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Foreword 

Cardiff University is strongly committed to disability equality and to the positive promotion of equality in everything we do.  The core values articulated in our strategic plan and vision foreground our strong commitment to a culture based on dignity, courtesy and respect and to equality and diversity.

In reviewing the Disability Equality Scheme the University has aimed to look at both the achievements made through the implementation of its previous action plan and the work required in order to develop and build on these achievements. 

The involvement of disabled staff, students and stakeholders has emerged as a key issue for the ongoing review process and for the progress of the disability equality scheme.  The University looks forward to providing many more events and opportunities for involvement in the future.  Only through involvement can we understand and address the real issues as these are experienced by our disabled staff, students and visitors.  Only through involvement can the work of the University can be targeted to make improvements that will have measurable beneficial outcomes for the University community. 

Cardiff University looks forward to meeting the challenge of providing continuous improvement of provision for disabled people and to providing an environment where all staff, students and stakeholders can reach their full potential on an equal basis and without disabling barriers. 
Professor Terry Threadgold

Pro Vice Chancellor for Staff and Diversity
Section 1 - Mission, Vision & Strategy 

Introduction
This Disability Equality Scheme forms part of an over-arching University Equality and Diversity Strategy and Policy which aims to embed the promotion of equality and diversity across all activities of the University.  The scheme explains how the University will work to meet the objective of embedding disability equality within University culture and working practices over the next three years.  It also outlines the processes by which the success of the scheme will be monitored so as to ensure that consistent progress is made towards the development of a University community which is genuinely inclusive of disabled people. 

Policy statement

Cardiff University is committed to developing an inclusive culture based on the values of dignity, respect and courtesy and with a commitment to equality and diversity.  The University will demonstrate that it supports and values the inclusion of disabled people across the full range of University activities by:

· creating a work and study environment which is accessible to disabled people;

· enabling disabled staff and students to reach their full potential through access to development opportunities and meeting specific access and support requirements; 

· continuing to involve disabled people in the development of relevant University strategies, policies and working practices; 

· promoting its values through external partnerships and working closely with our partners;

· complying with legislation prohibiting disability discrimination and promoting disability equality.

How this Scheme relates to the University vision and mission

The vision and mission of Cardiff University are to be one of the world’s leading universities with an academic community recognised for its international distinction and impact.  The Executive Summary of the University Strategy states that:
“The driving forces behind our Vision are our commitments to achieving the highest international standards in research and education and to providing a rich and varied research-led environment where all staff and students can achieve their full potential to the benefit of the wider community and society as a whole.”
The Strategy’s key Values include the following commitments:

· We have a culture based on dignity, respect and courtesy;

· We have a strong commitment to equality and diversity;

· Our policies set out our commitment to a positive working and learning environment that enables all to achieve their potential.
Key areas of activity covered by this Scheme

The development of this Disability Equality Scheme supports the key strategic objectives of the University in relation to research, learning and teaching, and innovation and engagement.  It provides a plan of the steps the University will take to ensure that it promotes equality, and makes reasonable adjustments for disabled people, in each of these areas.  In particular, it seeks to enhance the University’s capacity to:

· retain, develop and recruit talented staff; 

· attract, admit, support and retain high quality students;

· develop a high-quality physical and technological infrastructure;

· work with stakeholders for the wider benefit of society;

· ensure effective governance and management; 

· improve communications and public relations strategies.
This is the first revision of our first Disability Equality Scheme (2006-9) and reflects the progress that the University has already made to promote disability equality. Progress against the previous DES and action plan has been regularly monitored and reported to the Equality and Diversity Committee. Details of progress to date may be found on the Equality and Diversity pages of the Governance and Compliance website.  While progress has been made, it is recognised that through monitoring and review activities priorities for future work and actions have been identified.  This has been considered as part of developing priorities for the Action Plan.  This new scheme for 2009-12 and its future revisions will continue the process of mainstreaming the promotion of disability equality into the wider working practices of the University. 

Implementation

It is recommended that Council, as the governing body which holds ultimate responsibility and accountability for ensuring that the University meets these legal duties, should approve the Disability Equality Scheme and oversee its effective implementation.

Integrated Equality approach 

This Disability Equality Scheme sits alongside the University’s Race, Gender and Welsh Language Schemes and supports the overarching Equality and Diversity Policy.  The University also has policies on sexual orientation, dignity at work and study and religion and belief.  The University is currently working on incorporating these Schemes into an integrated single equality scheme. 

Section 2 - The legal framework 
Who is covered by the legislation?

Definition of disability

For the purposes of this Scheme, the term ‘disability’ follows the definition of the Disability Discrimination Act 2005, ‘a physical or mental impairment which has a substantial and long-term adverse effect on ability to carry out normal day-to-day activities’. This definition includes, but is not limited to, mobility and sensory impairments, Specific Learning Difficulties, Learning Disabilities, mental health difficulties, long term health conditions with ongoing or variable effects such as pain or fatigue, progressive conditions (such as Multiple Sclerosis), cancer, HIV and AIDS from point of diagnosis, and a past history of disability.
The social model of disability
This scheme is based on the adoption of the Social Model of Disability.  The social model recognises that while many people have physical or sensory impairments, learning difficulties, mental health needs or other long-term health conditions, it is the failure of society to take account of these differences which disables people and prevents them from participating fully in work, social and public life.  
Institutional Disability Discrimination: 
“The collective failure of an organisation to provide an appropriate and professional service to people because of their disability.  It can be seen or detected in processes, attitudes and behaviour which amount to discrimination through unwitting prejudice, ignorance and thoughtlessness”.  (Based on the Stephen Lawrence Inquiry definition for Institutional Racism, 1999)
The value of Disability equality
Cardiff University’s efforts to identify and remove barriers to full participation of disabled people within the institution are not only based on principles of social justice and inclusion, but also on an understanding that the University will be less likely to be regarded as an attractive employer or place of study by disabled or non-disabled people or to capitalise on the full potential of current staff and students, if it does not create an inclusive culture in which diversity is valued and supported.

This scheme recognises the opportunities for the University to promote equality between disabled and non-disabled people, positive attitudes towards disabled people, and the participation of disabled people within public life across these areas of activity. 
Promoting disability equality: the ‘Disability Equality Duty’

In 2005, the Disability Discrimination Act 1995 was amended to create a positive duty on public authorities to promote equality of opportunity between disabled and non-disabled people.  This means that, in the way that they carry out their functions, public authorities must have due regard to the need to: 

· Promote equality of opportunity between disabled and non-disabled  people;

· Eliminate unlawful disability discrimination including disability-related harassment;

· Promote positive attitudes towards disabled people;

· Encourage participation of disabled people within public life;
· Take steps to take account of disabled peoples’ disabilities, even where that involves treating disabled people more favourably than other people.

The Act also introduced specific statutory duties on public authorities to produce and publish a Disability Equality Scheme, to implement the action plan contained within the scheme and to report on progress against the plan.

The definitions of Disability Discrimination and harassment are included in Appendix 2. 
Section 3 - Development of this Scheme
How disabled people have been involved
Disability Equality Scheme Working Group

A working group of the University Equality and Diversity Committee was set up to review this scheme. This group was chaired by a Pro-Vice Chancellor. Membership included academic and support staff representing a wide range of University activities and services. It was also considered vital that a number of members of the group were disabled staff members and the Students Union ‘Students with Disabilities Officer’ and the president of the Students Union’s ‘Students with Disabilities Association’ were also members of the working group. 
Involvement event 
The University held an involvement event for staff, students and stakeholders to identify key issues that was facilitated by the Cardiff and Vale Coalition of Disabled People. The event included a presentation by the Pro-Vice Chancellor for staff and diversity and a progress update. The main part of the event was the targeted focus groups looking at staff, student and access issues. The key issues raised in the event have been used to directly input into the DES Action Plan. A summary of key issues arising from the involvement event are listed in Appendix 3.
Feedback from the event and the staff network indicates that further meaningful involvement is required that is facilitated and resourced as a core element of the Disability Equality Scheme including electronic consultation to avoid engagement fatigue. 
Feedback from staff networks (disability & working carers) 

The Disability Staff network and Working carers network have been involved in providing an input into the Disability Equality Scheme.  A request for input was sent directly to these groups as well as issues raised during group meetings being included as the basis for developing actions for the DES Action Plan. 

Estates Consultation Group feedback 

Feedback from the Estates Consultation Group, which is a group set up by Estates and attended by disabled staff and students to discuss access requirements and issues has been used to inform the Disability Equality Scheme and Action Plan. 

Information collected to review this Scheme 
The working group collected and used a range of internal sources of evidence in order to inform the development of the scheme and the priorities for action within it. These sources were:

Disability Contacts and Equality and Diversity Contacts feedback 

The Disability Contacts are a group of representatives from schools that are in place to support disabled students (and for some schools disabled staff).  The Disability Contacts attend regular meetings with the Disability and Dyslexia Service enabling information to be disseminated between Schools and the Service on issues related to supporting students.  The Equality and Diversity Contacts attend regular meetings with the Equality and Diversity team and provide two way information to the Equality team bringing information from schools and directorates to meetings and cascading information back to their schools/directorates.  Both groups were asked for input into the development of the scheme.  Some schools provided feedback on the review of the DES directly through their School’s Equality and Diversity Committee. 

Feedback asked for on notice board 

A general request for input into the review of the Disability Equality Scheme was posted on the University’s electronic announcement board that is available for all staff with access to a PC.  The Trade Unions were also asked to feedback on the Draft Disability Equality Scheme.
Monitoring data

The University’s monitoring data report, produced in GOVRN, was used to inform this Disability Equality Scheme.  The report includes key monitoring data including: 

· Staff equality monitoring data relating to impairment type and long term health issue , including staff profile by job role and type of contract and success rates in recruitment; 

· Student equality monitoring data relating to impairment type and long term health issue, including overall student profile by type of disability and by academic School, overall applications data, progress and attainment data and first year destination data, Student complaints information;
· Data on members of the University’s Council
The University’s Positive Working Environment Staff Questionnaire
The PWE staff questionnaire provides data on staff experiences and opinions on a range of issues relating to their employment that can be disaggregated to compare results from disabled and non disabled staff.  The questionnaire also provides specific feedback on equality and diversity issues including harassment and bullying. 
Project Q – Student Questionnaire 

Disaggregated data from Project Q – the University’s annual survey of the initial student experience of applying to Cardiff and enrolling at the University;

Disability & Dyslexia Service Questionnaire - Annual Evaluation for Support Worker Service Academic year 2008 - 2009

Impact assessment data 

Information from completed impact assessments has been used to inform the Disability Equality Scheme and Action Plan. 
Informal feedback

Informal questions and complaints have been raised with the University Equality and Diversity Managers (GOVRN and HRSHE)

Research qualitative and quantitative data available e.g. Disabled Students and Higher Education DIUS Report 2009, ECU Statistical Report 2009, National Student Forum Annual Report 2009, University Challenge (MS Society) Investigation 2009, BBC ‘Ouch’ Student Diaries. 
A summary of key issues identified are included in Appendix 3.
Cardiff University will continue to work with disabled staff and students and relevant stakeholders, including partner organisations, to ensure effective progress and communication of its Disability Equality Scheme.  Data from staff and student surveys are gathered and analysed on a regular basis to implement improvements that will benefit the University community.  

Regular update reports will be provided to the Disability staff network on progress with the Disability Equality Scheme and an update report will be compiled on an annual basis.  The Disability Equality Scheme Working Group will continue to meet to consider progress against actions.  Staff and student opinion surveys are run on a regular basis and results from these will be incorporated into progress reports where relevant. 

Community Links and Partnerships 

The University has links with many local community groups including:
Cardiff and Vale Coalition of Disabled People (CVCDP)

Cardiff University has worked with CVCDP on a number of occasions to address disability related issues and issues relating to the promotion of disability equality.  
The School of Social Sciences has a memorandum of understanding with CVCDP to ensure the involvement and participation of service users and carers on committee meetings, interview panels to select social work students and the provision of lectures and facilitation of seminars.
Skill Wales

Cardiff University is represented on Skill Council via the membership of the Disability and Dyslexia Manager.  The Disability and Dyslexia Service Manager is the current Chair of Skill Wales.
Section 4 - Access to Higher Education 

Background 
In developing this Scheme, the University has sought to understand and respond to the social context of past discrimination and disadvantage faced by disabled people. In particular, this Scheme has drawn on evidence of the participation and experience of disabled people within higher education.
Students and Higher Education - ECU report 
The Equality Challenge Unit’s Statistical Report 2009 indicated that the proportion of students disclosing a disability has risen from 5.5% in 2003/04 to 7.3% in 2007/08.  The proportion of students who did not disclose their disability status has also dropped from 2.3% to 1.9% in the same period.  Across all levels of study a higher proportion of first-degree students (8.3%) were recorded as having a disability than ‘other undergraduates’ (7.1%) and postgraduates (4.8%).  There was a higher proportion of women disclosing a disability across all categories apart from ‘autistic spectrum disorder’ and the highest category declared was ‘a specific learning difficulty e.g. dyslexia (49.3%). 
Just over half (59.3%) of first-degree qualifiers known to have a disability obtained a first or upper second class honours degree compared with nearly two thirds (62.0%) of those not know to have a disability
.  The percentage for obtaining a first or upper class second degree was lowest (44.4%) for part-time first-degree qualifiers known to have a disability. 

The activity profile for leavers known to have a disability is fairly similar to those not known to have a disability however over half of leavers without a disability (56.2%) were in full time work compared to under half (49.2%) of disabled leavers. 

Disabled Students and Higher Education – DIUS report 

At age 16, disabled students tend to have lower GCSE attainment than those without disabilities.  They are less likely to be studying for level 3 qualifications (including A levels) and at ages 18 and 19, less likely to have attained such qualifications. 
Proportions of applicants, accepted applicants and students enrolled who declare a disability, have increased over time but this may also be due to improved declaration and recording data. 

Disabled people are considerably less likely to be in HE by the age of 19 than NON disabled people.
Disabled HE students tend to have lower qualifications on entry than non Disabled people, and they are more likely to have entered HE through non-traditional routes. Their age upon entry tends to be higher. 

Cardiff University Demographics 
Cardiff University’s monitoring data shows that in 2008/9, 1,559 (6.3%) of students disclosed a disability.  This shows a small annual increase since 2005/6 when 1,310 (5.8%) of students disclosed a disability. 
HESA data for 2006/7 indicated that Cardiff University had a lower percentage of students than the Welsh University average, and slightly higher percentage than the Russell Group average. 

