
 

  

 

Gender Equality Scheme 

 
 

 
 

June 2007 to June 2010  

  

 

A lso available in large print (16pt) 

A nd electronic form at. 

A sk Student Services for details. 

w w w .perth.ac.uk 



 
 



 

   
H R/24/LL/EF  Perth College 

Contents 
 
 Page 
Statem ent from  the Principal 1 
 
G eneral and Specific G ender Equality Duties and G ender Definitions 2 
 
Introduction and Context 4 
 
Consultation w ith Stakeholders 6 
 
Inform ation G athering 9 
 
G ender Im pact A ssessm ent 11 
 
G ender Equality O bjectives 2007 to 2010 13 
 
Publication of the G ES 14 
 
A ppendix 1 – G ender Equality A ction Plan 
 
A ppendix 2 – G ender Equality Staff Q uestionnaire 
 
A ppendix 3 – Sum m ary of Student Survey - Satisfaction w ith Services 
 
A ppendix 4 – Rem it and M em bership of EDIT (Equality, Diversity and Inclusion Team ) 
 
A ppendix 5 – Perth College G ender A nalysis for Staff 
 
A ppendix 6 – Perth College G ender A nalysis for Students 
 
 



 

   
H R/24/LL/EF  Perth College 

 
 



  1 

   
H R/24/LL/EF  Perth College 

Statement from the Principal 
 
Perth College believes there is no place for gender discrim ination in any of its services or 
activities.  W e are fully com m itted to the principles of gender equality and to 
encouraging and supporting all staff and students to reach their potential. 
 
W e aim  to ensure that all of our policies, procedures and practices are non-
discrim inating and that positive action is taken to redress any inequalities in 
em ploym ent practices, provision of services to students and custom ers or the w ay in 
w hich w e m anage our business. 
 
The G ender Equality Schem e (G ES) is a stim ulus for action across the college com m unity 
and requires m em bers of the Board of M anagem ent, the principal and m anagers, staff, 
students, custom ers, contractors and partner agencies to be aw are of and to support its 
philosophy and aim s. 
 
W e w arm ly w elcom e our new  gender equality duties to elim inate discrim ination and 
harassm ent and to prom ote equality.  O ur approach to m eeting these duties allow s us 
to think and act strategically about gender equality, rather than leaving it to individuals 
to challenge poor practice. 
 
 
 
 
 
 
 
M andy Exley 
Principal 
Perth College 
25 June 2007 
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General and Sp ecific Gender Equality D uties and Gender 
D efinition 
 
The general gender equality duty is a new  legal requirem ent on all public authorities, 
w hen carrying out all their functions, to have due regard to the need: 
 
� To elim inate unlaw ful discrim ination and harassm ent on the grounds of sex. 
� To prom ote equality of opportunity betw een w om en and m en. 
 
Functions include policy-m aking, service provision, em ploym ent m atters, and statutory 
discretion, as w ell as decision-m aking.  ‘Due regard’ m eans that authorities should give 
due w eight to the need to prom ote gender equality in proportion to its relevance. 
 
The duty requires organisations to take action on the m ost im portant gender equality 
issues w ithin their functions.  The prom otion of equal opportunities betw een w om en 
and m en requires public authorities to recognise that the 2 groups are not starting from  
an equal footing and identical treatm ent w ill not alw ays be appropriate.  U nder the duty 
authorities also have an obligation to elim inate discrim ination and harassm ent tow ards 
current and potential transsexual staff.  This duty w ill extend to trans-sexual service 
users in Decem ber 2007. 
 
In addition, there are also specific duties that have to be carried out to achieve the 
general duty.  There are specific duties that have been agreed by the Scottish 
Parliam ent and only relate to Scotland.  These specific duties are: 
 
� G ather inform ation on how  the authority's w ork affects w om en and m en. 
� Consult em ployees, service users, trade unions and other stakeholders. 
� A ssess the different im pact of policies and practices on both sexes and use this 

inform ation to inform  the authority's w ork. 
� Identify priorities and set gender equality objectives. 
� Plan and take action to achieve gender equality objectives. 
� Publish a gender equality schem e, report annually and review  progress every 

three years. 
� Publish an equal pay policy statem ent and report on progress every 3 years. 
 
The gender equality duty also requires public authorities to pay due regard to the need 
to elim inate discrim ination and harassm ent tow ards transsexual staff. 
 
Gender D efinitions 
 
Gender – refers to roles, attitudes, values and behaviours given to w om en and m en by 
society. 
 
Sex – refers to how  w e are born, the biological and physical differences betw een m en 
and w om en. 
 
Transgender – an um brella term  used to describe a w hole range of diversity of gender 
identity and expression, including transsexual. 
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Transsexual – a m edical term  used to describe people w hose sex and gender do not 
m atch up.  This m eans som eone w hose biological sex is fem ale, but w hose gender is 
m ale, or som eone w hose biological sex is m ale, but w hose gender is fem ale. 
 
Transition – term  w ould be prim arily to describe w hen transsexual people are m oving 
from  their assigned gender at birth to their current gender. 
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Introduction and Context 
 
Perth College is an incorporated Further Education College and an academ ic partner in 
U H I M illennium  Institute.  The College is located in the Perth and Kinross area w hich has 
a population of approxim ately 135,000 people.  The College has a com m itm ent to 
education as a right for all and has a long history of successful provision for m en and 
w om en w ith all abilities and needs.  The College em ploys around 540 staff and provides 
services to around 9000 students. 
 
A ir Services Training (A ST) is an aeronautical training com pany and is w holly ow ned by 
Perth College.  A ST em ploys 20 staff. 
 
