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Foreword by the Principal

Since the publication of our last Gender Equality Scheme, Central College has
undergone a significant change process. This process has allowed us, as Team
Central, to refocus on our mission, vision and values for the College. Our shared
mission,Changi ng | i vesé. .isdningusivegtatément whicke s ,
reflects our commitment to provide all learners and staff with equal opportunity to
help them fulfil their potential by removing barriers.

Our vision for Central College is to become a World Centre of Excellence, a Top
Class Quality College and a Best in Class Partner for Economic & Cultural
Development and Social Inclusion remains. This can only be achieved by
embracing the diverse range of staff, learners and visitors in our community and
involving all people in the process of realizing that vision.

Through our Corporate Values, we recognise the importance of respecting all
learners and their individual needs and backgrounds. The diversity of our learner
population in terms of ethnicity, age, disability, gender, religion and belief, sexual
orientation and social background is welcomed and supported.

The purpose of this document is to promote gender equality by identifying the
key issues, the progress Central College has made to date and what further
actions are needed to address any imbalances in equality of opportunity, or
outcome for all staff and students.

In Spring 2009, Central College Glasgow, Glasgow College of Nautical Studies
and Glasgow Metropolitan College agreed to work together to create a single
college. The Cite of Glasgow College will be crated from the merger of these
three colleges. The merger presents a once in a lifetime opportunity to create a
unique sector leading college in the heart of Glasgow. Alongside this is the New
Campus Glasgow Project which is the vision are plan to develop a state-of-the-
art, fir for purpose campus. The new college will be one of the biggest in Europe.
It will involve new buildings which will be located at two sites in the city centre, on
Cathedral Street and by the river Clyde.

This Gender Equality Scheme has been written within this context. Actions
which have been identified to take the Scheme forward are scheduled to be
reviewed in June 2011, within the context of the new, merged organisation.
Regular meetings with our colleagues in Glasgow Metropolitan and Glasgow
College of Nautical Studies, in relation to ensuring equality of opportunity and
eradicating discrimination in the new organisation, are ongoing.
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It is our intention to move towards the development of a Single Equality Scheme
within the context of the new college. This Single Equality Scheme will act as a
framework for compliance with our statutory obligations to promote race,
disability and gender and will also cover age, religion or belief and sexual
orientation. The intended outcomes and actions associated with this Gender
Equality Scheme will eventually be subsumed within a Single Equality Scheme
for the new organisation.

P.G.K Little
Principal & Chief Executive
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2. Introduction

2.1. Public bodies, such as Central College, are required to promote equality of
opportunity in relation to race, disability and gender. In addition, the Employment
Equality Regulation placed duties on public bodies to ensure that staff were not
discriminated against in terms of religion or belief, sexual orientation or age.
Central Collegebés second race and disabil.
June 2009 and December 2009 respectively. The col | egeds first Ge
Scheme was published in June 2007 and the last report on this scheme was
published in June 2009.

2.2. The College recognises that the gender equality duty is intended to address the
fact that, despite 30 years of individual legal rights to sex equality, there is still
widespread discrimination i sometimes intentional, sometimes unintentional 1
and persistent gender equality. Policies and practices that seem neutral can
have a significantly different effect on women and on men, often contributing to

greater gender inequality and poor policy outcomes.

2.3. The duty is intended to improve this situation, both for men and for women.
Gender roles and relationships structure m
frequently disadvantaged by policies and practices that do not recognise their
greater caring responsibilities, the different pattern of their working lives, their
more limited access to resources and their greater vulnerability to domestic
violence and sexual assault. Men are also disadvantaged by workplace cultures
that do not assume they have little or no role in parenting, or by services which
do not recognise their different needs. Both sexes suffer from stereotyping or

their roles and needs.

2.4. Some information on men and women in Scotland, which has influenced this

scheme, can be found at Annex I.

2.5. The college is aware that the equalities landscape continues to change and that
the Equality Bill, which was published on 24" Ap r i | 2009, will alter

equalities duties. The Equality Bill extends the equality duty to include religion or

! From Gender Equality Duty Code of Practice, page 8
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2.6.

2.7.

2.8.

3.1.

3.2.

3.3.

belief, sexual orientation and age. The majority of the bill will become effective in
the autumn of 2010. In 2011, the extended public sector Equality Duty is
anticipated, with the new law on age discrimination being introduced gradually

until full implementation in 2012

Central College, within the context of the new merged organisation, will take
steps to ensure it is ready to meet and extend its responsibilities in relation to the

forthcoming equalities legislation.

