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Foreword from the University Secretary
The OU has a proud history of being open to people, places, methods and ideas. We are often at the forefront of innovation and best practice, and this applies as much to our leadership in equality and diversity as it does to our learning and teaching, research and student support.

The University continues to undergo a process of cultural and structural transformation, in response to significant changes in the higher education environment. Embedding equality will support this transformation because it will enhance the quality of our decision making, help us to manage risk, enhance our reputation and allow us to remain competitive by creating an inclusive culture where people want to study and work.
We all want to experience dignity and fairness, so we can easily understand that everyone else has the same desire. However, we are always limited by our own experiences, so it is all too easy to make decisions that have unintended consequences.

This equality analysis guidance will help us to ensure that our strategy, policies, procedures and practices do not disadvantage people, but instead promote equality and foster an ethos of dignity and respect for all. It will help us to continue to place equality at the heart of the OU so that we continue to demonstrate leadership in more challenging times. Robust and proportionate equality analysis will give us competitive advantage, enable us to stay true to our mission and ensure we are legally compliant.

We pride ourselves on being an inclusive institution; now is the time to put that into practice, and in particular to show that we are inclusive not just to those people who are visibly different but also to those who’s differences are less visible and who face disadvantage or discrimination.
As an institution which is committed to promoting educational opportunity and social justice, the only place for equality at The Open University is at the heart of everything we do. Equality analysis will help us to keep it there. 

Fraser Woodburn

University Secretary

1. Key questions about Equality Analysis

1.1. What is Equality Analysis?
Equality Analysis (EA) is a way of considering the effect of the University’s decisions, policies, procedures and projects on different characteristics protected in equality law. Protected characteristics are defined in Appendix A.
It is a process to check that we are treating everyone fairly, to test if there are any unintended consequences and to ensure the policy or change will be effective for everyone it is intended to benefit.
EA is a vital element of our work across the University to meet this legal duty and to bring our Equality and Diversity Vision and Principles to life (see Section 1 of our Equality Scheme).

1.2. What are the benefits of Equality Analysis?
In keeping with our mission of promoting educational opportunity and social justice the University must develop and implement policies and services that are inclusive and do not have inadvertent negative consequences.  
EA makes good business sense for the University. The benefits it can bring include:

· Helping to ensure that staff, students and prospective students are treated fairly, that no-one is forgotten, and that we hear the voices of those who are sometimes voiceless or invisible

· Taking account of people’s needs and responding to diversity through inclusive policies and practices

· Increasing satisfaction, engagement and loyalty by recognising and valuing difference
· Identifying potential discrimination and removing or reducing it as far as possible
· Enhancing our reputation as an organisation that understands and responds positively to diversity

· Reducing financial and reputational risks associated with a failure to meet our obligations

· Supporting higher quality decision-making and reducing the costs associated with revisiting policy that is not fit for purpose
1.3. What aspects of the University’s work need to be considered for Equality Analysis?

The Equality and Human Rights Commission
 advises that the requirement for EA should be interpreted broadly. Thus, the term policy covers any proposed, amended or existing strategy, policy statement, project plan, business plan, change, procedure or practice that may have an impact on people. It is often, but not necessarily, a written document. It also includes any proposals that the University stop doing something such as ending a particular programme of study or service.

1.4. Who should carry out an Equality Analysis?

Whoever is closest to the policy, project or change is responsible for carrying out the EA as part of the development process. For a project this is usually the project manager (see Appendix B for specific guidance for project managers). For policy development this could be any member of staff but it is likely to someone at Grade 7 or above. If you are responsible for relocation, redeployment or redundancy decisions, supplementary guidance is also available. See Appendix C. It is important to remember that the analysis and completion of the template must not be delegated to someone who is not involved in the proposed policy or change.
1.5. When should Equality Analysis take place?

Before decisions are made!  Our legal duty cannot be satisfied by justifying a decision after it has been taken. The two trigger points that will alert you to the need to begin the EA process are:
· Annually, when units are considering objectives for the next twelve months as part of the business planning process
· When unplanned changes to policy arise
Importantly, the Duty is a continuing one. This means that you need to be conscious of the potential for equality impacts while the policy, project or change is being implemented so that you can address any adverse impact that may become apparent as you move from the development to the implementation phase of work.

	Additional questions and answers are contained in Appendix D.


2. The legal framework for Equality Analysis
2.1. Characteristics to be considered during an Equality Analysis
Equality law protects everyone on the grounds of particular protected characteristics and you need to think about each of these as you carry out an EA. They are: 
· Age

· Caring and dependency responsibilities

· Disability

· Gender reassignment (transgender)
· Marital/civil partnership status
· Political opinion
· Pregnancy and maternity

· Race/ethnicity
· Religion or belief

· Sex (gender)
· Sexual orientation

Appendix A provides definitions for each of the protected characteristics. Bear in mind that there can be considerable diversity within different characteristics, for example, the impact of a policy on disability will often be variable because of the wide range of different impairments; similarly, people of different age groups may be affected differently by a policy. People also have more than one characteristic (often called intersectionality) and this may be relevant to your analysis; for example, men from ethnic minority backgrounds, older disabled students, women who observe a particular religion or young lesbian, gay and bisexual people.
2.2. Taking account of people’s impairments
The Duty recognises that disabled people’s needs may be different from those of non-disabled people and you should take account of disabled people’s impairments when making decisions about policies or services. This might mean making reasonable adjustments or treating disabled people more favourably than non-disabled people in order to meet their needs,
 for example, providing car parking spaces for disabled students that are not available to other students. Further information about different impairments is provided in Appendix A.
2.3. The Public Sector Equality Duty
The three aims of the Duty are set out in Section 149 of the Equality Act 2010 for England, Scotland and Wales and Section 75 of the Northern Ireland Act and you must consider each of these as you carry out an EA.  The law says you must have due regard to the need to:
· Eliminate unlawful discrimination, harassment and victimisation and any other conduct prohibited by the Act
· Advance and promote equality of opportunity between people who share a protected characteristic and those who do not, and

· Foster and promote good relations between people who share a protected characteristic and those who do not
2.4. What is meant by eliminating unlawful discrimination, harassment and victimisation?
This involves:
· Ensuring the proposed policy or change does not result in less favourable treatment for people
· Ensuring no factors give rise to discrimination

Examples of eliminating discrimination include implementing a policy to amend the University pension scheme to include civil partners as survivor beneficiaries, or amending the University’s student marketing materials to include alternative formats accessible to disabled enquirers.
2.5. What is meant by advancing and promoting equality of opportunity?