Over half (50.2%) of students enrolled in 2008/9 had disclosed a specific learning difficulty, such as, dyslexia.  Students disclosing a mental health condition such as depression had risen from 3.1% in 05/06 to 4.4% in 08/09.  The Information refused data (for identifying the type of impairment) also showed an increase from 0.9% in 2005/6 to 4.4% in 2008/9. 
The admissions procedure data indicates that 6% of applications in 2008/9 were from students who had disclosed a disability, Offers made for the same year was 5.8%, offers accepted 5.9% and unconditional firm offers 6.1%.  This is a fairly similar pattern to the previous 2 years. 
For 2008/9 numerically the highest number of students applied to the School of nursing and midwifery (204 applications), Cardiff Business School (197 applications) and Cardiff School of Social Sciences (155).  Looking at the percentages for the same year the highest percentage of applications for each school from students disclosing a disability were for the School of Religious and Theological studies (11.9%), the School of Earth and Ocean Sciences (8%) and the School of Welsh (7.3%).
Monitoring data is included in the monitoring data report in Appendix 4.
Student Progression & Attainment
Progression
The numbers for disabled students transferring from their courses at Cardiff University for 2006/7 and 2007/8 indicate that there has been no transfers and only 0.3% transferred in 07/08 and 08/09.  The numbers that have withdrawn and are absent in the same period are low however, as the number of disabled students are also fairly low these categories show a slightly higher percentage than non-disabled students, particularly for absent.  The numbers failed are also low but are again slightly higher (by about 1-2%) for disabled students over the 4 years (2005/6 – 2008/9). We are currently in very early stages of collecting and reporting this data and will require further analysis of this data. 

Attainment 

Figures for attainment for 2006/7 and 2005/6 indicate that disabled students are slightly less likely to receive a first or upper second class honours degree than non-disabled students.  There is a higher percentage of disabled students achieving lower second class honours degrees and third class honours. 
Monitoring data is included in the monitoring data report in Appendix 4.
Feedback from student responses to Project Q, the University’s survey of student experience of application to enrolment at Cardiff University did not differ significantly from those given by non-disabled students.  The numbers for responses from disabled students were very low, however, most rated their overall experiences of applying to Cardiff University as ‘Very good’ or ‘good’.  Nearly three quarters of disabled students had also rated the support from the Disability and Dyslexia Service as ‘very useful’ or ‘of some use’. 
Analysis of student complaints data showed a small number of situations in which the complaint related to disability discrimination.  None of the individuals making formal complaints filled in their equality monitoring forms.  Informal concerns were also reported through other mechanisms e.g. advice requests from Equality and Diversity Managers, Disability Contacts, via the Disability Staff Network. 
University Projects and Services
Disability and Dyslexia Service

The Disability and Dyslexia Service provides advice, information and guidance for potential students, applicants and current students on issues related to disability and University studies.  Information and advice is provided to University staff working with disabled applicants and students and the Service liaises with staff across the University to ensure reasonable adjustments are put in place for individual students.  The Disability and Dyslexia Service is based on both the Cathays and Heath Park Campuses.

The Disability and Dyslexia Service consists of: a manager to co-ordinate and develop the service, two Disability Advisers, a Mental Health Adviser and a Dyslexia Co-ordinator.  The Service provides learner support via the Study Skills Service, which provides one to one study skills tuition and has one full time tutor and four sessional tutors, and the Support Worker Service, which provides note taking, mobility and library support.  The Assessment Centre Cardiff is based in the Disability and Dyslexia Service, and has two full-time and two part-time assessors to carry out Disabled Students’ Allowance Needs Assessments.  The work of the Disability and Dyslexia Service is supported by four administrators. 

The service also draws as required upon the services of a number of external specialists including Educational Psychologists, National Autistic Society Cymru and study skills tutors.

The Disability and Dyslexia Service contacts all applicants who have disclosed a disability once an offer has been made to ensure reasonable adjustments can be made at the earliest opportunity.  The team provides information and advice to disabled applicants and students on disability funding, how to access support and on reasonable adjustments.  The Service has a dedicated Mental Health Adviser for students with both short and long term mental health difficulties and specific services to students with dyslexia include carrying out initial screening and arranging full dyslexia/SpLD assessments. 

Student Counselling Service
The student counselling service provides support to students with mental health issues.  Services include individual counselling, groupwork, bibliotherapy and computerised cognitive behavioural therapy packages. The service has bases at Cathays and Heath Park Campuses. Student Counselling Staff also support Academic Schools to manage the needs of students with mental health issues and are involved in the development of University policies to address these needs.

Network of Disability Contacts in Schools

Cardiff University has established a network of Disability Contacts across its Academic Schools.  The objectives of the development of the network were to improve the internal co-ordination of assistance for disabled students and enhance support to staff in their interaction with disabled students.  The network continues to operate on active basis, with Contacts acting as a link between the School and the Disability and Dyslexia Service, receiving disclosures of disability within Schools, providing information and advice to prospective disabled students, providing information and advice to colleagues on meeting the needs of disabled students, and sharing ideas and good practice across the network. 

Information Services 

Information Services, which delivers the University’s IT and library provision, has a wide range of services in place to support disabled users.  There is a full network of Disability Contacts across the University Library Services, whose details are available on the Information Services webpages ‘Services and Assistance for Disabled Users’.  These pages also include information on access to libraries and computer rooms, and details of the range and location of assistive hardware and software. 

A Web Accessibility Officer is in post to ensure that accessibility is integrated across the University website.  Information about accessibility can be found by clicking ‘Accessibility’ which is a footer on every page of the University website. 

Improving CU campus accessibility
Estates continues to carry out work to improve the accessibility of the University campus, making reasonable adjustments both reactively to meet the needs of individuals and proactively to bring the estate up to standard.  

A comprehensive access audit and maintenance condition survey of all Pool teaching rooms has been completed and a report of deficiencies produced.  A range of improvement work has already been completed and a programme of future work has been set up to address outstanding issues and bring the rooms up to standard. Information on pool room accessibility and facilities can be found at http://www.cardiff.ac.uk/estat/accessibilityinformation/index.html and any issue regarding the accessibility of University buildings can be reported to Estates by e-mailing estate-accessibility@cardiff.ac.uk. 

Estates has set up a consultation group composed of disabled building users, students and staff, to establish accessibility guidelines for improving access for existing buildings, for designing new buildings and for major refurbishments.
The Careers Service
The University Careers Service provides information specific to disabled students on its web page.  This information includes details on how to contact the Careers Service should a student with a disability want to request reasonable adjustments in order to access career consultations and workshops.  Information is also available to students regarding the 'drop-in' facility with a dedicated Career Consultant in relation to 'disclosure' when applying for job opportunities. Careers Service publications are also available entitled 'Should I Disclose a Disability to a Potential Employer?' and 'How to Identify Disability and Diversity Friendly Employers'.  These booklets are available in hard copy from the careers service as well as the option to down load from their website.  The Service also offers a Hearing Loop facility in its seminar room for hearing impaired students, as well as tailored workshops, as those delivered by Remploy, during the academic year.  In addition to this, there is the facility of disabled parking to the back of the Careers office, and the provision of careers literature in alternative formats on request.  Finally, up-to-date publications outlining the Disability Discrimination Act, and information on employers who are members of the Employers Forum on Disability is also available.
Inclusive Curriculum 
Cardiff University has established an Inclusive Curriculum Working Group as a sub group of the Learning and Teaching Committee with the aim of supporting every learner within an inclusive learning culture and ensuring that everyone involved in learning and teaching activities can benefit from and make a full contribution, to the intellectual life of the University.

The vision of the project is to achieve an inclusive curriculum at Cardiff University, a curriculum which is designed to value the diversity of students and staff, to anticipate and provide for a range of student learning needs, and to maintain high academic standards within a culture of dignity, courtesy and respect.

The aim of the project is to support academic schools in reviewing the inclusivity and accessibility of their practices in learning, teaching and assessment, and in implementing an action plan to promote equality.
The Inclusive Curriculum Project is concerned with policies and practices relating to learning, teaching and assessment, and is founded on the conviction that good inclusive practice is just good practice.  It aims to eliminate discrimination and to promote equality in relation to disability, gender, ethnicity, nationality, sexual orientation, religion or other philosophical belief, and age.  Its focus on groups traditionally underserved, by higher education, also makes it part of the sector’s efforts at widening participation.
The project also looks at promoting dignity and respect between students and between staff and students (including respect towards staff) and encouraging students to respect diversity and difference. 
Widening Access 
The University has a strategy to widen participation that recognises the importance of providing encouragement, information and support mechanisms for students who may not have considered Higher Education as an option.  The widening access agenda targets underrepresented groups in higher education providing information on accessing higher education and opportunities available. 

In order to identify any barriers to higher education, matters relating to applications and offers, will need to be kept under review to ensure that any adverse differential treatment is identified. 
Section 5 - Access to employment in Higher Education 

Background information/Demographics 

Students and Higher Education- ECU report 

The Equality Challenge Unit’s Statistical Report 2009 indicated that 2.7% of the staff who disclosed their disability status in 2007/08 declared a disability.  This was up from 2.4% in 2003/04. 
Representation of disabled staff was lower at higher academic grades than at lower grades, 2.1% of staff at professor/head of department grades were disabled compared with 2.4% at lower grades.  

The pay gap between disabled and non-disabled staff was 3.4% in favour of non-disabled staff however overall pay gaps across the three categories of gender, ethnicity and disability has reduced over the period 2003/04 to 2007/08. 
Cardiff University Employment Data 

The monitoring data report, for November 2009, indicated that at this time 3.7% of employees had declared a disability.  This is an increase from 1.4% in 2007 and 2.8% in 2008. It is thought that the increase in 2008 is partly due to the initiative carried out to improve disclosure.  The percentage in 2009 is higher than the DL Piper benchmarking data average of 2.6% for the HE sector. 

The monitoring data report, for 2009, at Cardiff University, indicates that the average percentages of staff disclosing a disability, is higher for directorates than the average for schools at 4.07% and 3.31% respectively.  Some of the smaller academic Schools have no staff who have declared a disability. 
At Cardiff University there is a lower representation of disabled staff in academic, managerial and professional roles at 3.45% than in operational/support roles at 4.54%.  In common with national trends, Cardiff has an under-representation of disabled people within senior roles. 
The recruitment monitoring data for 2007/08 indicated the following: 
· That the percentage of disabled applicants applying for Academic/ Managerial or Operational / Support staff vacancies is very similar to the overall percentage of 2.67%;
· In terms of applicants that withdrew at some stage of the process, this figure (4%) is significantly higher than the norm;
· Similarly, the number of disabled applicants that received an employment offer but declined it was even higher (5.4%);
· the number of disabled applicants turned down after interview (4%) was also higher than the total percent of disabled applicants;
· the number turned down before interview was slightly less (2.5%) and the number of disabled applicants employed was higher than the norm at 4.4%. 

The above findings would imply that, although ultimately more disabled candidates are successful, there does seem to be a high incidence of withdrawals of disabled candidates from the recruitment process, including a high number that have turned down job offers.  The University will need to explore the reasons for this. 

Employment initiatives 

Guidelines on Reasonable adjustments 

The University’s Human Resources division has produced guidelines for staff and managers on reasonable adjustments and access to work to assist with a positive and consistent approach to the provision of reasonable adjustments for staff. The guidelines are available on: http://www.cardiff.ac.uk/humrs/staffinfo/policyprocedures/dda1995.html
Flexible Working/ Worklife Balance Scheme 

The University is committed to ensuring that Cardiff University provides and sustains a positive working environment for all its staff to flourish and achieve in pursuit of the University’s vision to be a ‘world leading’ university. As part of this commitment, the University has developed a flexible and responsive framework of procedures to support staff in managing their work and personal commitments wherever possible. 
Flexible working arrangements are currently implemented in response to requests from individuals in line with the University’s published policies. 
The University’s Worklife Balance Schemes can be found on the Human Resources web pages: http://www.cf.ac.uk/humrs/staffinfo/policyprocedures/index.htm
Occupational Health 

Occupational Health provides an independent confidential service to Schools/Directorates, Human Resources at all levels, and to individual employees. Referrals are received from Line Managers, Human Resources or directly from individual employees themselves. 

Occupational Health works with employees and Line Managers to provide advice and recommendations guiding both long and short term reasonable adjustments. This can be disability workplace assessments, PEEP’s, legal compliance, fitness to practice assessments, and from a functional perspective providing managers (having obtained appropriate consent), with likely impact of progressive impairments if applicable to enable suitable proactive planning. Advice is also given in relation to both the existing DDA requirements and the anticipated Equality Bill. Advice does not only take a medical approach to impairments, but also looks at removing barriers and promoting access in the workplace through reasonable adjustments. 

Occupational Health can provide a range of support for new and existing staff. Staff do not need to have been on sickness absence or feeling unwell to contact the Occupational Health advisers. Occupational Health can advise Line Managers and Human Resources on the appropriate adaptations which are reasonably practicable for the work environment. Where appropriate, staff may be referred by Occupational Health to Access to Work (for financial grants towards approved costs that arise from a disability) or to organisations which support people with disabilities at work.  The main contact in Occupational Health is Mrs Helen Rodway, Occupational Health Adviser, email: RodwayH@cf.ac.uk however all Occupational Health Advisers are trained to provide advice on disability related issues. 

In providing this support effective working channels exist with Safety, Estates, Security, Human Resources, Staff Counselling and INSRV as well as with external agencies such as Access to Work, Shaw Trust, GP’s, Community Mental Health Teams and with the Commission for Equality and Human Rights. This support extends from job application, throughout  their employment at Cardiff University and if necessary their ill health retirement. 

The Occupational Health service also works with Human Resources to generate guidance which can be found on the Human Resource and Occupational Health websites relating to what is a reasonable adjustment and how to progress reasonable adjustments. 

