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Queen Mary, University of London submission to the government’s Equality Duty Review

Summary

As an institution Queen Mary, University of London (‘QMUL’), believes that evidence here shows that complying with the current Public Sector Equality Duty has had a positive impact in embedding and advancing equality in the organisation:

The PSED has given a framework for setting smart objectives, targeted at the most 
pressing issues. The framework has been a useful tool to ensure that equality is addressed both at corporate level and at local level, with each department having to set equality activities to comply with the duty. This has been an encouragement for all to be meaningfully engaged. Our objectives are attached for more information.
The data requirement of the duties ensures that the institution has the appropriate and necessary data (both qualitative and quantitative) to set up its equality objectives and strategy.

Given that QMUL as an organisation is committed to Equality and Diversity, whether the PSED exists or not, we believe that the additional cost of the PSED to QMUL has been minimal and that in the long term there is a potential for the duty to be a resource creating tool. Universities are currently being required by several external partners and funders to demonstrate and provide evidence on how they are advancing equality and we believe the duty is a powerful tool for universities to engage with this agenda.

In terms of considering change to the PSED at this stage, we believe that the duty has not been in place long enough to be evaluated at this stage and that it will be counter-productive to change the PSED now, as we have spent some resources in developing mechanisms to comply. It would also create uncertainties and would shift the priorities in understanding how to comply instead of developing initiatives to meet the 3 aims of the duty.


Preamble
The four questions framing the Review of the Public Sector Equality Duty, guide the drafting of the evidence presented by QMUL. The evidence begins by introducing the higher education context of Queen Mary and then follows with key actions resulting from the Duty and strategies for compliance. It then turns to changes/additions to the PSED that would improve outcomes. In conclusion, it recognises the value of the PSED in developing and improving our policies and in contributing to a culture that reflects QMUL’s traditional values of opportunity, respect, justice, and good business behaviour.
The four questions are interrelated and it is recognised that the questions may be relevant to one or more topic. The questions are

1) How well understood are the Equality Duty and guidance?

2) What are the costs and benefits of the Equality Duty?

3) How is QMUL managing legal risk and ensuring compliance with the Equality Duty?

4) What changes to the Equality Framework would ensure better equality outcomes?

1. Introduction
1. 1 QMUL is a ‘Russell Group’ University in the heart of the East End of London.  Our staff and student population are one of the most diverse within the Russell Group and we are committed to equality and diversity, social justice and good community relations, this is core to QMUL whether the Public Sector Equality Duty (PSED) exists or not.  We are an important contributor to economic wealth in the area employing some 4 000 staff and educating some 16 000 students. Equality and social justice has been, historically, and is now, fundamental to QMUL’s mission.  Responsibility for the implementation of the PSED lies with the Queen Mary Senior Executive (QMSE). QMUL has found the PSED to be an extremely useful tool in giving us a framework to achieve our vision in relation to equality and diversity.  This submission aims to highlight some of the key areas and improvements to practice that we have undertaken in response to the PSED.
1.2. The Public Sector Equality Duties that form s 149 of the Equality Act 2010, covering race, disability, sex,  gender reassignment, sexual orientation, age, pregnancy and maternity, religion and belief, are considered to be ground-breaking ‘4th generation’ developments in equality legislation.  The aim of the legislation is to change the behaviour of organisations in ways which will facilitate positive rather than reactive change in public authorities’ equality and diversity policy and practice.  We believe there is strong evidence of such change here at QMUL.  The aim of this document is to provide evidence of good practice motivated by our work to implement the PSED and covers our public functions in relation to both employment and service provision to students and the wider community.

2. College Overall Objective 

2.1 QMUL‘s overall objective is: 
‘Queen Mary will ensure that all staff and students work and study in an environment free of discrimination, harassment and victimisation, and have access to equal opportunities. The College will actively promote equality and diversity.’

In fulfilling this we will comply with the PSED.

2.2. To meet the overall objective QMUL has devised eight sub-objectives (see appendix 1). There is a sub-objective for each Protected Characteristics (PC) and each sub-objective includes action that the College will carry out and suggestions of activities that school, department and institutes can choose from. 
2.3. The implementation of specific equality objectives within each area of the College in this way is an example of how the PSED can support the promotion and mainstreaming of equality across the institution in a comprehensive and co-ordinated manner. This approach helps make equality an integral part of the College’s culture and evidences our philosophy of fairness and increasing transparency.
2.4 Each department, school or institute has chosen at least two activities (one for students and one for staff) from amongst the sub-objectives suggested below to ensure there is engagement both at College level and at local level. Departments, schools or institutes can design activities that are more tailored to their own issues/areas as long as they meet the College core objectives, based on available data. Department objectives will be publicised at local and College level. Progress will be monitored through the annualfuture-planning process, thePlanning and Accountability Review (‘PAR’ – process by which budget and priorities are allocated every year). We would argue that determining priorities at departmental level offers the opportunity to engage in a non-bureaucratic way with the spirit and good practice implied in the PSED.
2.5 The benefit of having the duty is that it sets an environment that supports QMUL’s objectives. The College has no doubt about the capacity of the Duty to secure change. It has certainly enabled and encouraged the further bringing about of positive cultural change and it is important that the Duty stays in place in order to bring about further improvements.
2.6. Understanding of the Duty (question 1) is permeating the decision-making structure of the College and the impact is beginning to be felt. Understanding of the PSED is increasing all the time. In addition to understanding of the duty itself, in practice associated guidance and action is significant to staff and students at QMUL. QMUL has had the benefit of dedicated equality and diversity expertise. Nevertheless given the introduction of the Duty was only in April 2011, it should be recognised that in such a complex area, its benefits will be seen over a longer time period than the current review will be able to demonstrate.
3. Costs and benefits of the Equality Duty

