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Introduction
Our second Gender Equality Scheme and Action Plan 2010-2013 re-affirms our commitment to the principles of gender equality and to encouraging all staff and students to reach their potential.  As a College and employer, we aim to ensure that our policies, procedures and practices do not unlawfully discriminate and that action is taken to redress any inequalities in employment practices, provision of services to students and customers or the way in which the College manages its business.  Our scheme and action plan are intended to be 'living' documents, driven forward and further developed as part of our commitment to equality and diversity across all strands or protected characteristics, and this work will be reflected in our forthcoming Single Equality Scheme.
Our Gender Equality Scheme 2010-2013 sets out an ambitious agenda for action, ensuring that we meet not only our general and specific duties for gender equality as required by legislation but work to best meet the needs of our diverse workforce and student population.  This document presents an update on our activities, our achievements and our plans for moving forward.  
We are confident that through time, and with the engagement of our staff, students, stakeholders and relevant national and local groups and representatives, we will achieve our equality and diversity goals, embedding gender equality, eliminating unlawful sex discrimination and harassment, and promoting gender equality in all that we do.  If you would like to comment on our gender equality documents or have any questions, please contact Susan Bald, Director of Human Resources and Organisational Development, on 01738 877229 or by e-mail at susan.bald@perth.uhi.ac.uk.

Our Strategic Context
Perth College UHI values people – our staff, students, stakeholders and service users – recognising diversity in our community, promoting equality of opportunity, enabling access and inclusion in our employment, course provision and activities, and challenging stereotyping and discrimination.  Our long term aim is to ensure that equality issues become part of mainstream thinking and delivery of our services.
Our College vision states:

We will be internationally recognised and known for our ambition and achievements.  We will be acknowledged for our inspirational staff and our highly successful learners, who move on to become associated with the best organisations.  We will teach at all levels and across the widest range of learners.  We will support our teaching by carrying out international-quality research in specialist subject areas.  Our staff will be leaders in innovative learning, expertly using new technology to develop the workforce of the future.  We will create a pride in our environment and prepare for and anticipate and exceed the needs of our learners.

In our Strategic Plan 2010-2013, we recognise the importance of actively promoting, delivering and reviewing equality, diversity and inclusion in all our activities.  Our approach to equality and diversity is all encompassing and focuses not just on the need to comply with legislation but on identifying best practice and applying this flexibly across all our services.
Through activities co-ordinated by EDIT (Equality, Diversity and Inclusion Team) and the Human Resources and Organisational Development Department, we aim to provide:
· High quality, responsive services which are flexible but take into account people's different needs and respond positively in meeting them.

· Equal access to services so that people are better able to outline their needs and are not disadvantaged in any way.

· Equality in employment opportunities to people from minority groups.

· Learning and development opportunities for all staff, and

· Improved awareness, understanding and ownership of the equalities agenda by improving communication and creating a culture which values people and the differences between them.

We are consulting with our students, staff, stakeholders and members of the community we serve on our priorities for our future work on equality, diversity and inclusion to help shape our Single Equality Scheme.

As part of the University of the Highlands and Islands, Scotland's newest University, we link with our partner organisations, sharing best practice and moving forward equality and diversity activities through a wider network.

Our Gender Equality Commitments
Perth College UHI is committed to being both a College and employer of choice.  We are committed to the promotion of equality and diversity and believe there is no place for unlawful discrimination in any of our services and activities.  We aim to ensure that our policies, procedures and practices do not unfairly discriminate and that positive measures are taken to redress any inequalities in employment practices, provision of services to students and customers or the way in which we manage our business.

We are committed to carrying through our general and statutory duties to:
· Promote equality of opportunity between women and men.

· Eliminate discrimination which is unlawful under the Equality Act 2010.

· Eliminate harassment on the grounds of gender.

· Eliminate discrimination and harassment towards transgender people.

Our commitment requires us to take action on the most important gender equality issues within the College.  In the promotion of equal opportunities between men and women, we recognise that the 2 groups are not starting from an equal footing and identical treatment will not always be appropriate.
We also recognise the benefits that equality and diversity brings to an organisation such as increased motivation and achievement of all our staff and students, and improved morale of staff, enhancing our reputation as an 'employer of choice' in the local community.  

We will demonstrate our commitment to gender equality by:
· Monitoring the impact of our policies on women and men.

· Removing barriers to maximise participation, retention and achievement of our students and staff.