This involves:

· Removing or minimising disadvantage experienced by people due to their protected characteristics

· Taking steps to meet the needs of people who share a protected characteristic where these are different from the needs of other people

· Encouraging people to participate in public life or in other activities where their participation is disproportionately low

Examples could include projects that aim to increase participation of female students in Faculties where they have been traditionally under-represented, a programme that might increase the attainment of ethnic minority students, or a campaign that aims to increase the number of male staff taking up flexible working options.
2.6. What is meant by fostering and promoting good relations?

This involves:
· Tackling prejudice and 
· Promoting understanding between people who share a protected characteristic and others
Examples could include increasing the integration of people from different backgrounds through engagement and consultation or providing unconscious bias training for staff to understand and address stereotypes.
2.7. What is meant by having due regard?

Due regard means consciously thinking about the three aims of the Equality Duty so that a consideration of equality issues can influence decision-making. Two important concepts are central to the due regard duty - equality relevance and proportionality.
Equality relevance:  EA is about people – students, prospective students, University staff, potential recruits, contractors etc.  So, if a policy or change affects or has the potential to affect people in any way, then it is equality relevant. 
Proportionality:  In deciding the extent to which equality needs to be considered you need to identify which policies or changes have the greatest potential to contribute to meeting the three aims to eliminate discrimination, advance equality or foster good relations.  If you decide that something is of major equality relevance then it will be proportionate for you to conduct a greater amount of EA than for something that has minor equality relevance.  
2.8. What is meant by major, minor or no equality relevance?

Categorising the policy or project into major, minor or no equality relevance is not an exact science, however the following definitions and examples may be helpful.

Major relevance describes an impact that is likely to affect many people to some extent or one that is likely to affect a small number of people to a significant extent. Examples include plans to increase student fees, changes to eligibility criteria for financial support, development of a new teaching strategy, or closure of a student advocacy service that is used primarily by students with mental health conditions.
Minor relevance describes an impact that is likely to affect many people to a limited extent or affect a small number of people to some extent. Examples include changes to student assignment submission procedures, relocation of a department to a different building nearby, or closure of a staff service that is currently used by few people.
Policies and projects that have no equality relevance include things such as proposals to change a waste disposal contractor, implementation of a new IT system (providing that accessibility and usability are included in purchasing/design decisions), and minor changes to existing processes or statements of service.
2.9. Principles to bear in mind in meeting the Duty

The Courts have established a number of principles which you should keep in mind if you are responsible for an EA:

· Knowledge – you need to be aware of the requirements of the Equality Duty and this involves a conscious approach and state of mind
· Timeliness – you must comply with the Duty in the development of policy options and in making a final decision;  you cannot comply with the Duty by justifying a decision after it has been taken

· Real consideration – considering the three aims of the Duty must be an integral part of the decision-making process; exercised in substance, with rigour and with an open mind in such a way that it influences the final decision
· Sufficient information – you must consider the information you have and what further information you may need in order to give proper consideration to the Duty

· No delegation – complying with the Duty is not something that you can delegate to a third party, for example a consultant who is not otherwise working on the policy or project
· Review – you must have regard to the aims of the Duty not just when a policy or change is developed and decided upon but also when it is implemented and reviewed which means that the Duty is a continuing one. 
2.10. What is the law in Northern Ireland?
The Duty in Northern Ireland is contained in Section 75 of the Northern Ireland Act 1998 and requires us to consult with relevant interest groups, publish the results of EA and monitor the impact of policies. Many strategies, policies and services are developed in Milton Keynes but have an impact on people in Northern Ireland, including curriculum, teaching and research strategies, student services, employment, partnerships and procurement. Staff, wherever they are based, need to consider the impact of their work on equality in Northern Ireland.
The requirements relating to this duty have been fully embedded in the guidance and template document and providing you follow the advice given, you will meet the Northern Ireland Duty.
2.11. The University and the Welsh Language Act
Any member of staff developing policy or projects that will involve public or student services delivered in Wales needs to be aware of the provisions of our Welsh Language Standards. This ensures equality between the English and Welsh languages in the services we provide to the public in Wales and it applies to any University office that is providing a service to someone in Wales. You should seek advice from the OU in Wales if you are unsure about its applicability to a policy, project or other activity you are responsible for. There is space in the first part of the template to record any issues and say how these will be managed.
2.12. The four nations of the UK

Similarly, there is space in the template to record any differences in impact that the policy or project might have on people in the four nations of the UK. There may be political, financial or structural differences that will affect how the policy or project needs to be managed or implemented. 

2.13. Access for students without internet access
For student-related policies and projects, consideration should be given to any implications for access to learning or other University services for students in prisons or secure units, or other students who do not generally have internet access. If there are implications that may affect access or experience of students, consideration should be given as to how to manage or mitigate this, which should be recorded in the first part of the template.
3. Evidence, consultation and monitoring
3.1. Evidence

It is important that judgments are made as objectively as possible, using a range of appropriate and reliable evidence.  The actual evidence used will vary, depending on the nature of the policy or change but may include:

· Monitoring and benchmarking information about people who are likely to be affected

· Complaints and feedback previously received

· Information collected from surveys

· Relevant research – interviews/focus groups/literature reviews/secondary analysis

· Known issues that have been raised or addressed previously in this policy or project area

In practice, it can be challenging to obtain appropriate and reliable evidence for all of the characteristics. For characteristics where information is difficult to obtain, it may only be possible to consider ‘likely’ impacts based on qualitative evidence.

It is also possible to draw on knowledge of issues that we know are often relevant to different characteristics, for example accessibility for disabled people, mobility for some older people, resting facilities for pregnant women, dietary requirements for religious observances, occupational gender segregation, and privacy for transgender people.
The written record should show that due regard has been given across all the characteristics in order to demonstrate compliance, but in some cases this might mean documenting the fact that there is currently no appropriate and reliable evidence available to help make a judgment.

Some high-level trend data for staff and students in higher education is provided in Appendix E of the guidance and a list of additional sources of external evidence is in Appendix F. If you need support in identifying appropriate sources of evidence, consult the Equality, Diversity and Information Rights Team.