The costs of compliance with the Equality Duty would seem to have been offset by the benefits likely to be gained (Question 2). QMUL has been strongly encouraged by Research Councils to demonstrate how it advances equality for its staff. It is likely that research funding will be conditional to the institution providing evidence on how it advances equality. The PSED is providing is useful framework to ensure we address these requirements. This is discussed further under 4. 
Although it must be said that the short time that the Duty has been in place must be taken into account when assessing progress, early assessments indicate a number of areas of benefits:
3.1 The PSED has led to more effective Data Collection and Analysis 

The following data set has been taken into account in developing the Equality and Diversity Objectives and to meet the requirements of the PSED specific duties. Relevant data is included under each of the sub-objectives.  Full details are available at: 

http://www.hr.qmul.ac.uk/equality/data/index.html
3.1.1 Employment: Data is collected on:

Staff cohort by Protected Characteristic (Age, Gender, Ethnicity, Disability, Nationality, and Religion) and collection of data on sexual orientation has recently been introduced.

Recruitment data (applications, shortlisted and appointed) by PC 

Training data by PC 

Academic Promotion data by PC 

Staff Attitude survey March 2011 

The data is reported at various committee including the Equality and Diversity Steering Group and the remuneration committee and is used to set priorities and objectives.

3.1.2 Student: 

Data is collected on:
Student cohort by PC (Age, Gender, Ethnicity, Disability and Nationality) 

Student attainment by PC 

Student equality survey June 2011 
For example, the PSED's requirement to collate data supports our widening participation objectives, particularly as they relate to disabled students. The duty has led us to improve our data collection by encouraging and ensuring disabled students disclose. For the first time since 2008 we have met our HEFCE benchmark on disabled students, which is to have 4.9% of undergraduates be in receipt of DSA (for 2011/2012 we had 5.7%).
3.2 The above data collection and analysis enables more informed strategies to be developed with respect to staff and students. It has also assisted more local investigations, for example, survey and interview studies in the Schools of Politics and International Relations, and of Law. Such studies provide detailed local data that can inform local strategies with respect to management, and to recruitment and selection. Indications of the success of these approaches have led other academic departments to following these paths. Such local level data also raises awareness of the PSED and of key differences among staff and students (where appropriate). As such it allows an agenda for change to underpin by sound information.

3.3 Sound data collection and analysis underpins managing legal risk and compliance (Question 3). Greater awareness of the equality picture in a large and complex organisation such as a university enables strategies and practices to be informed by sound data and therefore this is a tool in managing legal risk and compliance.

3.4. Understanding of PSED and Engagement 
Staff and students were consulted on the strategy through the QM equality forum which meets 3 times a year. All staff, students and recognised trade unions were invited to participate in the forum. The PSED therefore underpins QMUL’s equality objectives with respect to better data analysis which has wider human resource and educational benefits. In addition, the consultation process shares QMUL equality values and respect (Questions 1, 2 and 3). The creation of networks and local initiatives within departments etc is also deepening understanding and engagement with the PSED.

3.5 In order to foster good relations the College held its first ‘Diversity Fortnight’ between 4th-15th March attended by large numbers of staff and students. The Fortnight had a variety of events on equality and diversity to raise awareness about different issues (mental health, disclosing sexual orientation, etc.). This had multiple benefits including contributing to QMUL overall equality objectives (Question 1, 2 and 3). Other awareness raising events are being planned for the following years.

4. Research

4.1 Equality and research councils and the research process. QMUL has a commitment to fostering equality and diversity within our research practice as a clear moral imperative as well as making good sense in terms of maximising the achievements of its staff. The Vice-Principal for Research has communicated this commitment to all staff as well as making colleagues aware of the Research Councils UK (RCUK) Statement on ‘Expectations for Equality and Diversity’ issued in January 2013, which is intended to drive more rapid cultural change in the management of equality and diversity in institutions receiving Research Council funding. The VP has advised staff that the research councils reserve the right to introduce more formal accreditation requirements for grant funding, should significant improvement not be evidenced. This is clearly an indirect impact of the Equality Duty focusing on compliance (question 3)
4.2 Research Excellence Framework (REF). A further indirect effect has emerged from QMUL compliance with the requirements of the REF. Awareness of the equality effects of the REF has been monitored by the REF strategy team to ensure that there is no unfair discrimination operating in the selection of academics for entry to the 2014 REF. Of considerable importance is the recognition that academics’ research outputs may be influenced by personal circumstances that may have negative equality implications, for example, maternity, and disability. Guided by the REF, QMUL has introduced a system whereby staff can outline circumstances that may have impeded their progress and due regard is taken of these, leading to the number of publication outputs being reduced where appropriate. This provides evidence of benefits and compliance (questions 2 and 3)

5. What changes to the Equality Framework would ensure better equality outcomes?

The Equality Framework would benefit from the 

a) A Government commitment to the values and principles enshrined in the PSED and a wide recognition of its value and continued support, 

b) The production of careful guidance to accompany the PSED which would make it easier to implement, particularly for organisations without internal expertise (unlike QMUL). A code of practice produced by the EHRC would seem the sensible way to achieve the wide communication of such guidance, without stultifying the flexibility of the current arrangements.

c) A requirement for bi-annual public statements of the impact of the PSED for public sector organisations and their contractors.
6. Conclusion
In conclusion, QMUL recognises the importance of the PSED in enabling the development and improvement of policies and practices and that its introduction has had an overall positive benefit to the employment and educational culture of the university. Changing the duty at this stage will add another burden to the institution.
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