· Fostering respect between groups and individuals.

· Promoting positive non-discriminatory behaviour.

· Ensuring appropriate support for our staff and students.

· Encouraging links with the wider community.
Our Operating Environment
Our catchment area is aligned with the boundaries of Perth and Kinross Council, an area of 5,286 square kilometres with a total population of 145,910 (Source: General Register Office for Scotland Mid-Year population estimates July 2009).  
Perthshire is at the crossroads of Scotland, with 90% of Scotland's inhabitants living within 90 minutes of Perth.  In addition to the City of Perth, the main towns include Aberfeldy, Auchterarder, Blairgowrie, Crieff, Kinross, and Pitlochry.  The area is very diverse and includes many small rural villages.

Population census data for 2001 for the Perth and Kinross area indicates that there are a slightly higher number of women than men.  51.71% of the local population is women.  This is similar to the Scottish profile of 51.8% women.
Our Staff
At May 2011, we had 562 staff, 55% of which were female and 45% were male.  Overall, we have maintained our gender balance since our first Gender Equality Scheme 2007 – 2010; we have more females (F) than males (M), and more females than reflected in the Scottish-wide and Perth and Kinross population data.

The following table gives a breakdown of our staff data by gender against the Scottish-wide and Perth and Kinross data.
	
	At May 2011
	At June 2010
	At June 2007

	
	F %
	M%
	F %
	M %
	F %
	M %

	Scottish Census 2001
	52
	48
	52
	48
	52
	48

	Perth and Kinross
	51.7
	48.3
	51.7
	48.3
	51.7
	48.3

	Perth College – All Staff
	55
	45
	54
	46
	54
	46

	College Senior Management Team
	50
	50
	50
	50
	83
	17

	College Management Team
	69.2
	31.8
	65.3
	34.7
	53
	47

	All College Lecturers
	46.5
	53.5
	45.2
	54.8
	48
	52

	College Full Time Lecturers
	41.4
	58.6
	40.5
	59.5
	35
	65

	College Part Time Lecturers
	40.5
	59.5
	40.4
	59.6
	62
	38

	College Hourly Paid Lecturers
	51
	49
	48.8
	51.2
	50
	50

	AST Lecturers
	0
	100
	0
	100
	8
	92

	All College Support Staff
	69.8
	30.2
	72.3
	27.7
	67
	33

	
	At May 2011
	At June 2010
	At June 2007

	
	F %
	M%
	F %
	M %
	F %
	M %

	College Full Time Support Staff
	66.4
	33.6
	66.6
	33.4
	62
	38

	College Part Time Support Staff
	76.5
	23.5
	85.9
	14.1
	80
	20

	AST Support Staff
	36.3
	63.7
	36.3
	63.7
	71
	29

	Perth College Board of Management
	26.7
	73.3
	26.7
	73.3
	11
	89

	Trade Union/Staff Representatives
	33.3
	66.7
	36.6
	63.7
	57
	43


Since our last annual progress report in June 2010, we have seen a slight increase in the number of female full-time lecturers (almost 1%) and an increase (2.3%) in the number of females lecturing on a part-time basis (part-time and hourly paid).  We have seen a 2.3% decrease in the number of male lecturing staff working on a part-time basis (part-time and hourly paid). We have seen an increase in the percentage of males working part-time in a support staff role (+9.4%), although the number is still relatively small (16 staff). However, the increase is encouraging and mirrors the trend in previous years.