The Counselling Service

The University has a free counselling service for all staff and students. The counselling service provides a range of activities and one-to one sessions for all staff. The service has also received accreditation from the British Association for Counselling & Psychotherapy. The Counselling Service continues to promote its services to all staff and students including under-represented groups in order to ensure equality of access to this service.
Career progression 

Cardiff University is committed to the training and development of all staff. As part of the appraisal process the training and development needs of staff are considered on an annual basis.  The procedure has been designed to promote equal treatment of staff members
Equality Training 

A key instrument for promoting equality throughout the University is its provision of training and development for staff on a wide range of equality and diversity issues, which include disability. Some academic courses also deal with such issues.
In addition, the University is bringing in new on-line equality and diversity training. This training will be customised by the Equality and Diversity Manager-HR and is linked to the Positive Working Environment website, which includes specific resources on equality. The use of the on-line training has been endorsed and will be promoted by the Vice-Chancellor 

Recruitment and promotion

The University is committed to ensuring fair and effective recruitment and promotion for all staff and to developing policies and strategies that promote equality of opportunity and a positive working environment for all staff. 

The University has incorporated equality and diversity provisions into its recruitment and selection procedures and training, career support provision, staff appraisal process, promotions procedures, training and development opportunities and work-life balance policies. In addition key policies have been included in the equality impact assessment process and data from completed assessments and equality monitoring reports has been used to develop future priorities. 

Cardiff University is active in implementing the RCUK Concordat to support the career development of researchers. The principles of the concordat relate to treating research staff fairly and elements of the concordant directly relate to equality and diversity both in ensuring that recruitment and selection decisions are not discriminatory and based on merit and to ensure that the nature of contracts do not discriminate against specific groups. 
An update on progress with employment and staff actions is included in the Disability Equality Scheme update available on the Governance and Compliance web pages. 

The University has taken into consideration this employment monitoring data when developing priorities for the Disability Equality Action Plan. 

Section 6 – Monitoring Arrangements
The University collects the following monitoring data to analyse and publish in its annual reports: 
· Staff equality monitoring data relating to disability, including staff profile by job role and type of contract and applications and success rates in recruitment 

· Student equality monitoring data relating to disability, including overall student profile by type of disability and by academic School, overall applications data, progress and attainment data and first year destination data and Student complaints information;

· Data on members of the University’s Council

Information relating to student satisfaction and the student experience is collected via Project Q and can be disaggregated to provide information relating to disability. Information relating to staff experiences and employment issues will be collected via the Positive Working Environment questionnaire. 

University employment, student and Council membership monitoring data is included in Appendix 4.
Monitoring data will be used to inform policy development and support the assessment of the impact of policies on staff and students and to measure progress against objectives in the annual review of the policy and action plan. Data provided by UCAS and HESA on the admission and progress of students and recruitment and career progress of staff will be used for benchmarking purposes. 

Monitoring data will be published as part of the progress update on this scheme on an annual basis and will be presented in accordance with the University’s Data Protection Policy to ensure that individuals are not identifiable. 

Multiple discrimination and intersectionality issues 

As with all equality issues it is impossible to look at disability in isolation when considering the needs of individuals and groups. Gender, ethnicity, age, nationality, religion or philosophical belief and sexual orientation and socio-economic status as well as many other factors may also be relevant when considering disability equality issues. As well as different disability groups having varied experiences and outcomes in higher education and employment within the sector, equality research has identified that disabled people from BME backgrounds may be much less likely to disclose a disability. Age at entrance into higher education may also be a particularly relevant factor for disabled people. It is also important to note that case law provides protection from discrimination for carers of disabled people ’by association’. This will be incorporated into statute if the Equality Bill is agreed. 
In looking at initiatives and actions the University will define inclusiveness in its wider sense when considering opportunities to reduce inequality and promote equality and good relations. 

Section 7 – Responsibilities 
Responsibilities

All staff, students and stakeholders are responsible for the positive promotion of equality and good relations and to foster a culture of dignity and respect.  All members of the University community are expected to adhere to the University’s Dignity at Work and Study Policy and to challenge discriminatory behaviour when they encounter it. 

The Pro Vice-Chancellor for Staff will provide leadership in the operation and implementation of the Disability Equality Scheme and Action Plan.

The Council will hold ultimate accountability for the effective implementation of this scheme and ensuring the University complies with the requirements of Disability legislation including the Disability Discrimination Act 2005. 
The Governance Committee is responsible for monitoring the level of compliance with mandatory requirements of legislation. 

The Equality and Diversity Committee is responsible for the monitoring, the development and implementation of strategies for ensuring legal compliance and best practice in all matters relating to equal opportunities and diversity and for the annual review of the Disability Equality Scheme and its action plan.

Heads of Schools/Administrative Directorates will be accountable, as part of this scheme, for ensuring that their School/Administrative Directorate strategies and annual business plans take into account the requirement to achieve the general and specific duties under the DDA 2005.  Equality and Diversity Contacts will provide a support role to Heads of Schools and Administrative Directorates. 

The Governance and Compliance Division is responsible for maintaining the scheme and co-ordinating the action plan.  The Equality and Diversity Manager, Governance and Compliance, will provide assistance and guidance as a first point of contact on the implementation of this policy and action plan. 
Under the Disability Discrimination Act 1995 and 2005, individuals can be held personally liable for acts of discrimination.

Section 8 – Future Priorities for Staff / Employment

The following areas of activity based on Involvement Equality Impact Assessment outcomes, staff survey results and staff monitoring data have been prioritised by the University as relevant to the promotion of Disability  equality (employment) for the next 3 years:
Recruitment - The recruitment team will be undertaking an impact assessment on the Recruitment and Selection procedure by March 2010.  Any implications identified in respect of Disability in Recruitment, will be addressed.

Equality Training - Based on a recent evaluation of the University’s Equality and Diversity training uptake a report was presented to the E&D Committee in May 2009. The E&D Committee recommended that the working group should be established to address the findings and to consider whether the University’s current provision and methods of delivery were appropriate and sufficient. A part of the work of the group a training matrix outlining the key equality competencies required at different levels including for managers will be developed and training to meet requirements identified. 
The working group has been established and chaired by the Pro-vice chancellor for staff and diversity to consider the E&D training provision and uptake throughout the University. The remit of the group is: 

· to survey current provision and levels of participation in E&D training across the University;
· to map training requirements according to job roles and areas of work, taking into account the need to differentiate content for groups such as senior management, teaching staff, line managers, or those with a customer service role;
· to consider the potential for addressing E&D competences and training needs within personal development reviews;
· to make recommendations to E&D Committee which will ensure future provision meets the needs of all members of staff.
Promotions- Initial screening of the academic promotion Schemes of Assessment indicated that a full impact assessment was not required.  However, we have continued to review, following the end of each promotions cycle, outcomes by gender, ethnicity and length of service.  To date we have not included disability in this analysis as the numbers are too small.  The outcomes for last year are currently being  reviewed and disability will be included in this analysis as there has been an increase in the number of staff who have disclosed a disability.  The analysis at the end of the 2009/10 cycle will also extend to looking at success rate for those submitting additional information regarding specific individual circumstances, which includes flexible working arrangements or limitations on speed of working arising from a disability, ill-health or injury.  
PWE - The data from the PWE staff questionnaire disaggregated to compare results from disabled and non disabled staff needs further review, and will be used, if relevant, to support future HR policy development.  
PCUTL – There will be an impact assessment of the Postgraduate Certificate in University Teaching and Learning (PCUTL) once sufficient equality and diversity data has been collected.  From September 2009 participants will be given the opportunity to complete an Equal Opportunities monitoring form to enable this process to be undertaken.   
Sickness and Absence - We are currently reviewing the University’s Sickness Absence Procedures, developing Absence Management Standards and revising the University’s Capability Procedures for Staff on Grades 1- 4.  As part of the drafting and consultation on these procedures we are currently consulting with the Staff Disabilities Network to ensure any issues they have inform the drafting process and are considered by the Working Group.  These procedures are currently being Impact Assessed.
Staff Personal data Audit   - As part of the Staff Data Audit, a number of staff have indicated that they wish to speak to someone in HR in respect of disclosing a disability or in respect of a disability that has already been disclosed.  This process will then assist in ensuring any reasonable adjustments are considered and implemented where appropriate.
Work in respect of reasonable adjustments - Building on the work already undertaken in respect of setting up a dedicated web link which specifically addresses how to access reasonable adjustments within the University and provides links to external support agencies.  This year we will be monitoring the use of this website and requesting feedback on its effectiveness and making improvement where necessary.
Monitoring - We will continue to monitor HR procedures against all the equality strands including disability to identify adverse impacts.
Actions relating to these priorities are included In the Action Plan (attached). 
Section 9 – Future Priorities (Students) 

The following areas of activity, based on Involvement activities, Equality Impact Assessment outcomes, student survey results and background information collected (see above) have been prioritised by the University as relevant to the promotion of equality (Students) for the next 3 years:
Involvement

· Continuing involvement through holding regular involvement events


· Holding specific involvement event for students for specific schools and on specific issues

· Working with the Students Union to gather input on relevant issues

Communication

· Improving the University web site to ensure information is relevant, comprehensive and easy to find

· Ensuring the University’s communication strategies take into account good practice and specific requirements 

Training 
· Ensuring that staff at all levels receive equality training including disability equality training to better understand requirements of disabled students including department/personal tutors 

Enrolment & Induction
· Review the information specifically aimed at new students to ensure it includes relevant information for disabled students
Consistency across Schools
· Consider the way adjustments are usually recorded and communicated across schools

· Provide information, support & training  to schools to conduct EIA’s on priority areas
· Implement the Inclusive Curriculum Project across Schools including curriculum reviews

Student disclosure and confidentiality
· Ensure that information is communicated to students about the benefits of disclosure and how the information is used, including confidentiality 

Actions relating to these priorities are included In the Action Plan attached. 
Section 10 – Governance and Management Priorities

The following areas of activity have been prioritised by the University as relevant to the promotion of Disability equality (Governance) for the next 3 years:
Involvement 
· Holding regular and targeted involvement activities to inform the Disability Equality Scheme 
Impact assessments and embedding equality and diversity 

· Complete development of a prioritisation and implementation programme

· Ensuring equality and diversity implications of decisions are effectively considered 

Quality assurance

· Ensuring effective mainstreaming of equality and diversity aims and improvements 

Representation on Committees 

· Monitoring diversity of committees

· Consider positive action initiatives

· Ensuring a fair nomination and selection process

· Ensuring Equality and diversity implications of decisions are effectively considered

· Fair, transparent and jargon-free conduct of business

Procurement 

· Ensuring that the provisions for procurement and outsourcing comply with equality requirements 

· Reviewing the procurement procedure to consider how equality elements will contribute to the evaluation and selection process 

Promoting good relations

· Developing links with local communities

· Developing events and initiatives that promote equality and diversity and promote an understanding of disability equality

Communications 

· Ensure equality and diversity issues are considered as part of developing a clear communications strategy for the University 
Monitoring
· Working to improve data available on student progress and attainment 
· Considering options and implementing actions for the effective analysis and use of equality monitoring data 
Actions relating to these priorities are included In the Action Plan attached.
Section 11 - Planning and Decision Making 
Considering Equality and Diversity Implications

Committees and members of staff involved in project planning and decision making must pay due regard to the requirements of the Disability Discrimination Act (and other equality) legislation and to the University’s Disability Equality Scheme, action plan and monitoring information reports. 

All Senior Officers and Heads of Directorates and Schools should take the Disability Equality Scheme (and other equality and diversity policies) into account when reviewing and impact assessing their key policies, functions, processes and mechanisms. 
Arrangements for conducting impact assessments

Cardiff University is committed to ensuring that individuals and groups are not discriminated against or disadvantaged as a result of the development or implementation of any of its policies or procedures.  The University is committed to assessing the impact of all policies on disabled staff and students.  This impact assessment will be carried out as part of the Equality Impact Assessment process across a range of equality strands including disability. 

Cardiff University has a comprehensive Equality Impact Assessment Toolkit in place and general and bespoke training options available for staff carrying out Equality Impact Assessments. 

A number of Equality Impact Assessments have been carried out on key policies during the last Disability Equality Scheme.  In 2008/09 The equality and Diversity Managers (GOVRN and Human Resources) have been working with the University LEAN Team to initiate the mapping and prioritising of University policies, practices and procedures for equality impact assessment across a number of equality strands. An Equality Impact Assessment prioritisation plan has been developed with the University’s LEAN Team in order to ensure planned and consistent progress.  The project was agreed by the Equality and Diversity Committee.  A number of schools and directorates now have agreed plans in place to carry out equality impact assessments across all relevant policies and procedures.  This will be followed up with the remaining schools and directorates and support will be provided. 
As part of the next steps for impact assessments the University will develop a central information resource for those responsible for carrying out impact assessments that will also provide a space for publishing completed assessments. 

Questions have been integrated within Quality Process Review questionnaires which are used by Quality Assurance staff to assess the systems that Academic Schools have in place to meet the requirements of Quality Assurance.  These questions have been designed to enable Schools to develop an information-base from which equality impact assessments can be conducted.  Questions relating to equality have also been incorporated into the University’s Project Management Framework which is used to deliver all major and many smaller projects across the institution. 

The University has developed guidelines on considering Equality and Diversity Implications of agenda items that have been forwarded to all committee secretaries and chairs.  The terms of reference for all committees have been amended to state: 
 ‘To ensure that, in conducting its work, the XXX Committee will integrate consideration of equality and diversity issues into each item of business, with a view to valuing and promoting equality and diversity and eliminating discrimination.’ 

The University’s Inclusive Curriculum Project has been embedded within the Learning and Teaching Support section of the Registry since 2003.  The project officer engages in a dialogue with groups of staff from academic Schools to review an aspect of the curriculum, identify potential barriers for disabled students and prospective students, and take action to remove them.  It is noted that this approach adopts an equality impact assessment model. 

Procurement 

Many of the University's programmes and services are delivered in partnership with external bodies.  Some of these organisations are public bodies, for example, further education colleges, schools, local education authorities, hospitals etc and so will have their own Disability Equality Policy, but others are private sector organisations.  The University will publish its Disability Equality Scheme to these bodies and where appropriate will seek confirmation that they will comply with the requirements of the DDA Act and the University's policy. 

Section 12 - Promoting Positive attitudes 
Cardiff University embraces its responsibility to promote good relations, ensuring that all members of the University and visitors to the University are treated with dignity and respect.  The University recognises that the multicultural and diverse community of the University provides a valuable opportunity for its members to learn with and about people from a diverse range of backgrounds, cultures and religions.  The University will encourage development and involvement in events, activities and learning opportunities aimed at promoting diversity and good relations. 

Cardiff University is committed to supporting, developing and promoting equality and diversity in all of its practices and activities.  The University aims to establish an inclusive culture free from discrimination and based upon the values of dignity, courtesy and respect. 

