaching and related support services it provides.

The College enrols around 10,000 students annually, with this student group reflecting the diversity of our wider community.  The College employs around 400 staff, again reflecting the diversity of our local community.
Through our Equality and Diversity Policy and related procedures we set a range of clear objectives and approaches to ensure that we encourage and support all individuals, irrespective of disability, gender, ethnic origin, religious belief, marital status, trade union membership or sexual orientation, to develop and fulfil their potential.  By doing so, our students and staff are given an equal opportunity to engage with and benefit from the services we offer and to maximise their contribution to College life and to the future economic success of Angus and beyond.  We now intend to capitalise on and develop further our commitment to equality, through the implementation of this Gender Equality Statement and Action Plan.
As a community College we work closely with other local organisations to eliminate gender discrimination and to promote positive changes in policies and procedures which will result in true equality between male, female and transgender/transsexual/transsexual staff and students.  We recognise and acknowledge that negative attitudinal factors can impinge upon the College experience for both staff and students.  We are aware, therefore, that developments in ethos, culture and attitude are as important as developments in services and the College environment.  By recognising issues and developing our approaches across all of these areas, we aim to enlighten, raise awareness, and enhance the services we offer for the benefit of the whole College community.  Through the steps outlined within this Gender Equality Scheme we outline our commitment as an organisation to embed positive equality and diversity practice for all staff and students within our organisational practice.

2. Legislative Context

The Gender Equality Duty came into effect in April 2007.  This duty requires the College to ensure that its policies and practices as an employer and service provider are effective in addressing the needs of both men and women, including the needs of transgender/transsexual individuals.

The Gender Equality Duty builds upon previous legislation in respect of sex discrimination and equal pay and details the general and specific duties required of the College.
3. General and Specific Gender Equality Duties
Under the terms of the General Gender Equality Duties, Angus College is required to have due regard to, and fulfil, the following general obligations when undertaking its functions and activities.
· To eliminate unlawful discrimination and harassment on the grounds of sex. 

· To promote equality of opportunity between women and men.
Functions include policy-making, service provision, employment matters, and statutory discretion, as well as decision-making.  ‘Due regard’ means that the College should give due weight to the need to promote gender equality in proportion to its relevance.  

The duty requires the College to take action on the most important gender equality issues within its area of activity.
The promotion of equal opportunities between women and men requires the College to recognise that the two groups are not starting from an equal footing and identical treatment will not always be appropriate.
Under the duty the College also has an obligation to eliminate discrimination and harassment towards current and potential transgender/transsexual staff.  This duty will extend to transgender/transsexual service users in December 2007. 

As an educational establishment, Angus College is also covered by the requirements of the Specific Duty which has been designed to help meet the General Duty effectively.  Under the terms of the Specific Duty, the College must produce and publish a Gender Equality Scheme, and must also:
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· Gather information on how their work affects women and men.
· Consult employees, service users, trade unions and other stakeholders. 
· Assess the different impact of policies and practices on both sexes and use this information to inform their work.
· Identify priorities and set gender equality objectives.
· Plan and take action to achieve gender equality objectives.
· Publish a gender equality scheme (GES), report annually and review progress every three years.
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· Publish an equal pay policy statement and report on progress every three years.
4. Current Provision for Equality
Angus College has demonstrated its commitment to the creation of an inclusive working and learning environment for all staff and students, through its existing equality policies, procedures and activities.  The impact of policies and procedures on staff and students from each gender is subject to on-going review and analysis across the whole spectrum of decision making from employment policies and access requirements to learning and teaching strategies.
Student figures for academic session 2005/2006 highlight that 54% of enrolled students are female, with 46% male.  Current figures indicate that 65% of staff are female, with 35% male. 
The College encourages applications for all posts and courses equally from both male and female groups, and operates common and gender neutral recruitment, selection and course admission arrangements. 
Student support arrangements and policies are designed to recognise the support needs of both male and female groups and a range of different intervention and support approaches are adopted to ensure that provision meets the needs of different gender groups. All of these policies, approaches and arrangements are subject to regular and thorough evaluation and impact assessment, and on-going quality enhancement.

