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Summary

Open University distinctive characteristics

The Open University is open to people, places, methods and ideas.  We promote educational opportunity and social justice by providing high-quality university education to all who wish to realise their ambitions and fulfil their potential.

The Open University is distinctive among higher education institutions.  From our roots in Prime Minister Harold Wilson’s vision of a ‘university of the air’ becoming a reality with the granting of the Royal Charter in 1969 to our current position as a world leader in the provision of higher education distance learning, the journey has been an extraordinary one and more than 2 million students have studied with The Open University.

The University has no minimum entry requirements for admission to undergraduate modules and around one third of our UK undergraduates have entry qualifications lower than those normally required by other UK universities.  We accept students of all ages including students under the age of 16 where it is evident they can achieve the learning outcomes of the module.  More than 200,000 students enrol each year and around 12,000 students have declared disabilities.

We teach primarily at a distance through a system of supported open learning which includes the provision of high quality print and multimedia teaching materials, together with personalised tuition, learning feedback and support.  Personalised tuition takes the form of correspondence, face-to-face and online tutorials, telephone tuition, and residential and day schools, depending on the module being studied.

The Open University is the UK’s only UK-wide university and we have had offices in England, Northern Ireland, Scotland and Wales since our inception.  Through economies of scale, the University is able to deliver a breadth and quality of programmes to each of the nations of the UK.
In addition to offices in Belfast, Cardiff and Edinburgh, the University has ten offices across England and a headquarters at Milton Keynes.  Our recruitment pool is local, national and international and there are around 5,000 academic, administrative and support staff and around 7,500 teaching staff, known as associate lecturers, the vast majority of whom work part-time.

National and regional centres play a key role in looking outwards and developing local partnerships, relationships and responding to local priorities and initiatives.  The potential to understand and respond to the needs of local communities is greatly enhanced through this network and outreach and marketing teams play a vital role in realising the University’s strategic objective of encouraging and enabling a more culturally, socially and economically diverse student group to learn, achieve and prosper.

The University continues to expand its global reach and aims to achieve major growth in targeted international markets.  Open University Worldwide already manages partnerships for more than 45,000 students studying with 20 partners in more than 30 countries, including China, India, Russia, Singapore and seven Arab countries.  We are the only British university which focuses on delivering learning through capacity-building inside developing nations, employing our expertise in teaching and research to enhance educational infrastructures.  The Open Africa office coordinates partnerships and development work across 13 countries, including major programmes to support teacher and health care worker training.  

Summary

Report from the Head of Equality and Diversity

Delivering inclusion and social justice at different scales

As an institution whose mission it is to promote educational opportunity and social justice by providing high-quality university education to all who wish to realise their ambitions and achieve their potential, equality and diversity strategies are, and will remain at the heart of the Open University.

Ever pioneering, The Open University was the first UK university to make materials increasingly freely available at scale over the past 5 years. The impact has been breathtaking in its scale. In January 2010, the OpenLearn website had its 10 millionth visit. Over 2 million visitors annually explore web content created for Open University programmes broadcast on the BBC and another 3 million explore free learning materials on open access websites. In June 2010, after just 2 years in operation, the University’s presence on iTunesU reached the milestone as the first university to achieve 20 million free downloaded tracks.

In the virtual world Second Life, the University is working to make the experience of students more inclusive, developing environments and clothing for example that allow individuals to express their identity in ways that matter to them.

In prisons, more than 1,400 prisoners are currently taking OU modules and a new prospectus provides details of almost 200 modules that are fully accessible to prospective and existing students.

In communities across the UK, the Community Partnerships Programme is reaching hundreds of people, providing encouragement and support to participate and advance in higher education.

In faculties and administrative units across the University, academic and administrative staff have developed curriculum, research, partnerships and other forms of scholarship in the past year that directly address issues of social inclusion, diversity, identity, equality and human rights.

This report highlights many of the equality-related initiatives and achievements of The Open University over the past year. While it is not a complete picture of the work undertaken to challenge inequalities, promote equality of opportunity and promote good relations between people, it provides a snapshot of the ways that University staff work at different scales and in different contexts in their passion and genuine dedication towards creating an inclusive institution.

Progress and achievements

Students and staff consistently rate The Open University as one of the best places to study and work. In the past year, the University again featured in the top three higher education institutions in the UK for student satisfaction in the National Student Survey. And in the Sunday Times Best Companies to Work For in the Public Sector, the University was the highest ranking higher education university and ranked above all other public sector organisations in the categories ‘giving something back’ and ‘fair deal’.
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Report from the Head of Equality and Diversity

International development continues to be an important part of the University’s strategy and in November 2009, the University’s ground-breaking Teacher Education in Sub-Saharan Africa programme won a Queen’s Anniversary Prize for Higher and Further Education. Around 325,000 primarily rurally-located teachers will benefit from the programme in 2010. The Health Education and Training programme was awarded an unprecedented £2.5 million from UNICEF to train community health workers in Ethiopia in potentially lifesaving healthcare skills. And the English in Action programme secured £2 million of external funding through the Department of International Development in addition to £5.5 million already raised for work in Bangladesh. The programme aims to transform the way English is learned by 25 million primary and secondary school children and adult learners over a period of 9 years.

The University developed and launched its first comprehensive equality scheme in February 2010. The scheme  incorporates our Disability Equality Scheme, Gender Equality Scheme, Race Equality Policy and our additional work to promote equality in relation to the characteristics of age; caring and dependency responsibilities; gender identity; pregnancy, adoption, maternity and paternity; marriage and civil partnership status; political opinion; religion or belief and sexual orientation. The University went well beyond its statutory duties in involving and consulting people in the development of the scheme, a process that extended over a period of approximately one year and used a mix of traditional and new media across multiple platforms to ensure maximum reach. Colleagues across the University set out action plans to address the aims and objectives of the scheme, ensuring ownership for delivery and providing a route map that will be reviewed on an annual basis.

With respect to our equality and diversity key performance indicators, 5 of the 6 student indicators are currently following the desired trend and 10 of the 11 staff indicators are doing likewise. Of particular significance is the increase in the percentage of younger and more ethnically diverse tutors (Associate Lecturers) and the increase in the percentage of staff with declared disabilities as a result of efforts to encourage staff disclosure. Providing a safe work place environment is key to staff with different individual characteristics feeling able to be themselves and subsequently perform better at work. Institutional support in response to individual needs can only be provided if staff feel confident that they will receive a positive and non discriminatory response to personal disclosure.

Challenges, opportunities, priorities

Our equality scheme 2009 – 2012 sets out the student and staff key equality challenges that we are currently addressing and we will continue to prioritise these in the year ahead. The scheme will be reviewed and revised in 2011 to take account of the staged implementation of the Equality Act 2010 by the coalition government, and in particular to meet the new public sector equality duty.
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Report from the Head of Equality and Diversity

As a UK-wide institution, the University is sensitive to the need to take account of its different contexts and responsibilities in the four nations it encompasses. We will need to ensure we are prepared to meet forthcoming specific duties to be determined by Westminster, the Scottish Government and the Welsh Assembly Government, in addition to implementing significant changes in the way we manage and report on equality in Northern Ireland in response to new guidance from the Equality Commission for Northern Ireland.

Like other universities and public bodies, the University will also need to be mindful at a time when it faces financial challenges that it must screen major policy decisions and changes prior to their implementation, to ensure that no particular group of staff or students are unintentionally disadvantaged by those decisions.

As we develop and revise our international strategy in the year ahead, we will also need to recognise and respect cultural differences, while using the opportunity to promote understanding of equality and diversity in the partnerships we develop and amongst the new students we reach.

Personal reflection

As I approach retirement from the University later this month I have been forced to reflect on overall progress on the way in which we have managed equality and diversity since 2004 when new structures were agreed to ensure the University could meet the challenges of forthcoming statutory duties in relation to race, disability and gender. As this report illustrates we have made real progress not least of which is to have developed a reporting process which charts progress and highlights the continuing challenges we face at a time when all universities are anticipating significant cuts to their public funding. Developing sound policies, processes and practices to manage and embed equality are fundamental to the institutional acceptance of this key aspect of our diverse and open institution. As the country faces challenging times ahead, I am optimistic that The Open University will continue to be a beacon of good practice and provide equality of opportunity to all who engage with it either as students, staff or partners.

Derek Child

Outgoing Head of Equality and Diversity

September 2010
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Equality and diversity key performance indicators

Table 1: Student equality and diversity key performance indicators

	
	Actual

	
	05/06
	06/07
	07/08
	08/09
	Desired trend
	Actual trend

	Percentage of new UK undergraduates with declared disability
	3.4
	3.5
	3.2
	3.4
	Increase
	Steady

	Percentage of new UK undergraduates from ethnic minority backgrounds
	10.9
	10.7
	11.3
	11.1
	Increase
	Increase

	Percentage of new UK male undergraduates
	36.8
	37.2
	37.1
	37.9
	Increase
	Increase

	Percentage difference between module completion rate for all UK disabled and non-disabled students
	8.5
	7.9
	8.2
	7.9
	Decrease
	Decrease

	Percentage difference between module completion rate for all UK undergraduate ethnic minority and white students
	8.9
	7.7
	7.7
	8.2
	Decrease
	Decrease

	Percentage difference between module attainment rate at levels 2 and 3 for all UK undergraduate ethnic minority and white students
	19.2
	20.6
	19.4
	18.6
	Decrease
	Decrease


Table 2: Staff equality and diversity key performance indicators
	
	Actual

	
	Mar 2007
	Mar 2008
	Mar 2009
	Mar 2010
	Desired trend
	Actual trend

	Percentage of academic staff aged 35 and under
	11.4
	11.4
	10.9
	11.1
	Increase
	Decrease

	Percentage of associate lecturer staff aged 35 and under
	6.3
	6.2
	8.3
	8.7
	Increase
	Increase

	Percentage of internal staff with declared disability
	1.9
	1.9
	2.1
	3.0
	Increase
	Increase

	Percentage of associate lecturer staff with declared disability
	3.5
	3.5
	3.8
	4.3
	Increase
	Increase

	Percentage of internal staff from ethnic minority backgrounds
	6.0
	6.4
	6.8
	7.1
	Increase
	Increase

	Percentage of associate lecturer staff from ethnic minority backgrounds
	5.0
	5.4
	5.7
	6.0
	Increase
	Increase

	Percentage of ethnic minority staff in senior posts (pro-vice-chancellors, deans, professors and heads of units)
	3.9
	5.1
	5.5
	5.8
	Increase
	Increase

	Percentage of men in support staff posts
	21.6
	21.3
	23.1
	23.2
	Increase
	Increase

	Percentage of women in senior posts (pro-vice-chancellors, deans, professors and heads of units)
	33.8
	35.8
	37.0
	36.0
	Increase
	Increase

	Percentage of respondents who prefer not to disclose religion/belief in staff survey
	n/a
	n/a
	15
	14
	Decrease
	Decrease

	Percentage of respondents who prefer not to disclose sexual orientation in staff survey
	n/a
	n/a
	11
	9
	Decrease
	Decrease


Some data in these tables is different to data published in previous years due to adjustments made for a variety of reasons, including changes to declarations made by staff and students.
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Headlines from equality and diversity key trends analysis

This section provides headline findings from our extensive analysis of key trends.  For a more detailed trend analysis and to place these findings in context, please read the full report.

Age

a) Little age diversity within main governance bodies

b) Workforce age composition remains largely unchanged

c) Sharp decline in the proportion of job applicants shortlisted at both ends of the age spectrum

d) Little difference in the take up of staff development opportunities across age bands

e) Continued increase in the proportion of younger students

f) Completion rates for younger students continue to improve

g) Older students continue to achieve higher marks at levels 2 and 3
Disability

a) Disabled people are well represented in main governance bodies

b) Significant increase in the proportion of staff with declared disabilities

c) Gap widens between the appointment rate for disabled and non-disabled job applicants

d) Disabled staff more likely to take up development opportunities but less likely to be promoted

e) Proportion of disabled undergraduate and postgraduates continues to increase

f) Completions gap narrows for disabled undergraduates

g) Disability attainment gap widens at some levels and narrows at others

h) Increasing proportion of complaints and appeals from disabled students
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Headlines from equality and diversity key trends analysis

This section provides headline findings from our extensive analysis of key trends.  For a more detailed trend analysis and to place these findings in context, please access the full report.

Gender

a) Men and women evenly represented in main governance bodies

b) Workforce gender composition increasingly female dominated

c) Continued occupational gender segregation

d) Women continue to move into senior posts

e) Gender appointment gap closing

f) Proportion of male undergraduates increases for first time in at least 13 years

g) Gender completions gap narrowing

h) Little difference in gender attainment rates
Race

a) Few people from ethnic minorities groups represented in governance

b) Increase in the proportion of ethnic minority staff but high proportion on fixed term contracts

c) Ethnic minority staff continue to take up development opportunities, achieve promotions and move into senior roles

d) Ethnic minority applicants less likely to be shortlisted and appointed

e) Voluntary turnover remains higher for most ethnic minority groups

f) Student ethnic diversity continues to increase

g) Ethnicity completions gap widens

h) Ethnicity attainment gap widens at level 1 and remains large at levels 2 and 3

1.   Equality across multiple-characteristics
Introduction 
1.1 This Section highlights those developments that relate to more than one individual characteristic. Developments and activities which are relevant to specific equality characteristics are detailed in subsequent sections of this report.

Staff   

1.2 The Valued Ways of Working framework is rooted in our values and provides guidance on the key behaviours that are regarded as valuable in achieving our strategic goals.  Following a significant pilot carried out in the past two years, it was launched in September 2010 and now forms part of all OU people processes from supporting our Career Development and Staff Appraisal (CDSA) process, regular coaching discussions, recruitment activity, change implementation or team development.  Staff engagement with the framework is remarkably high, and the tool is helping lead to a focus on how we go about achieving results, and on building on our strengths.
1.3 The 2010 Sunday Times Best Companies to Work For in the Public Sector list
  published in March 2010, for the first time featured the Open University at number seven.  The University was the highest ranking higher education institution and was ranked higher than any other public sector organisation for the categories ‘giving something back’ and ‘fair deal’.  The University was ranked third in the ‘my company’ factor, which measured how staff feel about their employer and work ethos.  The Sunday Times surveyed staff at Walton Hall as well as at national and regional centres. 
1.4 A working group involving managers and Union representatives is reviewing current flexible working policies and practices with a view to making recommendations for improvement and reducing the scope for inconsistency in application by different Units.  One proposal under consideration is that all formal and informal requests should be recorded centrally in future (at the moment only formal requests under the statutory provisions for carers are recorded).