The College understands, from a report published by the Equality and Human
Rights Commission in March 2010 2, that the terms Fairness, Equality and Good
Relations are not generally understood by the people in Scotland, in relation to

Equalities Legislation.

Through the implementation of this Scheme, in conjunction with its other work to
eradicate discrimination and to promote equality of opportunity, the College
intends to raise awareness of Fairness, Equality and Good Relations within the

College Community.

Gender Equality Duty

The fAgeneral dutyo | ies at the heart of

against the gener al dut yiBeonsideraglui r e ment s

The general duty requires Central College, when carrying out its functions, to

have Adue regardo to the need:
a) To eliminate unlawful discrimination and harassment and
b) To promote equality of opportunity between men and women

The general duty includes the need to have due regard to the need to eliminate
unlawful discrimination and harassment against transsexual people in the fields

of employment and vocational training.

http://www.equalityhumanrights.com/uploaded files/research/54 building understandin
g_in_scotland.pdf
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3.4.

3.5.

5.1.

The terms transgender and transsexual are often used interchangeably.
Clarification on terminology can be found at Annex Il. Transsexual people are
specifically covered by the legislation. Therefore, this Scheme adopts the term
Atranssexual 0. At the same time, the
practices provide protection and support to all individuals who define as
transgender or gender variant and not only those who fit the narrower definition

of transsexual.

We recognise that issues relating to transsexual people are particularly sensitive
and need a carefully considered approach. We have utilised Scottish
Government guidelines and approach to gathering data on gender which does
not ask students about Transexuality. As a result of this, we are currently unable
to gather data on transsexual students using system data. In this sensitive area
we are more comfortable taking things slowly as part of our ongoing development

of an inclusive culture.

Central College Glasgow Gender Equality Statement

Central College Glasgow is committed to gender equality, the eradication of
unlawful discrimination and harassment and the promotion of equal opportunities
with respect to its role as an employer, service provider and in the development
and implementation of College policies and procedures. As part of this
commitment, the College will not tolerate any gender discriminatory behaviour
through the application of its policies, procedures and operations or in the
behaviour of its staff or learners. Contractors will also be expected to follow the
commitment of the College towards gender equality.

Scope

This scheme aims to alleviate barriers on gender grounds and provide equality of

opportunity for all members of the college community. This includes all learners,

Central College Gender Equality Scheme as at June 2010
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full time, part time or studying at a distance; all staff part time, full time,

temporary, permanent, casual, outside contractors and visiting professionals.

About Central College Glasgow

Central College Glasgow has been established for over forty years. Itis
Gl asgowbs premier college specifically ded

central location links it intrinsicallyto Glasgo wé s busi ness community

Central College of Retail and Distribution was established at 300 Cathedral
Street, Glasgow in 1963 and was renamed Central College of Commerce in
1968. I n July 1989 the College acquired t
Cathedral Street and in June 1994 the original building was named Charles

Oakley after the first and longest serving Chairman of the College Council.

The College has formed strong links with Glasgow, Strathclyde, Caledonian and
Paisley Universities creating clear progression routes for students who wish to
continue their studies to degree |l evel. I

|l i nks ensure that courses remain relevant

The College was renamed Central College Glasgow as part of its refocused
mission in 2007-2008. This reflects its broader provision whilst maintaining the
importance of its central location. A basis was thus formed to allow its mission,

vision, values and behaviours to receive a new focus.

Since the publication of our last Gender Equality Scheme, three large delivery
departments were reconfigured as Seven Academic Schools. (See management

chart at Annex Ill) These are:-

a) Beauty Sport and Health;

b) Business;

c) Commerce;

d) Hairdressing and Holistic Therapies;
e) IT and Digital Arts;

f) Law and Social Sciences

g) Languages and International Studies

Central College Gender Equality Scheme as at June 2010



6.6.

6.7.

6.8.

7.1.

7.2.

Each School has a Head and Deputy Head and they are supported by Course

Leaders. This tighter curriculum focus brings decision-making on the curriculum

closer to the point of delivery. Alongside the Schools a series of support Centres

were established.

0 T eam Ciethetstaftdad at Central College has a proactive approach to
working with learners and this positive approach is reflected in all aspects of

college life.

The college has strong partnerships, the partnerships which are relevant to this

scheme can be found at Annex IV

Vision, Mission, Values and Behaviours
6changing |livesé..shaping futu
Reflects our commitment to:

e lifelong learning

e equipping learners to manage their achievement, development and careers
within a changing social, technological and professional environment;

e enabling our diverse range of learners to become appropriately skilled,
employable, enterprising and confident, able to make a contribution to
Scotlandbs economy and society,;

e Continuous quality improvement and enhancement.