Specific individual support arrangements have been put in place to support transgender/transsexual students accessing College. Equivalent support is available for transgender/transsexual staff as required.

The College operates a wide range of flexible employment policies and arrangements which offer male and female staff opportunities to develop and amend their working arrangements to suit their needs.  This includes the provision of maternity and paternity leave arrangements which are significantly in excess of the statutory minimums.

All employment policies and approaches are subject to on-going evaluation, development and impact assessment through direct staff feedback and through formal staff consultative arrangements in place with the recognised trade unions.

The College Equality and Diversity Group have a formal remit to oversee and inform the development of policies and procedures which may have an impact upon different gender groups.  This includes annual monitoring of detailed gender related data in respect of the full range of College activities, services and employment.
Learning and teaching approaches (including assessment practices) are inclusive and can be developed and amended to ensure that student needs are met and a level playing field achieved.  Critical within this however is the recognition that application to a wide range of college courses is not evenly split between each gender.  Most areas of College activity have a disproportionate gender split within them.  Whilst these splits reflect the application base received, it is recognised that the College has a responsibility to proactively encourage course applications from each gender within each area of its operation.
Staff training over the last few years has included training on both general and gender equality issues. 

The College is aware that although progress has been made in highlighting gender equality requirements and approaches more work must always be done to ensure that College culture is fully supportive of and welcoming to, staff and students from either gender and for those who are transgender/transsexual.  The Gender Equality Duty presents us with the opportunity to capitalise on work already done and ensure that there is ongoing quality enhancement within these services and activities.

5. Involvement Developing the Gender Equality Scheme

We have undertaken a range of activities in order to prepare for the implementation of the Gender Equality Duty, and to support and inform the development of this Gender Equality Scheme and Action Plan.
An initial E-questionnaire was developed and issued to all College staff and students.  This questionnaire was also available in different formats, including Braille. The outcomes from this questionnaire were used to identify potential key issues and areas for more detailed discussion through the undernoted involvement approaches.  Overall this survey strongly commended the inclusiveness of College approaches, activities and services.
A range of individual interviews were conducted to obtain specific feedback from those working or studying within what are normally considered “non-traditional” areas for that gender group.  These interviews involved current and former students, current staff and those involved in the provision of specialist support services - such as careers guidance.
Where possible, discussions and feedback through the above noted processes have been undertaken on a face-to-face basis to ensure that the information gained was accurate, focused and genuinely reflected the feelings of those involved in the process. This approach was time-consuming but very valuable in ensuring that the input received could be directly related to the action points and plan arising from the process.  Again, these interviews strongly commended College services, activities and approaches in ensuring gender equality and promoting inclusiveness.
As part of the on-going review and development of this scheme the College Equality and Diversity group will review progress in respect of the Gender Equality Action Plan, act as a focus group in respect of gender issues in respect of College services, and act as an advisory group in respect of planned developments to these services.  The Equality and Diversity group is comprised of a mix of both male and female staff and student representatives.  On-going input will also be sought from a range of stakeholders with an interest in the services provided by the College to each gender group.  Specific links have been established with a transgender/transsexual support group to provide information, advice and guidance to transgender/transsexual students or staff as required.
6. Gathering, Monitoring and Using Information