1.5 The second of a new style staff survey for internal staff  took place during May and June 2009 as a follow-up to last year’s survey.  The survey was distributed to 4,969 employees via email and hardcopy questionnaire.  2,947 employees completed the survey, providing a response rate of 59.3% which was similar to the 2008 survey.  New for the 2009 survey were questions related to religion  or belief, and sexual orientation.  Overall the quantitative results from the survey were very positive with improvements in all categories in comparison to last year.  The qualitative results provided both positive and negative responses.  Staff reported their enjoyment and pride in working for the OU and consider the University overall to be a good employer.  However other comments from employees that were negative in nature included such things as job security and open plan offices.  Survey findings related to analysis of staff experiences by equality characteristics are set out in the respective sections of this report. 

1.6 For the 2009 staff survey a simple question was added ‘Have you had a CDSA in the past 12 months?’  Preliminary analysis showed relatively even adoption of CDSA across academic units, but was patchier across non-academic units.  Of those responding, 95% of eligible academic staff reported having had a CDSA in the year prior to completing the 2009 survey.  Other staff categories (research staff excluded) reported a take-up rate of 85%.  Not having a CDSA was associated strongly with weaker scores on almost all other measures in the survey report (e.g. job satisfaction, job security, motivation etc). 
1.7 In light of the Associate Lecturer (AL) role review and the need to complete the assimilation of ALs to the single pay spine, negotiations on a new AL contract started in July 2008.  The University and the OU Branch of the University College Union (OU UCU) agreed to bring forward the implementation of two points on which agreement had been reached:  the salary scale for ALs, and a system of CDSA (almost identical to that for internal staff).   The CDSA will be implemented for all ALs following a period of piloting and evaluation which will begin in autumn 2010.    This means that all University staff will be covered by the CDSA process. 
1.8 An AL staff survey was held during April and May 2010.  The aim of this survey was to follow up the 2007 AL survey, understand how ALs feel about their role and to support actions for improvement and change where identified.  

1.9 Far reaching changes have been approved to AL representation within the University which will increase involvement of ALs in University decision making.  A revised AL representative structure comes into effect in September 2010 which involves the creation of a new AL Assembly of approximately 80 ALs elected on a central academic unit, or region/nation basis for all ALs.  Full details of the new structure, how ALs can get involved and communicate via the AL Assembly forum and blog is found on the new AL Representative Structure intranet site (accessible to Associate Lecturers and OU internal staff).

1.10 Since 2006 the Centre for Higher Education Research and Information (CHERI) has been collaborating on an international study ‘The changing nature of the Academic Profession’ 
 to examine the changes being experienced by academics in different countries and to consider differences and similarities between countries (over 20 participating countries worldwide) and between types of higher education institution, different subjects and types of academic job.  The project has already resulted in numerous publications and amongst the issues covered in a number of publications include differences in experience of academics by age, gender and ethnicity. 
1.11 Additional resources have been provided for AL and internal staff on the Valuing Diversity intranet site (accessible from TutorHome).  This includes a video of the Vice-Chancellor talking about ‘why should diversity matter to me?’ and case studies of ALs talking about expecting diversity, the age range of students, supporting students with disabilities and additional needs, coping with different attitudes and behaviours, students as carers, difficulties with English, cultural constraints, and the diversity module. 
1.12 The Open University Business School (OUBS) presented a lecture by Judge Dhaya Pillay titled ‘Fighting discrimination the South African way’ in July 2009.  Judge Pillay, a senior judge at the Labour Court of South Africa which has national jurisdiction, has issued more than 700 judgements on issues such as retrenchment, closure of businesses, strikes, lockouts, affirmative action, equality, non-appointment, HIV/AIDS testing, reviews of labour arbitration awards, employment contracts, whistle-blowing and procedural matters.  More than 60 of her law judgements have been published or reported in law reports, journals and the media.

1.13 To keep staff up to date with equality and diversity developments and news, an information bulletin previously produced for the Equality and Diversity Management Group was made available to all staff through the equality and diversity intranet and publicised via emails to staff networks. 

Students and the curriculum

1.14 The University’s Learner Support framework has been revised for 2010 with a stronger focus on retention and progression.  There is greater use of eSupport, particularly for induction and other forums to provide peer-to-peer support. 
1.15 The Open University was again in the top three Higher Education Institutions in the UK for student satisfaction. 94 percent of students said they were satisfied overall with the quality of their module, according to the 2009 National Student Survey.  Over 9000 students participated in the survey and a total of 155 higher education institutions across the UK and 117 further education colleges in England took part.
1.16 The university’s new advertising and promotion theme ‘World of Inspired Learning’ draws on and celebrates the diversity of those who have gained inspired learning from the OU.  The concept has been designed to sum up the essence both of our mission and our delivery of Inspiring Learning showcasing our diversity and strengths.  The introduction of ‘World of Inspiring Learning’ began in March 2010 with a general television advertisement aimed at increasing awareness of the University.  In addition, an interactive website has been created allowing users to explore the ‘World of Inspiring Learning’
.
1.17 Over 2 million visitors annually explore web content created for Open University programmes broadcast on the BBC and another 3 million explore our free learning materials on open access websites.  In response to the need to extend reach to an international audience, the Open Broadcasting Unit is changing shape in 2010 to enable it to manage and generate free content on the growing range of platforms and technologies that showcase our free learning such as iTunesU, YouTube and Open Learn.  The Open Broadcasting Unit will measure impact in terms of achieving reach across equality characteristics measured by the University.  Accessibility is proactively considered when generating free online learning materials and new publishing environments. The aim is to produce free learning in a variety of formats, that can be used by as wide an audience as possible. Website content and pathways are monitored by annual usability and accessibility testing.  
1.18 In January 2010, OpenLearn
 had its 10 millionth visit.  By January this had resulted in 13,000 module registrations.  The OU was the first UK university to make materials freely available at this scale.  Each OpenLearn study unit has clear learning outcomes and learners can connect with other learners and create their own communities of interest.  OpenLearn will soon be expanding to become the hub for all University materials that are freely available to the public, including videos, podcasts and other interactive content. 
1.19 The University’s presence on iTunes U
  has made huge leaps and bounds since its launch in June 2008.  By June 2010 the University reached a milestone as the first university to hit 20 million downloaded tracks for free on iTunes U.   This success has been attributed to providing original, custom-built content for iTunes U, linked to current and popular OU modules.  Students are able to incorporate tracks into their studies while informal learners anywhere in the world can tap into these materials for free.
1.20 The Open Broadcasting Unit commissions television programmes with the BBC, many of which form part of module materials, enriching the student experience.  All presenters, contributors and content in OU programmes on the BBC comply with the BBC's strict Compliance and Equality and Diversity policies.  Public surveys are conducted after each OU programme on the BBC to better understand the demographics of the viewing population attracted to particular genres and channels.  This information is fed back into the commissioning process to ensure programmes appeal to as diverse an audience as possible.  If necessary, niche programmes are developed to target specific equality characteristics.  Knowledge of OU programmes on the BBC is cascaded to our Associate Lecturers and then onwards to students via faculties.  Staff and the public are also informed of OU programmes via the intranet and a range of public facing websites and TV listings journals.  

1.21 Content created around OU programmes on the BBC is freely available and accessible to all via the online website open2.net or by contacting the OU by phone or post.  The response rate for this information is increasing year on year with over 350,00 requests received from across the UK in 2009.

1.22  During 2009 the OU and the BBC put popular science back on peak time TV with Bang Goes the Theory on BBC One at 7.30pm.  The aim was to get a younger, more gender diverse audience interested in science.  In less than a year, over 85,000 people have been inspired to go to the OU's website to find out more about science and take part in various challenges and experiments developed to support the series.  The demographic profile of this audience will be analysed towards the end of 2010 to feedback into the commissioning process of broadcast and online content.  

1.23 To support the OU's strategic marketing activity, a scheme is being piloted by the Open Broadcast Unit and Marketing and Sales, whereby all OU programmes on the BBC are commissioned, to help address known underrepresentation of students on specific OU modules, such as targeting younger students or attracting more women and men on modules in non-traditional areas.
1.24 New Faculty of Education and Language Studies (FELS) modules such as ‘Worlds of English‘ (U214) will have resources from a variety of English language communities around the world.  The modules in the Foundation Degree in Sports, Fitness and Health
 present resources that include case studies with a variety of ethnic and socioeconomic backgrounds, as well as tackling mental health issues.
1.25 The OU Business School (OUBS) has reviewed its portfolio and using student feedback has developed a series of shorter more accessible modules that will help build to a qualification.  Module length allows these to be presented more frequently, allowing students greater opportunity to study these while fitting them around their lifestyle and commitments.  Many of these modules have no entry requirements allowing students to develop learning skills and qualifications that can lead to higher level qualifications.

1.26 There have been modifications on the Health and Social Care nursing programme to the requirements / presentation patterns, to assist students to remain ‘on programme’ and facilitate return following interrupting programme due to health issues, caring responsibilities, and major life events. 
1.27 The ‘Higher Education Empirical Research (HEER) Database’
 developed and updated regularly by CHERI comprises summaries of empirical research on a range of topics related to higher education.  Included in the eleven themes covered in the database are:  learning, teaching and assessment; access and widening participation; graduate labour market; staffing; and students-characteristics, experiences and expectation.  The sub-themes covered include:  gender, age, disability, socio-economic groups, and ethnic minorities.  The database is sponsored by the Department for Business, Innovation and Skills and the Higher Education Funding Council for England.
1.28 The Development Office are implementing a process to encourage future restricted donations and legacies to address inequality issues through communications with potential donors (taking into account UK discrimination laws). 
1.29 The Social Sciences Student Support Review pilot is targeting Openings students, and in particular widening participation students, to improve retention and progression rates by providing information, advice and guidance on study routes and pathways.  The Arts Faculty is running a Student Support Review pilot on 'The Arts past and present' (AA100) in the East Midlands region to explore ways to improve student support, retention and progression.  As part of this, a set of vulnerability criteria has been developed which supports proactive interventions with students between registration and module start, and at key points during the module.  
1.30 The University launched a new prospectus to help students in prison choose modules and qualifications they can study while serving their sentence.  The 72 page booklet gives details of nearly 200 OU modules accessible to students in prison, with subjects ranging from the arts and social sciences to mathematics, science, and law.  There is also information and advice on how prisoners can become successful students and on how they can make use of the knowledge and skills gained from study after their release.  More than 1,400 prisoners are currently taking OU modules in prisons throughout the UK.  A new Prison Service order, developed jointly by the Prison Service and the OU, aims to give more support to higher education provision in prisons in view of its clear economic and social benefits; the new prospectus sent to over 100 prisons, is its first tangible result.
1.31 The University is working to make its presence in Second Life
, the virtual world, even more inclusive so that visitors can enjoy a positive experience.  Developments are being progressed, related to the representation of the identity of students and staff in the virtual world (through their avatar) such as through the provision of clothing, as well as the environment in the OU’s Second Life regions.  Whilst some users take advantage of the opportunity to test a new identity in a safe environment, it is recognised that some users prefer their avatars to more accurately reflect their real life identity.
1.32 The Centre for Widening Participation
 celebrated its tenth birthday on 4 November 2009 with an award ceremony in Birmingham, to mark the achievements of more than 100,000 Openings learners.  Baroness Morris of Yardley opened the event and other external speakers included Tony Whelan, an OU student and former Manchester United footballer.  The day included a number of awards, including the first person to graduate having begun with an Openings module and to go on to achieve an MA, and a former Openings student who is now an Openings tutor.  The party was attended by a range of staff, tutors, students, and representatives from partner organisations and recognised the impact that Openings
 modules have had in reaching new under-represented audiences.
External developments and partnerships
1.33 The OU is using its expertise across the Higher Education sector to run a Support Centre for Open Resources in Education (SCORE)
 funded by the Higher Education Funding Council for England (HEFCE). This is designed to help support other universities in the UK with developing open educational resources projects.  SCORE will help institutions to develop new resources and services to enhance teaching and reduce the costs of module development.  
1.34 In the wake of the 60th anniversary of the Universal Declaration of Human Rights, the University’s Centre for Citizenship, Identities and Governance (CCIG) jointly organised with the Birkbeck Institute for the Humanities, City University (Sociology), and Oxford University (Centre on Migration, Policy and Society (COMPAS)) a public discussion panel event in February 2010 titled ‘After Human Rights’.  The panel explored a central and increasing tension between ‘particular, nationally-bounded’ citizenship and ‘natural’ human rights drawing on the insights of theoretical and empirical scholarship and of the politics of human rights activism. 
1.35 The OU in Wales celebrated ‘Carers’ Week’ which for 2010 had the theme ‘a life of my own’, by hosting a lively seminar on learning opportunities for disabled people and carers at its national centre in Cardiff in June 2010.  The event brought together OU staff and students, carers and disability organisations to debate how access to learning can support a ‘life of their own’ for carers and disabled people.  

1.36 FELS has promoted the OU as an institution that values equality and diversity through its continuing development of relationships with unions such as the NASUWT and UNISON.  FELS has an important presence on the UNISON/OU web portal, which is accessible to all UNISON members. 

1.37 Marketing and Sales is seeking to establish schemes and mutually beneficial partnerships to expand University reach across diverse UK populations, for example:

a) Entering into an affinity partnership with Tesco, offering people the opportunity to use their Reward Tokens as payment towards their studies.

b) Producing a ‘Beyond Recession’ portal
 aimed at supporting unemployed people positively.  The website contains a redundancy guide, as well as practical suggestions and activities to help people assess their skills, devise an action plan and research sources of help. 
1.38 Health and Social Care partnerships include:

a) The Fostering Network which promotes access to OU modules for foster carers who may have previously had little or no qualification opportunities. 
b) The partnership with UNISON has at its root a synergy of interests around widening participation, encouraging a wide range of people to take up higher education.  There is strong evidence that with the backing of their Union, these students have much higher levels of retention on ‘An Introduction to Health and Social Care’ (K101) than the average. 
c) The alliance with the Royal College of Nursing seeks to promote wider access to education and there have been a number of locally run 'lunch and learn' sessions in workplaces geared to engage workers in a variety of roles and grades.
1.38 The University now publishes the journal ‘Widening Participation and Lifelong Learning’
, previously published by Staffordshire University.  The journal is international, interdisciplinary and cross-sector, relating widening participation to higher education, further education, community-based learning and schools.
2.   Age equality
Introduction

1.39 The University’s Equality Scheme 2009-2012 implemented in December 2009 covers a range of individual characteristics including age.  The activities set out below highlight progress and achievements since the Equality and Diversity Annual Report 2009 

Age equality and staff

1.40 To enable The Open University (OU) to abolish the mandatory retirement age in the future, a review of performance management processes has been conducted which has resulted in the introduction of a new online Career Development and Staff Appraisal (CDSA) system and a planned introduction of CDSA for Associate Lecturer staff.  Human Resources (HR) have reviewed age and retirement age strategy in line with the Government’s proposals
 published 29 July 2010 to phase out the default retirement age.  University plans for the abolition of the mandatory retirement age will be submitted by the Director of HR to the Vice-Chancellor’s Executive (VCE) in autumn 2010.
1.41 Responses to the second staff survey for internal staff which took place during May and June 2009 show that job satisfaction does not vary according to age.  However, stress seems to increase with age between the years of 21 and 55 and then levels off before descending in the 60s.  Lowest levels of job security are reported for staff between 31 and 50, from 51 onwards job security increases.  As for the previous survey in 2008 and contrary to popular opinion, motivation levels seem to rise with age and peak with a plateau between the ages of 41and 60.  Survey findings were presented to the University’s Equality and Diversity Management Group in January 2010.  