The College has in place an Equal O pportunities Strategy that incorporates all of its 
policies relating to equalities and inclusion issues, including G ender Equality.  A n annual 
Equal O pportunities A ction Plan is prepared and published and this is inform ed both by 
the results of Equal O pportunities m onitoring, including gender equality m onitoring, 
and through consultation w ith College m anagers and other internal and external 
representatives.  The current gender equality action plan is incorporated into the annual 
Equal O pportunities A ction Plan for purposes of im plem entation.  The Equality, Diversity 
and Inclusion Team  (EDIT), w hich reports to the college Senior M anagem ent Team , has 
the responsibility to analyse data, set and m onitor targets, assess the im pact of the 
Equal O pportunities A ction Plan, including gender equality issues, and to publish the 
outcom es. 
 
The College also has a com m itm ent to the G ES of U H I M illennium  Institute. 
 
The developm ent of the College’s first G ES has therefore built on the w ork undertaken 
over a num ber of years to address diversity and equality issues. 
 
The G ender Equality A ction Plan (A ppendix 1) brings together the priorities and 
objectives identified from  existing equal opportunities action plans, analysis of internal 
and external inform ation, consultation w ith stakeholders and objectives set in the H R 
Strategy and Business Plans. 
 
The A ction Plan w ill cover all the functional areas of Perth College as follow s: 
 
� Principal’s O ffice – governance, legal and com pliance issues, strategic guidance, 

research. 
� Finance and Planning – finance, planning, student records and inform ation and 

m anagem ent inform ation. 
� Curriculum  and Q uality – curriculum  strategy/direction, developm ent and 

im plem entation, quality standards, learning and teaching, learning resources. 
� Com m unications and Business Developm ent – internal and external 

com m unications, international students, business developm ent centre, student 
services. 

� Estates – buildings/estates, ICT and health and safety. 
� H um an Resources – learning and developm ent, hum an resources, organisational 

developm ent. 
 
The Director of H um an Resources has delegated responsibility for the developm ent, 
im plem entation and review  of gender equality strategies and initiatives that m eet our 
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statutory duties.  The Director of H R w ill also ensure that the G ES objectives and actions 
are integrated into the Colleges H R Strategy and Business Plan. 
 
The EDIT Team  w ill review  progress against the gender equality objectives and action 
plan quarterly and report to the Board of M anagem ent annually. 
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Consultation w ith Stakeholders 
 
Staff 
 
A n on-line gender equality staff survey took place in June 2007 but there w as a very low  
response rate to the questionnaire.  A lthough the feedback received from  the few  
people w ho did respond w as very useful in developing the College’s G ES, it w ill be 
necessary to survey staff again in the new  academ ic year.  This w ill give the College 
another opportunity to seek staffs’ view s on gender equality and on the priorities and 
objectives set in the G ender Equality A ction Plan.  The gender equality staff survey is 
attached as A ppendix 2. 
 
Students 
 
A n on-line gender equality survey w as sent to students but there w ere no responses 
received.  The non-response to the College survey is likely to be as a result of tim ing as it 
w as sent to students around exam  tim e and end of year assessm ents.  
 
Consultations w ith students w ill therefore take place in the 07/08 academ ic year to 
establish the needs and issues for students in relation to gender equality.  The College 
w ill consider being part of U H IM I’s student survey in the new  academ ic year.  The 
U H IM I’s questionnaire w ill survey students on all areas of discrim ination. 
 
Students attending the College are surveyed annually and A ppendix 3 sum m arises 
responses from  students, by gender, to questions about satisfaction w ith services 
provided. 
 
The College’s Q uality U nit m onitors student com plaints and the follow ing table show s 
the gender split for the last 3 years: 
 
 04/05 05/06 06/07 

Female 23 16 11 

M ale 12 10 5 

A nonymous 5 2 0 

Total 40 28 16 

 
There w ere no com plaints concerned w ith gender issues. 
 
Equality, D iversity and Inclusion Team (ED IT) 
 
EDIT is an across-college group of practitioners w ho co-ordinate equality, diversity and 
inclusion practices to ensure there is clear, current inform ation available about the 
range and scope of equality activities, and com pliance w ith equalities legislation.  EDIT 
produces reports and recom m endations to the Senior M anagem ent Team  to assist 
them  to m eet the statutory duties and to action plan, m onitor and report on equalities 
issues. 
 
M em bership of EDIT is from  every area of the College and includes 2 student 
representatives.  The rem it of EDIT and its m em bership is attached as A ppendix 4. 
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A t an EDIT m eeting in M ay 2007, m em bers w ere given an overview  of the general and 
specific gender equality duties and there w as a discussion on how  the College should 
respond to these requirem ents.  There w ere several m em bers of EDIT absent at the M ay 
m eeting but in the new  academ ic session EDIT w ill play a key role in im plem enting the 
G ES.  This w ill give staff from  all areas of the College along w ith student representatives 
the opportunity to w ork w ith senior m anagers to directly shape, influence and review  
the success of gender equality strategies and initiatives. 
 
Trade U nion Representatives and Staff Representatives 
 
Perth College recognises U nison for support staff and EIS-FELA  for academ ic staff.  There 
are separate collective agreem ents and joint negotiating com m ittees for each trade 
union.  In addition to this, Perth College has a consultative forum , the Em ployee 
Developm ent Forum , w hich has 2 EIS-FELA  staff representatives, 2 U nison staff 
representatives, 2 m anagem ent representatives and one non-trade union staff 
representative. 
 
A t the June 2007 m eeting of the Em ployee Developm ent Forum , the gender equality 
general and specific duties w ere discussed in detail, inform ation regarding the gender 
spilt at Perth College in relation to job categories w as shared and analysed and there 
w as broad agreem ent regarding the priorities and objectives for the College’s G ES. 
 
The m eeting w as not w ell-attended but there w ill be on-going consultations and 
discussions w ith trade union, staff and m anagem ent representatives at the Em ployee 
Developm ent Forum  to ensure staffs’ involvem ent in the im plem entation and review  of 
the College’s G ES. 
 