Cardiff University’s Positive Working Environment initiative aims to promote equality and diversity and to provide an environment based on dignity and respect for all staff.  The goal of Positive Working Environment is to create an atmosphere where all members of staff feel valued, supported and encouraged to reach their full potential.  The University will develop a positive working environment for all of our employees where:

- People feel valued and enjoy positive working relationships;

- People work in a safe, supportive, responsive and accessible environment;

- The health and wellbeing of employees is promoted and supported.

All staff are treated fairly and with dignity, courtesy and respect, and where diversity is celebrated.  The University has also developed a Dignity at Work and Study Policy and guidelines. Its objectives are to: 
· promote a positive University environment in which people are treated fairly and with respect;
· encourage all university staff and students to play a role in creating and maintaining an environment in which harassment, bullying and victimisation are understood to be unacceptable forms of behaviour;
· provide a framework of support for University staff and students who feel that they have been the subject of harassment, bullying or victimisation;
· ensure that allegations of harassment, bullying or victimisation are addressed fairly, with respect for the rights and dignity of all those involved;
· identify the appropriate formal processes by which complaints can be raised.
Section 13 – Communications and publications
The University publishes information, advice and guidelines aimed at staff and students on a regular basis. It is the aim of the University to provide accessible, inclusive information that takes into account any specific information or format requirements that would be relevant to disabled people (and other equality groups) when developing communication information.  Any member of staff developing information for staff and students or external audiences is encouraged to include mainstream relevant equality information into these publications e.g. access information, how to obtain information in alternative formats, specific advice for disabled staff/students.  Staff are also encouraged to use images and examples that represent the diverse community of Cardiff University in their publications.
Section 14 – Positive action 
The Disability Discrimination Act 2005 requires public organisations to take steps to take account of disabled peoples’ impairments and long term health issues, even where that involves treated disabled people more favourably than other people. With this in mind, Cardiff University will look to ensure that a range of positive action options are considered particularly where differential or potential adverse impact has been identified e.g. via monitoring data or equality impact assessment outcomes. The University’s equality impact assessment toolkit includes questions relating to positive action opportunities and a number of positive action initiatives are considered when looking to address underrepresentation e.g. considering training and mentoring opportunities for staff. 
Section 15 – Complaints, dealing with harassment & bullying  

Harassment, bullying, victimisation and discrimination are unacceptable forms of behaviour which will not be tolerated by Cardiff University. 
Dignity at Work and Study 

The University aims to establish an inclusive culture free from discrimination and based upon the values of dignity, courtesy and respect.  Every person has a right to be treated in accordance with these values. 
The University has a network of dignity advisers to provide advice and support to staff. Dignity Advisers are members of staff who have been trained to offer confidential, impartial, one-to-one advice and support to people having issues with harassment or bullying.  They will help staff feel supported, gain a better understanding of their rights and options. Further information can be found on the University web pages:
http://www.cardiff.ac.uk/govrn/cocom/equalityanddiversity/dignityatwork/index.html
Complaints 

A copy of the Procedures for the Resolution of Students' Concerns/Issues is available from the Governance and Compliance Division and through the appropriate web link: http://www.cardiff.ac.uk/govrn/cocom/student/index.html
Information for students about making a complaint is also available in the Student Complaints Procedure in the Academic regulations Handbook: http://www.cardiff.ac.uk/regis/sfs/regs/index.html
or the Residences and Catering Customer Care Policy on the Residence and Catering website: http://www.cardiff.ac.uk/resid/resources/Customer%20Care%20Policy.pdf
The staff grievance policy and procedure is available on http://www.cardiff.ac.uk/humrs/resources/FinalGrievancePolicy.doc
Harassment and bullying 

Any member of staff or student who believes that they are being harassed or bullied on the grounds of disability should follow the procedure laid out in the Dignity at Work and Study Policy.

Cardiff University will take action to eliminate discriminatory behaviour against individuals or groups including harassment and bullying. The University will deal promptly with any incidents that are reported to the University in accordance with its Dignity at Work and Study Policy and Procedure. 

The University offers support and advice for students and staff who believe that they have been harassed, bullied or discriminated against. This includes advice on making a formal complaint. Students can seek advice from heads of department, student support, the students union or the Equality and Diversity Unit, Governance and Compliance Division. 

Members of staff can seek advice from dignity advisors, the Equality and Diversity Manager in Human Resources, Trade Unions or line managers/senior managers. 

A Counselling Service is available to all staff and students and offers confidential advice and support. 

Any incident of discrimination, harassment or victimisation against an individual or group will be treated seriously and may result in disciplinary action being taken. The appropriate disciplinary action may result in sanctions up to and including expulsion or dismissal from the University. 
Section 16 – Publishing, Monitoring and Revision

Publishing

This Scheme will be made available on the University’s web site and will be available in hard or electronic copy (including in specific formats) from the Governance and Compliance Division. A summary version of the Scheme will also be available. 

Monitoring

Progress with this Scheme will be monitored on a regular basis and an annual progress report will be considered by the Equality and Diversity Committee. 
Revision

This Scheme will be revised at least every 3 years in line with the statutory requirements. 

Appendix 1 – Glossary of terms and definitions 
Equality – The provision of equality or equal opportunities aims to ensure that everyone has fair access, treatment and outcomes that take into account their specific needs.  Equality is about looking at opportunities and outcomes and addressing any adverse treatment, barriers or negative differential treatment to promote equal access to opportunities.  This term covers the work carried out by the organisation to promote equal opportunities and challenge discrimination, in employment and in carrying out functions and delivering services. It encompasses the legal obligation to comply with anti-discrimination legislation and to promote equality of opportunity recognising the equal worth of every individual, as reflected in human rights principles. 
Equal Society
 - An equal society recognises people’s different needs, situations and goals and removes the barriers that limit what people can do and can be.  An equal society protects and promotes equal, real freedom and substantive opportunity to live in the ways people value and would choose, so that everyone can flourish. 

Diversity - Diversity encompasses visible and non-visible individual differences. They may include, but are not limited to, differences protected by anti-discrimination legislation.  Appreciating diversity goes beyond the mere recognition that everyone is different; it is about valuing and celebrating difference and recognising that everyone through their unique mixture of skills and experience has their own valuable contribution to make.
Social Model - A social model recognises that while many people have physical or sensory impairments, learning difficulties, mental health needs or other long-term health conditions, it is the failure of society to take account of these differences which disables people and prevents them from participating fully in work, social and public life.  
Disability - The legal definition of a disability is: ‘a physical or mental impairment which has a substantial and long-term adverse effect on ability to carry out normal day-to-day activities’.  However, in the context of the social model above, a disability is the disadvantage or restriction of activity caused by a society which takes little or no account of people who have impairments and thus creates barriers that exclude them from mainstream activity.
Impairment – an impairment is an injury, illness, or congenital condition that causes or is likely to cause a loss or difference of physiological or psychological function
Multi-cultural - Of, or relating to many cultures; including people who have many different customs and beliefs.
Intersectionalities – a term to describe the different aspects of an identity. An inclusive equality approach is about recognising that there are various parts to our identities and looking at different aspects of identity together recognising that while it is useful to look at certain aspects of identity separately e.g. ethnic origin, we risk misrepresenting the ways in which various parts of our identities are connected to one another if we only look at this in isolation.  It is important to also look at multiple-identity issues when considering monitoring data to identify possible multiple discrimination/disadvantage issues. 

Impact Assessment - An Equality Impact Assessment (EIA) is a way of systematically and thoroughly assessing the effects that a policy, procedure or project is likely to have on different groups.  Policies will affect different people in different ways.  It is possible that they have the potential to discriminate against certain groups, even if this is not an intention.  An EIA will ensure that equality is considered as a core part of the planning process.

Direct Discrimination - Treating a person less favourably than others are treated, or would be treated, on the grounds of race, gender, disability, religious or philosophical belief, sexual orientation or age. 
Indirect Discrimination - Applying a provision, criterion or practice which disadvantages people of a particular group (defined by sex, race, disability, sexual orientation, religion or belief or age) and which cannot be justified as a proportionate means of achieving a legitimate aim. 

Harassment - This is unwanted behaviour which has the purpose or effect of violating the dignity of a person on grounds of racial or ethnic origin, sex, religion or belief, disability, age or sexual orientation.  Harassment often creates “intimidating, hostile, degrading, humiliating, or offensive environment for the victim.
Bullying- There is no legal definition of bullying, however bullying can be broadly defined as behaviour which consistently undermines another's confidence, which makes the recipient feel upset, threatened, intimidated, humiliated or vulnerable. It is generally psychological though sometimes physical.  Bullying is often abuse of personal power or a position of authority by someone in a superior position but can occur in any relationship.

Victimisation - Treating an individual less favourably than another because they have brought or supported a complaint of discrimination.

Multiple disadvantage – the idea that having more than one characteristic typically associated with a disadvantage increases an individual’s likelihood of experiencing that disadvantage. 

Multiple discrimination – experiencing less favourable treatment in relation to more than one aspect of identity.

Prejudice - An unfavourable feeling or attitude based on partial/ faulty or no knowledge which may result in hostility towards certain individuals or groups.

Stereotypes - Generalisations concerning perceived characteristics of all members of a group.

Positive action – sets out the ways in which an organisation can lawfully seek to overcome the effects of past discrimination against disadvantaged groups, or under-representation in the provision of services and in the employment of staff.
Mainstreaming - 'Mainstreaming' equality is concerned with the integration of equality and diversity principles, strategies and practices into the every day work of the University from the outset. It puts people, and their diverse needs and experiences, at the heart of policy-making.
Monitoring - The term is used here to refer to the process of collecting information to use in evaluating access to services, service outcomes and employment opportunities. 
Social Inclusion - is about removing the barriers and factors which lead to exclusion so people can participate.
Community Cohesion - is about recognising, supporting and celebrating diversity. It is about creating an environment where there is mutual respect and appreciation of the similarities and differences that make people unique.
Procurement - obtaining (whether by purchasing, lease, hire or other legal means) the services, equipment, materials or supplies.

Appendix 2 - What is Disability Discrimination? 
The Disability Discrimination Act 1995 (amended by the Special Educational Needs and Disability Act 2001 and Disability Discrimination Act Amendment Regulations 2003) makes it unlawful to discriminate against disabled people in the provision of employment, goods and services, education, and transport.  Unlawful disability discrimination can take a number of forms. These are: 

· Direct discrimination

This occurs when a disabled person is treated less favourably than would be a similarly-situated non-disabled person, because of his or her disability.

· Failure to make reasonable adjustments 

Reasonable adjustments must be made by those who provide employment, goods, services, education or transport to make to enable access of disabled people to those activities.  The duty to make reasonable adjustments applies across working practices and criteria as well as physical aspects of the work or educational environment.  Reasonable adjustments also include the provision of specific equipment or services (such as assistive software or a Sign Language Interpreter).  Further information about what constitutes a ‘reasonable adjustment’ will be provided as guidance to accompany the implementation of this Scheme (see action plan attached).  Failure to make a reasonable adjustment is a form of unlawful discrimination.

· Disability-related discrimination

This takes place when a disabled person is treated less favourably, for a reason related to their disability, than a non-disabled person to whom that reason does not apply and this treatment cannot be shown to be justified.

· Harassment

This is unwanted conduct, for a reason relating to a person’s disability, which has the purpose or effect of violating the dignity of, or creating an intimidating, hostile, degrading, humiliating or offensive environment for, a disabled person or people. 

· Victimisation

This occurs when a person is treated less favourably because they have made a complaint or allegation of disability discrimination or have supported another person to make a complaint.
· Discrimination by association 
This occurs where a person suffers direct discrimination or harassment because of their association with a disabled person e.g. a person is a carer of a disabled family member.  In the case of Coleman v Attridge Law, the ECJ held that the European Equal Treatment Directive had to be interpreted to protect people who suffer direct discrimination or harassment on the grounds of their association with a disabled person.
Appendix 3 - Key issues arising through the involvement and information gathered 
Overarching issues 
Involvement: Feedback from the event was positive and indicated that staff and students would appreciate further and more regular involvement activities as part of the implementation of the DES. 
Student support: There was very positive feedback about the role of the Student Disability and Dyslexia Service in providing support to disabled students. Suggestions for improvement included starting making arrangements to meet the students needs as early as possible (prior to enrolment) and improving consistency of support across all schools.  It was also recognised that while useful information was available communication of this information was sometimes not effective and a single point of information on the web site would be useful. 
Staff support: The concern was raised that no comparable disability adviser or service existed to provide support to disabled staff and their managers. It was felt that the support available to staff e.g.  Human Resources, Occupational Health, Counselling was not always ‘joined up’ and the support available often concentrated on the medical model.  It was noted, as with student information and communication, that while information was often available it was not effectively communicated to staff. 
Physical environment: 
Parking was raised as an issue for staff and students along with general comments about public transport.  Maintenance of auxiliary aids was raised as an issue and staff not knowing how to use equipment.  Signage was also raised as a key issue and information about access being communicated effectively. 
Training
Training for staff at all levels was identified as a key issue and may assist with improving consistency. 
Involvement Event – Summary of key issues: 
Staff:
Support services for staff

Training 

Reasonable adjustments – a consistent and effective approach

Recruitment & Retention

Involvement 

Communication

Student: 

Consistency of support across all schools

Consistency of approach for examinations

Involvement of disabled students

Training 

Monitoring actions & reviews 

Admissions training to process disabled student applications

Information for students 

Student disclosure & confidentiality – better communication & explanation
Access (physical & information):

Parking

Study areas

Students Union

Working with the Students Union 

Residences 

Signage

Staff Training

Web page- information easier to find

Communication – consider how information is cascaded to all 

Use of accessible information (fonts etc) and use of electronic information e.g. blackboard

Monitoring data – key issues arising: 

Staff: 

Disability disclosure

Encouraging applications from disabled people 

Representation in senior roles 

Withdrawal at interview stage/job offer stage 

Student: 

Improving monitoring data available – progression and attainment 

Exploring effective use of monitoring data

Further analysis on progression and attainment 

Disability Staff Network – Summary of Feedback 
Involvement – this is a key issue and needs to be from the outset, meaningful, resourced and facilitated as well as being varied e.g. via meetings and electronic. 

Training – Disability Equality/Awareness training and training on responsibilities under the DDA is key for managers .

Consistency – The University requires a central person (suggested in HUMRS) to provide advice, support and guidance on disability related issues (including legal responsibilities) and to liaise with relevant managers. 