Since the start of the year (01 August 2010), our turnover rate has been 13.6% (the average turnover rate for the public sector is 13.5% – source: CIPD).  Of our leavers, 53.6% were female and 46.3% were male – considered a more gender-balanced turnover compared with last year (66.6% female and 33.4% male).  Of our new starts, 56% were female and 44% were male – last year females comprised 52.8% of our new starts and males 47.2%.
The position is similar to last year in that we have male and female staff across all levels of the College but, conforming to traditional norms, we have more females than males in clerical and administrative roles; the majority of our cleaners are female and all our IT technical staff and all our caretakers are male.  All our Nursery staff are female.  
In a departure from traditional norms where more females than males work part-time and more males than females work full-time, we see from the table an increase in the number of males working part-time (support staff) and a small increase in the number of females working full-time (College full-time lecturers).
The gender composition of our Board of Management has also changed since our first Gender Equality Scheme was published in 2007.  In 2007, only 11% of our Board Members were female and specific action was taken in an attempt to address this low representation.   Females now account for 26.7% of our Board members.
During the year we continued our work on job evaluation and as the project progresses, further equal pay reviews will be undertaken (a high level equal pay review was undertaken in 2009)  to ensure there is no sex bias in any new pay system introduced as a result of the project.  Our work on harmonisation of terms and conditions will also continue. Our Equal Pay Statement was reviewed and our Equal Pay Statement 2010-2013 was published.
The vast majority (over 80%) of our staff have received awareness training in Diversity in the Workplace, an on-line module which includes gender and transgender awareness and gives information on our Gender Equality Scheme.  Copies of our 3 Equality Schemes (Gender, Race and Disability) are given in our staff induction packs.
Continuing Professional Development (CPD) opportunities are available to all staff, including part-time and fixed term staff, and last year the College met its target that on average each staff member receives 6 days (pro rata for part-time staff) training and development each year. In addition, over 100 staff have received training on the Equality Act 2010. 
Our annual Professional Review Process has recently been revised and all Professional Reviews will be recorded on our HR system which will enable effective monitoring for equality and diversity purposes. From our monitoring work to date, there is no evidence of gender imbalance in the completion of professional reviews.

During the year, there were 2 matters addressed through our grievance procedure and a further 2 matters addressed through our disciplinary procedures.  None of these issues were related to gender or transgender.

Our Students
Each year we provide learning and teaching opportunities to approximately 9,000 students.  In the current academic year 2010/11, 56.7% of our enrolled FE and HE students were female and 43.3% were male.  Last academic year, the gender balance of our students was 54.6% female and 45.4% male.  
	
	2010-2011
	2009-2010
	2007 2008

	
	F %
	M%
	F %
	M %
	F %
	M %

	All Perth College Students 
	56.7
	43.3
	54.6
	45.4
	59
	41

	All Further Education (FE) Students
	59.7
	40.3
	56.7
	43.3
	-
	-

	All Higher Education (HE) Students
	48.2
	51.8
	48.4
	51.6
	-
	-


Since our first Gender Equality Scheme was published in 2007, we have seen a slight reduction in the overall number of female students and a slight increase in the number of male students.  In 2007, 59% of our students were female and 41% were male.  This would seem to support the national picture of an improving gender balance of student numbers.  More males than females study at a higher education (HE) level, and more females than males study on a part-time basis across both higher and further (FE) education levels.
Our courses are widely promoted and we are careful to avoid stereotyping in our publicity and course materials but, as with last year, analysis shows that there remain gender preferences in courses applied for.  Significantly more females than males apply for courses in childcare, hairdressing and beauty therapies, and more males than females apply for courses in engineering and construction.  At FE level, more females than males study computing, science and maths related courses. At HE level this seems to be reversed, with more males than females studying computing and science related courses.
All students receive information at the time of induction, including information on sources of support and advice and information on complaints and grievances procedures.  The induction information includes a statement on our commitment to equality, diversity and inclusion.

The College's overall retention of students in HE is 82.3% (2009/10).  For our female HE students, the retention rate is 89.11%, and for male HE students the retention rate is 75.49% (2009/10 academic year).  Retention rates of part-time HE students, both male and female, are higher than those of male and female full-time students. 
For FE, the College's overall retention of students is 89.03%.  For our female FE students, the retention rate is 89.38%, and for male FE students the retention rate is 88.69%.  As with HE students, analysis for FE students shows that part-time students, both male and female, have a higher retention rate than full-time FE students.
The reasons for students leaving prior to the completion of their course is recorded and analysed by management.  Where issues are identified, appropriate courses of action are taken.

The College's achievement rate for students in FE is 72.61% (full academic year 2009/10).  For our female FE students, the achievement rate is 80.37% and for our male FE students the achievement rate is 64.85%.  Our analysis shows that female students are statistically more likely than males to achieve the qualification they enrolled to do and that the achievement rate of males has reduced when compared with our 2008/9 academic year: 71.6% in 2008/9 (females have remained relatively static at 80.6% in 2008/9).  Analysis shows no marked difference in achievement rates between part-time and full-time students.
It was not possible at the time of publication to include College achievement rates for HE students in this section due to the way data on completion of an HE qualification and progression to a higher level qualification (eg HNC to HND) is recorded.  
The College has a detailed Complaints/Grievance Procedure which is readily accessible on our student intranet to any student who feels aggrieved.  Details of the complaints/
grievance procedure are also given to students in their Induction Handbook.  The aim of the procedure is to address the concern at an early stage and to reach a resolution.  The procedure may be used to raise concerns of discriminatory treatment, and external mediation is also an option for particular issues.  During the 10/11 academic year to date, none of the complaints received related to sex discrimination or harassment on the grounds of gender.
Our Equality and Diversity Surveys – October 2010 