Our Shared Vision is to be
e A world Class Centre of Excellence;

e A Top Class Quality College:
e A Bestin Class Partner for Economic and Cultural Development and Social

Inclusion

Central College Gender Equality Scheme as at June 2010
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7.3.

7.4.

7.5.

The college recognises:

7.3.1. Thatitis an academic community of staff and learners where both have
clear rights and responsibilities and where both staff and learners respect
the rights and responsibilities of each other in an atmosphere of mutual
respect and tolerance.

7.3.2. The importance of respecting all learners and their needs and
backgrounds in an inclusive and supportive environment

7.3.3. That academic freedom and the free exchange of ideas, thoughts and
opinions are essential to the college and should be encouraged in a safe
and supportive environment.

7.3.4. The importance of respecting and valuing the contribution made by all
staff in achieving organisational goals and the opportunity for all staff to
continuously contribute to the strategic planning process.

7.3.5. The importance of frequent, timeous, open and clear communication with
all staff is recognised and encouraged.

7.3.6. The right to dignity and equality for all staff and learners in an
atmosphere of zero tolerance of harassment, bullying or intimidation.

Behaviours

The coll egeds values inform the behaviours
employees. Staff should aim to behave in the following ways:

Integrity and Professionalism
All Central College staff will:
7.5.1. Aim for the highest standards of quality and continuous improvement

7.5.2. Actin a professional manner towards both learners and colleagues at all
times

7.5.3. Foster a positive culture by working with commitment and enthusiasm

7.5.4. Have a clear view of the nature of the learner experience we wish to
provide

7.5.5. Take responsibility for their own personal behaviour and work

Central College Gender Equality Scheme as at June 2010
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7.6.

7.7.

7.8.

7.9.

7.5.6. Undertake appropriate continuous professional development and
encourage team members to do likewise

7.5.7. Be aware of and appreciate the impact of appropriate legislation
Sensitivity and Respect
All Central College staff will:

7.6.1. Treat all colleagues and learners with respect and in accordance with
College equalities policies

Direction and Support

All staff will:
7.7.1. Communicate and respond openly, honestly and sensitively with

colleagues and learners
7.7.2. Share information to allow participation in effective team-working
7.7.3. Participate in and contribute to the college planning process
7.7.4. Encourage the development of skills in team members
7.7.5. Engage with learners to assess their needs and provide them with the
best possible quality service
7.7.6. Tackle issues and problems by taking appropriate measures

7.7.7. Participate in effective team-working

Health and Safety Conscious

All staff will:

7.8.1. Prioritise the health and safety of all staff and learners

7.8.2. Recognise the need for a correct work-life balance

7.8.3. Accept personal responsibility for their
Recognise and Celebrate Success

All staff will:

7.9.1. Participate in a working environment where successes can be freely
shared

7.9.2. Continuously improve performance by adopting best practice

7.9.3. Openly celebrate the success of staff and learners

Central College Gender Equality Scheme as at June 2010
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8.1.

8.2.

9.1.

9.2.

Who was involved in the development of this Scheme

This scheme has been developed by the Access, Inclusion Equalities and
Diversity Committee (AIEDC), a sub group of the Academic Board.

Membership of the AIEDC includes student representation; HR representation

and the Head of each of the coll egeds

Champion. The rationale and remit of the AIEDC is included at Annex V.
Membership of the AIEDC can be found at Annex VI.

Collection and use of Information

Various sources of information have informed this Scheme. External information
has been sourced through various websites including, the Scottish Government,

the Scottish Funding Council and the General Register Office for Scotland.

Internally, a review of year on year data and analysis of trends has informed the
development of this Scheme and associated Action Plan. Information has come

from:
e Learner Data;
o Learner satisfaction questionnaires and Equalities monitoring
during the application, interview and enrolment stages;
0 Recruitment, Retention, Attainment and Achievement;
o Complaints;
o Learner feedback from class representative forums;
e Staff Data,
0 Recruitment and Selection;
Employee Development;
Grievance and Disputes;
Harassment;
Grievance Procedures;

Disciplinary Procedures

o O O O o o

HR Stress Questionnaire;

Central College Gender Equality Scheme as at June 2010
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10. Population of Glasgow

10.1.  As at June 2008, the population of Glasgow City can be seen at Table 1

below:
Table 1
Glasgow City Scotland
Population All 588,470 5,194,000
Males 284,679 2,515,288
Females 303,791 2,678,712
11. Learners i n Scotl andds Coll eges

11.1. Some key facts

in rel ati

to gender

in 2008-09 the female to male gender split in student headcount terms was

55% to 45%;

over the last eight years, the number of males and females attending

college had increased by 8% and 4% respectively;

the gender gap is smaller now than at any time since 2000-01;

The overall gender balance in ethnic groups is in favour of females, except
for the Indian group where only 37 per cent of students in that category are

female;

males slightly outnumber females in the younger age groups;

females considerably outnumber the number of males in the older age

groups;

engineering, transport, construction, manufacturing, oil and services to
industry subjects are heavily dominated by males (who account for over
80% of activity in these areas);

Females dominate in arts & crafts, politics and health care subjects
(accounting for over 70% of enrolments in all these areas).