1.42 An assessment undertaken in 2009 by Human Resources of the University’s internal academic staff group age profile showed a substantial imbalance in favour of older staff.  Follow up actions include:
a) Sharing faculty specific analysis and benchmarking data with each unit.

b) Providing guidance in the Effective Recruitment and Selection guide about scrutinising a sample of person specifications to ensure focus is on competency rather than experience.
1.43 Faculty of Science academic staff supported the third Milton Keynes annual Science Festival
 in October 2009.  The festival was packed with a series of entertaining and informative science, technology, engineering and maths events and activities held around the city involving local schools, colleges, universities, societies and businesses.  The festival aims to engage and inspire young people about science, engineering and technology (SET) and potential careers in SET, as well as encourage stronger University/school links and raise the profile of innovative SET employers in Milton Keynes.
1.44 Health and Social Care (HSC) Faculty hosted an event for 60 local young people funded by AimHigher
 to encourage them to think about a future career and study pathway in health and social care. Feedback indicated that many of the attendees who had not thought about entering higher education now considered it as a possibility.

Age equality and students, curriculum, research and partnerships
1.45 To help know and meet the needs of its younger students better, Student Services has constructed a detailed profile of students aged under 25 covering numbers, motives, experience and progress, and in summer 2010 plans to conduct qualitative research into the experience of students aged between 18 and 25.  Specific support measures have been developed for students under 18, and students aged 18 to 25 are identified for a pre-module welcome call to introduce the OU and offer preparatory advice.

1.46 Following a previous project on the use of Information and Communication Technologies (ICT) by disabled students, the Institute of Educational Technology (IET) has developed plans to conduct a survey of older students' use of (ICT).
1.47 During the past year the following Open Broadcasting Unit activities have focused on age issues:

a) As the needs of our increasingly ageing population change Silverville
, an OU/BBC six-part documentary broadcast in July and August 2009 on BBC One, took a candid look inside one of the new retirement villages in Milton Keynes following the lives and loves of some of the 350 residents.  Linked to the ‘Silverville’ series, Health and Social Care conducted a large-scale online survey about the funding of care and accommodation for older people in the United Kingdom.  Over 1,000 people contributed to the survey.  These contributions will create a snapshot of information on current attitudes, opinions and experiences about how older people who need some assistance to live their lives to the full are supported. 

b) See also ‘Bang goes the theory’ (paragraph 1.22) aimed at younger people and ‘Can Gerry Robinson Fix Dementia Care Homes’ (paragraph 3.42).  
1.48 Supported by the University’s inter-faculty Children and Young People Network, a seminar ‘Questioning masculinities: Policy and Practice with boys and men’ was held in May 2010.  This seminar provided an opportunity to hear about current research within the University and beyond, which brought a critical perspective on masculinities to bear on questions of policy and practice with boys and men.  The speakers came from a range of backgrounds including youth justice, nursing and health promotion, as well as research and campaigning.
Age trends
2.11 Little age diversity within main governance bodies

At March 2010, the Council is a relatively small body of 25 members and more than half are externally co-opted and all of these are aged over 45. This is indicative of the level of skills and experience required of Council members, which is more likely to be present in candidates who are well established in their careers. The Senate is a much larger body of more than 100 members made up mainly of University staff. Only around 10% of Senate members are aged 45 or under, whereas 47% of internal staff fall into this age category.
2.12 Workforce age composition remains largely unchanged

In March 2010, around 38% of internal staff were aged 51 and over and 20% of the workforce were aged 35 and under, a pattern largely unchanged since 2006. Two thirds of academic staff were aged 46 and above. Agency Temporary staff had a much younger profile, with around 48% (173) aged 35 and under. The largest proportion of Associate Lecturers (ALs) employed over the past five years were between 56 and 60 years, around 38% in 2009/10. This is largely because existing ALs are given prior consideration for posts when in a potential redundancy situation. However, there was also a continued increase in the proportion of ALs in younger age bands with the overall proportion aged 55 and under increasing from 59% in 2005/6 to 62% in 2009/10. 

The highest voluntary turnover of internal staff, as in the previous year, was amongst those aged 30 and below at 8%, compared to the University average of 3.6%. In 2009/10 the age band with the largest proportion of AL leavers was 66+ (31.1%), 31-35 (21.1%) and 61-65 (20.6%), which was a change to previous years, when staff in the 51-55 and 56-60 age bands were more likely to leave. The large proportion of leavers in the 61-66+ age bands is largely a result of the University’s mandatory retirement age at 65.

2.13 Sharp decline in the proportion of job applicants shortlisted at both ends of the age spectrum

In the year to March 2010, the age profile of job applicants was not dissimilar to the previous year. However, there was a sharp decline in the proportions of applicants shortlisted aged under 25, and 56 and over, and subsequent decline in appointment rates for those age bands. Only 8% of applicants aged under 25, and aged 56 and over were shortlisted, compared to the University average of 19%. This sharp decline is balanced by a sharp increase in the proportion of applicants shortlisted in the 26-35, and 35-45 age bands. For AL posts, in 2009-10 the highest percentage of applicants were those aged 36 to 40, and aged 46 to 50. Applicants aged 36 to 40 were the most likely to be appointed, a pattern similar to previous years. The largest proportion of applicants and appointments to Residential Schools were in the 56 and over age band; applicants aged 26 to 35 were the least likely to be appointed.
2.14 Little difference in the take up of staff development opportunities across age bands

The average number of courses taken by staff in the year to March 2010 was 2 with staff aged 25 and under taking a higher than average of 2.7 courses and staff aged 56 and over taking a lower than average of 1.4 courses. However, data for 5 years shows that, with the exception of staff aged 25 and under, of which there were relatively few, there was little variation in the average number of courses taken by staff in different age bands each year. Similarly, there was little variation over a period of 5 years in the proportion of ALs in each age band that applied to the AL Development Fund, although ALs aged 55 and over were somewhat less likely to apply.

2.15 Continued increase in the proportion of younger students

The proportion of students aged 31 to 40 continues to decrease while that of students aged 30 and under increases. In 2008/09, 12% (8,100) of new UK undergraduates were aged 20 and below, an increase of 0.9 percentage points from 2007/08. 46.4% (31,373) of new students were aged 30 and under compared to 45% (27,443) in 2007/08. 2008/09 also saw a rise in the proportion of those in the 51 to 55, and 61 to 65 age bands. There has been a continuing decline in the number of post-graduate students in their thirties. 

2.16 Completion rates for younger students continue to improve

Completion rates increased for all UK undergraduate students across all age bands in 2008/09. Similar to the previous year, the largest rise was for students aged 25 and below; 65.5% (7,207) completed their module in 2008/09, compared to 63.3% (6458.5) in 2007/08. There is now just a 3.6 percentage point difference between students aged 25 and below and the University average completion rate. The highest completion rate, as in previous years, at 73% (3,810) was for those aged 56 and over. In the Autumn 2009 Courses Survey, students aged 35 and under were more likely to be satisfied with the quality of online tutorials/workshops in which they took part, and 79% of students aged 25 and under were satisfied with the way in which their studies enabled them to feel part of a student learning community (in contrast to 69% for students aged 56 and over).

2.17 Older students continue to achieve higher marks at levels 2 and 3

Students in the oldest age bands continue to have the highest attainment rates. In 2008/09 the ‘good pass’
 rate on undergraduate modules at levels 2 and 3 for students aged 56 and over was 51.4% compared to 38.5% for students aged 25 and below, which was similar to the previous year. In the Autumn 2009 Courses Survey, students aged 56 and over demonstrated, as in the previous year, the highest level of satisfaction when asked to feedback on aspects of their module overall.

3.   Disability equality

Introduction

1.49 The University’s Disability Equality Scheme 2006-2009 was superseded in December 2009 by the Equality Scheme 2009-2012, which brings together in one place our equality policies including integration of our disability equality scheme as well as anticipating new duties under the Equality Act 2010.  This is the final report of progress against the 2006-2009 Disability Equality Scheme Action Plan which has now been replaced by the new Equality Scheme Action Plan. The activities set out below are drawn from those areas with the greatest disability relevance and highlight just some of the progress and achievements since the publication of the 2009 Equality and Diversity Annual Report.  

Disability equality and staff

1.50 Human Resources (HR) conducted a one question anonymous staff survey in January 2010 which asked staff if they considered themselves to have a disability. 8.5% (426) of internal staff and 6.7% (503) of Associate Lecturers  answered ‘yes’ to the question ‘do you consider yourself to have a disability’.  These figures are considerably higher than the proportion of staff who have declared a disability on the staff database (2.6% of internal staff, and 3.8% of Associate Lecturers).  HR will be monitoring the impact of the one question anonymous staff survey on the information provided via the Staff Self Service system.  

1.51 Responses from disabled staff and non-disabled staff to the second staff survey for internal staff, which took place during May and June 2009, are similar to last year’s results.  People who consider themselves as disabled reported:

a) Considerably lower levels of job satisfaction; satisfaction with manager; satisfaction with pay, job security, organisational fit, people fit, work/life balance and supportive environment.
b) Greater levels of work-related stress and interpersonal conflict. 
A presentation of the findings was given to the University’s Equality and Diversity Management Group (EDMG) in January 2010.  Subsequently disability disclosure and how staff confidence in disability disclosure could be increased was the focus of an EDMG workshop in March 2010 and a number of actions are being taken forward by several units.
1.52 A disabled staff network has been formed.  The purpose is to enable peer support for members and to help reduce feeling of isolation that some disabled staff members may experience in their work setting.

1.53 Two well regarded disability awareness resources have been updated and converted into a more accessible web based resource following the launch of the new Disability and Employment intranet site.   

a) One section is a general disability awareness resource for all staff which features people with disabilities talking about their experiences of working at the University (replaces the disability awareness video titled ‘Who are you?’). 
b) The second section is aimed primarily at Managers and includes information and guidance on a wide range of employment matters (replaces the ‘Fair and Square’ CD-ROM). 
1.54 Academic and Administrative Computing Services (AACS) report that feedback received from disabled staff so far indicates satisfactory support services are in place for the provision of information and communication technologies (ICT) support for disabled staff.  AACS plans to carry out further surveys of disabled staff. 

1.55 Estates inform staff about internal and external works on University premises at Walton Hall and provide details of alternative accessible routes, via email and via postings on the intranet.  Staff feedback from the last customer survey showed 93% satisfaction rate with this service. 

1.56 To check the accessibility of the Library building and its facilities, an accessibility audit of the Library has been completed by the OU Access Centre.  No issues were raised. 

1.57 Communications design exhibitions and events for the greatest possible accessibility.  Where a raised surface is used, wheelchair access is enabled on all sides of the surface.  All graphics and text are developed for maximum legibility.  In addition, Communications use computer displays which are peripheral accessible, hearing induction loops, and low energy high output lighting which also helps users with low visual acuity.
Accessibility and the curriculum
1.58 The April 2009 Securing Greater Accessibility (SeGA) Workshop Implementation Plan supports a continued drive towards mainstreaming the production of module materials in alternative formats.  The draft plan has been endorsed by the Pro-Vice-Chancellor Learning, Teaching and Quality and agreement secured from Learning and Teaching Solutions, Institute of Educational Technology and the Library.   

1.59 Disabled Student Services sponsored Implementation Plan is in place to improve support and services for alternative-format module materials and auxiliary aids. As part of this process review, comb binding was fully outsourced in 2009 to improve the efficiency of provision of these materials to students.
1.60 Learning and Teaching Solutions (LTS) is reviewing its 2007 accessibility policy which lists the standard offering the University provides for module materials (e.g. transcripts, adjustable font sizes, keyboard control of software).  This policy is being updated to include additional features such as subtitling of video as standard.  Specialists from Student Services and the Institute of Educational Technology are being consulted as part of the policy review.
1.61 The University’s ‘Structured Content’ system allows Word source documents to be tagged for rendering into multiple output formats (i.e. other than printed books).  A range of these alternative formats are being piloted in Spring/Summer 2010 when it is hoped to be able to offer different text formats for fixed and mobile devices (e.g. Word, HTML epub, Mobi) plus synthesised-voice MP3 audio files. 
1.62 Following completion in 2010 of the Digital Audio Project, a three year programme to investigate, create and distribute digital talking books by using the Digital Accessible Information System (DAISY), an event took place in June 2010 to launch DAISY digital talking books as a new alternative format for print-disabled students.  
1.63 The Arts Faculty  have had  extensive discussions with colleagues in other areas of the University, including the Mental Health Adviser, the Curriculum Access Manager and several Regional Advisers, to ensure that disabled  students are able to participate in all of the new Level 1 module 'Voices and texts' (A150) activities, including team-working .  An ‘Accessibility Study Guide’ is in production for the module, detailing advice/support available for students who may need special provision, using a template developed by the University’s Institute of Educational Technology (IET).
1.64 Science Faculty modules ‘Scientific investigations’ (S155) and Level 2 ‘Practical science’ (S288) facilitate development of science practical skills without the necessity to attend a residential school.  New Natural Sciences curriculum also aims to increase accessibility to qualification without the requirement for residential school attendance.

Disability equality and students 

1.65 A policy is in place which allows students and enquirers who are unable to access the internet for reasons of disability to receive paper based communications. In addition, work is in progress to ensure that all communications are available electronically as many students with disabilities find this the easiest way to manage the receipt of information and resources.

1.66 There has been a 17% increase in availability of alternative format module materials to disabled student s (exceeding the annual 3% target).  The number of alternative format versions of module material increased from 852 in June 2009 to 995 in June 2010, an increase of 143. 

1.67 In 2009, 829 alternative format exam question papers and 1,376 alternative format answer papers were provided.  Additional examination arrangements are made annually for approximately 3,500 disabled students.