Local Businesses, Community and V oluntary Sector O rganisations 
 
Perth College w orks closely w ith Perth and Kinross Council, Careers Scotland, health 
services and other com m unity and voluntary organisations in relation to the transition 
of people from  other provision into Perth College courses.  Scottish Executive guidelines 
given in the publication Partnership M atters are follow ed.  M em bers of our Senior 
M anagem ent and College M anagem ent team s have strong link w ith local business 
forum s and serve as School G overnors. 
 
A  key priority for the gender equality action plan is to strengthen links w ith business 
and com m unity groups in term s of gender equality issues and w idely consult using a 
range of m ethods. 
 
M ain Findings from Consultations 
 
The m ain findings from  consultations w ith stakeholders are: 
 
� There is a need to raise aw areness am ongst stakeholders about the College’s 

diversity and equality policies, practices and initiatives. 
� The College needs to im pact assess policies and procedures and publicise the 

outcom es and actions from  this to raise aw areness am ongst stakeholders and 
dem onstrate transparency and how  w e value diversity. 

� The College needs to share inform ation on gender balance w ithin different staff 
groups, representative bodies etc. 
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� The College needs to consider m ore fam ily-friendly policies. 
� The College should be leading w hen it com es to diversity. 
� For students, com plaints from  fem ales are significantly higher than com plaints 

from  m ales. 
� For students, fem ales consistently rate College services higher than their m ale 

counter-parts, except in the area of additional study support. 
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Information Gathering 
 
Staff 
 
Perth College has recently invested significant resources into purchasing an integrated 
H um an Resources Inform ation System  (H RIS) and payroll system  that w ill allow  the 
accurate m onitoring of gender equality statistics for recruitm ent, m ake-up of the 
w orkforce, including job types, training, developm ent, discipline, grievance, pay, part-
tim e w orking, prom otion, sickness absence and other leave.  The H RIS has a data m ining 
m odule that assists senior m anagers to analyse H R inform ation for strategic planning 
purposes. 
 
A  key objective in the H R Business Plan is to develop the H RIS to provide m anagers w ith 
strategic w orkforce intelligence.  This objective w ill also be incorporated into the 
gender equality action plan.  The analysis of future w orkforce intelligence w ill allow  the 
College to target resources to m eet the duties of elim inating discrim ination and 
harassm ent, and prom oting equality of opportunity across all 6 equality strands. 
 
A ppendix 5 provides an overview  of Perth College's w orkforce by gender as com pared 
to the 2001 Scottish Census and data for the population of Perth and Kinross. 
 
Students 
 
Perth College provides learning and teaching to around 9000 students – 59% of w hom  
are fem ale and 41% are m ale. 
 
The College’s overall retention of students in higher education (H E) is 86%.  For the 
College’s fem ale students, H E retention is 86% and for m ales, H E retention is 85%.  The 
Scottish Funding Council’s latest published national retention rate for H E is 81%. 
 
In further education (FE), the College’s overall retention rate is 95%.  For the College’s 
fem ale students, FE retention is 95% and for m ales, FE retention is 94%.  The Scottish 
Funding Council’s latest published national retention rate for FE is 79%. 
 
The College’s overall achievem ent rate for students in FE is 79% and this com pares to 
the Scottish Funding Council’s national achievem ent rate of 78%.  For the College’s 
fem ale students, the FE achievem ent rate is 82%, and for m ales, FE achievem ent is 74%.  
It w as not possible to include College achievem ent rates for H E students in this section. 
 
A ppendix 6 provides a sum m ary of student retention and achievem ent by Scottish 
Funding Council funding group and by gender. 
 
A  num ber of m ore detailed reports on student retention and achievem ent have been 
analysed and are available for reference.  These reports disaggregate retention and 
achievem ent rates by age and gender and by level of qualification.  A n analysis of those 
detailed report w ill inform  further consultation exercises w ith students to determ ine 
w hat lies behind the statistics and w hether there are any specific gender equality issues 
that need to be addressed. 
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M ain Findings from Information Gathering  
 
The m ain findings from  the College’s inform ation gathering exercise are: 
 
� The College’s total w orkforce by gender is generally representative of the 

Scottish and Perth and Kinross populations. 
� The College’s Board of M anagem ent is under-represented in term s of fem ale 

m em bership. 
� The College’s Senior M anagem ent Team  is under-represented in term s of m ale 

m em bership. 
� The College M anagem ent Team  is representative in term s of its gender m ake-up. 
� For all lecturers, there is a slight im balance betw een m ales and fem ales.  

H ow ever, the percentage of m ale full-tim e lecturers and percentage of fem ale 
part-tim e lecturers is disproportionate.  N ationally, w om en are 
disproportionately represented am ong part-tim e w orkers. 

� For support staff, the ratio of m ale to fem ale staff is not representative of the 
w ider com m unity.  The m ale and fem ale ratios for full and part-tim e support staff 
are less representative than the overall ratio for all support staff. 

� For the College’s trade union and staff representatives, there is a balance 
betw een m ales and fem ales. 

� For students, the ratio of m ale to fem ale students is not representatives of the 
national or local populations. 

� College H E and FE retention rates for m ale and fem ale students are 
proportionate and above the national rate. 

� College FE achievem ent rate for fem ales is higher than m ale achievem ent rate, 
and the College m ale achievem ent rate is also low er than the national rate. 

� There are gender im balances in the disaggregated reports that require further 
investigation, for exam ple, in som e funding groups, young fem ale retention 
rates are significantly below  the overall College and national rates. 

 
 
 



  11 

   
H R/24/LL/EF  Perth College 

Gender Imp act A ssessments 
 

The College w ill assess the im pact or likely im pact of all policies and procedures on 
gender equality.  By im pact assessing all policies the College w ill: 
 
� Ensure that neither sex is disadvantaged by College decisions and activities. 
� Identify w here the College can prom ote equality of opportunity betw een m en 

and w om en. 
 