3.2. Consultation
Consultation and engagement can be an important part of conducting an EA. Engagement with students, alumni, staff, partners and the wider University community as appropriate, can greatly enhance the quality of your decision-making, helping you to develop inclusive policy and practice. Engagement with students and prospective students, in particular, helps us to remain student-centred and position students as active participants in their learning and study experience. The key challenge from an equality perspective is ensuring that any consultation is representative of a wide variety of individual characteristics.
The table below may help you decide what level of consultation is appropriate:

	Equality relevance of policy/project
	Definition of relevance
	Consultation requirement

	Major
	An impact that is likely to affect many people to some extent or one that is likely to affect a small number of people to a significant extent.
	Essential

	Minor
	An impact that is likely to affect many people to a limited extent or affect a small number of people to some extent.
	Beneficial

	None
	An impact that has no equality relevance.
	Unnecessary


3.2.1. Consulting with students
A number of mechanisms are available to consult with students and you should consider what is appropriate, depending on the nature, scale and likely impact of your policy or project.
If your policy or project is likely to have a significant impact on students, you should consider student participation in the work from the outset. You are advised to contact the OU Students Association office to discuss representation and appropriate involvement.

Working closely with OUSA the University implemented a flexible and responsive new student consultative structure in 2014 and the Student Consultation Office can provide advice, guidance and access to the student bodies in the structure, including a main online forum for major policy changes, a consultative forum for each Student Support Team (subject-based forums) and an online international students consultative meeting. There are also scheduled face-to-face meetings held in the English regions and in the nations. The OU Student Consultation website provides information for students about the different opportunities to engage with the OU through this new structure. The Student Consultation Office can provide you with standard equality-related questions to include in your consultation, though you will also want to include specific questions relevant to your policy or project.

You may want to consider using existing student survey data or you may want to conduct a particular one-off survey with a sample of OU students. The Student Survey Office should be consulted and can provide practical support in conducting a survey. You are likely to require approval from the Student Research Project Panel.
If your project or policy will be taken through the University governance structure, then it is likely that OU Student Association representatives will have an opportunity to comment prior to approval. However, you should bear in mind that this is a limited form of student involvement as there are likely to be a small number of students and the time for discussion on any one item at a University committee will be limited. Policies that are taken to the highest-level committees are often at the final approval stage, so it is usually too late in the process to carry out any meaningful consultation. Nevertheless, this may be sufficient if your assessment suggests that the equality relevance of your policy or project is minor.
3.2.2. Consulting with staff

If your policy or project is likely to have a significant impact on staff, it is likely that the HR Executive Team and/or the University’s People and Culture Steering Group will be involved and consulted to some extent. One of these groups will therefore provide oversight on what level of staff consultation is appropriate and necessary. Policies or projects that have impacts on Associate Lecturer staff should normally consult with the AL Executive or AL Assembly and you should contact the AL Representation Office in the first instance. Policies or projects that involve changes to staff terms and conditions or other significant changes to staff benefits will normally require consultation with staff unions, and you should seek advice from the HR Executive on this.
If your policy or project is not directly linked to one of these bodies, you should involve and consult staff as appropriate to the nature and scale of the change.
The University conducts regular staff surveys and produces a high level analysis for a number of different equality characteristics. The staff survey results are published on the HR intranet. You may want to initiate an additional staff survey, and you will need approval from the Staff Survey Project Panel for this. You can contact Julian Edwards for advice and guidance.
There are a number of self-organised equality staff networks at the OU, and these provide a very valuable way of consulting directly on the equality implications of policies and projects. The list of networks and coordinators is maintained on the Equality and Diversity intranet.

You may want to circulate information directly to Heads of Units for cascade, or target specific groups of people, depending on the change being proposed. Important messages can be sent to all OU staff by the Communications Unit. Approval will be needed by the Communications Unit.
You can post a news story on OU Life and on TutorHome to reach Associate Lecturers, asking for feedback. For policies and projects that have less impact, you might consider using Ask The Community in OU Life.
If you want to encourage discussion and debate, you can set up a Blog. However, if your topic is sensitive it may not be appropriate. It is a good idea when providing a Blog to also offer an alternative method of feedback, for example by email as some staff may have feedback to offer you that they might not want to share with others.
3.2.3. Consulting with partners

Depending on the policy or project in question, it may be appropriate to consult with partners on the planned change. If consultation with partners is taking place on the change in general, then it will be good practice to ask some equality-related questions at the same time. Another approach will be to partly complete the equality analysis and share the draft with partners, requesting their views on the issues identified so far.
3.2.4. Consulting with alumni and the public

Platform is the OU’s community website, targeted at students and alumni, and open and accessible to the public. You can post news stories to the site and visitors will be able to comment, to rate the story, and share the content through Facebook and Twitter. The Stakeholder Communications Team in the Communications Unit can provide advice on effective communications using Platform and other social media channels.
3.2.5. Consulting with equality organisations

External equality organisations often have limited capacity to respond to organisational consultations. However, the University has established relationships with a considerable number of external equality bodies. If you are developing a policy or project that is likely to have an impact in relation to a particular characteristic, it may be appropriate to consult with an external equality organisation. It is important that any consultation with external bodies is coordinated, and you are therefore advised to contact the Equality, Diversity and Information Rights Team in the first instance.
3.2.6. Consulting on policies/projects that affect people in Northern Ireland
In addition to any other consultation that you carry out, if your policy or project has major equality relevance and affects students, staff or any other groups of people in Northern Ireland, then you need to consider consultation with organisations listed in the University’s consultation list, as agreed with the Equality Commission for Northern Ireland. The current consultation list is contained in Appendix 5 of the University’s Equality Scheme. Consultation is carried out by publishing information on the University’s equality and diversity website and by emailing the organisations on the consultation list. Consultation with these groups requires coordination and you should contact the Equality, Diversity and Information Rights Team in the first instance.
3.2.7. Publishing consultation documents
The equality and diversity public website has a page where you can publish consultation documents whenever you want to consult with individuals, groups or organisations that are external to the University. You will still need to point people to the documents and tell them what you are consulting them on. If you want to publish a consultation through the website, please contact the Equality, Diversity and Information Rights Team.
3.2.8. Consultation questions
The questions you ask in any consultation will depend to a large extent on the strategy, policy or other area of change that you are consulting on.

To assess the impact of policy change on personal characteristics protected by equality law, it is recommended that you ask the following two generic questions as a minimum:

· Could this strategy, policy or change have any negative consequences for students on the grounds of personal characteristics or circumstances relating to age, caring or dependency responsibilities, disability, gender identity, marriage or civil partnership status, political opinion, pregnancy and maternity, race or nationality, religion or belief, sex, sexual orientation, social background or other characteristics or circumstances not listed?

· Could this strategy, policy or change be implemented in a way that could have a positive effect in advancing equality of opportunity or fostering good relations between different groups of people who share characteristics or circumstances?