1.68 Disabled Student Services ran a pilot series of three e-forums for disabled students in 2009 to increase the opportunity to exchange information and experience about getting organised for study, Disabled Students’ Allowance and assistive technology. The e-forums provided valuable feedback on the issues and challenges that students contend with during their studies as well as student satisfaction feedback on the service and support they receive.
1.69 The Library has launched Frequently Asked Questions (FAQs) on its website relating to assisting accessibility for students.  These FAQs have been developed to address feedback from students.   
1.70 The Audio Recording Centre held its 20th Anniversary Celebration in June 2009.  Many of the volunteer readers who attended have been reading the OU’s materials for over 20 years.

1.71 There are approximately 850 Open University students who have a declared hearing impairment which has an impact on how they approach study.  A booklet called ‘Studying when you are D/deaf’
 with hints and tips to help students with a hearing loss was published in summer 2010.

1.72 Disabled Student Services has reviewed and developed a new study booklet for students with mental health difficulties.  A Survey was undertaken with students with mental health difficulties in order to improve services and support to this cohort of students.  An Action Plan is now in place and includes: addressing the provision of more mental health awareness training for tutors; a strategy to encourage students to disclose a mental health disability in order for them to access appropriate study support and an initiative to share good practice across regions and nations with regard to effective use of student feedback.

1.73 The Open University has more than 2,000 students with dyslexia.  Support is offered through the provision of specialist advisers in the regions and nations and advice and guidance on Student Home.
  The Faculty of Education and Language Studies (FELS) offers funded places on a training course ‘Difficulties in literacy’
 for teachers and other professionals in education to enable them to identify dyslexia in pupils as early as possible
1.74 Images in Faculty of Education and Language Studies module resources have a spoken ‘figure description’ in the target language.  This is of benefit primarily to students with visual impairment but others can also benefit from this approach. 
1.75 The Faculty of Mathematics, Computing and Technology’s new level 1 module ‘Discovering Mathematics’ (MU123) is promoting and supporting the use of Elluminate (online tutorials)
 especially to offer support to students who cannot attend face-to-face tutorials.  This module facilitates online and offline working by providing teaching materials in multiple formats including:  Daisy books of all module texts; tutorial clips (podcasts of worked mathematical examples) to cater for different learning styles, transcripts of videos; figure.  In addition, the new level 1 module ‘Design thinking: creativity for the 21st century’ (U101) is available online only and is in structured content to support accessibility.  Elluminate is used by tutors and students, particularly for the group working elements.  Design exercises in module U101 demonstrate the effects of disability.
1.76 A new system, the ‘asset list’ has been established in Health and Social Care to ensure that when assets are included in materials at the beginning there is a commentary by the module team as to what might be required to make it accessible.  Content is increasingly moving over to structured content so that it can be read more easily and widely through HTML or PDF.
1.77 The Centre for Professional Learning and Development (CPLD) has assigned an ‘accessibility champion’ to develop CPLD eLearning accessibility policy/criteria and review existing and new CPLD eLearning developments against the policy.

1.78 The Institute of Educational Technology (IET) postgraduate module ‘Accessible Online Learning: Supporting Disabled Students’ (H810) completed its second presentation.  A group of University staff who have completed the module is to be convened to review its impact.  A plan has also been developed to promote H810 to education practitioners both outside and inside the OU.    
1.79 Open Broadcast Unit considers accessibility proactively when generating free online learning materials and new publishing environments.  The aim is to produce free learning in a variety of formats, that can be used by as wide an audience as possible.  Website content and pathways are monitored by annual usability and accessibility testing.  
1.80 The Student Services website was redesigned during 2009 and now includes more details about the range of support available for disabled students.  Extra links between module choice internet pages and the Disabled Student Services website have been added to signpost information for disabled students as early as possible in the module choice process.  A feedback mechanism is also in place.

1.81 OU Worldwide (OUW) has finalised the inclusion of subtitles on programmes sold by OUW to registered students, general public, UK and overseas further education and commercial organisations.

Disability equality and research

1.82 The Institute of Educational Technology includes an internationally respected research team working on issues of accessibility to eLearning and wider university issues.  Recent work has been focused at the following areas:

a) Content personalisation for accessibility. 

b) Metadata and standards for accessibility. 

c) Expert and end-user evaluation methods and practice. 

d) Accessibility in eAssessment. 

e) eServices supporting disabled students and university staff.
1.83 The Institute of Educational Technology has collaborated with colleagues at the National Technical Institute for the Deaf in Rochester, New York, on the experiences of deaf students in mainstream and separate settings and has continued research on the attainment of disabled students.

1.84 An Economic and Social Research Council (ESRC) funded Faculty of Education and Language Studies research project is investigating whether children with Specific Language Impairment have impairments in executive functioning (the control and management of other cognitive processes).
1.85 The Faculty of Education and Language Studies are undertaking a Research Project ‘The Re-development and Restandardisation of the Reynell Development Language Scales’. The Reynell Development Language Scales is one of the most popular diagnostic tools used by speech and language therapists throughout the UK for assessing language impairment.  The new edition will include a Multilingual Toolkit to provide speech and language therapists with principles to meet the needs of children from multi-lingual and multi-cultural backgrounds.
External developments and partnerships
1.86 The University continues its active role in promoting disability equality and sharing good practice externally and took part in an Equality Challenge Unit national survey on ‘Managing funding for anticipated and reasonable adjustments for disabled students and staff in higher education’  which will be used to identify and disseminate good practice in the sector.

1.87 The Learning and Teaching librarian, who has special responsibility for accessibility, became access Advisor for JBS (‘Jisc (assisted) Bibliographic dataserviceS).  She has also become a member of the ‘Claud’ committee (Librarians in Higher Education networking to improve library access for disabled users in the South and South-West of England.)  These external relations enable us to share our practice with others and ensure exemplary practice from other higher education institutions can be considered and implemented at the OU Library service where appropriate.
1.88 Gerald Schmidt, a Development Adviser from Learning and Teaching Solutions has presented the multiple rendering  ‘Structured Content ‘ system to audiences at the University, and at UK and European conferences, and has also been a member of the international DAISY Consortium which defines standards and technologies for digital talking books.  
1.89 In partnership with the BBC – and with the support of Headroom, the BBC’s mental health campaign, the Open Broadcasting Unit produced two documentaries shown on BBC FOUR in May 2010 which explored issued around mental health
.  ‘Mental - A History of the Madhouse’ examined changing attitudes to mental illness over the past sixty years, from the old lunatic asylums to care in the community.  ‘Sectioned’ followed three people on their journey through the mental care system.  To accompany the programmes, the University produced an audio CD containing interviews with five artists who share personal stories of the way in which creativity has helped them to recover from a range of significant mental health problems. In addition, to coincide with the programmes, Platform
 developed a mental health ‘special’, featuring comment pieces from a number of the OU’s mental health and social work experts including the advisers to the programme makers.

1.90 The OU, BBC and presenter Gerry Robinson created a 3 part series on life in Dementia Care Homes
, examining the way they are run, in a bid to improve conditions for residents.  The University created a leaflet for those who watched the programme giving advice on how to approach this delicate subject with almost 25,000 requested by March 2010.  The DVD
, ‘Can Gerry Robinson Fix Dementia Care Homes’, was released in 2010 at the time of a major new report that revealed the number of UK sufferers is 15 per cent higher than had been thought.  This DVD now contributes to the training process within the dementia care industry and has had considerable up-take by local authorities.
Disability trends 

3.43 Disabled people are well represented in main governance bodies

Of the known data, at March 2010, 5% of Council members and 4% of Senate members have declared a disability. Although this translates to few people, which means the percentages could shift substantially when a single person steps down, the proportions have been relatively stable for several years and compare favourably to the proportions of disabled people in both the student and staff bodies.
3.44 Significant increase in the proportion of staff with declared disabilities
In the year to March 2010, the proportion and number of internal staff that declared a disability increased from 2.1% (105) to 3% (153), while the proportion in senior job roles
 remained unchanged and 50 reasonable adjustments were recorded. In the period from April 2008 to March 2010, the proportion of Associated Lecturers (ALs) that declared a disability also increased from 3.5% to 4.3%. These increases are explained in part by efforts made by the University to encourage staff disclosure. An anonymous staff survey in January 2010 suggests that the proportion of staff that consider themselves disabled may be much higher – 8.5% (426) of internal staff and 6.7% (503) of ALs. None of the 359 Agency Temporary staff declared a disability, indicating that data collection for staff in this group needs to be reviewed.
In the year to March 2010, in contrast to the previous year, internal disabled staff were somewhat more likely to leave the University than non-disabled staff, however the actual number of leavers is relatively few. The percentage of AL leavers with declared disabilities increased from 3% in 2007/08 to 4.6% in 2009/10, although turnover is only slightly higher than for non-disabled staff, 19.9% compared to 17.5%. 
3.45 Gap widens between the appointment rate for disabled and non-disabled job applicants
In the year to March 2010, 21.5% (46) of job applicants for internal jobs with a declared disability were shortlisted compared to 25% in the previous year. The proportion still compares favourably with the University average of 19.1%. However, the gap between the appointment rate for those with and without disabilities widened from 2.4 to 6.6 percentage points, with non-disabled applicants more likely to be appointed. The percentage of AL appointees with declared disabilities fluctuated over the past four years and was lower in 2009/10 at 2% than it was in previous years and considerably lower than non-disabled appointees at 3.5%. For Residential Schools the number and percentage of staff stating that they consider themselves as disabled has been relatively static in recent years and in the past year was 2.4% (28). 

3.46 Disabled staff more likely to take up development opportunities but less likely to be promoted

Over a period of 5 years, disabled internal staff took significantly more modules than non-disabled staff, an average of 3.4 compared to 2.2 per year. However, disabled staff were around half as likely to be promoted. In the previous three years ALs with declared disabilities were more likely to apply to the AL Development fund than non-disabled staff, however, in the year to March 2010 the proportion was equal.

3.47 Proportion of disabled undergraduates and postgraduates continues to increase
The number of UK undergraduate students declaring a disability increased for the second year in succession. In 2008/09 there were more than 11,000 UK students with a disability studying at undergraduate level compared to just over 10,000 in the previous year. The proportion of new UK undergraduates with a disability increased from 3.2% (1,968) in 2007/08 to 3.4% (2,277) in 2008/09. Each year the proportion of postgraduate students that declare a disability has increased. In 2004/05 3.6% of all postgraduates declared a disability and this increased to 4.7% in 2008/09.

3.48 Completions gap narrows for disabled undergraduates
The completion rate for all students increased between 2007/08 and 2008/09 and the rate for all UK undergraduate disabled students rose from 60.2% (2785.5) to 61.9% (3,050). For new UK undergraduate students, the completion rate for all students also increased but the increase was greater for disabled students, resulting in a reduction in the completions gap from 2.1 to 1.8 percentage points. In the Autumn 2009 Courses Survey there was little difference in the ratings for disabled students and students with no disabilities for all the key performance indicator questions on aspects of the module overall. In the 2009 Withdrawal Survey, the most influential factor in withdrawal from the module was ‘family/life/events/unexpected personal illness’ for both disabled students (40%) and non-disabled students (44%). For 33% of disabled students (similar to last year) a ‘physical/mental health disability, health condition or specific learning difficulty (such as dyslexia)’ was the factor that most influenced their decision to withdraw from the module.

3.49 Disability attainment gap widens at some levels and narrows at others
For modules at level 1, attainment rates fell in 2008/09 to 91% (976.5) for disabled students and 94.6% (16,294.2) for non-disabled students. The difference in pass rates on level 1 modules for students with and without disabilities has therefore increased from 2.9 to 3.6 percentage points in the past year. However, in 2008/09, the proportion of disabled students that achieved a ‘good pass’
 rate for modules at levels 2 and 3 increased to 41.6% (707.3), resulting in a decrease in the attainment gap from 7.3 to 5 percentage points in 2008/09. At postgraduate level, attainment rates for disabled students at 31.9% were lower than non-disabled students at 34.4%, for the first time in 3 years. In the Autumn 2009 Courses Survey, disabled students (77%) were less likely to be able to meet assignment deadlines than students with no disabilities (87%) and also found other aspects of managing their study more challenging than students with no disabilities. 

3.50 Increasing proportion of complaints and appeals from disabled students
The percentage of complainants and appellants with a declared disability rose again in 2008/09, following the trend identified in previous reporting periods. While it should be noted that complaints and appeals received from disabled students are not all disability-related, the proportion of all complaints and appeals from disabled students at 21% was more than three times the proportion of disabled students in the student population (6.5%). Of the 120 complaints and appeals that reached stage 3 (the final stage of investigation carried out by the University), almost one quarter were disability-related, and of these, 11 resulted in either changes for individuals or changes to policy/procedure affecting all students.

In the Autumn 2009 Courses Survey, while 73% of disabled students agreed they received satisfactory support for their study relating to their disability/specific learning difficulties, 13% of disabled students disagreed (similar to last year). There is some evidence of a rise in student complaints generally across the sector linked to a higher awareness of individual rights and this may offer one explanation. A further explanation is that the University has historically provided a high level of support to disabled students across many modules and this may have led to expectations about the type and volume of support that is available across all modules, which might not always be accurate. The University has developed a substantial plan of work to secure greater accessibility across the curriculum in the future and to provide more comprehensive information to disabled students about the levels of accessibility available within modules.

4.   Gender equality 
Introduction

1.91 The Gender Equality Scheme 2007-2010 was superseded in December 2009 by the Equality Scheme 2009-2012, which brings together in one place our equality policies including integration of our gender equality scheme as well as anticipating new duties under the Equality Act 2010.  This is the final report of progress against the 2007-2010 Gender Equality Scheme Action Plan which has now been replaced by the new Equality Scheme Action Plan.  The activities set out below are drawn from those areas with the greatest gender equality relevance and highlight just some of the progress and achievements since the publication of the 2009 Equality and Diversity Annual Report.

Gender equality and staff
1.92 Responses from men and women to the second staff survey for internal staff, which took place during May and June 2009, are similar to 2008 survey results.  A presentation of the findings was given to the University’s Equality and Diversity Management Group in January 2010:  
a) Women

1) As in the 2008, women reported significantly higher levels of job satisfaction, satisfaction with colleagues, pay satisfaction, organisational fit and people fit than men in the survey.  

2) Women scored lower levels of intent to leave, which yet again is the same response to last year. 
3) This year women also reported greater levels of satisfaction with managers, opportunities for promotion, unit management and the Open University’s management. 
As mentioned in last year’s report, the pattern of findings is consistent with findings in other organisations and may be explained by lower expectations rather than more positive experiences.
b) Men - In contrast, men reported slightly lower levels of overall work-related stress and work intensity stress, another finding that is consistent with other organisations and has been reported in stress research literature.