In October 2010 we undertook two surveys, one for staff and students and the second with our community stakeholders, to gather information on perceptions of our equality and diversity work and to identify priorities to inform our Single Equality Scheme. We received a 25% response rate from staff and 7% from students, and our response rate from our community was 16%. This was the first time we had conducted such a survey and we consider the response rate a very encouraging start.
63% of our staff respondents and 50% of our student respondents were female, and the majority of our community respondents were female. Our staff/student and community group respondents included the trans perspective.
Some of the key findings from the staff and student survey include;

· 83% of respondents felt that they had not been treated differently on the basis of their gender; 8% stated that they had been treated differently in a positive way on the basis of their gender, and 1% stated that they had been treated differently in a negative way. The remainder of the respondents either stated 'Don't Know' or did not answer.

· 3% of respondents stated that they had been treated positively on the basis of their transgender status. The remainder of the responses were No, Don't Know or N/A answers.

· Approximately two-thirds of respondents (68% of staff and 65% of students) considered that our services are offered in an inclusive way and reflect a culture of inclusion and accessibility.

· Approximately two-thirds of student respondents (63%) stated that the College had 'equality proofed' its information and guidance and learning and teaching materials to reflect an inclusive culture.

· Students were more confident than staff in disclosing sensitive or personal information.

· More staff than students stated that they were aware of the College's equality schemes. Amongst the respondents who stated that they had read the equality schemes, 64% of staff and 71% of students considered them to be effective in meeting the College's commitment to the promotion of equality and the elimination of unlawful discrimination.

· Areas for consideration in shaping our Single Equality Scheme were suggested by staff and students as:

· Ensuring equality across all protected characteristics.

· Ensuring accessibility.

· Better promotion/communication.
Some of the key findings from our Community Survey include:

· The publication of equality schemes and other related information on our website is not in itself sufficient to raise awareness amongst our community groups and external stakeholders.
· Of the small number of respondents who had read our equality schemes, there was generally positive comment on their effectiveness. 

· Community groups are keen to work with the College on equality and diversity.
· Areas for consideration in shaping our Single Equality Scheme were suggested by staff and students as:

· Undertaking a multi-strand review of equality and diversity in the curriculum.

· Providing training and awareness sessions to managers and staff.

· Establishing support and networking mechanisms.

· Improving the physical access of the Crieff Road campus.
We are taking the comments from these 2 surveys into consideration as we shape up our Single Equality Scheme.

Our Gender Equality Objectives 2010 to 2013
Our gender equality objectives are based on feedback from College stakeholders and our information gathering.  In addition to meeting our general and specific gender equality duties, we believe they reflect our commitment to embedding equality of opportunity in all that we do.
Objective 1

Positively promote gender equality for all service users and staff by ensuring staff and students understand the importance of gender equality and the benefit it provides to the College.
Objective 2

Develop an understanding of, and plan for the needs of, trans men and women in our College community.
Objective 3

Work towards equal pay for equal work across the College by identifying and where necessary reducing the pay gap between men and women, and develop, implement and review an equal pay policy.

Objective 4

Ensure an appropriate gender balance across our workforce.
Objective 5

Embed gender equality through a systematic review of learning and teaching materials.
Objective 6

Impact assess all staff and student policies to ensure that people, regardless of gender or gender identity, are not disadvantaged by College decisions and activities and the effective promotion of equality or opportunity.

Objective 7

Improve information systems so that workforce and student information is available to assess the strategic impact of the College's Gender Equality Scheme.

Objective 8

Develop and implement a Harassment Policy and train managers and staff.
Objective 9

Develop mechanisms for in-depth consultations with internal and external stakeholders and prioritise consultation activities to meet the College's Gender Equality Scheme objectives.

Objective 10

Work towards an appropriate gender balance between male and female students in relation to enrolments, completion rates, qualification levels and withdrawals across the College.