The College has already m apped all policies and procedures and approved a tem plate 
for developing policies and procedures.  The College has also identified the elem ents of 
its current operation and function for w hich im pact assessm ent on som e scale is 
required in term s of disability equality.  The College w ill therefore undertake m ulti-
strand equality im pact assessm ents w here appropriate. 
 
The College recognises that not all policies and practices w ill be equally relevant to 
gender equality.  Im pact assessm ent w ill therefore be undertaken as a 2 stage process.  
College policies and procedures w ill be prioritised for im pact assessm ent through initial 
screening in order to identify the policies and practices m ost relevant to gender 
equality. 
 
The initial screening process w ill involve: 
 
� Identifying the aim s of the policy or practice. 
� Considering the evidence – based on existing know ledge and data, w ill the 

policy or practice have a differential im pact on w om en and m en?  A bsence of 
data w ill not be a justification for assum ing there is no differential im pact. 

� Deciding w hether to take rem edial action based on available evidence, or to 
proceed to a full im pact assessm ent. 

 
The follow ing core questions w ill be asked w hen screening policies and practices for 
gender im pact assessm ent: 
 
� Is the policy or practice a m ajor one in term s of size and significance for the 

College? 
� Is there any indication that, although the policy or practice is m inor, it is likely to 

have a m ajor im pact on gender equality?  A s w ell as the num bers of people 
affected the seriousness of the potential im pact, w hether negative or positive 
w ill be considered.  

� Is there any evidence that w om en and m en have different needs, experiences, 
concerns or priorities in relation to the policy or practice? 

� Is there evidence that particular groups of w om en or m en have particular needs 
in relation to the policy or practice eg BM E w om en, m en from  a particular age 
group or transsexual staff? 

� O f those affected by the policy or practice, w hat proportion are m en and w hat 
proportion are w om en? 

� If m ore w om en (or m en) are likely to be affected by the policy or practice, is that 
appropriate and consistent w ith its objective? 

� W here the policy or practice is intended to achieve a particular outcom e, w hat is 
the evidence on the likely outcom es for m en and for w om en? 
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� Could the policy or practice unintentionally disadvantage people of one sex or 
the other or could it disadvantage transsexual w om en and m en? 

 
The initial screening of policies and practices w ill be carried out at EDIT m eetings and 
this group w ill decide w hether policies require a full gender im pact assessm ent and 
prioritise these for action and any necessary am endm ents. 
 
If a full im pact assessm ent is required the College w ill use the Scottish Executive’s 10 
step equality im pact assessm ent tool – EQ IA . 
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Gender Equality O b jectives 2007 to 2010 
 
The follow ing gender equality objectives are based on feedback from  College 
stakeholders and the College’s gathering of inform ation, and are necessary to m eet the 
general and specific gender duties. 
 
O bjective 1 
To positively prom ote equality betw een m en and w om en by ensuring staff and 
students understand the im portance of gender equality and the benefit it provides to 
the College. 
 
O bjective2 
To develop and understanding of, and plan for the needs of, transsexual staff and 
students. 
 
O bjective 3 
To w ork tow ards equal pay for equal w ork across the College by identifying and w here 
necessary reducing the pay gap betw een m en and w om en, and develop, im plem ent 
and review  an equal pay policy. 
 
O bjective 4 
To ensure an appropriate gender balance on the Board of M anagem ent, and w ithin the 
Senior M anagem ent Team , support staff and full and part-tim e staff. 
 
O bjective 5 
To develop, im plem ent and review  the im pact of fam ily-friendly policies for staff and 
students. 
 
O bjective 6 
To im pact assess all staff and student policies to ensure m ales and fem ales are not 
disadvantaged by College decisions and activities and the effective prom otion of 
opportunity of equality. 
 
O bjective 7 
To im prove inform ation system s so that w orkforce and student inform ation is available 
to assess the strategic im pact of the College’s G ES. 
 
O bjective 8 
Develop and im plem ent a H arassm ent Policy and train m anagers and staff. 
 
O bjective 9 
Develop m echanism s for in-depth consultations w ith internal and external stakeholders 
and prioritise consultation activities to m eet the College’s G ES objectives. 
 
O bjective 10 
To ensure an appropriate gender balance betw een m ale and fem ale students in relation 
to enrolm ents, com pletion rates, qualification levels and w ithdraw als across the 
College. 



  14 

   
H R/24/LL/EF  Perth College 

Publishing the GES 
 
The G ES w ill be published on the College’s w ebsite and staff intranet, Sharepoint, on 
29 June 2007.  A n all-staff e-m ail w ill be issued inform ing staff that the G ES is available 
on Sharepoint or the w ebsite.  The G ES is also available in print and in alternative 
form ats.   
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Susan Bald 
D irector of H uman Resources and O rganisational D evelopment 
26 June 2007 
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Perth College Gender Equality A ction Plan A ppendix 1 
 
O bjective 1 
 
To positively prom ote equality betw een m en and w om en by ensuring staff and students understand the im portance of gender equality 
and the benefit it provides to the College. 
 

 O utcome A ction Timescale Progress 
Indicator 

Responsibility 

1.1 A ll students and staff receive inform ation 
or aw areness raising sessions on the 
im portance and benefits of gender 
equality and understand their 
responsibilities. 

Include a section on gender equality 
during induction sessions for staff 
and students and ensure this is 
enshrined in the review  of induction 
policies. 
 
 
Train all current staff in gender 
equality duties and how  to im prove 
practices in their areas of 
responsibility. 

Student 
Induction – 
A ug 07 
Staff 
Induction – 
Dec 07 
 
M arch 08 

Revised Induction 
Policies. 
N um bers receiving 
induction. 
Induction Evaluation. 
 
 
Training records. 
Surveys. 
Changes to w orking 
practices. 