Estates – that the pro-active approach of Estates should be recognised as ‘good practice’. 

Disclosure- the University should consider ceasing to ask about impairment type and concentrate on the social model approach of removing barriers 

Acknowledging and Following up on feedback- that feedback should be acknowledged and information about how feedback is used provided 
PWE Feedback – Key issues arising from disagreggated data: 
Training & Development opportunities / personal growth

Consider options for improving responses from Disabled people feeling valued and feeling they are treated fairly. 

Student questionnaire – key issues for priority: 

Priorities identified as: 

Disability awareness for staff

Support from department/personal tutors

Assessment

Enrolment & induction

Teaching space 

· some specific staff training issues raised as part of qualitative data 

Disability & Dyslexia Service Questionnaire- Annual Evaluation of Student Support in the Support Worker Service Academic Year 2008-09
Responses on the whole were positive however experiences range from very positive to some negative experiences highlighting the inconsistency of treatment in different schools. Physical access was highlighted as a difficulty in a number of the responses. The feedback also flagged up a need for training and in particular in relation to non-visible disabilities. 
National Student Forum Annual Report: Suggestions for supporting Disabled Students: 

1. Improve IAG for prospective disabled students

2. Review and, where necessary, revise enrolment and induction procedures to ensure that they are inclusive and tailored to meet the needs of disabled students

3. Raise awareness of disability issues within universities and colleges amongst the wide student community

4. Improve awareness of disability issues amongst academic staff 

HEFCW HE sector report on Disability Equality Schemes:

Specific to Cardiff University: 

Include arrangements for review of scheme – specifically write into the scheme 
Publishing Annual progress report – publish on time and include all relevant data 
General: 

Effective use of monitoring data – analysis and using data 

Impact assessments
Appendix 4 – Monitoring data report 
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1. ADMISSIONS DATA- 2008/9


Admissions data looks at the various stages that a prospective students undertake when applying for a student place at Cardiff University. Information is recorded on the various stages including: Application Received (AR), an Offer is Made (OM), the Offer is Accepted (OA) by the student and finally an Unconditional Firm (UF) - this is when the student selects Cardiff as its first choice University.

Data Source: Information has been extracted from Student Information Management System (SIMS) using the Business Object report ‘Demographic Data Applicants’.  This report is based on Full Time Equivalents (FTEs) - i.e. someone studying full time = 1 person, whereas part time =0.5.  If so someone applying for a joint course will be counted as 0.5 in each of the two departments running that course.
1.1 ADMISSIONS THREE YEAR TREND (2006/7; 2007/8; 2008/9)

Figure 1: Admissions Three Year Trend

	
	Application Received (AR)
	Offers Made (OM)
	Offers Accepted (OA)
	Unconditional Firm (UF)

	 
	2006/7
	2007/8
	2008/9
	2006/7
	2007/8
	2008/9
	2006/7
	2007/8
	2008/9
	2006/7
	2007/8
	2008/9

	No Disability
	50216.5
	49466.0
	45945.5
	31837.5
	32147.5
	30451.0
	18119.0
	17896.0
	17715.5
	13588.0
	12967.5
	12846.0

	Disability
	2888.0
	3604.5
	2993.5
	1803.5
	2275.5
	1894.5
	1163.5
	1258.0
	1112.0
	932.0
	974.5
	838.5

	Info refused/ not known
	313.0
	654.0
	552.5
	252.0
	422.0
	327.5
	203.0
	178.0
	137.0
	192.0
	147.0
	106.0

	TOTAL
	53417.5
	53724.5
	49491.5
	33893.0
	34845.0
	32673.0
	19485.5
	19332.0
	18964.5
	14712.0
	14089.0
	13790.5

	
	
	
	
	
	
	
	
	
	
	
	
	

	Figure 2: Admission three year trend: % as a Total
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· Figures 2 show that the number of applications received (AR) from applicants declaring a disability has increased by 0.6% from 5.4% in 2006/7 to 6.0% in 2008/9 although it slightly dips from 2007/8 (6.7%).  Offers Made (OM) is slightly lower than the Applications Received (AR) over the three years and the Unconditional Firm (UF) are higher than the Applications Received (AR).

1.2 BY STUDENT TYPE (UNDERGRADUATE (UG), POSTGRADUATE RESEARCH (PGR), POSTGRADUATE TAUGHT( PGT))
Figure 3: Admissions by Student Type 2008/9- Numeric Values
	
	Application Received (AR)
	Offers Made (OM)
	Offers Accepted (OA)
	Unconditional Firm (UF)

	
	TOTAL
	PGT
	PGR
	UG
	TOTAL
	PGT
	PGR
	UG
	TOTAL
	PGT
	PGR
	UG
	TOTAL
	PGT
	PGR
	UG

	No Disability
	45945.5
	12017
	2272
	31656.5
	30451
	9274.5
	1022
	20157.5
	17715.5
	6135
	842
	10741.5
	12846
	5572.5
	810
	6466.5

	Disability
	2993.5
	1027.5
	216
	1750
	1894.5
	693
	73
	1128.5
	1112
	361.5
	57
	693.5
	838.5
	311.5
	55
	472

	Info refused/ not known
	552.5
	373
	88
	91.5
	327.5
	252
	30
	45.5
	137
	86
	13
	38
	106
	61
	10
	35

	TOTAL
	49491.5
	13417.5
	2576
	33498
	32673
	10219.5
	1125
	21331.5
	18964.5
	6582.5
	912
	11473
	13790.5
	5945
	875
	6973.5


Figure 4: Admissions by Student Type 2008/9 -%

[image: image3.emf]2008/9 Admissions by Student Type

82

84

86

88

90

92

94

96

98

100

102

PGT

PGR UG

PGT

PGR UG

PGT

PGR UG

PGT

PGR UG

Application

received %

Offers Made

%

Offers

Accepted %

Unconditional

Firm %

Admissions stage

Percentage

Info refused/

not known

Disbaility

No Disbaility


· When the data in figures 1 and 2 is split into the different student types (UG, PGT and PGR) different patterns emerge shown in figure 3 and 4. For UG disabled applicants, Unconditional Firm (6.89%) which is higher than application received (5.2%) by 1.6%. In comparison PGR and PGT Applications received from disabled applicant’s decreases by 2.1% and 2.5% respectively over this admissions cycle. (AR to UF)

· The biggest decline for PGR applications is between Application Received (8.4%) to Offers Made (6.5) which represents a drop of 1.9%.

· When looking at a breakdown of disability categories- the highest category declared was ‘ a specific learning difficulty such as dyslexia’.  Combining this category with the other category ‘Dyslexia’ – this accounts for (38%- 43%) of all the disabilities declared.
1.3 ADMISSIONS BY ACADEMIC SCHOOL
Numerically the highest number of applicants with a declared disability applied to SONMS (204 applications), CARBS (197 applications) and SOCSI 
(155 applications).  Numerically, the schools with the lowest number if applicants with a declared disability was MEC (0 applications), PGMDE (6 applications)                                               and WELSH (11 applications)

Figure 5 below shows the % for each category (disabled, non disabled, unknown) for each stage in the admissions process (AR, OM, OA, UF). The percentage is those against the total of those for each school e.g. ARCHI. 4.1% of applications received (AR) from disabled applicants represents 57 AR out of a total of 1396 AR for that school (see 5 below)
An analysis of Figure 5 indicates that the highest proportion of applications received for all stages of the admissions process, were from those applicants declaring a disability were                              for RELIG (11.9%), EARTH (8%) and WELSH (7.3%).  Information on disability in schools is shown diagrammatically in figure 6 and 7 below.

Figure 5: Admissions as a % school total 2008/9

	
	Disability  %
	No Disability  %
	Unknown/ Information refused %

	
	AR
	OM 
	OA
	UF
	AR
	OM 
	OA
	UF
	AR
	OM 
	OA
	UF

	ARCHI
	4.1
	3.8
	4.4
	4.9
	91.3
	91.7
	93.4
	92.5
	4.6
	4.6
	2.2
	2.7

	BIOSI
	5.5
	5.5
	6.1
	6.7
	92.6
	94.3
	93.7
	93
	1.8
	0.2
	0.2
	0.3

	CARBS
	2.1
	2.3
	2.9
	3
	94
	94.2
	94.8
	94.9
	3.9
	3.5
	2.2
	2.1

	CHEMY
	6.9
	7.6
	9.3
	9
	91.3
	90.9
	89.8
	89.7
	1.8
	1.5
	1
	1.3

	CLAWS
	3.2
	2.9
	3.6
	3.9
	92.3
	93.9
	95
	95.1
	4.5
	3.1
	1.4
	1

	COMSC
	4.4
	5.4
	8.1
	8.4
	91.3
	91
	90.5
	90.2
	4.3
	3.6
	1.4
	1.5

	CPLAN
	4.3
	4.9
	5.7
	5
	92.3
	91.4
	91.6
	92.7
	3.4
	3.6
	2.6
	2.3

	DENTL
	3.4
	2.1
	1.6
	0.8
	94.2
	96.2
	96.2
	98.5
	2.4
	1.7
	2.2
	0.8

	EARTH
	8
	8.1
	9.4
	9.7
	91
	91.3
	90.1
	89.6
	1
	0.5
	0.5
	0.7

	ENCAP
	4.7
	5
	4.6
	5.4
	93.9
	93.9
	94.9
	93.9
	1.4
	1.1
	0.5
	0.6

	ENGIN
	3.8
	3.8
	4.8
	5.1
	93.5
	93.7
	93.6
	93.6
	2.7
	2.5
	1.6
	1.4

	EUROS
	4.5
	4.4
	5.3
	5.1
	95
	95.1
	94.7
	94.9
	0.5
	0.5
	0
	0

	JOMEC
	2.1
	2.2
	2.7
	3.2
	90.5
	90.4
	93.8
	94.1
	7.4
	7.4
	3.6
	2.7

	MATHS
	3.7
	3.7
	3.6
	4.5
	95
	95.9
	95.6
	94.2
	1.3
	0.4
	0.8
	1.3

	MEC01
	0
	0
	0
	0
	92.7
	94.4
	94.7
	93.8
	7.3
	5.6
	5.3
	6.3

	MEDIC
	3.2
	3.3
	3.7
	3.7
	93.6
	93.3
	94.8
	94.9
	3.2
	3.4
	1.5
	1.4

	MUSIC
	7.1
	7.7
	6.9
	8.2
	92
	91.7
	92.1
	90.1
	1
	0.6
	1
	1.6

	OPTOM
	3.2
	3.3
	3.8
	4
	96.2
	95.7
	95.2
	95.2
	0.6
	1
	1
	0.8

	PGMDE
	3.2
	2.3
	2.5
	2.5
	95.3
	96.5
	96.9
	96.9
	1.6
	1.2
	0.6
	0.6

	PHRMY
	1.7
	2.2
	2.8
	3.3
	97.4
	97
	97.2
	96.7
	0.9
	0.8
	0
	0

	PHYSX
	6.5
	7
	8.1
	9
	92.8
	92.5
	91.7
	90.7
	0.7
	0.6
	0.2
	0.3

	PSYCH
	4.6
	4.4
	5.5
	6.1
	93.7
	95.2
	94.5
	93.9
	1.6
	0.4
	0
	0

	RELIG
	11.9
	12.6
	15.8
	15.6
	84.5
	83.9
	80.3
	79.4
	3.6
	3.5
	3.9
	5

	SOCSI
	6.7
	7.1
	8.2
	8.6
	91.4
	91.6
	91.2
	91
	1.9
	1.3
	0.5
	0.4

	SOHCS
	5.6
	4.8
	5.5
	5.3
	91.6
	92.8
	92.1
	91.4
	2.8
	2.4
	2.4
	3.3

	SONMS
	6.2
	6.5
	6.7
	6.7
	89.9
	90.3
	91.2
	91.1
	3.9
	3.2
	2.1
	2.2

	WELSH
	7.3
	7.2
	9.8
	15.6
	92
	92
	90.2
	84.4
	0.7
	0.7
	0
	0


Figure 6: Applicants with a declared disability as a % of school admissions 
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Figure 7: Applicants with a declared disability as a % of school admissions 
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2. STUDENT DEMOGRAPHICS- 2008/9
Data Source: Information has been extracted from Student Information Management System (SIMS) using the Business Objects report ‘Enrolments by Disability’. Information is based on the academic year 2008/9 unless there is a 3 year trend analysis is provided.  The report is based on enrolments in Home and Secondary Departments.  For example, each enrolment is counted as 1, but may be split between Home and Secondary departments: 0.5- 0.5 for a joint course and 0.67-0.33 for a major/minor. 
2.1 THREE YEAR TREND

Figure 8 and 9: Three Year trend (2006/7; 2007/8; 2008/9) - numerically and as a %

Figures 8 and 9 shows the make up of all students categorised by those with a declared disability, no disability and not known. Figure 9 shows that overall there has been an increase in disabled students however it has slightly dipped since 2007/8.
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2.2 DISABILITY THREE YEAR TREND BREAKDOWN

Students can use a number of different categories to describe their disability. In 2007/8, changes from HESA meant that  the disability category ‘dyslexia’ was replaced by the category ‘specific learning difficulty e.g. dyslexia’ which explains why we see a shift in change in the way this information is recorded from 2006/7 t0 2007/8.
· Figure 10 below shows the breakdown of disability categories over three years and this is shown diagrammatically in figure 11. Figure 10 shows that in 2008/9 ‘You have a specific learning difficulty such as Dyslexia’ continue to be the most frequently disclosed disability at 50.2 % in 2008/9 out of all declared disabilities. This is followed by ‘you have a long standing illness or health condition’ at 22.8% which has increased by 3.5% over the three years. Over the three year period, ‘information refused ‘has increased and ‘other disability’ has decreased.
Figure 10: Three year trend- disability breakdown expressed as a % of all disabilities

	
	% 2006/7
	% 2007/8
	% 2008/9
	 (% change over three years)

	Autistic disorder
	0.7
	0.6
	0.8
	(0.1 

	Dyslexia
	18.3
	1.7
	0.3
	(18.0

	Information Refused
	1.8
	3.4
	4.4
	(2.6

	Other Disability
	2.3
	0.3
	-
	(2.3

	Personal Care Support
	-
	0.1
	0.1
	(0.1

	You are blind or have a serious visual impairment
	1.4
	1.2
	1.2
	(0.2

	You are deaf or have a serious hearing impairment
	3.7
	3.9
	4.4
	(0.7

	You have a disability, impairment or medical condition
	4.0
	5.8
	6.7
	(2.7

	You have a long standing illness or health condition
	19.3
	21.4
	22.8
	(3.5

	You have a mental health condition, such as depression
	3.7
	4.0
	4.4
	(0.7

	You have a specific learning difficulty such as dyslexia
	39.1
	52.5
	50.2
	(11.1