1.93 The latest porter/driver recruitment campaign in Estates had the application forms submitted to the interview panel with personal information removed.  This may have been a contributory factor in the successful appointment of a female member of staff in what is traditionally a male-dominated occupation.
1.94 Science faculty staff participated in a post doctoral researcher survey, a collaborative project between the Institute of Physic’s Women in Physics Group and the Royal Society of Chemistry, to collect information on the experiences and career plans of postdoctoral researchers.  The results will enable these organisations to make recommendations that support postdoctoral researchers, especially women, to remain in SET employment and in particular to progress their academic careers in SET.
1.95 The Science faculty has promoted and supported applications for L’Oreal fellowships for younger female researchers.
1.96 The University has participated in a research project carried out by Maria Udu, Equalities and Diversity Officer at the University of Bedfordshire, aimed at considering issues around the under-representation of women at senior management levels in higher education institutions.  The project included an online survey of a number of staff on academic grades 2, 3, 4 and support grades 7, 8, 9, as well as some face-to-face and telephone interviews.  The purpose of the research was to investigate attitudes of female staff and middle ranking managers towards promotion to senior management, identify barriers to their progress, and to investigate their attitudes towards supportive methods aimed at enabling them to achieve their progression.  The University has considered the outcomes of this research and decided to take no further action at this time.
Gender equality, the curriculum and students

1.97 Student Recruitment and Financial Services are working with Marketing and Sales to identify trends and take appropriate action to review data available relating to enquirers by gender and identify where the differences are in the ratio of enquirers to conversions of men and women students, and in relation to particular modules. 

1.98 The Senior Manager, Equality and Diversity, explained how  the OU’s new Equality Scheme is targeting men in an Open Eye article titled  ‘Mind the gender gap’, published in the Independent newspaper on 2 March 2010. A key challenge identified is the lower participation rate of men amongst the student body. The participation rate of men  is even lower than average, at 38% of students, although there is some evidence to support the view that women are more likely to choose part-time study. The University’s Faculties and Marketing and Sales team have tasked themselves with some specific positive actions to address the gender gap, and there is also a role for the university’s widening participation and outreach teams, in ensuring partnerships and local and regional interventions are proactively targeting men and are free from gender bias. 
1.99 Design thinking: creativity for the 21st Century (new level 1 module U101) is the first cohort of Mathematics, Computing and Technology students to have a 50:50 male to female ratio as well as a high percentage of younger students.
1.100 The Faculty of Mathematics, Computing and Technology has developed an on-line training module ‘Sexual Abuse and Exploitation’ as part of the United Nations Institute for Training and Research (UNITAR) Peacekeeping programme.
1.101 A female professor of economics in the Faculty of Social Sciences is a member of the UK Women’s Budget Group, which has conducted a detailed gender impact assessment and supports the conclusion that the government’s budget
 of 22 June 2010 was deeply unfair to women.  Some of the key points in the assessment were published on the Platform
 website in July 2010.
1.102 The Faculty of Mathematics, Computing and Technology has initiated an innovative mentoring scheme in partnership with Microsoft, to support the career development of OU final year female ICT and Computing students.  In May 2010 a training and induction session was held at Microsoft Thames Valley Park in Reading for the 12 OU students and 12 Microsoft engineers who have undertaken to be their mentors for the duration of the 9 month project.  The scheme is aimed at improving the retention and completion rate of female students on Level 3 modules and supporting their entry into employment following graduation.  An evaluation of the scheme is planned for February 2011.
Gender equality, external developments and partnerships

1.103 The Open University was one of three organisations shortlisted for the 2010 Opportunity Now Awards
 Innovations category.  For the award which is designed to recognise organisations that have started to tackle issues in a cutting edge or different way, a case study was developed for the University entry related to module ‘Return to Science Engineering and Technology’
 (T161 and the former T160) for use in materials produced by Opportunity Now and publication on its website.  The module which is aimed at individuals who have taken career breaks and who want to return to work in the science, engineering and technology (SET) sectors originally was aimed at women SET graduates but has since been mainstreamed into the University’s core curriculum and is open to women and men.  The University was represented at the Opportunity Now Awards Dinner in London, in April 2010 by a small team headed by the Pro-Vice-Chancellor, Curriculum and Qualifications.  
1.104 Since October 2009 three issues of open access peer review online journal, the International Journal of Gender, Science and Technology have been published.
  The aim of the journal is to help foster and develop the growing community of researchers, practitioners and policy makers who are interested in gender issues in science and technology, and provide a focus for debate and interchange of ideas between key players and experts in this field.  Research in this area spans a large number of disciplines and is of interest not only to academics but also to practitioners, employers, policy makers and educators involved in these sectors.  Developed by an interfaculty editorial team drawn from the Faculty of Mathematics, Computing and Technology, the Faculty of Science, and the Institute of Educational Technology, the journal is co-funded by the OU and the UKRC
.

1.105 Physics and Astronomy acquired Juno Supporter status in August 2008 as part of the Institute of Physics ‘Project JUNO’, aimed at advancing women’s careers in physics higher education.  Following the department’s unsuccessful application for Project Juno
 Champion Status in February 2010 the department has met with representatives from the Institute of Physics, put in place a series of actions and intends to submit a further application.
1.106 In early 2010, the Faculty of Science and the Faculty of Mathematics, Computing and Technology participated in the Athena Survey of Science, Engineering and Technology (ASSET)
 a web based survey of career progression in Science, Technology, Engineering, Medicine and Mathematics (STEMM).  The Athena Survey explores differences in the career progression, expectations and experiences of male and female scientists and creates a baseline of data against which to measure future progress.  The survey closed at the end of February with over 7,000 respondents from 80 plus universities across the UK.  Relevant faculty Heads of Department are considering institutional feedback on key issues such as progression, representation, career transition points and career development.  National data will be available later in 2010.
1.107 Staff from the Faculty of Mathematics, Computing and Technology participated in the W-Tech 2009
 (Women in Technology) Conference and Exhibition, in June 2009, a free one day recruitment, career development and networking event for women interested in IT which was attended by about 700 women.
Gender trends
4.18 Men and women evenly represented in main governance bodies

For the first time in several years, the ratio of female to male members on Senate at March 2010 was 50:50. Council has achieved an equal balance of male and female members for at least the past 2 years.
4.19 Workforce gender composition increasingly female dominated
In the year to March 2010, 65.1% (3,324) of internal staff were women, making up 76.8% (1,469) of Support and Other staff, 63.5% (1,209) of Academic-Related staff and 50% (646) of Academic staff, profiles not dissimilar to previous years. There was a similar voluntary turnover rate for men and women at 3.3% and 3.7% respectively.  68.5% (246) of Agency Temporary Staff were women, a reduction from 71% (342) in the previous year. 54.6% (4,034) of the Associate Lecturer (AL) workforce were women, a small increase from 53.2% (3,950) the previous year. Despite the fact that these shifts are relatively small, there is a noticeable longer term trend of an increase in the proportion of women and corresponding decrease in the proportion of men.
4.20 Continued occupational gender segregation

At March 2010, there continues to be a higher proportion of women in the following Central Academic Units: 76.7% (178) in the Faculty of Education and Language Studies, 81.7% (143) in Health and Social Care, 61.6% (101) in Arts and 62.3% (119) in Social Sciences.  There continues to be a higher proportion of men in Maths, Computing and Technology with 57.5% (207), in the Knowledge Media Institute with 61.3% (38) and in Science to a lesser extent with 52% (172).  For ALs in 2009/10, women were also in the majority in the Faculty of Education and Language Studies with 71.2% (837), in Health and Social Care with 71.8% (657), in Arts with 58.1% (693), in Science with 57% (459) and Social Sciences with 54.9% (681). Men were in the majority in Maths, Computing and Technology with 69.3% (546).

4.21 Women continue to move into senior posts

Although the year to March 2010 saw a marginal decrease in the proportion of women in the most senior job roles
, 36% (89) compared to 37% (90) the previous year, the longer term trend shows that women are increasingly represented in jobs at senior levels of the University. Women were slightly more likely to receive a promotion of some kind in the past year, 6.3% (209) compared to 6.1% (108) of men. However, 4 years of aggregated data shows that men are slightly more likely to achieve a promotion than women, 34% (585) compared to 31.2% (998). Female internal staff were slightly more likely to attend modules in the past year and one third more likely to do so over the past 5 years. As in previous years, female ALs were also more likely to apply to the AL Development Fund.
4.22 Gender appointment gap closing

Female applicants continue to be more likely to be shortlisted than male applicants for internal staff posts, 20.6% compared to 16.9% but the gap has decreased from around 7.5 percentage points in the year to March 2006, to 3.7 percentage points in the year to March 2010. After shortlist stage, there continues to be little difference in the appointment rates between men and women. The ratio of male to female AL applicants has remained reasonably stable for the past three years with women more likely to apply and be appointed than men, although appointment rates were similar. For Residential School jobs, there was a reversal in the ratio of female to male applicants for academic unit appointed roles in the past year, from 43:57 in 2008/09 to 57:43 in 2009/10. Male applicants were more likely to be successful than female applicants for regional/national centre appointed roles, whereas female applicants were more likely to be successful for academic unit appointed roles. The overall outcome for male and female appointments was therefore balanced.
4.23 Proportion of male undergraduates increases for first time in at least 13 years
While the proportion of female UK undergraduate students remains high at 61.3% (103,305), the proportion of male students increased slightly this year for the first time in at least thirteen years, from 38.5% (60,734) in 2007/08 to 38.7% (65,134) in 2008/09. The proportion of new UK male undergraduates also increased from 37.1% (22,552) to 37.9% (25,636) over the same period. The proportion of postgraduates that are female continues to increase, from 47.1% in 2004/05 to 49.4% in 2008/09.

4.24 Gender completions gap narrowing
Completion rates increased for all undergraduate students in 2008/09 but the completion rates for male students increased more than for female students, thereby closing the gap from 2 to 1.4 percentage points in the past year. Completion rates also increased for all postgraduate students, and in 2008/09, male students had only a marginally higher completion rate at 79.4% compared to female students at 78.7%. In the 2009 Withdrawal Survey, the largest percentage point difference in the reasons for withdrawal was related to ‘family/life events/unexpected personal illness’ with 61.8% of men and 47.8% of women citing this reason. ‘Employment’ was cited as a reason for withdrawal by a slightly higher percentage of men (38%) than women (33%).
4.25 Little difference in gender attainment rates
In 2008/09, pass rates on level 1 modules fell slightly for all students. The pass rate for male students remains only marginally higher than that of female students at 94.6% compared to 94.2%. ‘Good pass’
 rates at levels 2 and 3 are similar to last year with male students having a slightly higher rate at 47.5% compared to 45.4% for female students, a gap of 2.1 percentage points. In contrast, the gender attainment gap for ‘first degree qualifiers’
 in the sector in 2007/08 was 5.6 percentage points. For postgraduates, attainment rates increased for all students, with women outperforming men, however the attainment gap narrowed from 7.6 to 5.8 percentage points. In the Autumn 2009 Courses Survey there was no more than a five percentage point difference in the ratings between men and women for the key questions in relation to aspects of their module experience overall. A slightly higher percentage of men (85%) in contrast to women (80%) were satisfied with the support provided by the tutor/study adviser on the module.
5.   Race equality

Introduction

1.108 The University’s Race Equality Policy was superseded in December 2009 by the University’s new Equality Scheme 2009-2012, which brings together in one place our equality policies including integration of our race equality policy as well as anticipating new duties under the Equality Act 2010.  This is the final report of progress against the 2006-2009 Race Equality Action Plan which has now been superseded by the Equality Scheme Action Plan.  The activities set out below are drawn from those areas with the greatest race equality relevance and highlight just some of the progress and achievements since the publication of the 2009 Equality and Diversity Annual Report.  

Race equality and staff

1.109 Responses from black and minority ethnic staff to the second staff survey for internal staff, which took place during May and June 2009, are similar to the previous year’s results.  93% of people who completed the survey categorised themselves as White.  Significant differences were found across most variables between White workers and staff from minority ethnic backgrounds.  White employees produced significantly more positive scores than ethnic minority staff for all categories of job satisfaction and fit, as well as higher levels of motivation.  White workers also reported lower levels of intent to leave than the average of other ethnic groups.  As ethnicity was captured differently this year, a direct comparison with the 2008 data was not possible.   A presentation of the findings was given to the University’s Equality and Diversity Management Group (EDMG) in January 2010.  To help address these differences, a working group has been established to explore in further detail the experiences of Black and minority ethnic (BME) staff.  The working group is considering plans to re-launch the BME staff network and to create a new mentoring scheme and will consult with BME staff before making any decisions.
1.110 The Centre for Higher Education Research and Information (CHERI), supported by the Equality and Diversity Office, together with the Centre for Higher Education Equity Research (CHEER) at the University of Sussex, is conducting a joint research and development project exploring the experiences of BME staff working in English Higher Education Institutions
.  The project focuses on management practice, support frameworks and relationships, and leadership and development.  The project which is sponsored by the Equality Challenge Unit (ECU) will be completed in early 2011; it has recently entered the third of four phases

1.111 A senior lecturer from the Faculty of Health and Social Care (HSC) has joined ‘Stellar HE’, a strategic executive development programme for Diverse Leaders (BME) in higher education (HE).  The programme has been designed specifically to develop and implement leadership strategies that reflect the unique challenges and experiences of BME academic and professional staff across the HE sector.
1.112 Events were held across the University in October 2009, to celebrate Black History month including: 
a) An event presented by the OU in London in association with at the Museum of London Docklands at the Museum, explored the long history of London as a port and provided a chance to gain an insight into London's involvement in the transatlantic slave trade and the treatment of black offenders in the eighteenth century, stories behind the creation of Docklands, and the nineteenth century East End family.  Speakers included two academics from the Department of History as well as the Museum Curator.
b) A small charity event in aid of the Mossy Foot Association
 was organised by the Faculty of Health and Social Care to raise some funds towards improving the lives of people living in poverty stricken areas of Africa.  As part of the event, information was provided about work that the Health Education and Training Team have been involved with in Ethiopia.
1.113 The current Senate has only one visible ethnic minority staff member which is about 1% of Senate, whereas the proportion of ethnic minority staff in the workforce is around 7%.  In calling for nominations for Senate elections in 2010, members of the BME staff network were invited to attend two informal sessions run by the Central Secretariat.  The aim was to give an opportunity to explore what being a member of Senate might entail, and how Senate members could help to shape the future of the University.  As a result, a number of attendees put themselves forward for nomination.