The College student management information system supports the collection and management of data which is used to monitor the numbers and progress of students from each gender group.  We routinely analyse admission, retention, progression, achievement/attainment, and post course success figures as well as monitoring formal complaints and incidences of bullying or harassment related to gender.
Course Leaders monitor and evaluate the effectiveness of specific learning and teaching strategies on the retention, progression and achievement/attainment of all students.
In addition to this information, a range of surveys, student focus groups, student representative forums and student association activities are used extensively to gather, monitor and act upon direct feedback received from individual students and class groups.
In respect of information gathering and utilisation, the following points and responsibilities are noted.
· In addition to the provision of specialist advice and support for students, the Student Services Team monitors the value and impact of student support activity for each gender group.  Specific individual support arrangements have been developed for transgender/transsexual individuals where necessary.
· The Student Records Team produces annual reports on the recruitment, retention and achievement/attainment of all students based on gender group.
· The Student Development Team undertakes a biennial evaluation of the services it provides to all students, including the support provided to students with disabilities and the provision of specialist services in areas such as dyslexia.  This evaluation includes evaluation based on gender group.
As a result of all of this activity, the College has a large bank of qualitative and quantitative information to access. Analysis of the most recent data (academic year 2005/2006) highlights that overall student retention for female students is slightly above that of male student groups (92.7% compared with 91.7%). Achievement/attainment measured through the positive student outcome measure shows an 89.4% success rate for female students, compared with 88.6% for male.
Along with surveys, questionnaires, interviews and focus group feedback, a mix of gender related quantitative and qualitative data on students and staff will continue to be gathered, monitored and reported on to assess the impact of the Gender Equality Action Plan on gender equality.
6.1
Monitoring the Recruitment, Development, Retention and Experience of Staff
The Human Resources Team collects and monitors data with regard to the application, recruitment and selection, promotion, appraisal, training/continuous professional development, and experience of staff. This data is collected and monitored through:
· equal opportunities monitoring forms at application stage.

· monitoring of staff development/continuous professional development activity requested and undertaken.
· production of annual statistics on the recruitment and retention of staff with disabilities.
· use of staff consultative arrangements to track issues or complaints raised regarding disability;

· incorporation of questions on equality of opportunity experience within staff evaluative and satisfaction questionnaires; and
· involvement of HR Team staff in the College Equality and Diversity Group. This group is chaired by the Director of Quality and Human Resources.

7. Impact Assessment

Under the terms of the specific duty, the College is required to carry out impact assessments on all its current and planned policies, plans, practices and procedures.  Impact assessment will take place to assess whether these policies and practices will have an adverse effect on the College experience for male, female or transgender/transsexual staff and students.  In undertaking impact assessments, the College aims to eliminate gender discrimination, develop inclusive services, encourage positive attitudes, and ensure the development of effective and support opportunities.

All new and existing policies and procedures will be subject to assessment.  For new policies this process will take place at the developmental stage.  Responsibility for the impact assessment of a specific policy, function or service will rest with the Team Leader/Manager responsible for that service.  Staff will be trained in the impact assessment process and where a full impact assessment is considered necessary an appropriate range of stakeholders will be involved in the process.

The following policies and practices will be subject to the impact assessment process.

· Student recruitment, selection and admissions.
· Learning and teaching activity, including student retention and attainment.

· Recruitment, selection, retention and turnover of staff.
· Staff career development and progression.
· Student and staff complaint and grievance arrangements.
· Student and staff disciplinary arrangements.

· Student support provision including funding, learning support, personal support and guidance.

· Estates management practices.
· Quality assurance procedures.

7.1
Impact Assessment Procedure
As an ISO9002:2000 organisation, Angus College carries out a triennial Management Review process which reviews practice and approaches across each aspect of College service on a rolling basis.  The operation and effectiveness of this Management Review process is subject to external audit and review.

To ensure that impact assessment activity is effectively embedded within College practice, this is incorporated within the Management Review process and procedure.  Through this approach, all elements of College service are subject to formal review and impact assessment on a rolling basis, with the documented outcomes of this process subject to external audit and review through the ISO9002 quality system.

8. Review of Equality Scheme and Action Plan
Under the specific terms of the Gender Equality Duty the College is required to demonstrate that the obligations of the general duty are fulfilled.  By law the Gender Action Plan must be reviewed every 3 years. To meet this requirement, and to ensure that the services we provide meet the needs of students and staff from each gender group, Angus College will review its Gender Equality Scheme and Action Plan on an annual basis.  This review will fall within the remit of the Equality and Diversity group, with developments reported thereafter to the Personnel and Quality Committee of the Board of Management. 
The College will take steps to ensure that staff, students and other interested parties have an opportunity to input into this review and to shape and develop the services offered.