Student Services 
M anager 
H R Director 
H R M anager 

1.2 A ll M anagers are aw are of their 
responsibilities under the SDA  and G ED. 

Train M anagers to ensure they 
understand their responsibilities 
under the SDA  and G ED. 
 
Develop a G ED toolkit for M anagers 
to train their team s to im prove 
w orking practices. 

Sep 07 
 
 
 
Sep 07 

Training records. 
 
 
 
Training Records. 
Surveys. 
Changes to w orking 
practices. 

H R Director 
H R M anager 
 
 
A ll M anagers 

1.3 A ll M anagers and staff involved in 
recruitm ent and selection of staff and 
students are trained and recruitm ent and 
selection policies and procedures have 
been im pact assessed and reflect 
established best practice. 

Train M anagers and staff involved in 
recruitm ent and selection of staff 
and students. 
Revise Recruitm ent and Selection 
Policies ensuring these are im pact 
assessed and reflect best practice in 
term s of gender equality. 

Jan 08 
 
 
Dec 07 

Training records. 
Changes in w orking 
practices. 
Equal O pportunities 
M onitoring. 

H R Director 
H R M anager 
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O bjective2 
 
To develop and understanding of, and plan for the needs of, transsexual staff and students. 
 

 O utcome A ction Timescale Progress 
Indicator 

Responsibility 

2.1 Established links w ith local and national 
groups and an understanding of the needs 
of transsexual people. 

Identify relevant local and national 
groups and m eet w ith 
representatives and gain an 
understanding of the needs of 
transsexual people. 
 

O ct 07 Record of m eetings/ 
correspondence. 

Director of H R 
H R M anager 

2.2 A n am ended Equal O pportunities 
M onitoring From  that includes a 
transsexual section so that staff and 
student data can be m onitored and acted 
upon. 

In consultation w ith external and 
internal stakeholders, revise equal 
opportunities m onitoring form s and 
recording system s for staff and 
students. 
 
Develop student and staff 
m anagem ent inform ation 
databases so that transsexual data 
can be recorded and reported on. 

N ov 07 
 
 
 
 
 
Dec 07 

Changes to w orking 
practices. 
 
 
 
 
M anagem ent 
reports. 

Student Services 
M anager 
Director of H R 
H R M anager 

2.3 Consultation w ith staff and students to 
understand their needs in term s of 
gender/transsexual equality. 

Liaise w ith U H IM I to establish if 
Perth College can be part of their 
student survey planned for 07/08 
academ ic session. 

July 07 Report from  survey. Director of H R 
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O bjective 3 
 
To w ork tow ards equal pay for equal w ork across the College by identifying and w here necessary reducing the pay gap betw een m en and 
w om en, and develop, im plem ent and review  an equal pay policy. 
 
 O utcome A ction Timescale Progress 

Indicator 
Responsibility 

3.1 Established w hether or not there is a 
gender pay gap at Perth College. 

Establish a m ethodology for 
collating and analysing pay data 
that w ill determ ine if there are 
any gender pay gaps at Perth 
College. 

Sep 07 Toolkit. Director of H R 
H R M anager 

3.2 Equal Pay Policy published. Draft an Equal Pay Policy for 
consultation and im plem entation. 

Sep 07 Equal Pay Policy. Director of H R 

3.3 Equal Pay A ction Plan produced. Produce Equal Pay A ction Plan to 
address any gender pay gaps to 
be review ed annually. 

Dec 07 Equal Pay A ction 
Plan. 
G ender pay gap. 

Director of H R 
H R M anager 

 
O bjective 4 
 
To ensure an appropriate gender balance in the Board of M anagers (BO M ), Senior M anagem ent Team  (SM T), support staff and full and 
part-tim e staff. 
 
 O utcome A ction Timescale Progress 

Indicator 
Responsibility 

4.1 Identification of any gender equality 
issues that have contributed to the 
disproportionate num ber of w om en in 
support and part-tim e posts and 
im prove gender balance. 

In consultation w ith staff, 
develop m ethod of consultation 
for support and part-tim e staff to 
identify any gender equality 
issues. 
 
Carry out consultation and 
develop action plan to address 
relevant issues identified. 

Jan 08 
 
 
 
 
 
A pril 08 

M ethodology. 
 
 
 
 
 
G ender balance. 
Changes to 
w orking practices. 

Director of H T 
H R M anager 
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4.2 Im proved gender balance. Consider and carry out a range of 
positive actions to im prove the 
gender balance on the BO M  and 
SM T w hen vacancies arise. 

O n-going G ender balance. BO M  
Principal 

 
O bjective 5 
 
To develop, im plem ent and review  the im pact of fam ily-friendly policies for staff and students. 
 

 O utcome A ction Timescale Progress Indicator Responsibility 
5.1 Identification of student/staff fam ily 

friendly policy needs. 
Survey and consult w ith staff 
and students to identify w hat 
their needs are in term s of 
fam ily-friendly policies. 

Feb 08 Survey/consultations. Director of H R 
H R M anager 

5.2 Fam ily-friendly policies in place that 
also m eet the needs of the College. 

In consultation w ith staff and 
students, develop, im plem ent 
and review  required fam ily-
friendly policies. 

Dec 08 Policies. 
Changes to w orking 
practices. 

Director of H R 
H R M anager 

 
O bjective 6 
 
To im pact assess all staff and student policies to ensure m ales and fem ales are not disadvantaged by College decisions and activities and 
the effective prom otion of opportunity of equality. 
 

 O utcome A ction Timescale Progress 
Indicator 

Responsibility 

6.1 Im pact A ssessm ent A ction Plan. Produce Im pact A ssessm ent 
A ction Plan to gender equality 
im pact assess all staff and 
student policies. 

July 07 A ction Plan Director of H R 
H R M anager 

6.2 Im pact A ssessm ents Prioritised. Prioritise policies and procedures 
to be im pact assessed at next 
EDIT m eeting. 