Our Key Achievements to Date in Promoting Gender Equality 2010 - 2011
· In our Social and Vocational Studies areas, we identified some difficulties in engaging with the male students – approximately three quarters of the students are male. An inclusive (open to all abilities) football club was established and has been a positive way of motivating male students to attend College and to engage in their learning. The success of this year's Show Racism the Red Card event is an excellent example of engagement in learning.
· Our marketing materials positively promote opportunities for students to consider non-traditional subject choices.
· We reviewed our Equal Pay Policy Statement and published our Equal Pay Statement 2010-2013.
· We have embedded in our course review/annual reports a section on diversity and equality to ensure analysis of student retention, achievement, attainment and progression data to inform future action plans (Objective 10).
· Over 80% of staff have completed the on-line diversity training module and over 100 staff attended sessions on the Equality Act 2010.

· All managers have completed the on-line training module and those involved in recruitment activities receive a copy of our good practice guidance.
· We have undertaken an equality impact assessment of 68 policies, procedures and practices, to ensure that males and females are not disadvantaged by College decisions and requirements (Objective 6).
· We have established strong links with Perth and Kinross Council and community groups and will continue to work jointly to better understand and support the needs of different groups (Objective 9).
· We have established links with representatives of the local trans community and will continue to work together to better understand and support their needs.  A representative of a community trans support group met with some staff as part of our Diversity Awareness Week activities (March 2010).
Our Progress to Date
Our progress against the actions in our previous action plan is summarised in Appendix 1. Actions for the coming year will be incorporated in our Single Equality Scheme.
Our Next Steps

The College will continue towards its aim of eliminating unlawful gender discrimination and harassment and promoting gender equality.  Our Single Equality Scheme and its associated action plan will continue to be a living document and as such will grow and develop to take account of changes and to build on our successes.

More Information

We need the support and commitment of all members of the College and local community to be involved in identifying opportunities to promote gender equality within the College.  Please contact Susan Bald, Director of Human Resources and Organisational Development, on 01738 877229 or by e-mail at susan.bald@perth.uhi.ac.uk if you would like to get involved in any way.

Appendix 1:  Gender Equality Action Plan 2010-2011
Progress Update

Objective 1

Positively promote gender equality for all service users and staff by ensuring staff and students understand the importance of gender equality and the benefit it provides to the College.
	Action Set for 2010-2011
	Update as at 22 June 2011

	All students and staff receive information or awareness-raising sessions on the importance and benefits of gender equality and understand their responsibilities.
	Over 80% of staff have completed the on-line diversity training module and over 100 staff attended sessions on the Equality Act 2010. All new students receive information on equality and diversity within the College as part of their induction information. Events such as Diversity Awareness Week (March 2011) also contribute to awareness-raising.

	All managers are aware of their responsibilities under the legislation.
	All managers have completed the on-line training module and those involved in recruitment activities receive a copy of our good practice guidance.

	Review the Recruitment and Selection policy to ensure there is no gender bias. 
	The policy and guidance has been reviewed. Prior to advertising, adverts, job descriptions and person specifications are reviewed by HR staff to ensure that there is no gender bias.


Objective 2

Develop an understanding of, and plan for the needs of, trans men and women in our College Community.

	Action Set for 2010-2011
	Update as at 22 June 2011

	Identify relevant local and national groups and meet with representatives to gain an understanding of the needs of transsexual people.
	A number of meetings with a representative of the Caledonia County Trans Group have taken place, giving significant insight into the challenges and needs of transsexual people. The representative also delivered an awareness-raising session during Diversity Awareness Week in March 2011.  

	Work with local and national groups to understand the legislative requirements and implications.
	This work continues.

	Draw on advice and support from local and national groups to develop and publish clear support policies, procedures and guidance.
	This work continues.  A College representative attended the LGBT national conference in
March 2011.


Objective 3

Work towards equal pay for equal work across the College by identifying and where necessary reducing the pay gap between men and women, and develop, implement and review an equal pay policy.

	Action Set for 2010-2011
	Update as at 22 June 2011

	Continue with the job evaluation project, evaluating all posts across the College and undertake a further equal pay assessment to consider 'like work' and 'work of equal value', putting in place an action plan to address any issues emerging.
	The job evaluation project is underway.  As part of the job evaluation project, an equal pay review was undertaken in 2009 and further equal pay analyses will be undertaken to ensure there is no sex bias in any new pay system introduced as a result of the project.  A separate job evaluation project has been undertaken with support posts in our wholly-owned subsidiary company, Air Service Training (Engineering) Ltd.