1.114 As part of a series of lunch-time art talks at the University, in July 2009 Annie Belcher from the New African Artists Foundation
 spoke about the work of the non-profit organisation and about the artists and their work which was displayed in the Library. 
Race equality, students, and the curriculum

1.115 Student Recruitment and Financial Support’s Project Acorn has developed systems enhancements to improve student disclosure of equality information, particularly ethnicity, enabling students to update their information through StudentHome. These enhancements and communications to students resulted in a significant reduction in the number of UK students with unknown ethnicity, from around 12,000 in 2007/08 to around 7,000 in 2008/09.
1.116 The University’s Nation/Region Marketing team, in partnership with the Widening Participation (WP) team, ran a nation-wide programme of events introducing the OU to lower-income communities and ethnic minority communities. The programme (which is ongoing) included introductory presentations, taster sessions and one-to-one advice, with the aim of helping new students understand how studying with the OU works and which module would be suitable for them. 

1.117 A reflective paper on ethnicity and academic attainment was submitted to the Higher Education Academy (HEA) in March 2010 following participation in the one year HEA/Equality Challenge Unit summit programme on ‘Improving the degree attainment of Black and minority ethnic students.’  The paper reflected on the work carried out by the University to address the ethnicity attainment gap over a period of 12 months and captured institutional learning and planned quality enhancement activities prior to and during this.  As a result of research conducted in the previous year, and participation in the HEA/ECU Summit Programme, an ethnicity and attainment action plan has been developed and progress will be reported to the Widening Participation Management Group
1.118 Significant activity is being undertaken by Student Services to improve the advice, guidance and access to learning resources to enable students to develop academic English skills in response to OU research which suggested a link between academic attainment and language skills.
 
1.119 The Faculty of Education and Language Studies’ Childhood and Youth Programme ran an event, in March 2010, focusing on widening participation to ensure the embedding of good practice across the programme’s curriculum.  As part of the event, outreach workers from London and Bradford were invited to share their experiences with local communities so that this may inform future developments within the programme.

1.120 The University’s Welsh Language Scheme
 originally published in 2003 has been revised and received full approval of the Welsh Language Board in March 2010.  Published in June 2010, the scheme sets out how the University will give effect to the principle that in the conduct of public business in Wales, it will treat the English and Welsh languages on a basis of equality. 
1.121 The Faculty of Education and Language Studies has developed  and presented a new module ‘Beginners’ Welsh’ (L196).

1.122 Ethnic minority students are currently underrepresented in the Faculty of Education and Language Studies’  ‘Early Years’ Foundation Degree.  To increase appeal and attract students drawn from ethnically diverse backgrounds, audio-visual resources planned for the new module ‘Extending Professional Practice in the Early Years’ (E210) will include minority ethnic early years’ practitioners. 
1.123 As part of its normal lifecycle review, the OU Business School (OUBS) is updating its Master of Business Administration (MBA).  To generate content appropriate for today’s global managers, content development has involved contributions and reviewers from diverse backgrounds which included our international partners, other international contributors, our global Alumni network, and students from various geographical locations.  OUBS continue to explore opportunities to expose students to wider cultural experiences and recently started a partnership in Japan which will bring managers working for Japanese companies onto the MBA programme.

Race equality and research

1.124 The ‘Black British Jazz’
 project, run jointly by the Arts Faculty with the Social Sciences Faculty and funded by the Arts and Humanities Research Council, explores the emergence of Black British jazz - a fusion of reggae, hiphop, African music and US jazz.  In documenting this musical hybrid, the project touches on important issues for the study of music – the transmission of cultural values, the social context of musical forms, and the frameworks of ownership that impact on diverse musical communities.
1.125 The Faculty of Arts, ‘Making Britain: South Asian Visions of Home and Abroad, 1870–1950’ research project
, in collaboration with Oxford and London universities, examines the formative contributions South Asians made to Britain’s literary, political and cultural life in the period 1870–1950.  The project is creating a publicly-accessible, annotated database of material written by and relating to South Asians in Britain.  As part of this project, a one-day workshop was held in October 2009 which explored the representation of South Asians in Britain during the late nineteenth and early twentieth century’s.

1.126 Between 2006 and 2008, with the help of external co-funders, Health and Social Care were able to offer a range of student research topics exploring cultural and ethnic influences on various aspects of the life course including parenting, child protection, inter-country adoption, disability and inclusion and end-of-life care; as well as encouraging applications from ethnic minority researchers.  These studentships are having an impact on the Faculty's overall research profile as members of the first cohort approach completion. 

1.127 Findings from the Health and Social Care oral history project
 ‘Overseas-trained South Asian doctors and the development of geriatric medicine’ were presented at an event at the House of Lords in October 2009 and have been widely disseminated through conference presentations, academic publications and the press.  The project highlighted how migrants have shaped a speciality which, whilst being at the heart of current National Health Service (NHS) policies, is marginalised and works with a devalued patient group. This project was funded by the Economic and Social Research Council (ESRC), and supported by the British Geriatrics Society and the British Association of Physicians of Indian Origin.

1.128 The Institute of Educational Technology (IET) and the Faculty of Education and Language Studies (FELS) have collaborated on research into the relationship between academic language skills and academic attainment.  In addition, IET have continued research on the role of approaches to studying, conceptions of learning and academic engagement in the attainment gap in ethnic minority students.  

1.129 The OU Business School (OUBS) has an active international fellowship scheme which promotes knowledge exchange and collaboration.  A Research Fellow from South Africa is currently working on a comparative study of Undergraduate Business and Management Programme students in the UK and Africa.  

Race equality and partnerships
1.130 The Health Education and Training (HEAT) programme
 has been awarded an unprecedented £2.5 million from UNICEF to train community health workers in Ethiopia in potentially lifesaving healthcare skills.  The funding from UNICEF which is shared between HEAT and its partners in the training programme is the largest single grant awarded to an OU African project so far. 

1.131 In November 2009 it was announced at St James's Palace that The Open University was one of 20 winners of the prestigious Queen's Anniversary Prizes for Higher and Further Education.  The University’s winning entry was the ground-breaking Teacher Education in Sub-Saharan Africa (TESSA)
  programme which provides a wide range of free educational resources to support primary teaching in Africa.  In February 2010, five teachers from Kenya, Sudan, South Africa, Nigeria and Ghana, joined Martin Bean, Vice-Chancellor of The Open University, and TESSA directors Bob Moon and Freda Wolfenden, at the ceremony at Buckingham Palace
.   
1.132 In addition to the HEAT and TESSA programmes, the OU in Africa
 has a number of teaching and education projects supporting students and teachers and training a new generation of educators, using innovative and affordable new technology to build human capacity in Africa including:  
a) Social Protection and Care Education (SPACE) - a project to equip community-based social workers and volunteers with the skills to support vulnerable children, particularly those living with HIV/AIDS.  
b) Training doctors at a distance – the OU is working with the Ministry of Health in Ethiopia to pilot open and distance learning medical training with students at St Paul's Millennium Medical School in Addis Ababa.  This will form part of an innovative new medical curriculum which will shorten the length of time it takes to produce a qualified doctor.

c) E-Learning And Teacher Education (ELATE) project – the project has created more than 600 hours of state-of-the-art teaching material tailored to the needs of secondary school teachers in Uganda, and made available free of charge via computers and the internet.  The project, which completed its first phase in July 2008, plans to expand its operations beyond Uganda in the next phase.
d) Open Door project –the OU's response to the acute shortage of up-to-date, high-quality teaching texts in higher educational institutions.  It makes OU-published teaching texts available in electronic format, under a non-commercial licence agreement, at no charge to the institutions.  These can then be used by lecturers and their students in print form.  

e) TIGA Miracle project - an innovative project that aims to enhance school-based trauma management systems in South African townships.

1.133 The British Museum’s Africa Galleries were the showcase for an event in September 2009 which highlighted the University’s work in sub-Saharan Africa.  A short film showing how the University is helping to train primary teachers, doctors and health workers in Africa was shown to an audience of more than one hundred guests and supporters of the University’s many African projects.  The University’s work in Africa has been highlighted in a series of six videos which were posted on YouTube
 in January 2010.    

1.134 The Open University English in Action (EIA) programme
, led by the Faculty of Education and Language Studies, has secured £2 million of external funding through the Department for International Development (DfID) in addition to £5.5 million already raised.  EIA is a nine year programme designed to reach a total of 25 million primary and secondary school children and adult learners changing the way that English is learned by children, young people and adults in Bangladesh. 
1.135 The OU Business School has recently invested in an International Research Partnership scheme in which academics are funded to undertake research abroad, or work with overseas research partners. Seven academics have been funded under this scheme.
1.136 ‘Syrian School’
 a five-part series following a year in the life of four schools in Damascus was broadcast on BBC Four in February and March 2010.  Syrian School was the latest in a series of BBC/OU co-productions looking at international schools and education systems.  Earlier series in the School Series of programmes were:  African School (2006), Indian School (2007) and Chinese School (2008).   
1.137 The OU Business School is making its business teaching resources available to the Ghanaian Business Schools under a creative Commons licence and is providing experienced Faculty support to help develop the programme.   

Race trends
5.31 Few people from ethnic minority groups represented in governance

At March 2010, 5% of Council members were from ethnic minority groups, but as with disability, this represented few people and one person stepping down would have a significant impact on representation. Representation of ethnic minority groups on Senate (1%) was very poor in comparison to the proportion of all internal staff (7.1%). Efforts have been made by the University in 2010 to encourage more ethnic minority staff to put themselves forward for election and the impact of these initiatives may be seen in future years.

5.32 Increase in the proportion of ethnic minority staff but high proportion on fixed term contracts
At March 2010, 7.1% (355) of internal staff were from ethnic minority groups compared to 6.8% (338) the previous year. Asian staff, at 2.4% (119), made up the largest group. 12.5% (68) of fixed term contract staff (13.1% the previous year) were from ethnic minority groups and a similar proportion,12.3% (36), of Agency Temporary staff were from ethnic minority groups compared to 13.4% (54) the previous year. The percentage of Associate Lecturer (AL) staff from ethnic minority backgrounds also increased each year from 4.6% at March 2005 to 6% at March 2010.

5.33 Ethnic minority staff continue to take up development opportunities, achieve promotions and move into senior roles
Internal staff from all ethnic groups were as likely to take up modules in the 5 years to March 2010, although Black and Mixed heritage background staff were slightly more likely to take up opportunities. Ethnic minority AL staff were also more likely to apply to the AL Development Fund than White staff. In the year to March 2010, 4.5% (16) of internal ethnic minority staff received a promotion of some kind compared to 6.4% (296) of White staff, with 7.6% (9) of Asian staff achieving a promotion. Four years of aggregate data shows that the promotion rates for ethnic minority staff and White staff were very similar, 31.8% compared to 32.1% respectively and the representation of staff from ethnic minority groups in the most senior job roles
 increased each year from 3.2% (7) in 2006 to 5.8% (14) in 2010.
5.34 Ethnic minority applicants less likely to be shortlisted and appointed

Ethnic minority applicants for internal staff vacancies continue to be less likely to be shortlisted than White applicants, 13% (273) compared to 20.9% (1,843) in 2009/10, although the gap reduced from 11.1 to 7.9 percentage points in the past year. Black and Asian applicants were the least likely to be shortlisted. Beyond the shortlist stage, the appointment rate for ethnic minority applicants at 24.5% remains lower than the University average of 30.6% (a similar gap to the previous year), although the appointment rates for Black, and White shortlisted applicants was very similar at 31.6% and 32.1% respectively. The proportion of AL applicants from ethnic minority backgrounds has increased steadily each year, rising to 10.1% in 2009-10 (excluding applicants with unknown ethnicity) but Asian and Black applicants were the least likely to be appointed. For Residential Schools, Asian applicants were significantly less likely to be appointed compared to all other ethnic groups. Black applicants, although few in number, were the most likely to be appointed.

5.35 Voluntary turnover remains higher for most ethnic minority groups
In the year to March 2010, 3.4% (161) of internal White staff left voluntarily compared to 4.8% (17) of all ethnic minority staff, including 9.3% (5) of Mixed heritage staff, 5.5% (5) of Chinese and Other staff, 4.2% (5) of Asian staff and 2.2% (2) of Black staff. The percentage of AL staff from ethnic minority backgrounds that left was 5.1% in 2009-10, which is similar to previous years and voluntary turnover is similar for all ethnic groups in the past year.

5.36 Student ethnic diversity continues to increase

The proportion of UK undergraduate students from ethnic minority backgrounds increased from 9% (12,890) in 2007/08 to 9.3% (14,612) in 2008/09. The proportion of students whose ethnicity was unknown fell substantially from 9.5% (14,906) in 2007/08 to 6.3% (10,635) in 2008/09, as a result of efforts made by the University to encourage students to update their records. The proportion of new UK undergraduate students from ethnic minority groups fell marginally from 11.3% (5,999) in 2007/08 to 11.1% (6,879) in 2008/09. The proportion of postgraduate ethnic minority students increased from 10.4% to 10.9% in the same period.
5.37 Ethnicity completions gap widens

Although UK undergraduate completion rates increased for most ethnic groups in 2008/09, rates for students from a Black background fell from 61.4% to 60.1%, and the overall difference between the completion rate for ethnic minority students and White students increased from 7.7 to 8.2 percentage points. Completion rates for postgraduate ethnic minority students fell slightly but increased for White students, resulting in the completions gap widening from 7.8 to 10 percentage points. In the 2009 Withdrawal Survey, Black (68%) and Asian (72%) students demonstrated a slightly lower level of satisfaction with ‘support provided by the tutor/study adviser on the course’. Black students (73%) were less likely to find that ‘advice and guidance on course choice from an OU member of staff was accurate’ compared to students in other ethnic groups. Asian students (65%) were more likely to give ‘family/life events/unexpected personal illness’ as a reason for withdrawal from the module. Asian students were also most likely to cite ‘family/life events/unexpected personal illness’ as the most influential reason for withdrawal from the module.

5.38 Ethnicity attainment gap widens at level 1 and remains large at levels 2 and 3

In 2008/09, for modules at level 1, pass rates fell for students in many ethnic groups. Of particular concern is the drop from 87.2% to 83.6% for Black students, which is the lowest figure seen for Black students since before 2004/05. Overall, the difference in attainment rates at level 1 between minority ethnic students and White students increased from 5.9 to 7.6 percentage points. The large difference between the ‘good pass’
 rates for ethnic minority and White students on modules at levels 2 and 3 narrowed slightly from 19.4 percentage points in 2007/08 to 18.6 percentage points in 2008/09. While the attainment rate for Black students on level 2 and 3 modules increased from 17.1% to 19.6%, it is still slightly lower than attainment rates in 2005/06, and significantly lower than other groups. In the Autumn 2009 Courses Survey, Black students were much more likely to rate the ‘workload on the course higher than expected’, 63%, in contrast to 39.3% of White students and 48% or less for students in all other ethnic groups. Black students were more likely to find the ‘course was more difficult than expected’ (47%) than students in other ethnic groups (39% or less).
6.   Religion or belief equality

Introduction

1.138 The University’s Equality Scheme 2009-2012 implemented in December 2009 covers a range of individual characteristics including religion or belief.  The activities set out below highlight progress and achievements since the Equality and Diversity Annual Report 2009.