3.3. Monitoring

As the duty to have due regard to eliminate discrimination, harassment and victimisation, to advance and promote equality of opportunity and to foster and promote good relations is a continuing one it is important to monitor, from an equality perspective, how policies or projects are being implemented over time.
During the implementation of a policy or project you are likely to be assessing whether it is delivering its intended objectives. As part of this process you can build in equality monitoring to assess whether the policy or project is having unintended negative impacts in relation to any of the protected characteristics. If there are unintended consequences, you should reconsider the policy or project or consider mitigation to address these.
It may also be appropriate to introduce annual equality monitoring to a relevant University management group or committee, for example for a policy concerning academic promotions, it would be appropriate to ask for an annual report to the Academic Promotions Committee, showing the number of applications and the number of successful and unsuccessful applications, broken down by different characteristics.

There is space in the template to include information about monitoring after the implementation of the policy.
4. The stages of Equality Analysis and completing the template


Stage 1:  Gather information about the policy or project
· Set out the name of the proposed policy, project or change, its purpose and aims.
· Say how the policy/project relates to the University’s priorities or programmes or, if relevant, to external organisations.
· If the policy/project involves any public or student service delivered in Wales, ensure that you have reviewed the requirements of the OU’s Welsh Language Standards.
· If the policy/project is likely to have different impacts in the different nations of England, Northern Ireland, Scotland or Wales, give details and say how the issues will be managed.
· If the policy/project will have implications for access for students in prisons or other secure units, or students without internet access, say how this will be managed or mitigated.
Stage 2: Decide what relevance the policy or project has to equality
· Read Section 2.8 of this guidance, which provides a number of examples, and then rank your policy, project or change as having major, minor or no relevance to equality.
· For policies or projects that have no equality relevance, skip stages 3 to 5.
Stage 3: Gather and analyse evidence and consult if required
· Read Sections 3.1 and 3.2 of this guidance first.
· In this section of the template, list the main sources of internal data, consultation information and external data that you have used to carry out the assessment.
· For some characteristics there may be little OU-specific data, so consider national sources of information, research findings or information from organisations that represent a particular equality characteristic – see Appendix E and F for external evidence sources.
· If the policy or change has Major equality relevance then you must consult those people who may be affected as part of the decision-making process.
· If the policy or change has Major equality relevance and it affects people in Northern Ireland, you must consult with the agreed list of organisations in Appendix 5 of the Equality Scheme – see section 3.2.5 of this guidance.
Stage 4:  Identify any adverse impacts and consider mitigation
· Read Section 2.4 of this guidance to remind yourself of what is meant by eliminating discrimination.

· Using the evidence you have gathered, for each protected characteristic, identify whether there could be any adverse impact for any group of people within that characteristic. Add your findings to the first column of this section of the template.
· If you decide that the impact of your policy or project will be, or is likely to be, adverse for one or more of the protected characteristics, then you should consider the following:
· If the policy or change may be unlawful then it must not be implemented; you should seek advice from the Equality, Diversity and Information Rights Team.
· Consider what mitigation you can put in place to reduce or eliminate the adverse impacts of the policy or project – add this to the second column of this section of the template.

· If you are unable to take steps to mitigate the adverse impact then you should consider alternative ways of doing things.
· If you cannot find ways to mitigate adverse impact or an alternative way of doing things and still intend to go ahead with the policy or change, then you must clearly document this in the template. A space for additional comments and notes is provided in Stage 6 of the template.
· Consider if there is a possibility of intersectional discrimination, i.e. the policy or project may affect groups of people on the basis of 2 or more characteristics, such as older, disabled students, or ethnic minority female staff. Information about any intersectional discrimination you identify can be included in the second table in this section of the template.
Stage 5: Consider any scope to advance equality of opportunity or foster good relations
· Read Section 2.5 and 2.6 of this guidance to remind yourself of what is meant by advancing equality of opportunity and fostering good relations.

· Many OU policies are developed with the specific intention of advancing equality of opportunity, and you should record which characteristics are positively affected and how, for example the University’s Widening Access and Success Strategy especially targets students on the basis of ethnicity, disability and caring responsibilities.
· Other policies may not intentionally set out to advance equality, but their implementation may have a positive effect nonetheless, for example putting more advice and guidance online could help people with caring responsibilities to access advice outside of normal telephone advice times.
· Fewer policies or projects may have the potential to foster good relations, but you should consider any opportunity to improve relations in the OU community or in society more broadly. For example, a tuition strategy that brings UK students and international students together for shared learning experiences is likely to foster good relations between students with different ethnic backgrounds and religions or beliefs.
Stage 6:  Create an action plan if appropriate and consider monitoring; obtain sign-off
· Decide what actions are necessary and document these. Consider especially any adverse impacts you identified, and what mitigating actions might be needed.
· Read Section 3.3 of this guidance and consider what monitoring of the policy is required following implementation. State the management group or committee that will receive any regular monitoring reports.
· The person completing the EA template should add their name and date completed.

· The person authorised to agree policy or project changes should review the analysis and add their name and date to the template to confirm that the analysis is complete and addresses the EA requirements. For policies, this is likely to be an Assistant Director, Head of Unit or member of VCE. For projects it is likely to be the Senior Accountable Executive or sponsor. If in doubt about the completeness or sufficiency of the EA, you should seek advice from the Equality, Diversity and Information Rights Team before signing off the EA.
· To ensure an adequate audit trail, a summary of the key issues emerging from the EA should be presented to an appropriate committee, steering or management group before decisions are taken.

· The completed and authorised template should be sent to the Equality, Diversity and Information Rights Team who will review the information and will publish templates for all completed equality analysis on the University’s equality and diversity public website.

Appendix A: Definitions of Protected Characteristics
	Age
	This includes a person of any particular age, such as 16 year olds or 35 year olds; or a range of ages, such as 18 – 30 year olds.

	Caring and dependency responsibilities
	People with responsibility for caring for children, dependent or elderly adults and disabled people.

	Disability
	A person has a disability if she or he has a physical or mental impairment which has a substantial and long-term adverse effect on that person’s ability to carry out normal day-to-day activities. There are a range of impairments that fall within this definition. Some examples are set out below.

Manual skills restricted, e.g. as a result of rheumatoid arthritis, fibromyalgia

Mental health difficulties, e.g. depression, schizophrenia, eating disorders, bipolar affective disorders, obsessive compulsive disorders, personality disorders and some self-harming behaviour

Physical or mobility impairments, e.g. cerebral palsy, amputations, stroke, motor neurone disease, chronic fatigue syndrome, multiple sclerosis

Sensory impairments, e.g. affecting sight or hearing
Specific learning difficulties, e.g. autism spectrum disorders, dyslexia, dyspraxia

Other unseen disabilities, e.g. H.I.V., cancer, diabetes, epilepsy, asthma

	Gender reassignment (Transgender)
	The process of transitioning from one gender to another.  The Equality Act 2010 uses the term ‘transsexual’ to refer to people undergoing gender reassignment.