	Review and consult on outcomes of actions on the Equal Pay Policy Statement 2007 – 2010 and publish an Equal Pay Policy Statement 2010-2013.
	This was concluded in September 2010. Information is available on the College website at
http://www.perth.ac.uk/aboutus/equalityanddiversity/
Pages/default.aspx


Objective 4

Ensure an appropriate gender balance across our workforce.
	Action Set for 2010-2011
	Update as at 22 June 2011

	Identification of any gender equality issues that have contributed to disproportionate gender representation. This includes trans men and women and includes distribution across both full-time and part-time posts.

	Areas of occupational segregation have been identified and these are reflective of societal norms rather than symptomatic of disproportionate gender representation. Vacancies are advertised on the College website, other web-based sources and, depending upon the post, in local or national newspaper media.  The wording of adverts, job descriptions and person specifications is checked to ensure there is no sex bias or stereotyping.


Objective 5

Embed gender equality through a systematic review of learning and teaching materials.
	Action Set for 2010-2011
	Update as at 22 June 2011

	Undertake a student survey on access to learning and teaching support, equipment and teaching materials.
	This was touched on in the survey of October 2010 and to avoid 'survey fatigued' this will be carried forward.

	Produce and disseminate guidance for staff based on QELTA exemplars (Quality and Equality in Learning and Teaching Approaches).
	An Advanced Practitioner (experienced in learning and teaching) is leading on this.  An information booklet has been published and issued to Lecturers. At the Staff Conference in November 2010, there was a session held on QELTA. 

	In consultation with staff and students, develop and implement a policy on accessibility.
	This work is ongoing.


Objective 6

Impact assess all staff and student policies to ensure males and females are not disadvantaged by College decisions and activities and the effective promotion of equality of opportunity.

	Action Set for 2010-2011
	Update as at 22 June 2011

	Continue our work on equality impact assessments.
	This work continues, with 65 equality impact assessments undertaken to date. No significant issues have emerged.


Objective 7

Improve information systems so that workforce and student information is available to assess the strategic impact of the College's Gender Equality Scheme.

	Action Set for 2010-2011
	Update as at 22 June 2011

	Develop student and staff management information databases so that equality data can be recorded and reported on to inform strategic and operational decisions.
	The staff database has been developed to ensure it can record and report on the nine protected characteristics. In terms of student data, equality reports on gender, age, disability and race covering trends in retention and achievement have been developed and shared with staff at the Staff Conference in November 2010. The data is also considered in course review reports.


Objective 8

Develop and implement a Harassment Policy and train managers and staff.

	Action Set for 2010 - 2011
	Update as at 22 June 2011

	Refresh and promote the College's Harassment Policy and deliver training to managers and staff.
	This has been scheduled for 2011/12 academic year as part of our strategic and operational business plan activities.


Objective 9

Develop mechanisms for in-depth consultations with internal and external stakeholders and prioritise consultation activities to meet the College's Gender Equality Scheme objectives.

	Action Set for 2010-2011
	Update as at 22 June 2011

	Establish links with relevant external stakeholders for gender equality issues.
	The College is part of the Perth and Kinross Council's Community Equality Advisory Group, allowing relationships to be fostered with local representative groups.

	Develop a range of consultation methods eg survey, focus groups etc to consult with key external stakeholders to identify gender equality needs and/or areas for joint working.
	In October 2010 an equality and diversity survey was issued to our key external stakeholders. A focus group during the College's Diversity Awareness Week in March 2011 allowed the College to report on the findings and gather more information directly from external stakeholders. A follow-up presentation to the Community Equality Advisory Group is planned for a future meeting. 


Objective 10

Work towards an appropriate gender balance between male and female students in relation to enrolments, completion rates, qualification levels and withdrawals across the College.

	Action Set for 2010-2011
	Update as at 22 June 2011

	Develop and carry out information gathering with students to understand the reasons for the gender differences in retention and achievement.
	Initial data analysis on the retention and achievement rates of male and female students has been conducted and there was a session on this at February's Staff Conference. Work continues.

	Identify areas of gender under-representation in courses and consider positive action and promotional measures to try to attract males/females into areas where under-represented.
	This work continues, building on the success of last year's work in healthcare for example.

