Religion or belief equality and staff
1.139 The second staff survey for internal staff, which took place during May and June 2009, introduced a new question asking staff ‘what is your religion/faith/belief?’   Staff were asked to respond by making their selection from nine categories for specific religions/faiths/beliefs (Agnostic, Atheist, Buddhist, Christian, Hindu, Humanist, Jewish, Muslim, and Sikh), one category for ‘Other’, as well as a category ‘I prefer not to disclose’).  The largest responses were from the following categories:  Christian (43%), (Atheist (19%), prefer not to disclose (17%) and Agnostic (15%).  Due to the very low responses in other religion or belief groups, comparison of results was difficult.  However, where numbers were large enough, results show that there are very few differences for any variable between any of the groups.  A presentation of the findings was given to the University’s Equality and Diversity Management Group in January 2010.

1.140 The availability of a ‘prayer room’ at the Walton Hall campus has been included in the ‘Further Particulars’ recruitment document as one of the benefits of working at the University.  The multi-faith prayer room is suitable for use by individuals or small groups who wish to pray together or for those seeking a space for quiet contemplation.  While it is not possible for all regional and national centres to provide a dedicated room, due to space constraints, individual requests for facilities for prayer are accommodated as far as practically possible.
1.141 A free lunch time performance of Sufi poetry in music and dance was provided at the Walton Hall, Milton Keynes campus in July 2010.  This concert was part of a long running series of free lunch time concerts organised by The Open University Orchestra and Chamber Music Club.  The performance featured five artists involved in playing the sarod (stringed musical instrument, used mainly in Indian classical music), tabla (Indian percussion instrument), daff (Sufi frame drum) and  sitar (plucked string instrument predominantly used in Hindustani classical music), and providing vocals, as well as performing a Kathak dance (a classical north Indian dance style).
Religion or belief equality, students and the curriculum

1.142 The Economic and Social Research Council (ESRC)/Arts and Humanities Research Council (AHRC)-funded Arts Faculty project ‘Protestant-Catholic Conflict: Historical Legacies and Contemporary Realities’
 includes a comparative analysis of anti-Catholic movements in the English-speaking world and research on the role of religion in local sectarian conflict and polarization, setting historical work on English cities alongside investigation of contemporary and recent Northern Ireland.  This will result in a collaborative book publication providing an overview of Protestant-Catholic conflict since the Reformation, the compilation of an annotated on-line bibliography of relevant literature and a sole-authored book providing a synthesis of the work done, exploring its implications for contemporary security concerns.
1.143 The Faculty of Arts offers a range of Religious Studies modules
 for degrees, diplomas and certificates.   The Master of Arts (MA) ‘Religious Studies Part 2’ (A881) is planned for first presentation from May 2011.

Religion or belief equality and partnerships

1.144 ’A History of Christianity’
, an Open University co-production with the BBC and Jerusalem productions was broadcast first on BBC FOUR in November and December 2009.  This series of six programmes traced the unpredictable course of Christianity's rise from a minor Jewish sect to a global faith, and was presented by Professor Diarmaid McCulloch.  The series was repeated on BBC TWO on Saturday evenings from 16 January to 20 February 2010 and was shown also during Easter week on BBC FOUR.    
1.145 The University developed a survey
 specifically aimed at Christians who do not belong to a Church. which was conducted in parallel with the OU/ BBC programme, ‘A History of Christianity’, to find out find out why there was such a difference between the proportion of people (70%) at the time of the 2001 UK census that described themselves as Christians, but just 15% said they belonged to, or were active members of a church.  Viewers were asked to answer the questions:  What does it mean to be a Christian without a church?  What exactly do people mean nowadays when they describe themselves as Christian?  This publicly accessible but anonymous survey invited the audience to share their views, and learn about other people.  Over 6000 respondents completed the survey and a report on the survey will be published later in 2010, which is anticipated to contribute to research activity for the Religious Studies Department.

1.146 The University provided support to the Milton Keynes Interfaith conference held on 5 December 2009, in terms of providing a venue, as well as audiovisual (from Communications) and administrative support (from the Equality and Diversity office), and an expert speaker from the Religious Studies department.   The conference which was provided for members of the nine faith groups affiliated to the Milton Keynes Council of Faiths was attended by more than 60 people. 
7.   Sexual orientation equality

Introduction

1.147 The University’s Equality Scheme 2009-2012 implemented in December 2009 covers a range of individual characteristics including sexual orientation.  The activities set out below highlight progress and achievements since the Equality and Diversity Annual Report 2009. 
Sexual orientation equality and staff

1.148 This year’s staff survey for internal staff, which took place during May and June 2009, incorporated a new question asking OU employees to report their sexual orientation.  85% of people stated they were heterosexual, with 12% preferring not to disclose.   Comparison between responses revealed that heterosexual, gay and lesbian, and bisexual staff generally reported similarly across the variables.  People who stated that they preferred not to disclose their sexual orientation reported lower scores on nearly all questions in the survey compared to the people disclosing their sexual orientation.  A presentation of the findings was given to the University’s Equality and Diversity Management Group in January 2010.  
1.149 The University placed an advertisement in Stonewall‘s ‘Starting Out’
 Lesbian, Gay and Bisexual Recruitment guide 2009/10, as part of a general awareness raising strategy to raise the profile of the University as an employer. 
1.150 Lesbian, Gay, Bisexual and Transgender (LGBT) History month, held in February, provided an opportunity to celebrate the histories and achievements of lesbian, gay bisexual and transgender people in the UK, 2010 events included:  

a) A lunch time talk hosted by East Midland regional centre, by a representative from the charity Nottingham and Nottinghamshire Lesbian and Gay Switchboard who talked about the work of the Switchboard, research into homophobia and what Switchboard was doing locally to combat prejudice and to change attitudes. 
b) Human Resources (HR) hosted a coffee and book morning and displayed materials showing LGBT history.  Funds raised from the event were donated to Broken Rainbow
, an organisation that provides support for LGBT people experiencing domestic violence. 
1.151 The University will participate in the 2011 Workplace Equality Index, Stonewall’s comprehensive benchmarking exercise that showcases Britain’s top employers for lesbian, gay and bisexual staff.  A working group has been formed to progress the benchmarking activity and the first meeting took place in May 2010 following publication of the survey and guidance by Stonewall.  As part of our participation in this benchmarking, a news article has been placed on the staff intranet inviting lesbian, gay and bisexual staff to provide direct feedback to Stonewall about their experience of working at the OU.  Our membership of the Stonewall Diversity Champions programme provides benefits not only in terms of benchmarking progress and policy on sexual orientation equality but in providing access to resources and good practice seminars.

1.152 The Director of Human Resources accepted the role of champion of sexual orientation equality for staff and met with members of the LGBT network on a number of occasions during the year to discuss issues presented by network members.

1.153 Human Resources reviewed a number of policies, including the paternity leave policy and the adoption leave policy to make more explicit that they apply to people in both same and opposite sex relationships.

1.154 In 2010, the University renamed its Maths and Computing building as the Alan Turing building, and held an event with a number of talks and an opening ceremony. This renaming of a major building at the University further acknowledges Turing’s enormous contribution, particularly so soon after Bletchley Park and the previous Prime Minister took steps to acknowledge the ill-treatment that Turing received arising from his sexuality. This initiative has had an enormously positive impact on LGB staff across the institution.

Sexual orientation equality and curriculum, research and external engagement

1.155 The University produces a number of subject-specific publications, including Society Matters which is distributed to more than 50,000 staff and students who work and study in the Social Sciences. Each edition features articles on social inclusion, identity and diversity, with several editions focusing on sexual orientation, homophobia and the experiences of lesbian, gay and bisexual people in a variety of contexts.
1.156 In 2010, academic staff from the Faculty of Social Sciences and the Faculty of Health and Social Care established and ran the first international academic research conference on bisexuality. The international nature of BiReCon 2010 presents the possibility of other countries adapting the conference to their own needs in future.

1.157 The University has published a number of research reports, articles and books in the area of sexual orientation in the past year and in previous years. An example from the past year is a book co-edited by Rebecca Jones (Open University) and Richard Ward (University of Manchester) titled ‘LGBT Issues: Looking beyond categories’.

1.158 The University’s Centre for Professional Learning & Development, in partnership with the Milton Keynes Equality Council, launched a new online module called ‘Managing Diversity’. The module is part of a suite of online professional development courses, primarily aimed at people in the workplace, and includes specific discussion about sexual orientation issues in the workplace.

1.159 The University confers Honorary Degrees each year and the Honorary Degrees committee take care not just to choose individuals who are deserving of these high accolades, but also to ensure that individuals are representative of the diversity of the UK population, recognising the contribution it can make to positively promoting role models. Gay, lesbian and bisexual people featured in the Honorary Graduates list in both 2009 and 2010 and in previous years.

8.   Progress on equality impact assessment

Introduction
1.160 All of the University’s ‘legacy’  gender, race and disability screening reports, associated action plans and full impact assessment reports are published on the University’s Equality and Diversity website
.   The University continues to conduct assessments in line with the outcomes of screening of legacy polices and with the process set out in the University’s Equality Impact Assessment toolkit.  Policy developers are responsible for screening new and revised strategies and policies on an ongoing basis.

Full assessments published since previous annual report
1.161 The following full equality impact assessments have been completed and published. Further details are contained in the full assessment reports published on the equality and diversity website at http://www.open.ac.uk/equality-diversity.

	Policy area
	Publication
	Main findings and actions

	Recruitment and Selection for Associate Lecturers (Disability)
	January 2010
	The assessment did not raise any particular issues. The percentage of disabled AL applicants has increased very slightly (0.5%) in the four year period from 2005/06 to 2008/09.  Overall, the percentage of disabled appointees has remained around 5%. The overall proportion of disabled staff in the workforce has increased slightly from around 3.5% in 2004/05 to 3.8% in 2008/09.
In line with current University recruitment policy, the majority of AL vacancies are filled internally which reduces the scope to recruit a higher proportion of disabled people. However, a number of actions have been identified that may support further diversification of the AL staff body and will be implemented following a review of the AL role and contract negotiations between the University and the University College Union (UCU), which are currently taking place.

	Student Support (Disability)
	July 2010
	Disabled student registrations as a proportion of UK and non-UK undergraduate student registrations have been increasing slowly year on year from 5.9% in 2004/05 to 6.3% in 2008/09. The number of continuing disabled student registrations has increased steadily and the number of UK and non-UK disabled students for 2008/09 has increased slightly.
Undergraduate completion rates for UK and non-UK disabled students are improving with the gap in completion rates between disabled and non-disabled students reducing slightly to 7.9% in the last year of data.
The difference in attainment rates on Level 1 modules between disabled and non-disabled UK student pass rates has narrowed slightly, from 3.6% in 2006/07 to 3.5% in 2007/08.   However, the good pass rate on Level 2 and 3 modules have fallen for disabled UK students from 41.2% to 39.7%, a difference of some 7.3 percentage points, representing the highest it has been since 2003/04.  For the second year in succession, UK postgraduates with a disability have a higher attainment rate than those without a disability.
Whilst there is a higher proportion of complaints and appeals from disabled students, the majority are not related to disability issues and the proportion of students that take their complaint beyond the first stage is small.
The number of students receiving Disabled Students’ Allowance (DSA) has been increasing however, at around 32% of the OU disabled student population, this is a much smaller proportion in comparison with other higher education institutions.

The proportion of alternative module materials available increased by 9,5% in 2008/09 exceeding the annual target of 3%.  Alternative format versions of all main module materials for residential schools were produced.
In 2009, 829 alternative format examination question papers and 1,376 alternative format answer papers were provided.  2,423 students were allowed extra writing time and 2,122 students were allowed rest breaks during exams.

As a result of this assessment a number of actions are being taken forward across the University, these include actions related to: examinations, mainstreaming the production of module materials in alternative formats, showcasing a range of case studies that describe the benefit of support to disabled students; responding to feedback from the Mental Health Survey 2009, proactively addressing OU Moodle (virtual learning environment) usability issues using student feedback; student enquiries and registration; DSA; and complaints and appeals.

	Recruitment and Selection for Associate Lecturers (Gender)
	September 2010

(This statement)
	Although planned for 2010, a decision was taken to defer a full gender equality impact assessment for the recruitment and selection of Associate Lecturer staff at this time. In line with current University recruitment policy, the majority of AL vacancies are filled through prior consideration of existing AL staff which significantly reduces the scope to address the occupational segregation that exists in some subject areas.  Further consideration will be given to the benefits of conducting an assessment in 2011.