	Marriage/Marital and civil partnership status
	Marriage is defined as a union between a man and a woman or same-sex couples. Same-sex couples can also have their relationships legally recognised as ‘civil partnerships’.  The Equality Act 2010 protects married and civil partnered couples equally.  It does not extend to couples not in a legally recognised relationship or to people not in a relationship.  In Northern Ireland people who are single, widowed or divorced are also protected.

	Political opinion
	This characteristic is protected in Northern Ireland only.  It includes Nationalists generally, Unionists generally as well as members and supporters of other political parties. A reference to political opinion includes a lack of political opinion.

	Pregnancy and maternity
	Pregnancy is the condition of being pregnant or expecting a baby.  Maternity refers to the period after the birth and is linked to maternity leave in the employment context.  In the non-work context, protection against maternity discrimination is for 26 weeks after giving birth and this explicitly includes treating a woman less favourable because she is breastfeeding.  

	Race  
	This includes a person or group of people defined by their race, colour, caste, or nationality, including citizenship, ethnic or national origin.

	Religion or belief
	Religion means any religion; belief means any religious or philosophical belief.  Generally a belief should affect life choices or the way someone lives for it to be included in the definition.  People without a religion or belief, e.g. Atheism, are also protected.

	Sex (Gender)
	A man or woman, girl or boy

	Sexual orientation
	Whether a person’s sexual attraction is towards their own sex, a different sex, more than one sex or they have no sexual attraction.



Appendix B: Supplementary guidance for Programme and Project Managers
This supplementary guidance should be read in conjunction with the information set out in this Equality Analysis Guidance document.
Giving due regard to equality

Programme and Project Managers are required to give due regard to equality at key stages of a project, including the development and documentation of the Business Case and the Project Plan and completion of relevant question in the Programme/Project Transition Checklist. The Equality Analysis Template should be completed to demonstrate that this has taken place. This requirement applies regardless of the size of the programme or project.
For programmes with multiple projects, equality analysis is normally required at project level with the results reported to the relevant steering or management group.

Who should conduct the equality analysis?

Those who are closest to the changes taking place are responsible for undertaking the analysis. This will typically be a project manager, of which there may be several within a programme. Advice may be sought from others, but the analysis should not be delegated to someone who is not directly involved.

When should the equality analysis take place?

This must be done before policy or project decisions are taken. The timeline and milestones of individual projects will mean that different projects will require analysis at different times, but normally the results of equality analysis should be considered once the options and direction are relatively clear, but before decisions have been made or approved.  Projects where there are several stages of decision making may need analysis at different stages and further analysis may be needed as projects move from the development to implementation phase.
Responsibilities of Programme Managers

· Ensure that Project Managers are aware of the requirement to conduct equality analysis for their projects and have a link to guidance notes and templates

· Ensure equality analysis forms are received for each project at the appropriate time

· Assess the quality of the equality analysis submitted with support from the Equality, Diversity and Information Rights Team if necessary

· Flag any areas of concern to the Senior Accountable Executive, especially where adverse impacts have been identified and where mitigation may be required
Responsibilities of Project Managers

· Use the Equality Analysis Guidance to conduct the equality analysis for the project at the appropriate time, before policy decisions are made

· Ensure that evidence is gathered and used to inform the analysis

· Document the equality analysis using the Equality Analysis Template

· Provide reports of progress and completion to the relevant steering or management group together with your other regular reports

Responsibilities of Senior Accountable Executives

· Provide a challenge to Programme or Project Managers where equality analysis is incomplete or insufficient

· Provide assurance of completion and sufficiency to the steering or management group


Appendix C: Supplementary guidance for policy decisions leading to redundancy or redeployment
This supplementary guidance should be read in conjunction with the information set out in the Equality Analysis Guidance document.
The University has a duty to consider the impact of its policies in relation to people with different characteristics protected in equality law.  This is done using our equality analysis process which is particularly important for policy decisions leading to redundancy or redeployment.  
The media have reported cases where universities have not been able to provide evidence of giving due regard to equality when making involuntary redundancies, and there is a risk to the OU’s reputation in such cases. Therefore, it is vitally important to ensure that you have identified any differential impacts, have taken reasonable and proportionate action to address any negative consequences and have fully met the requirements of the Equality Duty.

The following process is suggested:
1. Appoint an impartial individual to carry out the data analysis below, making sure he or she is not part of any decision-making in relation to the change you are proposing.
2. The individual should contact the Human Resources Admin, MI & Systems Team to request data on the demographic profile (age, disability, ethnicity, gender, religion and sexual orientation) of anyone who is likely to be affected by the change along with the current profile of the Unit and the University. Data for religion and for sexual orientation has only been collected in recent times and may not be sufficiently complete for you to conduct a robust analysis. Data for other characteristics protected in equality law, such as transgender status and caring responsibilities is not currently available. 

3. This is ‘sensitive data’ under Data Protection legislation. It should only be used for the equality analysis process and must be destroyed when this is completed.

4. Use the Staff Data Analysis Template below to determine if there are any adverse impacts in relation to the equality characteristics for which you are able to obtain staff data.  For the other protected characteristics there may be some qualitative evidence available that you can use and you should set this out in the main Equality Analysis Template.
5. When you have completed the data analysis, record the findings in Stage 4 & 5 of the Equality Analysis Template, remembering to include details of any mitigation you have considered to address any adverse impact(s) of the changes being proposed.

6. Include both templates as part of the Business Case for the proposed change and send a copy of everything to the Equality, Diversity and Information Rights Team.
If you need any further advice or guidance, contact the Equality, Diversity and Information Rights Team.
Example of using the template

For those people affected by the change (column 1), are there any significant differences between the categories under each characteristic?  For example, if 80% of those affected are women that would be a significant difference.

If there is a significant difference, can it be explained by the staff profile in the unit (column 2) or the University profile (column 3)?  For example, if 90% of the staff in the unit and 65% of the staff in the university are women, that would help explain why women are more likely to be affected in which case no further action would be required.

If the differences can’t be explained by either of the profiles then your conclusion will be that there is an adverse impact on the people who share a particular characteristic, in this case, women. You need to consider what can be done to mitigate this impact and record it in the main Equality Analysis Template.

Staff Data Analysis Template for involuntary redeployment, redundancy or relocation
N.B. Completing this template will support you in analysing staff data, but it does not replace the need to complete the full Equality Analysis Template.