9. Gender Equality Action Plan

The undernoted action plan has been developed to support and enhance the services the College provides for male, female and transgender/transsexual students and staff.  This action plan has been developed as a result of the feedback received through the direct involvement of students, staff, and other interested individuals and organisations in the review and evaluation of the services we provide.

In developing and implementing this action plan the College is reinforcing its commitment to:

· ensure a proactive stance in tackling gender discrimination, promoting gender equality and fostering the development and maintenance of parity between male, female and transgender/transsexual people;
· encouraging, supporting and enabling all students and staff to fulfil their potential in an environment which is safe, welcoming and committed to the principle of equality for all;
· developing and maintaining links with other educational establishments, local organisations and former and current staff and students to promote and share good practice in the creation of gender equality;
· incorporating the Gender Equality Scheme into the College’s on-going practice;
· ensuring that the Gender Equality Scheme and Action Plan is monitored and reviewed annually to ensure developments are taking place; to keep abreast of legislative changes; and to be responsive to the individual needs of male, female and transgender/transsexual staff and students;
· involving male, female and transgender/transsexual staff, students and stakeholder organisations in the ongoing development, monitoring and review of the Scheme and the services we offer.

In addition to the undernoted action points, every team across the College monitors, evaluates and enhances the services it provides on a formal basis each year through a team evaluation and operational planning (TEOP) process.  These annual evaluations and operational plans specify a range of improvement actions in respect of individual services and activities and incorporate evaluation and action planning in respect of all strands of equality and diversity practice and legislation.
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ANGUS COLLEGE

GENDER EQUALITY ACTION PLAN

	Area 1
	Staffing

	Issue
	Equal Pay

	Context
	Angus College recognises and supports the ideals and objectives of equal pay as a critical element of fairness and equality within the workplace.  The College operates a gender neutral job evaluation grading scheme for all non-teaching support and management roles across the College, and operates a system of common job families for all academic posts.  The College does not operate any discretionary payment systems or arrangements.

Regular review and monitoring of salary levels are undertaken as part of the annual equal opportunities monitoring arrangements, and payroll and salary policies are included within the College impact assessment arrangements.

	Action 1.1
	The College will prepare a full equal pay statement based around equal pay audit principles.

	Responsibility
	Director of Quality and Human Resources, Human Resource Officer, Staff Consultative Committee

	Timescale/Deadline
	31 August 2007


	Area 2
	Student Recruitment

	Issue
	Uneven Gender Split of Participation Across Curriculum Areas

	Context
	Analysis of gender related data has highlighted that whilst the overall gender split within the College reflects the Angus area, the gender split within most subject areas is disproportionately skewed to one gender or the other.

As a community college, Angus College offers a broad based curriculum and data analysis shown that student application, recruitment and participation within this tends to follow very “traditional” gender lines.  This analysis highlights that College admissions and selection approaches are not having a negatively disproportionate effect on this recruitment, but that course applicants have in most cases self-selected prior to application to their chosen subject area.
Interviews with  students studying within both “ traditional” and “non-traditional” areas for their gender has highlighted that they were aware of the full range of College provision prior to application and applied because of a specific interest within the subject area they were studying.
Gender neutral student guidance and admissions arrangements are in place, and currently a wide range of taster sessions are provided in partnership with Angus schools to give potential students a flavour of a range of different subject areas prior to their making application decisions for College places.
Despite the above, it is recognised that the College has a duty to have “due regard” to the promotion of gender equality within the services it provides, and must take additional steps to encourage and support potential students within “non-traditional” subject areas.


	Action 2.1
	The College will engage further with schools and careers services to specifically encourage and develop the promotion of curricular provision for “non-traditional” gender groups.

	Responsibility
	Director of Curriculum Support and Development, Student Services Manager.

	Timescale/Deadline
	On-going from August 2007


	Action 2.2
	The College will develop promotional materials specifically designed to encourage participation within “non-traditional” areas of the curriculum for each gender.