A ugust 07 
 
 

M inutes. 
 
 

Director of H R 
H R M anager 
EDIT 
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Im pact one priority policy/ 
procedure using the initial 
screening m ethodology at next 
EDIT m eeting. 

A ugust 07 M inutes. 

6.3 A ll policies and procedures im pact 
assessed. 

Im pact assess all policies and 
procedures and revise as 
necessary. 

July 09 Changes to 
w orking practices. 

Director of H R 
H R M anager 

 
O bjective 7 
 
To im prove inform ation system s so that w orkforce and student inform ation is available to assess the strategic im pact of the College’s G ES. 
 
 O utcome A ction Timescale Progress 

Indicator 
Responsibility 

7.1 G ood w orkforce/student intelligence 
that allow s m anagem ent to m ake a 
strategic im pact on equality issues. 

Develop student and staff 
m anagem ent inform ation 
databases so that equality data 
can be recorded and reported on. 

Dec 07 M anagem ent 
reports. 

M IS 
Director of H R 
H R M anager 

 
O bjective 8 
 
Develop and im plem ent a H arassm ent Policy and train m anagers and staff. 
 
 O utcome A ction Timescale Progress 

Indicator 
Responsibility 

8.1 H arassm ent Policy in place and 
staff/students trained/provided w ith 
inform ation. 

In consultation w ith staff and 
students, develop, im plem ent 
and review  a H arassm ent Policy. 

July 08 H arassm ent Policy. Director of H R 
H R M anager 

8.2 A ll staff/students trained and/or m ade 
aw are of H arassm ent policy. 

Ensure H arassm ent Policy is part 
of staff and student induction. 
 
Identify and train an appropriate 
num ber of A dvisers to be first 
point of contact for staff/ 

A ugust 08 
 
 
O ct 08 
 
 

Induction 
Procedure. 
 
Training Records. 
Incident Reporting. 
 

Director of H R 
H R M anager 



  20 

   
H R/24/LL/EF  Perth College 

students w ith harassm ent 
com plaints. 
 
Ensure all staff and students are 
trained and/or provided w ith 
inform ation in relation to the 
H arassm ent Policy. 

 
 
 
Jan 09 
 
 
 

 
 
 
Training Records. 

 
O bjective 9 
 
Develop m echanism s for in-depth consultations w ith internal and external stakeholders and prioritise consultation activities to m eet the 
College’s G ES objectives. 
 
 O utcome A ction Timescale Progress 

Indicator 
Responsibility 

9.1 Established links w ith relevant external 
stakeholders for gender equality 
issues. 

M ap external stakeholders and 
establish links w ith relevant 
organisations and their 
representatives. 

Jan 08 External 
Stakeholder List. 

Director of H R 
H R M anager 

9.2 Consulted w ith external stakeholders 
and established partnership w orking 
and/or com m on approaches to 
address gender equality issues. 

Develop a range of consultations 
m ethods eg survey, focus groups 
etc to consult w ith key external 
stakeholders to identify gender 
equality needs and/or areas for 
joint w orking/approaches. 
 
Prioritise and conduct 
consultations w ith key external 
stakeholders and share results for 
joint w orking/approaches to 
address identified issues. 
 
Review  external stakeholders list 
annually from  A ugust 08. 

M arch 08 
 
 
 
 
 
 
A ugust 08 
 
 
 
 
 
A nnually 

Consultations. 
Changes to 
w orking practices. 

Director of H R 
H R M anagers 
Student Services 
M anager 
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O bjective 10 
 
To ensure an appropriate gender balance betw een m ale and fem ale students in relation to enrolm ents, com pletion rates, qualification 
levels and w ithdraw als across the College. 
 

 O utcome A ction Timescale Progress 
Indicator 

Responsibility 

10.1 U nderstanding of the reasons behind 
the student retention and 
achievem ent statistics. 

Liaise w ith U H IM I to establish if 
Perth College can be part of their 
student survey planned for 
07/08 academ ic session. 
 
Develop and carry out additional 
consultation m ethods for 
students to understand the 
reasons for the gender 
differences in the retention and 
achievem ent rates. 

July 07 
 
 
 
 
Feb 08 

Survey. 
 
 
 
 
Survey. 

Director of H R 
H R M anager 

10.2 A ction Plan to address gender equality 
issues. 

Share consultation results w ith 
functional areas and develop 
action plans to address 
identified gender equality issues. 
 
 
Review  A ction Plan and future 
student statistic annually every 
July. 

M ay 08 
 
 
 
 
 
A nnually 

A ction Plan. 
 
 
 
 
 
Changes to 
w orking practices, 
student statistics. 

Director of H R 
H R M anager 
Curriculum  Directors 
and M anagers 
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Perth College Staff Q uestionnaire: Gender 
Equality A ppendix 2 
 
 
The Equality A ct 2006 am ends the Sex Discrim ination A ct to place a statutory duty on all 
public authorities to elim inate unlaw ful discrim ination and harassm ent and to prom ote 
equality of opportunity betw een m en and w om en, including transsexual people.  U nder 
the A ct, this duty is referred to the ‘G ender Equality Duty’ and it cam e into effect on  
6 A pril 2007.  This m eans that Perth College has a duty to prom ote gender equality and 
consider gender equality in all its decision m aking, activities and services.  The law  also 
requires us to publish a G ender Equality Schem e in w hich w e state how  w e w ill prom ote 
gender equality in em ploym ent and in the provision of our services. 
 
Through this questionnaire, w e are seeking the view s of our staff on our em ploym ent 
practices to inform  the developm ent of our G ender Equality Schem e.  Please take the 
tim e to com plete this questionnaire and return this to Lee Ryan, H R and CPD  
M anager, by M onday 18th June 2007. 
 