	Brief description of the change proposed
	

	Unit(s)/Office(s)/Team(s) affected
	

	Name of person conducting this analysis
	

	Date of analysis
	


	
	Profile of individuals affected  (column 1)
	% Profile of the

Unit

(column 2)
	% Profile of the

University

(column 3)

	
	Number
	Percentage
	
	

	Age Band

	      Under 25
	
	
	
	

	      26 – 35
	
	
	
	

	      36 – 45
	
	
	
	

	      46 - 55
	
	
	
	

	      56 and over
	
	
	
	

	Declared Disability

	      No
	
	
	
	

	      Yes
	
	
	
	

	Ethnicity

	     Asian
	
	
	
	

	     Black
	
	
	
	

	     Mixed
	
	
	
	

	     Other
	
	
	
	

	     White
	
	
	
	

	Gender

	     Female
	
	
	
	

	     Male
	
	
	
	

	Religion

	     Christian
	
	
	
	

	     No religion or belief
	
	
	
	

	     All other
	
	
	
	

	     Unknown/undeclared
	
	
	
	

	Sexual Orientation

	     Heterosexual
	
	
	
	

	     Lesbian, Gay, Bisexual
	
	
	
	

	     All other
	
	
	
	

	     Unknown/undeclared
	
	
	
	

	Observations from the data

	



Appendix D: More questions and answers
1. When and where to do an Equality Analysis (EA)

Is EA needed for changes affecting both students and staff?

Yes, consideration needs to be given to the impact of changes on students and on staff.  These guidance notes apply to all changes and the template is also suitable for recording evidence or findings regardless of which groups are affected.  In Appendix C you will find an additional template to help you effectively analyse data related to changes that are likely to result in staff redundancy, relocation or redeployment.

Does EA apply to research proposals or grant applications?

EA applies to the development of strategy, policy and practice and the management of programmes and projects.  It is good practice to give consideration to equality when developing research proposals but formal EA isn’t required.

Do module and qualification teams in Faculties need to carry out EA?

Equality needs to be considered within all stages of module development, including production and presentation.  However, equality is embedded in the various Stage Gate processes, providing prompts at appropriate points, and requiring decisions to be documented on the relevant module and qualification specification forms.  Therefore, formal EA isn’t required.

How many EAs per year are expected across the OU?

It will depend on how much strategy and policy change is taking place.  At a time of significant change we would expect to see a greater amount of EA than during a time of relative stability.  In the business planning guidance notes we have suggested that, as a very rough guide, somewhere between one fifth and one quarter of a unit’s business plan objectives are likely to be significant enough to require EA.  However, the nature of the unit’s functions and the amount of change being managed will both have a strong bearing on how much EA is appropriate.

How will we ensure that more than one EA doesn’t get done on the same strategy or policy or project?  How will someone implementing part of a strategy know if it has already been analysed?

The person responsible for the strategy, policy, project or change will determine at what level the EA should be done, and by whom.  As with all business objectives and priorities, good communication is needed to avoid uncertainty and duplication.

2. How to do an EA

How should I approach the EA?

Firstly review the EA guidance notes in full, including the information required in the template and any examples of completed EA templates. It will be a good idea to plan the different phases of the analysis as an analysis can rarely be carried out in one sitting because it involves gathering and analysing information and sometimes consulting with others. The six stages of the process are set out in this Equality Analysis guidance document and this will help you to structure the work. You can seek advice from someone who has experience of carrying out analysis previously or from the Equality, Diversity and Information Rights Team at any stage.  

How long should it take to complete an EA?

This will depend on the scale and impact of the change being managed, it is very unlikely that any meaningful analysis can be carried out in less than a couple of hours and somewhere between 2 and 4 hours is likely to be appropriate for relatively straight forward policy changes or small projects.  A larger programme or a significant strategy or policy that will have a substantial impact on many people may take between one and four days to complete a robust analysis.  In all cases, analysis is likely to be spread over a longer period of time in order to gather evidence and involve others.  

Is it always necessary to use the template, or can the EA be documented using a free-format approach? 

When a policy or project is at an early stage of development it can sometimes be helpful to carry out a ‘preliminary’ analysis and this can be documented in a free format style and possibly be included in a paper about the project or policy.  However, it is always necessary to use the template to complete the EA. Using the template is the only way that you can demonstrate that you have given due regard to all of the individual characteristics and have considered all three aims of the equality duty.

What are the priorities across the characteristics; for example, does gender get a higher priority than age?

There is no hierarchy.  The requirement is to give due regard to each characteristic.  During the EA for some policies or projects your evidence might suggest that the proposed change has little or no relevance for one or more characteristic.  If that’s the case, you should document this finding and take no further action for that characteristic, concentrating on the areas where impacts have been identified.

Is there somewhere to record the impact as high, medium or low?

It is not necessary to record impact as high, medium or low.  Any adverse impacts identified should be matched by appropriate mitigating actions; for example, it would not be appropriate to do nothing if the change being implemented was likely to result in thousands of disabled students being unable to access learning materials.

Do you need to take account of the intersection between characteristics and disaggregate data within characteristics, for example ethnic group by gender, or religion by age group?

To do this for every intersection of every characteristic is disproportionate and you are also likely to be limited by the available date.  However, if the impact of the change is likely to be significant and/or you identify an adverse impact in your initial analysis, then it will be helpful to drill down further to identify whether or not the negative impact is for everyone in the group or for a sub-section of that group.  For example, when analysing the effect of withdrawing from a particular curriculum area you may identify that male students are disproportionately negatively affected.  As the numbers of students affected is very high, you analyse the data for male students further by ethnicity and age.  This may show that there is no difference by ethnicity but that younger men are particularly negatively affected. This information will help you to focus your effort on mitigation for the group most affected. You could, in this particular case, write to students and include examples of alternative curriculum that you know is attractive to younger men.

Is it OK to leave sections of the template blank?

It is not advisable to leave any section of the template blank because it may be interpreted that you haven’t shown due regard.  If no information is available, for example there is no evidence for political opinion, you can state ‘no evidence available’ or if the policy can’t help to foster good relations in any way this needs to be recorded in the template.

Is there additional guidance for senior managers and those signing off the templates?

Written briefings are occasionally sent to senior managers to remind them of our duty to give due regard to equality, especially at times when the University strategy is being renewed.  There are no plans to provide separate guidance notes for people signing off templates.

Where can I find good practice examples of EA?

Some examples are published on the equality and diversity intranet at http://intranet.open.ac.uk/equality-diversity/resources/analysis.shtml.  Units should send completed EA forms to the Equality, Diversity and Information Rights Team and we will select further good practice examples from these.


Appendix E: Equality trends in higher education

The following data provides a snapshot of the equality profile of UK higher education students and staff for the academic year 2011/12.