	You have physical impairment or mobility issues,
	3.7
	3.2
	2.8
	(0.9

	You have two or more impairments and/or disabling
	2.0
	1.9
	2.0
	=

	TOTAL
	100.0
	100.0
	100.0
	


Figure 11: Representation of figure 9- Breakdown of Student declared Disability
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2.3 BY STUDENT TYPE (UNDERGRADUATE (UG), POSTGRADUATE TAUGHT (PGT), POSTGRADUATE RESEARCH (PGR) - THREE YEAR TREND
Figure 12 and 13 show student demographics broken down into student type. Over the three year period, the percentage of disabled students studying at Postgraduate Taught Level (PGT) and Undergraduate Level (UG) has increased by 1% and 0.3% respectively. However, there was a slight dip in 2007/8 for UG disabled students. In comparison, the percentage of disabled students studying at Post Graduate Research level (PGR) has decreased by 0.2% overall but shows a 0.3% increase from 2006/7 to 2007/8. The percentage of those students who have disclosed no disability has also increased for PGT and PGR Study. However for UG study those without a disability have declined overall acronym.  
Figure 12: Three year Trend by Student Type

	
	2006/7
	2007/8
	2008/9

	
	PGT
	PGR
	UG
	Unknown
	PGT
	PGR
	UG
	Unknown
	PGT
	PGR
	UG
	Unknown

	Disabled
	150.0
	88.0
	1,183.0
	-
	200.0
	94.0
	1,250.0
	-
	226.0
	87.0
	1,246.0
	-

	No Disability
	4,529.0
	1,397.0
	16,044.0
	9.0
	4,809.0
	1,416.0
	16,082.0
	21.0
	5,164.0
	1,428.0
	16,321.0
	18.0

	Not Known/ information refused
	143.0
	16.0
	47.0
	1.0
	132.0
	8.0
	83.0
	1.0
	57.0
	4.0
	94.0
	-

	Total
	4,822.0
	1,501.0
	17,274.0
	10.0
	5,141.0
	1,518.0
	17,415.0
	22.0
	5,447.0
	1,519.0
	17,661.0
	18.0


Figure 13: Three year trend- student type %
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2.4 SCHOOL BREAKDOWN- THREE YEAR TREND

Figures 14 and 15 below provide the data (Numeric Values and %) for student demographics for each academic school. Figures 16 and 17 show the information presented in 14 and 15 diagrammatically.

In figure 14 below, the Unknown Column has been taken out as the numbers were low. For example:

· In 2008/9, unknown accounted for only 0.4% (99 headcount) of all students.
· In 2007/8, unknown accounted for only 0.6% (132 headcount) of all students. 
· In 2006/7, unknown accounted for only 0.9% (207 headcount) of all students. 
Looking at figure 14 and 15 below SONMS continue to have the highest % of disabled students as a total of all the schools over the period 2006/7 to 2008/9 (9.6% -2008/9, 11.3%- 2007/8 and 10.4%- 2006/7). This was followed closely by MEDIC (9.2% -2008/9, 8.5% -2007/8, 9.8% -2006/7). The lowest of these schools is MEC=0, PGMDE (0.2%- 2008/9, 0.1% -2007/8 and 0.1%- 2006/7) and then WELSH (0.8% -2008/9, 0.4%- 2007/8 and 0.4%- 2006/7)

	 
	% of Disabled


	% of  No Disability



	 
	2006/7
	2007/8
	2008/9
	2006/7
	2007/8
	2008/9

	ARCHI
	6.8
	7.1
	7.3
	93.2
	92.9
	92.7

	BIOSI
	7.3
	7.4
	7.8
	92.7
	92.6
	92.2

	CARBS
	3.6
	4.5
	4.4
	96.2
	95.5
	95.6

	CHEMY
	7.2
	6.1
	6.3
	92.8
	93.9
	93.7

	CLAWS
	3.5
	4.7
	4.1
	96.2
	95.3
	95.9

	COMSC
	6.1
	6
	6.9
	93.7
	94
	93.1

	CPLAN
	5.4
	7.2
	7.4
	94.4
	92.8
	92.6

	DENTL
	5.8
	6
	4.3
	93.7
	93.5
	95.2

	EARTH
	10
	11.7
	11.9
	90
	88.3
	88.1

	ENCAP
	6.1
	7.1
	6.5
	93.9
	92.9
	93.5

	ENGIN
	6.6
	6.5
	6.3
	93.1
	93.4
	93.7

	EUROS
	4.6
	5.5
	5.6
	95.1
	94.5
	94.4

	HISAR
	9.7
	9.3
	10.2
	90.2
	90.6
	89.8

	JOMEC
	2.8
	3.2
	4.2
	97.1
	96.8
	95.8

	MATHS
	6.1
	5.3
	5.4
	93.9
	94.7
	94.6

	MEC01
	-
	 
	-
	96.3
	96.7
	100

	MEDIC
	4.9
	4.4
	4.5
	94.6
	95.3
	95.5

	MUSIC
	8.4
	9.8
	9
	91.6
	90.2
	91

	OPTOM
	5.1
	4.5
	3.4
	94.5
	95.2
	96.3

	PGMDE
	0.6
	0.6
	1.8
	98.3
	98.7
	98.2

	PHRMY
	3.8
	5.1
	5
	95.9
	94.9
	95

	PHYSX
	6.3
	7.7
	8.5
	93.7
	92.3
	91.5

	PSYCH
	6.8
	7.7
	7.3
	92.9
	92.3
	92.7

	RELIG
	11.1
	9.2
	11.3
	88.9
	90.8
	88.7

	SOCSI
	9.3
	10.4
	10.2
	90.4
	89.6
	89.8

	SOHCS
	9.6
	8.9
	8.7
	83.3
	87.9
	91.2

	SONMS
	7.2
	8
	7
	91
	89.3
	88.6

	WELSH
	5.6
	5.2
	8.5
	94.4
	78.9
	91.5


Figure 14 (No’s) and Figure 15 (%): Three year trend by School Breakdown                                                     

	 
	Disabled


	No Disability

	 
	2006/7
	2007/8
	2008/9
	2006/7
	2007/8
	2008/9

	ARCHI
	28
	32
	34
	381.5
	421.5
	430

	BIOSI
	86
	84.5
	90.5
	1,085.00
	1,051.00
	1,071.50

	CARBS
	95.5
	121.5
	127.5
	2,544.00
	2,582.00
	2,752.00

	CHEMY
	28.5
	25.5
	27.5
	367.5
	392.5
	408.5

	CLAWS
	48.5
	62.5
	53.5
	1,341.50
	1,278.00
	1,242.50

	COMSC
	28.5
	28.5
	30
	441
	444
	406.5

	CPLAN
	26
	39
	40
	454.5
	503.5
	502.5

	DENTL
	24
	25
	19
	389.5
	391.5
	417.5

	EARTH
	53
	62
	66
	476
	470
	489

	ENCAP
	76
	90
	82
	1,176.00
	1,169.50
	1,174.50

	ENGIN
	95.5
	94.5
	95
	1,342.00
	1,352.50
	1,411.50

	EUROS
	45.5
	53.5
	55.5
	934
	920
	943.5

	HISAR
	67.5
	65
	75.5
	627.5
	634.5
	661.5

	JOMEC
	18
	21
	28.5
	626
	645
	658

	MATHS
	25.5
	23.5
	25.5
	394.5
	416
	448.5

	MEC01
	 
	 
	-
	26
	29
	26

	MEDIC
	139.5
	131.5
	143
	2,706.00
	2,842.00
	3,035.50

	MUSIC
	20.5
	23.5
	22
	224.5
	217.5
	223.5

	OPTOM
	15
	14
	11
	275.5
	297.5
	308.5

	PGMDE
	1
	1
	3
	176
	155
	162

	PHRMY
	27
	35
	36
	684
	656.5
	687.5

	PHYSX
	15.5
	22
	27
	231.5
	264
	292

	PSYCH
	53
	60.5
	55
	722
	723
	697.5

	RELIG
	29.5
	29.5
	39
	237
	292
	306.5

	SOCSI
	115.5
	120.5
	114.5
	1,123.00
	1,043.50
	1,006.00

	SOHCS
	107
	93
	95
	930
	921
	991

	SONMS
	143.5
	174
	149.5
	1,811.50
	1,945.50
	1,899.50

	WELSH
	6
	6.5
	13
	101.5
	99
	140

	Total
	1,421
	1,539
	1,558
	21,979
	22,162
	22,793


Figure 16- Three year trend by Academic school % (Schools ARCHI- JOMEC)
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Figure 17- Three year trend by Academic school % (Schools MATHS- WELSH)
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2.5 BENCHMARKING INFORMATION
Figure 18 and 19 below has been complied using information on student records extracted from HESA of the reporting period 2007/08. HESA have provided information on students using Full Persons Equivalents (FPE)- each enrolment is counted as 1, but may be split between Home and Secondary departments: 0.5- 0.5 for a joint course and 0.67-0.33 for a major/minor.  (NOTE: FPE is not the same as FTE- FTE looks at hours of students i.e. full time=1 and part time=0.5 and also takes into consideration if students on a joint course- counted as half in each school. FPE looks at each enrolment counting as 1 but then split into joint course=0.5 in each school or major/minor 0.67/0.33).
Figure 18: Welsh Universities- benchmarking comparison
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	Institution
	Disabled
	Disabled % 
	No known disability
	No known Disability % 
	Not known/sought
	Not Known/ Sought % 
	TOTAL

	Cardiff University
	705.0
	5.4
	12065.0
	92.6
	255.0
	2.0
	13025

	WELSH UNIVERSITIES AVERAGE
	401.8
	7.8
	5334.5
	91.0
	66.4
	1.2
	

	WELSH UNIVERSITIES MEDIAN
	340.0
	6.4
	4495.0
	92.6
	25.0
	0.7
	


Figure 19: Russell Group Universities- benchmarking comparison
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	Institution
	

Disabled
	Disabled %
	
No known disability
	No Known Disability %
	
Not known/sought
	Not known/ sought %
	TOTAL

	Cardiff University
	705.0
	5.4
	12065.0
	92.6
	255.0
	2.0
	13025.0

	RUSSELL GROUP AVERAGE
	528.5
	5.3
	8962.5
	91.1
	422.0
	3.6
	9913.0

	RUSSELL GROUP MEDIAN
	507.5
	5.3
	8362.5
	93.1
	102.5
	1.0
	9595.0


· Figures 18 and 19 above show that HESA data for 2007/8 indicated that Cardiff University had a lower percentage of students than the Welsh University average, and slightly higher percentage than the Russell Group average
3. STUDENT PROGRESSION- 

Data Source: Information has been extracted from Student Information Management System (SIMS) using the Business Object report ‘Demographic Data Students’. The report is based on Student Headcounts. A student who is studying a joint course will be counted as 1 person in each department. For example a student studying history and business would count as 1 person in HISAR and 1 person in CARBS (2 persons in total). This is a new report and so caution is expressed when using these figures as the information provided is only as good at the data held on SIMS.
The tables below provided information on all students (UG, PGR and PGT) who have successfully completed their stage of study (Award/progressed) and those who were unsuccessful (Transferred, Withdrawn, Absent, Fail, On hold). For clarity further information is provided below on each unsuccessful category:
· Transferred - to another programme
· Withdrawn - left the programme before completing it (this will include transfers to another university)
· Absent - on an approved interruption of study
· Fail - student being required to withdraw
· On Hold - a master’s student on the dissertation block - it is like registered but no fee is charged.
Figure 20: Student Progression as a proportion of the Total- Three year trend
	 
	Award/progression
	Transferred
	Withdrawn
	Absent
	Fail
	on Hold

	%
	06/07
	07/08
	08/09
	06/07
	07/08
	08/09
	06/07
	07/08
	08/09
	06/07
	07/08
	08/09
	06/07
	07/08
	08/09
	06/07
	07/08
	08/09

	Disabled
	5.4
	5.8
	5.8
	1.3
	3.2
	2.5
	5.0
	6.8
	6.1
	11.8
	10.3
	9.4
	8.0
	7.8
	7.7
	28.6
	25.0
	0.0

	No disability
	93.8
	93.2
	93.4
	98.0
	96.8
	97.1
	94.2
	93.0
	93.1
	87.7
	88.6
	89.3
	91.4
	90.0
	91.6
	71.4
	75.0
	0.0

	Not known/ info refused
	0.8
	1.0
	0.9
	0.7
	0.0
	0.4
	0.7
	0.3
	0.9
	0.5
	1.2
	1.3
	0.6
	2.2
	0.7
	0.0
	0.0
	0.0

	TOTAL
	100.0
	100.0
	100.0
	100.0
	100.0
	100.0
	100.0
	100.0
	100.0
	100.0
	100.0
	100.0
	100.0
	100.0
	100.0
	100.0
	100.0
	0.0


Figure 21: Disabled students- % of Progression/   

Figure 22: Non disabled students- % of Progression/ 
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· Figures 21 and 22 show that in 2008-9, 88.1% (1673.5) of all those disabled students successfully progressed to the next stage in comparison to 89.9% of non disabled students. The percentages for the other categories are fairly low. 4.5% (85 students) in the disabled pool withdrew from the course (left course or transferred to another university) and 4.3 % (81 students) failed in comparison.89.9% of non disabled students progressed to the next stage and 4.3% of non disabled withdrew. For those students that did not progress, disabled students have higher percentages than non disabled students apart from transferred (0.5% higher).
Figure 23: Disabled students- % progression/ 


Figure 24: Non disabled students- % of Progression/          Non progression 
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· Figures 23 and 24 show that, in 2007/8, 88% of all disabled students progressed to the next stage (1606.5 persons) and 4.5 % failed (82.5 persons). In comparison to all non disabled students, 90.6% progressed. For those students that did not progress, there is 0.1 to 1.1% difference between disabled students and non disabled students and disabled students are slightly less successful in all categories apart from transferring.
Figure 25: Disabled students- % progression/ 


Figure 26: Non disabled students- % of Progression/
Non progression
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· Figures 25 and 26 show that, in 2006/7, 88% of all disabled students progressed to the next stage in comparison to 91% of non disabled students.  For those who didn’t progress, disabled students had slightly higher percentages apart from transferred and withdrawn where non disabled students were 0.4% and 0.3% higher respectively.