Please tick the appropriate box(es) for each question, or w rite your response in the 
space provided.  A dditional space is provided for som e questions if you w ish to m ake 
any com m ents. 
 
1 A re you…  M ale 2 Fem ale 8 
      

2 A re you…  Support Staff 7 M anagem ent  
  A cadem ic 2 N ot stated 1 
      

3 A re you…  Full Tim e 9 Part Tim e 1 
  Perm anent 4 Fixed Term   
  N ot stated 6   

 
4 Perth College’s Equal O pportunities Strategy is w ell publicised and readily 

available to staff. 
 

 Strongly agree A gree Don’t know  Disagree Strongly 
disagree 

  5 4 1  

  
5 I have received training in equality and diversity appropriate to m y role. 

 
 Strongly agree A gree Don’t know  Disagree Strongly 

disagree 

  7 2  1 
  
6 The College’s em ploym ent policies and practices recognise and support 

gender differences, eg in w orking patterns, tim e off…  
 

 Strongly agree A gree Don’t know  Disagree Strongly 
disagree 

  5 5   
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7 Equality and diversity issues are adequately represented in all forum s w ithin 
the College (eg Em ployee Developm ent Forum , Joint N egotiating 
Com m ittees, College M anagem ent Team ). 
 

 Strongly agree A gree Don’t know  Disagree Strongly 
disagree 

  1 9   
  
8 In review ing its equal opportunities strategy, the College needs to pay 

particular attention to…  
  
 … recruitm ent and selection practices. 
 Strongly agree A gree Don’t know  Disagree Strongly 

disagree 

 3 4 3   
  
 … access to training and developm ent opportunities. 
 Strongly agree A gree Don’t know  Disagree Strongly 

disagree 

 1 7 2   
  
 … em ploym ent m onitoring. 
 Strongly agree A gree Don’t know  Disagree Strongly agree 

 1 5 3 1  
  
 … grievances. 
 Strongly agree A gree Don’t know  Disagree Strongly 

disagree 

 3 3 3 1  
      

 …  ‘equality proofing’ of policies. 
 Strongly agree A gree Don’t know  Disagree Strongly 

disagree 

 2 3 5   
      
 … other – please state. 
  
9 The gender balance w ithin the College is about right…  
  
 …  at a prom oted and College/Senior M anagem ent level. 
 Strongly agree A gree Don’t know  Disagree Strongly 

disagree 

  4 6   
  
 …  w ithin lecturing staff. 
 Strongly agree A gree Don’t know  Disagree Strongly 

disagree 

  4 6   
  
 …  w ithin support staff. 
 Strongly agree A gree Don’t know  Disagree Strongly 

disagree 

  4 6   
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10 The College has a representative gender distribution across roles (eg 
Cleaners, Caretakers, adm inistration, technical… ). 
 

 Strongly agree A gree Don’t know  Disagree Strongly 
disagree 

  3 6 1  

  
11 W hat do you suggest should be the College’s priorities in prom oting gender 

equality, and w hy? 
 

 Everyone treated fairly eg tim e off for childcare. 
Best person for job, regardless of gender. 
Fairness for all. 
H ighlight in all publicity m aterials that w e are actively prom oting gender 
equality. 
M ore inform ation about actual policies and purpose w ould be useful. 
M ore obvious prom otions w ithin the College to advertise gender equality. 
Set an exam ple for all other colleges. 
Value everyone’s diversity and differences. 
M ake staff aw are of the policy. 
 

12 W hat do you see as the barriers in prom oting gender equality, and w hy? 
 

 Pre-conceived ideas. 
Ignorance. 
W ill you get a 50/50 balance in, say, cleaners?  Is it necessary or possible? 
Som e posts seen as single gender, eg caretakers. 
N ot having a m onitoring system  in place to track the progress. 
 

 
 
Thank you for taking the tim e to com plete this questionnaire.  If you w ould like m ore 
inform ation on the gender equality duty or w ould like to be involved in the 
developm ent of our G ender Equality Schem e, please contact Lee Ryan. 
 



  25 

   
H R/24/LL/EF  Perth College 

Summary of Student Survey – Satisfaction w ith 
Services A ppendix 3 
 
Complaints 
 
Records of com plaints held in the Q uality U nit are not necessarily a com plete record.  
The record consists of com plaints w hich have been shared w ith the U nit, in line w ith 
procedure, and those w hich have been dealt w ith by the U nit. 
 
The follow ing show s the gender split of com plaints for the last 3 years. 
 

 04/05 05/06 06/07 

Female 23 16 11 

M ale 12 10 5 

A nonymous 5 2 0 

Total 40 28 16 

 
There are no com plaints w hich are concerned w ith gender issues. 
 
Student Survey 06/07 
 
Total Responses:  486 
M ale:   232 
Fem ale:  251 
N ot Com pleted:  2 
 
Q uestion in the Student Survey asked specifically about satisfaction. 
 
"H ow  satisfied are you w ith the support and advice available to you in the follow ing 
areas?" 
 

 Finance 

 Female M ale 

N ot satisfied at all 20 17 

N ot very satisfied 28 28 

Q uite satisfied 93 92 

V ery satisfied 66 46 

 
 

 Personal 

 Female M ale 

N ot satisfied at all 5 6 

N ot very satisfied 11 16 

Q uite satisfied 100 97 

V ery satisfied 84 60 
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 Course/Study 

 Female M ale 

N ot satisfied at all 5 6 

N ot very satisfied 11 17 

Q uite satisfied 123 124 

V ery satisfied 98 65 

 

 A dditional Study Support 

 Female M ale 

N ot satisfied at all 1 5 

N ot very satisfied 11 24 

Q uite satisfied 73 101 

V ery satisfied 64 39 

 
 

 Career O ptions 

 Female M ale 

N ot satisfied at all 6 7 

N ot very satisfied 36 27 

Q uite satisfied 100 105 

V ery satisfied 71 45 

 
 
In term s of their overall experience of being a student at Perth College: 
 

 Female M ale 

Excellent 74 52 

Fair 22 39 

Good 148 126 

Poor 4 11 

 
 
Q uality U nit 
26/6/07 
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Remit and M embership of Equality, D iversity and 
Inclusion Team (ED IT) A ppendix 4 
 
ED IT Remit 
 
� Devise and im plem ent Diversity A ction Plans and m onitor the effectiveness of 

m ainstream ed EDI responsibilities. 
 