	Responsibility
	Director of Marketing and Business Growth, Marketing and Design Officer

	Timescale/Deadline
	December 2007


	Action 2.3
	The College will seek external funding to support the development and delivery of specific curricular provision for “non-traditional” gender participants.

	Responsibility
	External Funding Officer, Directors of Learning and Teaching

	Timescale/Deadline
	January 2008 (depending upon funding availability/options arising)


	Area 3
	Staff Awareness 

	Issue
	Feedback from staff and student interviews and focus groups has highlighted that a very small number of staff within the College demonstrate inappropriate language/behaviours in respect of gender equality.

	Context
	Feedback from the vast majority of student interviews and surveys has provided strong evidence that staff demonstrate positive and professional values and approaches in supporting and promoting gender equality.  A very small number of respondents noted, however, that this was not always the case.

Staff are encouraged and supported to attend regular equalities awareness training sessions, and the Teaching Qualification in Further Education contains mandatory elements on professional equalities practice.

Progress on raising awareness of gender equalities issues has been made with College staff attending a range of equality and diversity training sessions.  It is recognised, however, that development and supporting professional practice in respect of all aspects of equality and diversity should be on-going.


	Action 3.1
	The College will develop and deliver essential equality awareness training on a scheduled basis for all staff.

	Responsibility
	Director of Quality and Human Resources, Staff Development Manager, Student Services Manager.

	Timescale/Deadline
	On-Going


	Action 3.2
	All staff will be reminded of the key link between their professionalism, the College community values and positive equality and diversity ethos and behaviours.

	Responsibility
	Director of Quality and Human Resources.

	Timescale/Deadline
	August 2007


	Area 4
	Staff Terms and Conditions of Service

	Issue
	Ensuring that all staff are aware of the range of family friendly policies and service conditions available to them.

	Context
	The College prides itself on the flexibility and support it can offer staff in respect of balancing family and work commitments and offers a range of opportunities in respect of flexible working, maternity, paternity, adoption and other conditions of service benefits.  It is recognised, however, that knowledge of these policies and flexible practice could be enhanced across the College.

	Action 4.1
	To develop awareness of the range of family friendly policies and conditions of service available to staff as part of the overall staff benefits package available. 

	Responsibility
	Human Resource Officer, Director of Quality and Human Resources, Staff Consultative Committee

	Timescale/Deadline
	October 2007. 


	Area 5
	Review and Evaluation of Gender Equality Services

	Issue
	Ensuring the on-going development, monitoring and review of equality and diversity activity and practice across the College.

	Context
	The College currently operates an equality and diversity group which monitors activity, development and impact in respect of College activities and practice across the full equality and diversity agenda.   This group includes a mixture of academic and front-line support staff and students, alongside senior staff with responsibilities for developing the equality and diversity agenda and practice.  This group is led by a member of the College Executive team and reports into the Personnel and Quality Committee of the Board of Management.

	Action 5.1
	The role and remit of this group will be developed to incorporate annual review of the Gender Equality Scheme and Action Plan, alongside comments and points arising from the Disability advisory Group. 

	Responsibility
	Director of Quality and Human Resources, Equality and Diversity Group

	Timescale/Deadline
	June 2007 and on-going. 
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Appendix 1 - Angus College Equal Pay Statement
1. Introduction
Angus College recognises and supports the ideals and objectives of equal pay as a critical element of fairness and equality within the workplace. 
This Equal pay statement outlines how this commitment is enacted and monitored in respect of all posts across the College.
2. Employment Terms and Conditions

The terms and conditions of service of all posts within the College are formalised into one of three sets of terms and conditions of service as follows.

· Academic Staff;

· Support and Management Staff;

· Executive Staff.

Appointment to any post within the College (including salary level and salary placement) is made on the basis of these pre-determined terms and conditions of service.

For part-time posts the College operates a strict pro-rata apportionment of all terms and conditions of service.
Terms and conditions of service for Academic Staff and for Support and Management Staff are determined and developed through established negotiating arrangements with the EIS/FELA and Unison trades unions respectively.  The terms and conditions of service of Executive staff are determined by the Board of Management Remuneration Committee. 