Overall, non disabled students are slightly more likely to progress to next stage and there are only minor differences in the categories where students don’t progress. Disabled students score slightly higher in all non progression categories apart from transferring to another programme/ course.

4. UNDERGRADUATE (UG) AWARD CLASSIFICATION
Data Source: Information has been extracted from Student Information Management System (SIMS) using the Business Object report ‘Demographic Data Students’. The report is based on Student Headcounts so someone applying for a joint course will be counted as 1 person in each department.  The category ‘Honours Level Other’ includes those who receive honours levels but have a commendation, distinction, pass and ‘UG Other award‘ includes certificate and Intermediate level awards. This is a new report and so caution is expressed when using these figures as the information provided is only as good as the data held on SIMS. 
Overall-non disabled students perform slightly better. Non disabled students more likely to achieve an honours levels 1 and 2.1 and disabled students more likely to achieve an Honours level 2.2, 3, other or other UG award. Overall, all students, both disabled and non disabled are more likely to achieve a 2.1 out of all awards.

2007/8 UG Award Classification

Figures 27 and 28: UG Award Classification
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· Figures 27 and 28 show that in 2007/8, the majority of disabled and non disabled students are achieving Honours level 2.1 with 44.1% (288 students) of all disabled students achieving this and 47% (4249.5) of all non disabled. Non Disabled students performed slightly better in achieving honours level 1 and honours level and Disabled students achieved degree classifications of Honours Level 2.2 and below. 

2006/7 UG Award Classification

Figures 29 and 30: UG Award Classification
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· Figures 29 and 30 show that in 2006/7, the majority of disabled and non disabled students are achieving Honours level 2.1 with 45% (394.5 students) of all disabled students achieving this and 48% (5723) of all non disabled. Non Disabled students performed slightly better in achieving honours level 1 and honours level and Disabled students achieved degree classifications of Honours Level 2.2 and below. 

5. DESTINATION OF LEAVERS (UNDERGRADUATE AND POSTGRADUATE) 2007/8

Figure 31: UG Destination of Results (Expressed as a percentage)

	Disability Study
	No. Surveyed
	No. Respondents

	With disability
	319
	259

	No disability
	4293
	3361

	TOTAL
	4612
	3620
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   Data Source: Compiled by Cardiff University Careers Service

· Figure 31 shows that the destination results of disabled and non disabled graduates are fairly similar.

· The average starting salary for disabled Undergraduates is £22,088 which is 5.14% higher than the average starting salary for non disabled graduates which is £21,009.

Figure 32: PG Destination of Results (Expressed as a percentage)

	Disability Study
	No. Surveyed
	No. Respondents

	With disability
	94
	65

	No disability
	2694
	1292

	 TOTAL
	2788
	1357
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   Data Source: Compiled by Cardiff University Careers Service

· Figure 32 shows that 18% of disabled graduates go on to further study, 10% higher than those with no declared disabilities. Those with no declared disability are more likely to go on to be employed and study.

· The average starting salary for disabled Postgraduates is £35,952 which is 8.04% higher than the average starting salary for non disabled graduates £33,276. 
STAFF DEMORGRAPHICS:

6. RECRUITMENT- 
This report provides a summary of the Recruitment Equality and Diversity information for vacancies and applicants at Cardiff University between 1st September 2007 and 31st August 2008. The Report has been developed and produced using Business Objects which allows the data to be refreshed at any time so that it is the most up-to-date information available from the Compel database. Figure 33 provides information on all job applicants.
6.1 ALL JOB APPLICANTS
Figure 33: Table of All Job Applicants

[image: image26.emf]                 
.
6.2 APPLICANTS BY EMPLOYEE CATEGORY

There are two employee groups dependent on Career Pathway of the vacancy. Operational / Support staff category contains all jobs advertised as Admin Support, Technical Services or Operational Services. The Academic / Managerial category includes all others, particularly, Academic and MPSS career pathways. Figure 34 below provides numbers separated by groups. There are currently more applications from prospective employees who have declared a disability for Academic/ Managerial staff.
Figure 34: Applications by Employee Category

[image: image27.emf]             

· Figure 34 shows that 2.73% of disabled applicants applied for Academic/ Managerial jobs and 2.91% of disabled applicants applied for operational/ Support staff. The percentage of disabled applicants applying for Academic/ Managerial or Operational / Support staff vacancies is very similar to the overall percentage of 2.67% in Figure 33.

6.3 Recruitment process for all Job Applicants (Academic school and Directorates)

Figure 35 represents the various stages of the recruitment process in more detail. In the Recruitment process there are a number of different stages that an applicant goes through from sending in an application form through to being employed or rejected. In this report only final statuses are reported, that is the final status of the application. These are all self- explanatory and are as follows: Withdrew at any stage of process; T/D (Turned down) before Interview; T/D after Interview; Declined Offer and; Employed. Figure 35 provides University (School and Directorate) totals. Figures 36 and 37 represent this information graphically.
Figure 35: All school and Directorates Application process
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Figure 36 and 37: Graph Representation of Figure 35 above
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When comparing figure 37 against the norm (2.67%) as expressed in figure 33:
· In terms of applicants that withdrew at some stage of the process, this figure (4%) is significantly higher than the norm.

· Similarly, the number of disabled applicants that were offered an employment offer but declined it was even higher (5.4%).

· Also, the number of disabled applicants turned down after interview (4%) was also higher than the total percent of disabled applicants.

· However, the number turned down before interview was slightly less (2.5%) and the number of disabled applicants employed was higher than the norm at 4.4% 

· The above findings would imply that, although ultimately more disabled candidates are successful, there does seem to be a high incidence of withdrawals of disabled candidates from the recruitment process, including a high number that have turned down job offers.

7. STAFF DEMOGRAPHICS:
Cardiff University data used in this report provides headcount as held on COMPEL HR system at 10 November 2009. The Report has been developed and produced using Business Objects.
7. 1.  DISABILITY ACROSS SCHOOLS/ DIRECTORATES
Figure 38- Disability All staff

Figure 39- Disabled Staff in Schools
     Figure 40- Disabled Staff in Directorates

[image: image31.emf]
Figure 41- Comparative benchmarking data

	 
	Sep-07
	Sep-08
	Nov-09

	HE Average*
	2.20%
	2.60%
	-

	Cardiff University (CU)  Average 
	1.40%
	2.80%
	3.76%

	Academic School Average
	1.40%
	2.60%
	3.31%

	Directorate Average 
	1.30%
	3.40%
	4.07%


*Comparative benchmarking data has been taken from DLA Piper report ‘Workforce Performance Indicators (Higher Education Sector Report) 2008’. In the report 87 Higher Education Institutes (HEI) provided data for the benchmarking report, including 18 of the 20 Russell Group Universities.

· Figure 41 shows that, the University overall has a slightly higher percentage of staff who reported a disability than the contributing HEI’s in the DLA Piper Report 2008. Currently Information for the HE average for 2009 is unavailable but the CU average has improved by 0.96% over the past year.
· In September 2008 and November 2009 the Academic School average is slightly lower than the CU average and the Directorate Average is higher than the CU average.
7.2 BY EMPLOYEE CATEGORY
Figure 42: Disability – Academic/ Managerial/Professional)
Figure 43: Disability- Operational/ Support
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· Figures 42 and 43 show that although numerically more employees have declared a disability in the employee category Academic/ Managerial and Professional, as a percentage there are more disabled employees as a total in the job family Operational/support.

7.3 SPLIT BY CONTRACT TYPE
Figure 44: Full Time/ Part Time contract


Figure 45: Fixed term/ Regular contract
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After undertaking further analysis of figures 44 and 45:

· 74.7% of all employees who have declared a disability work Full-time and 25.3% work Part- time.
· 82.4% of all employees who have declared a disability have a regular contract and 17.6% have a fixed term contract.
7.4 SPLIT BY ACADEMIC SCHOOL

Figures 46 and 47 show staff demographics split by school. Data shows that:

· The school with the highest percentage of staff who have declared a disability is ENCAP (11.49%) although they are also one numerically one of the smallest schools. In this category, SOCSI is the second largest (5.76%) with no. of employees between 150-200.

· Two schools (MATHS and MEC) have no disabled employees. However Maths (3rd smallest school) have a high level of no information provided (10.42%) and MEC is the 4th smallest school.

Figure 46- Disability profile of academic schools
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Figure 47: School Makeup as a percentage

	
	Disability Declared
	No Disability
	No information provided
	No of employees

	ARCHI
	0.00%
	98.55%
	1.45%
	50-100

	BIOSI
	3.44%
	94.38%
	2.19%
	300-350

	CARBS
	2.93%
	93.77%
	3.30%
	250-300

	CHEMY
	2.38%
	95.24%
	2.38%
	100-150

	CLAWS
	5.00%
	90.00%
	5.00%
	100-150

	COMSC
	2.86%
	94.29%
	2.86%
	50-100

	CPLAN
	2.30%
	96.55%
	1.15%
	50-100

	DENTL
	3.70%
	93.83%
	2.47%
	150-200

	EARTH
	2.47%
	93.83%
	3.70%
	50-100

	ENCAP
	11.49%
	87.36%
	1.15%
	50-100

	ENGIN
	3.30%
	93.87%
	2.83%
	200-250

	EUROS
	2.33%
	87.21%
	10.47%
	50-100

	HISAR
	0.00%
	94.90%
	5.10%
	50-100

	JOMEC
	1.56%
	96.88%
	1.56%
	50-100

	LEARN
	1.17%
	91.23%
	7.60%
	150-200

	MATHS
	0.00%
	89.58%
	10.42%
	1-50

	MEC01
	0.00%
	100.00%
	0.00%
	50-100

	MEDIC 
	3.23%
	93.87%
	2.90%
	900-950

	MUSIC
	2.94%
	88.24%
	8.82%
	1-50

	OPTOM
	4.63%
	87.96%
	7.41%
	100-150

	PGMDE
	1.60%
	97.44%
	0.96%
	300-350

	PHRMY
	1.72%
	98.28%
	0.00%
	100-150

	PHYSX
	3.88%
	94.17%
	1.94%
	100-150

	PSYCH
	2.84%
	96.45%
	0.71%
	100-150

	RELIG
	4.55%
	90.91%
	4.55%
	1-50

	SOCSI
	5.76%
	90.05%
	4.19%
	150-200

	SOHCS
	5.31%
	93.81%
	0.88%
	100-150

	SONMS
	5.44%
	92.52%
	2.04%
	100-150

	WELSH
	4.30%
	91.40%
	4.30%
	50-100

	TOTAL
	3.23%
	93.68%
	3.09%
	


7.5 SPLIT BY DIRECTORATE:
Figure 48 shows the staff demographics by Directorate. Data shows that:

· When looking at each Directorate individually, REGOS has the highest no. of employees who have declared a disability (8.53% of all REGOS staff) and  STRAT have the lowest (3.54% of all STRAT staff)
· When looking at the sum of all Directorate staff who have declared a disability (89 employees) -34.8% of all declared disabled staff are from PAFRS, 28.1% (REGOS), 24.7% (INSRV), 7.86% (STRAT) and 4.49% (HRSHE)

· PAFRS have a high percentage of staff (70%) that has not provided this information.

Figure 48: Disability profile of Directorates
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8. COMPOSITION OF COUNCIL MEMBERSHIP

On an annual basis, Cardiff University Council members are provided an Equal Opportunities monitoring form in which to complete and return. Data provided on those form has been collated below. Comparing 2008/9 and 2009/10 would suggest that the percentage of council members with a declared disability had decreased but numerically the number of council members who have declared a disability has remained unchanged. The change in percentage has occurred due to increases in the number of council forms being returned.

Figure 49: Composition of Council Membership 2009-0
	Disability Declared
	% of council

	 Yes
	7.1%

	No
	92.9%

	Not Specified
	0%

	
	

	Total
	100%
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Figure 50: Composition of Council Membership 2008-9

	Disability Declared
	% of council

	 Yes
	7.7%

	No
	92.3%

	Not Specified
	0%

	
	

	Total
	100%
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Disability Equality Scheme Action Plan 2009-2012 

	Area
	Action Number
	Recommended action
	Planned outcome
	Responsibility
	Timescale

	Retain, develop and recruit talented staff

	

	

	1. Recruitment and selection
	DES1
	Consider positive action initiatives in recruitment advertising and publicity material to attract staff applications from disabled people 
	Increased numbers of applications and appointments of people who are declared disabled.
	Deputy Director of HR-Recruitment and IT
	ongoing

	
	DES2
	Continue the work on equality impact assessment of recruitment and selection policies and practices
	Impact assessment completed and actions identified are addressed.
 Increased numbers of applications and appointments of people who are declared disabled.
	Deputy Director of HR- Recruitment and IT
	Jul-10

	
	DES3
	Consider the possibility of achieving the Double Tick Symbol through University procedures
	Decision made on the use of the guaranteed interview scheme and the two-ticks symbol in University recruitment. Actions identified to increase number of successful job applications from disabled people.
	Deputy Directors of HR- Recruitment and IT, E&D Manager- HR
	Dec 

2010

	
	DES4
	Review support and advice provided to selection panels on recruiting disabled staff so that they are aware of sources of advice and what reasonable adjustments can be made
	All staff involved in the recruitment process are aware of resources available to make reasonable adjustment; have confidence to address issues relating to recruitment of disabled staff. 
	Deputy Director of HR- Recruitment and IT
	ongoing

	2. Support for disabled staff and managers of disabled staff
	DES5
	Evaluate the dignity advisors initiative prier to the start of a new exercise to recruit a new cohort of dignity advisors. Provide training in all equality and diversity aspects including disability
	Fully trained dignity advisors will be available to advise staff
	Deputy Director of HR Organisational and Staff Development , E&D Manager- HR
	2010

	
	DES6
	Review and update the webpage dealing with reasonable adjustment to ensure that information is clear and available to all staff
	Managers have clear understanding of their responsibilities.                     Information on legislation, responsibility and reasonable adjustments available on the web
	Deputy Director of HR- Advisory
	2010

	
	DES7
	Continue to develop and implement an effective data monitoring and analysis process that supports the Disability Equality Scheme
	Data will be available to support the implementation of the DES
	Deputy Director of HR- Recruitment and IT
	ongoing 