®From :Scotlandéds

Central College Gender Equality Scheme as at June 2010

Coll eges Baseline Report,

14

Mar c h

2



12. Learners in Central College Glasgow

12.1. A profile of the learners at Central College can be found at Annex VII

12.2. Some key facts in relation to gender in Central College Glasgow:

e During 2009-2010

e 2,798 (35%) male students (45% all college benchmark)

e 5,354 (65%) female students (55% benchmark)

e 159 (1.6%) students claimed ELS; 81 (2.6%) male and 78

(2.2%) female

12.3. A summary of the gender balance in college courses can be found at Table 2

below:

Table 2

Year Type Gender - Male Gender - Female
Beauty, Sport &

2009/2010 Health 245 918
Business 400 828
Commerce 236 439
Crs Clg Act 2 6
Hair, Holistic
Therapies 90 1087
IT DigArt 1076 792
Lang International
Studies 469 689
Law Social Science 280 595

12.4. A indication of the courses where there is significant gender imbalance can be
seen at Table 3 below:

Table 3
Some particular courses where there is a significant difference in gender uptake
PT HN 2EOQOOICPP Certificate In Personnel Pract F 32
M S
2DOOTBHB Schools - The Business Of Hair
FT HN & Beauty F 59
M 1

Central College Gender Equality Scheme as at June 2010
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NQ 1FNQHFSP Ng Health Fitness & Sports Perfo | F 16
M 30
NQ AENQFCAR Nqg Facial Care F 29
M 1
NQ AENQNEXT Ng Nail Extensions F 68
M 1
NQ 3FNQFMER Nc Fashion Merchandising F 39
M 1
NQ AFNCLHD5 NC Ladies Hairdressing F 79
M 2
5FHDSDER Hnd Comp Software Deve
FT HN (Revised) F 5
M 37
FT HN 5FHDTSUR Hnd Technical Support(Revised) | F 2
M 41
12.5. The College intends to carry out focus groups, during 2010-2011, with some

learners who have been in the minority in their classes. The reason being to
establish the quality of their experience and to ascertain what/if anything the
college could to improve the quality of the learning experience for learners who
are in the minority in their classes. In addition, what the students think the
college could do to increase the gender balance in particular subject areas.

13. Staff Profile in Central College Glasgow

13.1.

13.2.

Table 4

A profile of staff at Central College Glasgow can be found at Annex VIII.

A Summary of the Gender Balance of Staff can be found at Tables 4 and 5
below:

Full Time & Part Time:
Staff in Academic Departments and Cross College Staff

MALE

FEMALE

TOTAL

91

147.55

238.55

Central College Gender Equality Scheme as at June 2010
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14. Equal Pay Statement

14.1. Central College is committed to developing, maintaining and supporting a
policy of equal opportunities in employment. As part of that principle the
College believes that male, female and transgender staff regardless of age,
race, ethnic origin, disability, staff category, sexual orientation, marital or
parental status, or political belief, should receive equal pay for the same or
broadly similar work, for work rated as equivalent and for work of equal value.
This applies except where the difference in pay is genuinely due to a material

factor which is not due to a difference of gender or any of the above.

14.2. Central College believes that it is good business practice to ensure that pay is
awarded fairly and equitably and that our employees have confidence in our

pay systems.

14.3. The College recognises that in order to achieve the principle of equal pay for
employees doing equal work, it should operate a pay system that is
transparent, based on objective criteria and free from gender bias.