The data is drawn from Equality in higher education: statistical report 2013 – Parts 1 and 2 (staff and students)
.
For OU student and staff data, please see the latest OU Equality and Diversity Monitoring reports at www.open.ac.uk/equality-diversity.
1. Student participation and attainment in higher education

1.1 Sex

· women made up 56.4% of the student population, with the exception of postgraduate research where 53.4% of students were male

· At every degree level, a higher proportion of female students studied part-time than male students

· 50.9% of science, engineering and technology (SET) students were women although male students comprised the majority in engineering and technology, computer science and architecture, building and planning

· A higher proportion of male SET qualifiers received a first class degree than female SET qualifiers

· Women made up the majority of all non-SET students, with the exception of business and administration studies

· Although similar proportions of female and male leavers
 were in full-time work, a higher proportion of male leavers were in professional full-time work than female leavers (45.3% compared with 42.7%)

· A higher proportion of male leavers went on to full-time study than female leavers (13.5% compared with 11.1%)

· A higher proportion of male leavers were unemployed (9% compared with 6%)

1.2 Ethnicity

· 18.8% of UK-domiciled students were Black and Minority Ethnic (BME)

· The proportion of BME students varied across the UK from 21% of students in England to 2.1% in Northern Ireland. Excluding London, the proportion of UK-domiciled  BME students was 16%

· 46.9% of BME UK-domiciled students studied SET subjects compared to 42.1% of white UK-domiciled students. However, this figure varied considerably between  ethnic groups

· The degree attainment gap was the highest in England where 72.1% of white UK-domiciled qualifiers received a first/2:1 degree, compared with 53.6% of BME UK-domiciled qualifiers (an 18.5% difference)

· The proportion of UK-domiciled qualifiers receiving a first class degree varied considerably between ethnic groups. For example, 15,2% of mixed and 14.9% of Chinese compared with 5.7% of black or black British: Caribbean

· 56.5% of white UK-domiciled leavers were in full-time work compared with 47.8% of BME UK-domiciled leavers

· The ethnic group with the highest proportion of UK-domiciled leavers in full-time work was Chinese (18.4%) and the lowest was black or black British: Caribbean (10.1%)

1.3 Disability

· In England and Wales 8.8% of students and 6% students in Northern Ireland declared a disability

· Between 2006/7 and 20011/12 the proportion of disabled students who declared a mental health condition increased from 5.9% in 2007/8 to 9.6% in 2011/12

· The proportion of disabled students who declared a specific learning disability increased from 46.3% in 2007/8 to 48.4% in 2011/12

· The proportion of students who declared a social communication or autistic spectrum disorder increased from 0.9% in 2007/8 to 2.1% in 2011/12

· 17.5% of postgraduate research disabled students declared a long-standing illness or health condition, compared with 9.9% of first degree undergraduate disabled students

· The proportion of students who were disabled ranged across the subject areas from 15.7% of those studying creative arts and design to 4.9% of those studying business and administration

· In every subject, a higher proportion of non-disabled students received a first class degree compared to disabled students (with the exception of computer science and law)

· 47.4% of disabled leavers were in full-time paid work compared to 55.4% of non-disabled leavers

1.4 Age

· 51.3% of students on commencing their studies were aged 21 and under

· Since 2002 the proportion of students in the 21 and under and 22-25 age groups increased while the 26-35 and 36 and over groups decreased

· The proportion of qualifiers receiving a first class degree increased with age (14.7% aged 21 and under compared with 19.7% of those aged 36 and over)

· 43.9% of leavers aged 21 and under were in full-time work compared with 63.5% of those aged 26-35.

1.5 Multiple Identities

· Within every ethnic group the majority of students were women

· 19.7% of male students were from BME backgrounds compared with 18.1% of female students

· Among UK-domiciled students, a higher proportion of white students were disabled (10.5%) than BME (7.6%)

· 57.6% of disabled students were women

· A higher proportion of students aged 36 and over were disabled than students in any other age group (9.5%)

· 65.7% of students who declared a mental health condition were women

· 79.1% of students who declared a social communication or autistic spectrum disorder were male

· Male students had a younger age profile than female students (57.7% of students aged 26-35 and 63.4% of students aged 36 and over were women)

· 21.3% of students who were blind or had a serious visual impairment were BME

2. Employment in higher education

3.1 Sex

· 53.8% of staff working in higher education institutions were women

· 55.5% of academic staff were male and 79.5% of professors were male

· Men comprised 61% of full-time academic staff and 53.1% of full-time staff overall

· Women comprised the majority of part-time staff (78.5% of part-time professional and support staff and 54.9% of part-time academic staff)

· 90.7% of secretarial, reception and telephone staff were women while 86.5% of chefs, gardeners, construction and mechanical staff were men

· The majority of female academics worked in non-SET subject areas

· 32.8% of male academic staff earned over £50,000 compared to 18.1% of female academic staff

3.2 Ethnicity

· 6.3% of staff were UK domiciled BME (4.8% in 2003/4)

· 92.3% of academic staff were white

· 93.7% of academic staff in professorial roles were white

· UK BME staff were 5.8% of academic staff and 6.8% of professional and support staff

· Overall, 22% of UK BME academic staff left their institution compared with 15.8% of white academic staff

3.3 Disability

· In 2011/12 the proportion of staff who declared a disability was 3.4%

· 2.9% of academic staff declared a disability (the lowest proportion across all of the occupational groups)

· 15.7% of disabled academic staff were in research-only roles compared with 22.7% of non-disabled staff

· The majority of disabled academic staff worked in non-SET subject areas

· 2.5% of academic staff in SET subject areas were disabled

3.4 Age

· With the exception of staff in the youngest and oldest age groups, the majority of staff worked full-time

· The majority of academic staff in research-only roles were aged 26-35

· Some subject areas such as education had an older academic staff profile (36.4% were in the 51-60 age group)

· Part-time professors had an older age profile than full-time professors

3.5 Multiple Identities

· For both academic staff and professional and support staff the proportion of staff who were women decreased overall as age increased

· Among UK staff, the age group with the highest proportion of BME staff was 25 and under

· The age group with the highest proportion of disabled staff was 56-60

· 74.4% of UK professors and 68.9% of senior academic managers were white males  

· BME female academic staff had the lowest proportion of professors (3.8%)


Appendix F: Additional external evidence sources
	Sources for individual characteristics

	Age
	Age UK (research, policy guidance and statistics): http://www.ageuk.org.uk/professional-resources-home/knowledge-hub-evidence-statistics/ 