� Prepare regular reports for the College SM T on progress w ith Diversity A ction 
Plans and our com pliance w ith relevant legislation. 
 

� Provide m onitoring reports to the College SM T in line w ith the general and 
specific duties related to equalities legislation. 
 

� Report on cross-college activity in relation to inclusive practice and provision for 
students w ith additional support needs. 
 

� Share inform ation and good practice on all equality, diversity and inclusion 
aspects of the College operations. 
 

� Provide support to the Student Support and Com m unity Liaison Co-ordinators. 
 

� A dvise Curriculum  areas and College departm ents on EDI issues and provide 
staff inform ation and CPD opportunities as required. 
 

� Ensure all College areas and w orking groups em bed EDI into their operations. 
 

� A dvise and m ake recom m endations on all aspects of the College’s physical 
environm ent. 
 

� Im prove accessibility for all students in their engagem ents w ith all levels and 
m odes of curriculum  and service delivery. 
 

� W ork to ensure respect for the diversity of our students and staff and to 
encourage inclusiveness in all aspects of College life both on cam pus and in the 
com m unity. 

 
ED IT M embership  
 
O ne m em ber of SM T 
Tw o representatives from  each Curriculum  Directorate 
O ne representative from  SVS 
O ne A dvanced Practitioner 
O ne representative from  A ST 
O ne representative form  the International Centre 
O ne representative from  the Student A ssociation Support Team  
Tw o student representatives 
Custom er and Student Services M anager 
H R and CPD M anager 
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Learning and Teaching M anager 
Q uality M anager 
A dditional Support Co-ordinator 
O ne representative from  Estates 
O ne EIS-FELA  and one U nison representative 
Learning Resources M anager 
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Gender A nalysis A ppendix 5 
 

Category Male % Female %  Totals (n) Male total (n) Female total (n) 
Scottish Census 2001  48  52   5062011  2429765  2632245 
P&K Council/Scottish Census 2001  48.3  51.7   134949  65180  69768 
Perth College Board  11  89   9  8  1 
Perth College/AST Total Staff  46  54   570  262  308 
Perth College (PC) Senior 
Management team  17  83   6  1  5 
PC College Management Team  47  53   17  8  9 
PC All Lecturers  52  48   334  173  161 
PC Full-time Lecturers  65  35   76  49  27 
PC Part-time Lecturers  38  62   42  16  26 
PC Hourly Paid Lecturers  50  50   216  108  108 
AST Lecturers  92  12   13  12  1 
PC All Support Staff  33  67   193  63  130 
PC Full-time Support Staff  38  62   133  82  51 
PC Part-time Support Staff  20  80   60  12  48 
AST Support Staff  71  29   7  2  5 
Trade Union/Staff Representatives  43  57   7  3  4 
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Student Population V aluing D iversity - Gender and A ge A ppendix 6 
 

A cadem ic Year 2005/6            

            

Group  Total Enrs % Ret % A ch   Female % Ret % A ch   M ale % Ret % A ch 

            

H igher Education            

Engineering and Technology 282 90%   22 77%   260 92%  

Science 32 63%   11 73%   21 57%  

Com puting and Inform ation Science 108 84%   51 84%   57 84%  

Creative A rts and H ospitality 425 87%   218 87%   207 87%  

Education 32 97%   14 93%   18 100%  

O ther H ealth and W elfare 224 84%   220 84%   4 100%  

Built Environm ent 45 64%   9 78%   36 61%  

M athem atics, Statistics and O R 54 89%   9 100%   45 87%  

H um anities, Languages and Business 316 91%   257 91%   59 90%  

Social Sciences 103 68%   70 76%   33 52%  

Sub -total: 1621 86%     881 86%     740 85%   

            

Further Education            

A griculture and H orticulture 84 88% 95%  51 100% 96%  33 70% 91% 

Business and M anagem ent 275 95% 59%  176 94% 61%  99 97% 56% 

Food Technology and Catering 529 97% 23%  312 99% 21%  217 94% 25% 

Com puting 1426 97% 93%  965 97% 94%  461 96% 91% 

Construction 250 94% 91%  3 100% 100%  247 94% 91% 

A rt and Design 1209 97% 97%  771 98% 98%  438 95% 94% 

Engineering 198 92% 52%  5 80% 75%  193 93% 52% 

H ealth 710 86% 84%  603 86% 87%  107 91% 63% 

M inerals and M aterials 228 100% 100%  166 100% 100%  62 98% 100% 

Personal Developm ent 133 95% 95%  84 96% 96%  49 94% 93% 

Science and M aths 136 95% 50%  102 90% 55%  34 91% 35% 
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O ffice and Secretarial 53 96% 78%  46 96% 75%  7 100% 100% 

Social Studies 1372 97% 74%  925 96% 75%  446 98% 72% 

Social W ork 248 94% 76%  214 93% 78%  34 97% 67% 

Sport and Recreation 144 87% 91%  58 97% 96%  86 80% 87% 

Transport 443 93% 61%  44 95% 64%  399 93% 60% 

Special Program m es 164 94% 95%  66 95% 97%  98 93% 95% 

Sub -total: 7602 95% 79%   4591 95% 82%   3010 94% 74% 

            

O verall College Totals: 9223 93%     5472 94%     3750 93%   

 
M anagem ent Inform ation System s/Valuing Diversity.xls/DH  26 June 2007 
 