All terms and conditions of service are subject to regular review by the Human Resources Team to ensure that these meet legislative requirements and are applied on a consistent basis which is free from bias.

3. Grading and Salary Placement of College Posts
The College determines the grading and salary placement of all posts on the undernoted basis.

3.1.  Academic Posts

The College operates a system of common “job families” for all Academic Staff posts, on the basis of the posts of Lecturer, Course Leader and Team Leader.  All Academic Staff posts fall within one or other of these roles, with common job descriptions, salary arrangements and conditions of service applied to all postholders within each role.  
The College does not operate any discretionary payment systems or arrangements for Academic Staff Posts.

3.2.  Support and Management Staff Posts

The College operates a gender neutral job evaluation grading scheme for all non-teaching support and management roles across the College.  This evaluation system evaluates the level and requirements of each post across 9 separate gender neutral factors.  The total score achieved through the job evaluation scheme is used to determine the job grade and salary scale applicable to each post.
Within this scheme, the College also operates a range of job families, whereby similar posts (such as all manager posts) incorporate similar ranges of duties and responsibilities.

The College does not operate any discretionary payment systems or arrangements for Support and Management Staff Posts.

3.3.  Executive Staff Posts

Salary and conditions of service arrangements for Executive staff posts are determined by the Remuneration Committee of the Board of Management on a formal basis with reference to the following criteria:
· achievement of College strategic, operational and national objectives;
· quality and financial performance; and 
· comparison with median senior staff salary levels within other similar sized colleges across the Scottish FE sector.  
Salary arrangements for the posts of Principal and Depute Principal are determined on an individual salary point basis, whilst the posts of Director are determined on a common 4 point salary scale.  Movement within this salary scale is determined by the Remuneration Committee of the Board of Management relative to individual performance assessment by the Principal and Chair of the Personnel and Quality Committee made against an established range of gender neutral performance criteria assessed by individual submission and interview with each postholder.

Within this arrangement, all Director posts incorporate a similar range of duties and responsibilities.

4. Monitoring and Ensuring Equality
To ensure that all payment systems are equitably applied and free from bias, the regular review and monitoring of salary levels are undertaken as part of the annual equal opportunities monitoring arrangements.  Information from this monitoring activity is shared with the cross-College Equality and Diversity Group, and is available to the recognised trades unions.

The operation of all College Human Resource and payroll policies are incorporated within the established Equalities Impact Assessment procedures, and all HR and payroll procedures are subject to routing internal and external quality and financial audit. 

A summary of the most recent monitoring information (based on financial year 2006/2007) shows the following in respect of average male and female earnings.
This data is based upon analysis of 2006/2007 mean gross earnings per FTE male/female staff member.
4.1
Academic Staff
· Lecturer Posts, 116.6 FTE – Female staff salaries are 1.27% higher than male staff salaries;
· Course Leader Posts, 28.9 FTE – Male staff salaries are 0.14% higher than female staff salaries;
· Team Leader Posts, 12 FTE – Female staff salaries are 0.69% higher than male staff salaries.
Each of the above differences is within the range of anticipated effect caused by movement within the annual incremental salary scales based upon individual service dates, and (for lecturer posts) by application of salary placement and movement conditions related to achievement of individual elements of the full teacher training qualification.
4.2
Support Staff

Given the range and diversity of Support staff posts, these have been broken down into 3 categories as detailed below. 

· Support and Manual Posts (AC7 and below), 99 FTE – Male staff salaries are 1.35% higher than female staff salaries;
· Professional Support Posts (AC8 – AC11), 12.3 – Female staff salaries are 1.95% higher than male staff salaries;
· Management Posts (AC12), 7 FTE – Male staff salaries are 4.1% higher than female staff salaries.
Each of the above differences is within the range of anticipated effect caused by movement within the annual incremental salary scales based upon individual service dates.

4.3
Executive Staff

· Director Posts – Female staff salaries are 1.75% higher than male staff salaries

The above difference is within the range of anticipated effect caused by movement within the Executive Directors salary scale.