International Longevity Centre (research and publications):  http://www.ilcuk.org.uk/
Employers Network for Equality and Inclusion (enei) incorporates the Employers Forum on Age: http://www.enei.org.uk/

	Carers and dependents 
	Carers UK: http://www.carersuk.org/
Working Families:  http://www.workingfamilies.org.uk

	Disability
	OU Services for Disabled Students website, contains information about a wide range of different disabilities: http://www.open.ac.uk/disability/ 
Government Office for Disability Issues – statistics and research reports: http://odi.dwp.gov.uk/disability-statistics-and-research/index.php
Business Disability Forum (resources and publications):  http://businessdisabilityforum.org.uk/
Disability Rights UK (policy, research and factsheets): http://www.disabilityrightsuk.org/policy-campaigns/reports-and-research
Equality Challenge Unit (stats and research): Examples include

http://www.ecu.ac.uk/publications/enabling-equality-staff
http://www.ecu.ac.uk/news/disabled-students-access-to-university-life

	Gender reassignment (Transgender)
	Gendered Intelligence (advice and information particularly focused on trans youth aged under 25) http://genderedintelligence.co.uk/
Gender Identity Research and Education Society website resources and publications: http://www.gires.org.uk/ 
Scottish Transgender Alliance (resources and research): http://www.scottishtrans.org/our-work/research/
Press for Change (information, resources and advice): http://www.pfc.org.uk/ 
Equality Challenge Unit: http://www.ecu.ac.uk/publications/trans-staff-and-students-in-he-revised
The Forum on sexual orientation and gender Identity equality in post school education (information and guidance): https://sgforum.org.uk/

	Marriage and civil partnership
	Office for National Statistics – data on marriages and civil partnerships: http://www.ons.gov.uk/ons/browse-by-theme/taxonomy/index.html?tons=Marriage%2C+Cohabitation+and+Civil+Partnerships
Northern Ireland Statistics and Research Agency http://www.nisra.gov.uk/archive/demography/publications/marriages_divorces/MDCP2012.pdf

	Political opinion
	Equality Commission Northern Ireland (search for ‘political opinion’): http://www.equalityni.org

	Pregnancy and maternity
	Equality Challenge Unit guidance: http://www.ecu.ac.uk/publications/files/student-pregnancy-and-maternity-implications-for-heis.pdf/view?searchterm=pregnancy


	Race
	Equality Challenge Unit reports and guidance include: http://www.ecu.ac.uk/news/different-backgrounds-lead-to-different-student-experiences-of-he
http://www.ecu.ac.uk/publications/improving-attainment-of-BME-students
Runnymede Trust (independent race equality think-tank): http://www.runnymedetrust.org/
Race on the Agenda (guidance and research): http://www.rota.org.uk/
Institute of Race Relations (research): http://www.irr.org.uk/
Race for Opportunity website resources: http://www.bitcdiversity.org.uk/ 

	Religion or belief
	Equality Challenge Unit guidance: http://www.ecu.ac.uk/subjects/religion-and-belief
Equality and Human Rights Commission research: http://www.equalityhumanrights.com/uploaded_files/research/briefing_paper_1_religion_or_belief.pdf
Equality Commission Northern Ireland (search for ‘religious belief’): http://www.equalityni.org

	Sex (Gender)
	Opportunity Now website resources: http://www.bitcdiversity.org.uk/ 

Gender publications and research from professional bodies such as Institute of Physics, and Royal Society of Chemists – visit the professional body website and search for ‘gender’ or other equality terms.

Fawcett Society (guidance and resources): http://www.fawcettsociety.org.uk/ 

	Sexual Orientation
	Equality Challenge Unit guidance: http://www.ecu.ac.uk/subjects/sexual-orientation
Stonewall (guidance and research): http://stonewall.org.uk
Stonewall Scotland: http://www.stonewall.org.uk/scotland
The Forum on sexual orientation and gender Identity equality in post school education (information and guidance): https://sgforum.org.uk/


	Sources for multiple characteristics

	· Department for Business, Innovation and Skills (HE statistics and policy): https://www.gov.uk/government/topics/higher-education 

· Department for Employment and Learning, Northern Ireland (HE statistics, benchmarks and performance indicators): http://www.delni.gov.uk/higher-education-stats   

· Equality Challenge Unit website (Publications, research and statistical reports): http://www.ecu.ac.uk/ 

· Equality and Human Rights Commission website (Publications and research reports): http://www.equalityhumanrights.com/ 

· Equality Commission for Northern Ireland website (Publications and guidance): http://www.equalityni.org/ 

· Government Equalities Office website (Guidance and public policy): https://www.gov.uk/government/organisations/government-equalities-office 

· Office of the First Minister and Deputy First Minister (equality policy and statistics for Northern Ireland): http://www.ofmdfmni.gov.uk/index/equality-and-strategy/pfg-economics-statistics/equalityresearch.htm
· Office for National Statistics website: http://www.statistics.gov.uk/default.asp 

· Scottish Government statistics website: http://www.scotland.gov.uk/Topics/Statistics 

· Welsh Assembly Government equality statistics: http://wales.gov.uk/statistics-and-research/?lang=en 


Completed analysis reviewed and published by Equality, Diversity & Information Rights Team





If none, skip stages 3 to 5





Stage 6


Create an action plan if appropriate and consider monitoring; obtain sign-off





Stage 5


Identify any ways the policy or project can advance equality of opportunity or foster good relations





Stage 4


Identify any adverse impacts and consider mitigation 





Stage 3


Gather and analyse evidence


(Consultation is essential if relevance is Major)





Stage 2


Decide what relevance the policy or project has to equality


(Major, Minor or None)





Need identified through unplanned changes to strategy, policy or practice





Stage 1


Gather information about the policy or project





Need identified through strategic and business planning processes








� The Equality and Human Rights Commission is the statutory body in Great Britain with responsibility for enforcing the provisions of the Equality Act 2010, including the public sector duty to eliminate discrimination, harassment or victimisation, advance equality of opportunity and foster good relations.  � HYPERLINK "http://www.equalityhumanrights.com" �www.equalityhumanrights.com�.


� Equality and Human Rights Commission (Jan 2013) Technical Guidance on the Public Sector Equality Duty


� Government Equalities Office (2011) Quick start guide for public sector organisations


� Equality in higher education: statistical report 2013 Part 1: Staff & Part 2: Students (Equality Challenge Unit) � HYPERLINK "http://www.ecu.ac.uk/publications/equality-in-higher-education-statistical-report-2013" �http://www.ecu.ac.uk/publications/equality-in-higher-education-statistical-report-2013�. 


� Leavers means six months after qualifying from their higher education course.
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