	
	DES8
	Promote awareness of sickness absence procedure to all staff following its launch. 
	Ensure disabled staff are not unlawfully disadvantaged by the way the University manages Sickness Absence
	Deputy Director of HR- Advisory
	2010

	
	DES9
	Following the launch of the sickness absence procedure, promote training to all line managers
	Ensure disabled staff are not unlawfully disadvantaged by the way the University manages Sickness Absence
	Deputy Director of HR- Advisory
	2010

	
	DES 10 
	Occupational Health to meet with Human Resources and Govrn to discuss support services to staff and ensuring good links between divisions
	Improved links between divisions providing staff support
	OSHEU - Assistant Director Health supported by HUMRS and GOVRN 
	2010

	3. Training and development
	DES11
	Design and deliver an ongoing programme of disability awareness related training appropriate to staff roles and functions
	All staff receive relevant awareness training and promote and mainstream disability equality
	Organisational and staff development team, E&D manager-HR
	ongoing

	
	DES12
	Consider extending further training sessions on harassment, discrimination and bullying awareness training appropriate to staff roles and functions
	Increase staff knowledge of the University’s Dignity at Work and Study Policy and relevant support processes available to them (e.g. HR Managers, dignity advisors, Occupational Health, Staff Counselling, E&D manager-HR)
	Organisational and Staff Development team, E&D manager-HR
	ongoing

	
	DES13
	Continue to raise awareness of Disability Equality and the University’s Disability Equality Scheme and Disability Support Network in staff induction
	Staff are aware of Disability Equality Scheme and Disability Support Group. Increase disability disclosure 
	Organisational and Staff Development team, E&D manager-HR
	ongoing

	
	DES14
	Embed disability awareness into  Appraisal Review training of line managers
	Effective and consistent implementation of the Appraisal process
	Organisational and Staff Development, E&D manager-HR
	2010

	
	DES15
	Develop training matrix that identifies the specific equality and diversity competencies and training requirements for staff and committee members at all levels 
	Effective, targeted training in place that meets general and specific requirements of all roles and responsibilities
	Training Working Group
	Dec-10

	4. Pay and Progression
	DES16
	Continue to monitor staff  re-grading and promotion by disability
	Re-grading review will be informed by data collected
	Deputy Director of HR- Advisory/ Deputy Director of HR- Organisational and staff development
	Ongoing 

	5. Grievances and Disciplinary action including allegations of harassment
	DES17
	Include information relating to disability related complaints in the Equality Impact Assessment of relevant policies and procedures. 
	Disability related issues are taken into consideration in the application of each policy/procedure/practice in a consistent way
	Deputy Director of HR- Advisory
	2011

	6. Ongoing involvement of disabled staff within policy development
	DES18
	Continue to involve disabled staff in the development and review of new and existing policies/practices/procedures
	Relevant feedback and involvement from disabled staff in the review and development of policies/procedures and practices.
	Deputy Director of HR- Advisory
	ongoing 

	
	DES19
	Hold further involvement activities throughout the 3 years of implementation (on a 6 month basis) with staff and students targeting specific relevant subjects. 
	Involvement of disabled staff and students in the implementation and review of the DES
	Equality & Diversity Manager GOVRN 
	Commencing 2010

	
	DES 20
	Take steps to improve support and participation for the Disability Staff Network including carrying out an anonymous questionnaire regarding how the group would like to be involved/be consulted on University policies and issues 
	Current barriers to involvement identified and addressed
	Equality & Diversity Manager GOVRN
	Dec 2010 

	
	DES 21
	Follow up relevant key actions identified in the PWE staff survey and communicate actions taken as a result of feedback from the survey
	Key feedback is addressed via a targeted action plan                                                       Action taken to address feedback is communicated to staff
	Positive Working Environment Steering Group
	2011

	
	DES22
	Include paper of summary issues discussed at the Staff Disability Network on the agenda for the Equality and Diversity Committee on a regular basis 

	Dire ct route provided for issues raised at the DSN  meetings to inform Equality & Diversity Committee
	Equality & Diversity Manager GOVRN 
	From May 2010

	Attract, recruit, support and retain high quality students

	

	

	7. Recruitment, Widening Access and Admissions
	DES23
	Actively promote the involvement of disabled students as student mentors in the work with schools
	Promote the inclusive culture of Cardiff University and encourage early disclosure of disability 
	Widening Access Team
	Summer 2010

	
	DES24
	Review the information/documentation that is used to market the University in schools and colleges to ensure it includes information on disability disclosure and support for disabled students in HE  
	Disabled students are better prepared to access support at University 
	Widening access team supported by DYSLX
	Summer 2010

	
	DES25
	Conduct EIA on Admissions Framework and associated policies and establish follow on actions to be undertaken.
	The Admissions Framework is assessed and resulting actions are incorporated into future planning as appropriate
	REGIS
	Dec-10

	
	DES26
	Provide information, support & training  to schools to conduct EIA’s on priority areas of recruitment & admissions 
	Schools in a position to carry out effective EIA's on admissions and recruitment
	HUMRS & GOVRN Supported by Equality and Diversity Contacts and Heads of School
	Dec-10

	
	DES27
	Establish a disability advice group to review the arrangements for open days and, if appropriate, make recommendations to open day organisers on any enhancements that could be made to ensure that we continue to take a positive approach to disability and access queries at open days 
	Staff involved in Open Days will have information available to provide useful and positive responses to access & support queries
	Widening access supported by DYSLX and GOVRN
	Summer 2010

	8. Learning Teaching and Assessment
	DES28
	Incorporate information provision to disabled students in work being conducted on communication strategy to students
	The information needs of disabled students are understood and are being met.
	REGIS, DYSLX with assistance from GOVRN
	Sep-11

	
	DES29
	Development of Postgraduate Admissions Criteria to ensure that information on University procedures, policies and services in equality and diversity statements and disability statements is consistent
	Information on University services, policies and procedures for disabled students is consistent
	Heads of Schools supported by REGIS and DYSLX
	Oct-10

	
	DES30
	Produce management information reports for evaluation data (that includes monitoring data relating to disability for admissions, progress and attainment)
	Data is monitored on a regular basis and incorporated into future planning as appropriate
	REGIS,INSRV
	Jul-10

	
	DES31
	Incorporate the requirements of disabled students within the project work on consistency of assessment practice and delivery of student experience.
	Holistic approach to assessment practice and delivery - alignment of Inclusive Curriculum project to implementation of consistency of assessment practice.
	REGIS
	Jul-11

	
	DES32
	Conduct EIA on Code of Practice for Research Students and establish follow on actions to be undertaken
	Resulting actions are incorporated into future planning as appropriate
	REGIS 
	Jul-10

	
	DES 33
	Inclusive Curriculum is a strategic enhancement theme in the University’s Periodic Review (PR) quality assurance process.  

In that context, all Schools to complete a curriculum review focusing on access for disabled students, and to maintain and implement an associated annual action plan


	· Schools and teaching staff are able to articulate core academic or competence standards and to identify unnecessary barriers to learning

· Learning and assessment activities are designed to be as inclusive as possible, to minimise the need for individual adjustments

· Teaching materials are produced in accessible formats

· Schools and teaching staff understand when individual adjustments are and are not reasonable, and are prepared to make individual adjustments promptly where needed

· Programme and module descriptions provide specific information which anticipates the needs of disabled students and enables applicants to make informed choices


	Heads of Schools, supported by Inclusive Curriculum Officer (Registry).
	All Schools to complete by the end of their PR year at the latest: Schools will be encouraged to conduct the review in anticipation of PR where possible.

All Schools will complete PR by end of 2011-12

	
	DES34
	Supplement peer review materials to address accessibility and inclusivity


	Members of staff involved in peer review are able to identify unnecessary barriers to learning and can support each other in reflecting on and implementing solutions
	Registry
	December 2010

	
	DES35
	Disseminate guidance on ‘Dignity & Respect in the Classroom’, and support Schools in developing and implementing a local approach


	Teaching staff feel confident in setting out clear expectations for behaviour in the classroom and in addressing behaviour which is disruptive, bullying or offensive if it occurs
	Heads of Schools, supported by Registry
	3 Schools each year (9 by July 2012)

	
	DES36
	Through the PALET* project, build accessibility and inclusivity of curriculum into programme approval procedures, to ensure appropriate consideration at both the business case stage and the curriculum design stage.

*PALET = Programme Approval Lean Electronic Toolkit

	· Unnecessary barriers to learning arising from programme structure will be eliminated

· Calculations and projections for the business case will incorporate inclusivity considerations

· Programme and module specifications make explicit any academic or competence standards which would limit the availability of alternative forms of assessment

Inclusive design of teaching materials and of learning and assessment activities will be addressed from the outset, avoiding the inconvenience of later ad hoc adjustments
	PALET, supported by Inclusive Curriculum Officer
	Full process designed and agreed by 07/10.


	9. Support for disabled students
	DES37
	Improve University web pages to ensure that all disability data is easy to find, links to other relevant data and where appropriate held in one place (under Equality & Diversity pages) 
	Disabled students can access relevant information with ease
	HUMRS, GOVRN supported by DYSLX, ESTATES, REGIS
	Feb 2011

	
	DES38
	Review information and guidance available to disabled students and staff working with disabled students on the DYSLX web pages
	Comprehensive information and guidance on support for disabled students is available from one location
	DYSLX
	Dec-10

	
	DES39
	Review information sent out from Schools to all new students and recommend an agreed paragraph for disabled students
	All new students receive consistent information from the University
	GOVRN supported by DYSLX
	Feb-11

	
	DES40
	Develop careers information for disabled students on access to work
	Ensure disabled graduates are in the best position to access support in employment
	Careers Service
	Dec-10

	
	DES41
	Review disclosure policy to assist schools on effective communication of disclosure and promote an understanding of why monitoring data is collected and how it is used
	Effective procedures for disclosure and support available. Increased understanding of monitoring to encourage disclosure
	GOVRN/DYSLX
	Jul-11

	10. Student complaints
	DES42
	Consider options to improve equality monitoring data  as part of the formal complaints procedure
	Improve equality monitoring data as part of the formal complaints procedures
	GOVRN
	Mar 2011

	11. Ongoing involvement of disabled students
	DES43
	Ongoing involvement events and focus groups  at least on a 6 month basis focusing on specific subjects
	Feedback from involvement events incorporated into progress and actions of the DES
	GOVRN
	First involvement by Jun 09 and at least 1  every 6 months thereafter

	Development of a high-quality physical and technological infrastructure

	

	

	12. Physical environment
	DES44
	Continue to involve disabled members of staff and students on making improvements to existing buildings and in the planning of new builds.
	Decisions relating to access adjustments and new buildings will involve disabled people
	Estates
	ongoing

	
	DES45
	Continue to update and improve accessibility information available on the CU website, to include promoting progress made and future work planned.
	Building accessibility information is available to all through the website and is easy to locate.
	Estates
	Ongoing

	
	DES46
	Identify obstacles and make suitable adjustments to the campus to improve accessibility.
	Develop a programme of adjustments to the estate to continue to improve campus accessibility
	Estates
	ongoing

	
	DES47
	Develop Building Management Guidelines specifically relating to accessibility issues
	Ensure that buildings are managed effectively to maximise accessibility.
	Estates 
	Dec-10

	
	DES48
	Continue to react to individual requests for adjustments relating to the physical Estate
	Ensure that reasonable adjustments are carried out for individuals.
	Estates
	ongoing

	
	DES49
	Carry out an Equality Impact Assessment on the University's Parking Policy when a final version of the policy is available
	Legal requirements in relation to disability and parking identified and considered 
	Director of Campus Services 
	2011

	
	DES50
	Work with Cardiff Bus to develop information for students on transport available ‘getting from A to B’ that will include specific information on transport between halls of residence and the campus buildings 
	Improved information on transport 
	Campus services/ Residences
	Dec 2011

	13. Technological infrastructure
	DES51
	Review arrangements for assistive software across the University including provision for exams/formal assessments and develop an implementation plan for ensuring effective provision of assistive software for staff and students. 
	Planned approach to ensuring assistive software and auxiliary aids are available and compatible with other university software 
	INSRV
	Dec-10

	Ensuring effective governance and management

	

	

	14. Committees
	DES52
	Identify and provide training to relevant committees on strategic equality and diversity issues
	Committees briefed on their responsibilities under equality legislation and their strategic role in eliminating discrimination and promoting equality
	Training Working Group
	Jul -11

	15. Recording & communicating disability information 
	DES53
	Review the confidentiality policy to ensure it includes information on disclosure, confidentiality, passing information on and the need for evidence
	Disabled students are clear on the implications of disclosing a disability and how disclosures are processed 
	GOVRN supported by DYSLX
	Jul-11

	
	DES54
	Investigate the cost implications and viability of adopting the SIMS component on accessibility.
	A single system would provide consistent information across all Schools and a consistent approach to recording adjustments
	REGIS, INSRV supported by GOVRN and DYSLX
	Jul-11


	16. Embedding Equality Impact Assessment within working practices
	DES55
	Set up EIA steering group to oversee the effective implementation of EIA’s 
	Quality of EIA'S reviewed and feedback available on completed EIA's
	GOVRN 
	Oct-10

	
	DES56
	Develop central web page resource for EIA’s providing a programme for carrying out EIA's, summary EIA reports and information about training and the EIA steering group 
	Resource available for completing EIA's and publishing EIA summaries
	GOVRN/ HUMRS 
	Jul-10

	Engagement with external stakeholders, public relations and communications

	

	

	17. Public relations and Communications
	DES57
	Include relevant information for effective communication with disabled people in the University’s communications strategies for staff, students and external audiences
	Communication requirements of disabled people incorporated into communications strategies and good practice for effective communication that would benefit all staff                                                                   
	CAIRD
	Dec-11

	
	DES58
	Continue to work with relevant stakeholder organisations e.g. CVCDP, Skill etc to include input and involvement in relevant CU activities
	Views of Stakeholder organisations are actively sought
	GOVRN / HUMRS/ DYSLX
	Ongoing

	
	DES 59
	Develop links with local public and voluntary organisations to address common issues and issues with overlapping impact and responsibilities
	Joined up working with local organisations to achieve wider benefits
	GOVEN/ HUMRS/ DYSLX
	Ongoing
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� ECU Statistical report 2009 


� Department for Innovation, Universities & Skills, HE Educational Analysis - DUIS Research Report 09 06 (May 2009) 


� Definition found in the Equalities Review Report - Fairness and Freedom: The Final Report of the Equalities Review 
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