4.4
Summary
From the salary comparison figures noted, it is judged that there are only very limited pay gaps in existence across the College, with all of these being linked to salary progression through established salary scales and in accordance with agreed and approved non-discriminatory employment conditions.

Analysis has noted that there is a tendency for a number of part-time lower paid posts (specifically within cleaning and canteen/kitchen roles) to attract female applicants.  Recruitment and selection to these posts is, however, undertaken on the same gender neutral basis as other posts across the College and salary arrangements for these posts are determined through the same job evaluation arrangements as other support staff posts.  
Discussion with postholders has highlighted that most have been attracted to these posts specifically because of the part-time and term-time nature of many of these posts and the flexibility this allows in relation to family and childcare commitments.
5
Conclusions and Future Steps
Angus College is committed to delivering equal treatment, and eliminating discrimination for all staff.  This equal pay statement outlines how this commitment is enacted and monitored in respect of all posts across the College.
Although identified pay gaps are minimal, and effective arrangements are in place to ensure equity in salary and conditions of service arrangements, the College recognises that it cannot be complacent in respect of these issues.
To ensure that the College treats all staff equally in respect of salary and condition of service arrangements, it will continue to adopt the following approaches in respect of the salary determination, placement and progression of all posts. 

· Ensure that all pay decisions are made with input and advice from trained Human Resources staff, and are made on an open, transparent, and non-discriminatory basis.

· Appoint all new staff at the same point (normally the bottom point) on the appropriate salary grade within the agreed scale for the post in accordance with agreed terms and conditions of service.  Variation from this practice will be undertaken only where there are justifiable and non-discriminatory reasons for doing so.

· Inform staff of how equality practices operate, and how their salaries and salary placement is determined.

· Ensure that all salary scales and grades are determined with reference to the appropriate job family or job evaluation scheme arrangements.

· Ensure that all staff are given equal access to flexible and family friendly working opportunities.

· Undertake annual pay monitoring and reporting of gender related salary and earnings data.

Through these steps it is planned that Angus College will continue to achieve, and openly demonstrate, the provision of equal pay for all postholders across the College.
	Appendix 2 - Gender Questionnaire Summary

	1. Name

	119 Responses

	2. Are you:

	A prospective learner at Angus College
	 
	4
	3%

	A learner at Angus College
	 
	43
	33%

	A past learner at Angus College
	 
	3
	2%

	A member of staff at Angus College
	 
	86
	66%

	Other, please specify
	 
	3
	2%

	3. Gender

	Male
	 
	40
	31%

	Female
	 
	91
	69%

	Transgender/transsexual
	 
	0
	0%

	Total
	131
	100%

	4. Which age band (years) are you in:

	Under 16
	 
	0
	0%

	16-24
	 
	21
	16%

	25-35
	 
	30
	23%

	35-44
	 
	40
	31%

	45-54
	 
	33
	25%

	55-64
	 
	6
	5%

	65-74
	 
	1
	1%

	75 or over
	 
	0
	0%

	Total
	131
	100%

	5. Do you feel that you have ever been discriminated against by the College in respect of your gender?

	Yes
	 
	3
	2%

	No
	 
	127
	98%

	Total
	130
	100%

	
	
	
	

	
	
	
	


	6. Do you know where to go in the College to seek information or help on any gender related issue?

	Yes
	 
	62
	75%

	No
	 
	21
	25%

	Total
	83
	100%

	7. In order to meet the needs of different genders, what in your opinion do you think Angus College should do, do better, or do differently than it already does?

	49 Responses

	8. What in your opinion does Angus College already do well and should remain unchanged in meeting the needs of different gender groups?

	44 Responses

	9. What in your opinion could Angus College actively do to promote equality of opportunity, eliminate discrimination, encourage participation of, and promote positive attitudes towards different gender groups?

	46 Responses

	10. What do you think the College can (or should) specifically do to encourage a mix of students to join programmes which are predominantly studied by only one gender group (eg areas like construction, care or hairdressing)

	51 Responses

	11. Please add any other comments you wish

	12 Responses
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