Embedding equality impact assessment further

1.162 In July 2010, the University introduced guidance on managing significant organisational changes to support managers in achieving staff cost savings through both voluntary processes and situations when staff are at risk of redundancy. . ‘Fit for the Future – managing organisational change’ sets out a number of important principles including the need for effective communication, formal consultation, the requirement to treat staff with dignity, honesty and respect and the requirement to screen major changes for equality impacts prior to decisions being made. Templates are included which must be completed and signed off as part of the business case.
1.163 The University intends to review its equality impact assessment procedures and toolkit in 2010/11. This review has a number of complementary aims, including: the need to simplify the existing guidance, the need to comply with forthcoming new public sector specific duties contained in the Equality Act 2010, the need to comply with new guidance issued by the Equality Commission for Northern Ireland and the desire to incorporate a wider range of individual characteristics. The development of a new training course on equality impact assessment is also being considered.
�  For further information visit The Times website:  � HYPERLINK "http://business.timesonline.co.uk/tol/business/career_and_jobs/best_100_companies/article7047688.ece" �http://business.timesonline.co.uk/tol/business/career_and_jobs/best_100_companies/article7047688.ece� 


�  For more information about CHERI and its activities visit the CHERI website:   � HYPERLINK "http://www.open.ac.uk/cheri" �www.open.ac.uk/cheri�


�  For more information visit the University’s Inspiring Learning website:  � HYPERLINK "http://www.openuniversity.co.uk/inspiringlearning" ��www.openuniversity.co.uk/inspiringlearning� 


�  For more information visit the OpenLearn website:   � HYPERLINK "http://www.open.ac.uk/openlearn" ��www.open.ac.uk/openlearn�


�  iTunes U (iTunes University) is a dedicated area within the iTunes Store (� HYPERLINK "http://www.itunes.com" ��www.itunes.com�), for further information about the University on iTunes U visit the University’s iTunes website:  � HYPERLINK "http://www.open.ac.uk/itunes" �www.open.ac.uk/itunes� 


�  For more information about modules in the Foundation Degree in Sports, Fitness and Health visit the Open University website: � HYPERLINK "http://www.open.ac.uk/education-and-languages/courses_and_qualifications/our_courses_and_qualifications/sport.php" ��http://www.open.ac.uk/education-and-languages/courses_and_qualifications/our_courses_and_qualifications/sport.php� 


� For more information visit the HEER database website:  � HYPERLINK "http://heerd.open.ac.uk/" �http://heerd.open.ac.uk/�  


�  For more information about Second Life please visit their website:  � HYPERLINK "http://secondlife.com/" ��http://secondlife.com/�  


�  For more information visit the University’s Widening Participation website:  � HYPERLINK "http://www8.open.ac.uk/about/wideningparticipation/" ��http://www8.open.ac.uk/about/wideningparticipation/�  


�  For more information about Openings modules visit the University’s ‘study at the OU’ website:  � HYPERLINK "http://www3.open.ac.uk/study/explained/openings-courses.shtml" ��http://www3.open.ac.uk/study/explained/openings-courses.shtml�  and the widening participation website:  � HYPERLINK "http://www8.open.ac.uk/about/wideningparticipation/about-us/openings-programme" ��http://www8.open.ac.uk/about/wideningparticipation/about-us/openings-programme� 


�  SCORE is a project under the HEFCE funded ‘Higher Education Shared Solutions’ major initiative at the OU which is  working to improve Higher Education nation-wide through cross-sector collaborations and by drawing on unique strengths of the OU such as its expertise in delivering education to a high standard anywhere at scale.  For more information visit the University’s SCORE website:  � HYPERLINK "http://www8.open.ac.uk/score/" ��http://www8.open.ac.uk/score/�  and the Higher Education Shared Solutions website:  � HYPERLINK "http://www.sharedsolutions.ac.uk/home" ��http://www.sharedsolutions.ac.uk/home� 


� For more information visit the OU’s Beyond Recession portal at:  � HYPERLINK "http://www.open.ac.uk/recession/index.shtml" ��http://www.open.ac.uk/recession/index.shtml� 


�  For more information about the journal ‘Widening Participation and Lifelong Learning’ visit the University’s Widening Participation website:  � HYPERLINK "http://www8.open.ac.uk/about/wideningparticipation/" ��http://www8.open.ac.uk/about/wideningparticipation/�  


� For further information about the Government’s proposals to phase out the default retirement age visit the Department for Business Innovation & Skills website:   � HYPERLINK "http://www.bis.gov.uk/retirement-age" ��http://www.bis.gov.uk/retirement-age� 


�  For further information about the Milton Keynes Science Festival visit their website: � HYPERLINK "http://www.mksciencefestival.org.uk/" ��http://www.mksciencefestival.org.uk/� 


�  AimHigher is a Government initiative to widen participation in higher education in England through activities that raise the aspirations of young people, for more information visit the Directgov website:  � HYPERLINK "http://www.direct.gov.uk/en/index.htm" ��http://www.direct.gov.uk/en/index.htm� 


�  For more information about Silverville, visit the Open2.net website:  � HYPERLINK "http://www.open2.net/silverville/index.html" ��http://www.open2.net/silverville/index.html� 


� A good pass is defined as distinction and grade 2 pass or distinction and merit pass.


�  The booklet ‘Studying when you are D/deaf’ is now available on the OU’s ‘Services for disabled students’ website:  � HYPERLINK "http://www.open.ac.uk/disability/studying-when-you-are-deaf.php" ��http://www.open.ac.uk/disability/studying-when-you-are-deaf.php� 


�  ‘Studying with dyslexia’ an updated advice booklet for student is now available at � HYPERLINK "http://www.open.ac.uk/didisability/studying-with-dyslexia.php" �http://www.open.ac.uk/didisability/studying-with-dyslexia.php�  and includes information on dyslexia and appropriate study strategies.


�  For more information about FELS special needs/inclusive education modules visit the University’s FELS website: � HYPERLINK "http://wwww.open.ac.uk/education-and-languages/courses and qualifications/our courses and qualifications/special educational needs.php" �http://wwww.open.ac.uk/education-and-languages/courses and qualifications/our courses and qualifications/special educational needs.php� 


�  Virtual learning environment software from Elluminate provides a solution for real-time online learning and collaboration.


�  For more information about the broadcast programmes on mental health and related resources, including artists’ pages which explore their stories and how their personal experiences have influenced their work, visit the Open2.net website:  � HYPERLINK "http://www.open2.net/mentalhealth/" ��http://www.open2.net/mentalhealth/�  


�  ‘Platform’ is a news, comment, social and networking website from the OU for the online University community:   � HYPERLINK "http://www.open.ac.uk/platform/" ��http://www.open.ac.uk/platform/�   The Platform ‘special’ on mental health is available online at:  � HYPERLINK "http://www.open.ac.uk/platform/news/health/focus-mental-health" ��http://www.open.ac.uk/platform/news/health/focus-mental-health� 


�  For more information about the series ‘Can Gerry Robinson Fix Dementia Care?’ visit the Open2.net website:  � HYPERLINK "http://www.open2.net/dementia/index.html" ��http://www.open2.net/dementia/index.html� 


�  For more information about the DVD ‘Can Gerry Robinson Fix Dementia Care?’ visit the Open Worldwide website:  � HYPERLINK "http://www.ouw.co.uk/index.shtm" ��http://www.ouw.co.uk/index.shtm� 


� Senior job roles are defined as Pro-Vice-Chancellors, Deans, Professors and Heads of Units


� A good pass is defined as distinction and grade 2 pass or distinction and merit pass.


�  For details of the budget visit the Treasury website:  � HYPERLINK "http://www.hm-treasury.gov.uk/2010_june_budget.htm" ��http://www.hm-treasury.gov.uk/2010_june_budget.htm� 


�  ‘Platform’ is a news, comment, social and networking website from the OU for the online University community:   � HYPERLINK "http://www.open.ac.uk/platform/" ��http://www.open.ac.uk/platform/�  The article is published under ‘news/society’:   � HYPERLINK "http://www.open.ac.uk/platform/news/society/women-hit-hardest-coalition-budget" ��http://www.open.ac.uk/platform/news/society/women-hit-hardest-coalition-budget� 


�  For information about Opportunity Now, its annual Awards and Awards Dinner visit the Opportunity Now website: � HYPERLINK "http://www.opportunitynow.org.uk/" ��http://www.opportunitynow.org.uk/�  


�  For more information about the module ‘Return to Science Engineering and Technology’ (module code T161) please visit The Open University website:  � HYPERLINK "http://www.open.ac.uk/" ��http://www.open.ac.uk/�  


�  The International Journal of Gender, Science and Technology is published online at � HYPERLINK "http://genderandset.open.ac.uk" ��http://genderandset.open.ac.uk�. 


�  The UKRC (formerly known as the ‘UK Resource Centre for Women in Science, Engineering and Technology’) is the Government's lead organisation for the provision of advice, services and policy consultation regarding the under-representation of women in science, engineering, technology and the built environment (SET).  Funded by the Department for Business Innovation and Skills the UKRC is led by a partnership with Bradford College as the main partner and accountable body working with the University of Cambridge, the University of Oxford, The Open University, Sheffield Hallam University and Queen Mary University of  London.  For more information visit the UKRC website:   � HYPERLINK "http://www.theukrc.org/" ��http://www.theukrc.org/�       


�  For more information about Project Juno please visit the Institute of Physics website.  � HYPERLINK "http://www.iop.org/" ��http://www.iop.org/�  


� For more information about the Athena Survey 2010 and the national data please visit the Athena Survey website.  � HYPERLINK "http://www.athenasurvey.org.uk/" ��http://www.athenasurvey.org.uk/�  


�  For information about W-Tech 2009 please visit the conference website:  � HYPERLINK "http://www.wtech-event.co.uk/" ��http://www.wtech-event.co.uk/�


� Senior job roles are defined as Pro-Vice-Chancellors, Deans, Professors and Heads of Units


� A good pass is defined as distinction and grade 2 pass or distinction and merit pass.


� First degree qualifiers are defined as students that have achieved their first undergraduate level degree qualification


�  Further information about CHERI and their research projects is published on the CHERI website:   � HYPERLINK "http://www.open.ac.uk/cheri" �www.open.ac.uk/cheri� 


�  For more information visit the Mossy Foot website:  � HYPERLINK "http://www.mossyfootuk.com/" �http://www.mossyfootuk.com/�


�  For more information about the New African Artists Foundation and its artists please visit the website:  � HYPERLINK "http://naaf.co.uk/" ��http://naaf.co.uk/�  


�  For further information visit the English for Learning web pages, part of the University’s Skills for Study website:  � HYPERLINK "http://www.open.ac.uk/skillsforstudy/english-for-learning.php" �http://www.open.ac.uk/skillsforstudy/english-for-learning.php� 


�  The University’s Welsh Language Scheme is published at:  � HYPERLINK "http://www.open.ac.uk/welsh-language-scheme" �http://www.open.ac.uk/welsh-language-scheme� (English) and � HYPERLINK "http://www.open.ac.uk/cynllun-iaith-gymraeg" �http://www.open.ac.uk/cynllun-iaith-gymraeg� (Welsh)


�  For more information visit the ‘Black British jazz’ research project website:   � HYPERLINK "http://www.open.ac.uk/researchprojects/blackbritishjazz/" ��http://www.open.ac.uk/researchprojects/blackbritishjazz/� 


�  For more information visit the ‘Making Britain: South Asian Visions of Home and Abroad, 1870–1950’ project website:  � HYPERLINK "http://www.open.ac.uk/Arts/south-asians-making-britain/index.html" ��http://www.open.ac.uk/Arts/south-asians-making-britain/index.html� 


�  For more information and research findings of the project ‘Overseas-trained South Asian doctors and the development of geriatric medicine’ please visit the University’s Health and Social Care website: � HYPERLINK "http://www.open.ac.uk/hsc/research/research-projects/geriatric-medicine/home.php" ��http://www.open.ac.uk/hsc/research/research-projects/geriatric-medicine/home.php� 


�  For more information about the HEAT programme please visit the OU in Africa website:  � HYPERLINK "http://www.open.ac.uk/africa/HEAT_project.shtm" ��http://www.open.ac.uk/africa/HEAT_project.shtm� 


�  For further information about the TESSA programme visit the OU in Africa website � HYPERLINK "http://www.open.ac.uk/africa/tessa_project.shtm" ��http://www.open.ac.uk/africa/tessa_project.shtm� and the dedicated TESSA website:  � HYPERLINK "http://www.tessafrica.net/" �www.tessafrica.net�


�  For more information about the TESSA teachers’ visit to Buckingham Palace visit the OU in Africa website � HYPERLINK "http://www.open.ac.uk/africa/Buckingham_Palace.shtm" ��http://www.open.ac.uk/africa/Buckingham_Palace.shtm� and the Platform website: � HYPERLINK "http://www.open.ac.uk/platform/news/ou-news/five-teachers-africa-collect-ous-queens-anniversary-prize" ��http://www.open.ac.uk/platform/news/ou-news/five-teachers-africa-collect-ous-queens-anniversary-prize� 


�  For details about OU in Africa projects and its other activities visit the OU in Africa website: � HYPERLINK "http://www.open.ac.uk/africa/index.shtm" ��http://www.open.ac.uk/africa/index.shtm�


�  The series of six videos highlighting the work of the University in Africa posted on YouTube can be viewed online:   � HYPERLINK "http://www.youtube.com:80/user/TheOpenUniversity" ��http://www.youtube.com:80/user/TheOpenUniversity�  


�  The OU is working with a wide range of international and national partners on the EIA programme, including the BBC World Service Trust, BMB Mott MacDonald, Underprivileged Children’s Educational Programme and Friends in Village Development, Bangladesh. To find out more about the EIA programme visit the EIA website:  � HYPERLINK "http://www.eiabd.com/eia/" ��http://www.eiabd.com/eia/�   and the Open2.net website:   � HYPERLINK "http://www.open2.net/healtheducation/education/digitalplanet/englishinaction.html" ��http://www.open2.net/healtheducation/education/digitalplanet/englishinaction.html�  


�  For more information about BBC/OU programmes including Syrian School and other ‘School Series’ of programmes visit the Open2.net website:  � HYPERLINK "http://open2.net/" ��http://open2.net/�  


� Senior job roles are defined as Pro-Vice-Chancellors, Deans, Professors and Heads of Units


� A good pass is defined as distinction and grade 2 pass or distinction and merit pass.


�  For more information about the project ‘Protestant-Catholic Conflict: Historical Legacies and Contemporary Realities’ please visit the Arts Faculty project website:  � HYPERLINK "http://www.open.ac.uk/Arts/protestant-catholic-conflict/" ��http://www.open.ac.uk/Arts/protestant-catholic-conflict/� 


�  For further information on particular Open University modules  in Religious Studies in the Faculty of Arts visit the Religious Studies modules website:  � HYPERLINK "http://www.open.ac.uk/Arts/religious-studies/courses.shtml" �http://www.open.ac.uk/Arts/religious-studies/courses.shtml�  


�  For more information about the OU/BBC programme ‘A History of Christianity’ please visit the Open2.net website:  � HYPERLINK "http://www.open2.net/christianity/index.html" ��http://www.open2.net/christianity/index.html� 


�  For more information about the survey conducted in parallel with the OU/BBC programme ‘A History of Christianity’ please visit the Open2.net website:  � HYPERLINK "http://www.open2.net/christianity/survey.html" ��http://www.open2.net/christianity/survey.html�  


�  For more information about the Stonewall ‘Starting out’ recruitment guide visit their dedicated website.  You can find the entry for The Open University by searching the A-Z or using the ‘location’ section:   � HYPERLINK "http://www.startingoutguide.org.uk/" ��http://www.startingoutguide.org.uk/�  


�  For more information about Broken Rainbow please visit their website:  � HYPERLINK "http://www.broken-rainbow.org.uk/index.html" ��http://www.broken-rainbow.org.uk/index.html� 


�  Details of all screening and full impact assessment reports are published on the University’s Equality and Diversity website on the ‘reports’ webpage:  � HYPERLINK "http://www.open.ac.uk/equality-diversity" ��http://www.open.ac.uk/equality-diversity�      
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