15. Review of Progress: 20071 2010

15.1. Our Successes

Central College Glasgow has made significant progress in the promotion of
gender equality, and towards the elimination of discrimination and harassment of
staff and learners on gender grounds of since the development of our first
Gender Equality Scheme in 2007. Our successes include:

e Promotion of flexible and part-time working opportunities to staff, at all levels,
who have caring responsibilities;

e Increased uptake in flexible working options;
e Publication of an Equal Pay Statement;
e Dignity at Work Policy developed, with relevance to gender;

e Monitoring of starting salaries and conditions for all staff to highlight any
difference by gender;

Central College Gender Equality Scheme as at June 2010
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e Childcare voucher scheme implemented;

e More proactive role of the Access Inclusion Diversity and Equality Committee;
Increased membership included all Heads of School as Equality 6 Ch a mpd on s

e QELTM procedures are now integral to master folder and development of unit
materials with the QELTM checklist included as part of the Unit Summary
forms. Use of the VLE for staff is further enhancing this in some schools;

¢ Developed and strengthened partnerships with organisations that provide
specialist support for learners with issues related to gender. For example
One Parent Family Scotland and work with LGBT. With the latter, we are
developing online training and awareness course for students on equalities
issues.

¢ Reorganisation of the student representation structure, strengthening the role
of class reps within the student council. Four sub committees have been
established within the council, one of which has responsibility for equality and
diversity. The executive committee has a women and LGBT officer and they
also sit on the AIECD committee.

15.2. Our Continuing Challenges

e Gathering of information to highlight areas relating to gender imbalance; while
data is readily available, work has yet to be done to draw down statistics from
MIS systems and present the data in an accessible format. This work is
necessary in order to facilitate data analysis and to identify actions which
might out of the data.

e Our systems and procedures for analysing data; identifying actions which
arise out of the data; setting objectives to meet actions and setting targets to
meet objectives and monitoring and reviewing action plan.

e Central College has a higher proportion of female students than the sector
average. As can be seen at 12.3 some courses are heavily weighted towards
either male or female students. Central College intends to ensure a high
guality learning experience for all learners, including those who find
themselves in the minority in relation to their gender.

¢ Implementation of gender equality impact assessment processes.

e Each Deputy Head of School, or similar, as part of the operational planning
cycle, is expected to develop a minimum of one equality initiative, with each

Central College Gender Equality Scheme as at June 2010
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16.

school/centre. Work has yet to be done to incorporate these equality
initiati ves wiedudltyactioh glaes, iccluding gegderd s

The current merger process will present continuing challenges and Central
College will work collaboratively with our future colleagues in order to ensure
gender equality is enhanced and maintained in the new City College Glasgow

Implementing systems and procedures to support learners who become
pregnant during their course, so that they can continue to progress, achieve
and meet their potential.

The Purpose of our Gender Equality Scheme 2010

Aim

Eliminate unlawful sex discrimination and harassment (including for
transsexual people)

Promote equality of opportunity between men and women

Objectives

a)

b)

f)

Ensuring the College promotes equality of opportunity, regardless of gender
within all of its activities;

Providing all staff and learners with a safe environment in which they can
work and learn together, free from bullying harassment and intimidation on
gender grounds;

Identifying and seeking to address any causes of gender imbalance within
student recruitment and retention;

Identifying and seeking to address any causes of gender imbalance within
student achievement rates;

Achieving gender pay equality for College staff and to eliminate any practices
contributing to gender pay bias, occupational segregation and the gender

pay gap,

Reviewing and developing employment policies and procedures linked to
gender based inequalities including those affecting work life balance,
pregnancy or caring responsibilities;

Central College Gender Equality Scheme as at June 2010
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g) Promoting equality and addressing any discrimination or harassment in
relation to transsexual staff or students.

17. Key Priorities

o0 The College recognises that this Gender Equality Scheme will be
reviewed within the new City College Glasgow, in 2011

o The priorities that the colleges intends to take forward into an action
plan are:

a) To establish the quality of the learner experience for students on courses
where their gender is in the minority in order to inform improvement and
enhancement planning, procedures and processes;

b) To develop and improve data collection and monitoring arrangements in
relation to gender, for example retention and achievement and bullying,
harassment and victimisation of learners and staff on gender grounds;

c) Raise awareness of gender equality in the college community;

d) Monitor terms and conditions of staff, including pay, during the merger
process.

18. Alignment with Strategic Priorities

18.1. The balanced scorecard has now been fully adopted as the main strategic
planning tool. Each of the thirty four managers identified strategic aims linked
to the top level aims set in the Level 1 Scorecard.

18.2. At level 57 each Deputy Head of School, or similar, is expected to develop a
minimum of one equality initiative within each school/centre and update all
stakeholders each block in regard to equality issues

18.3. These initiatives will be incorporated into the relevant equality actions plans. In
this way, Central College is mainstreaming its equality duties and initiatives
within its Strategic Priorities and planning cycle.

18.4. Equalities update now a standing item at Board of Management (SSA).

Information to be cascaded at course/School level

Central College Gender Equality Scheme as at June 2010
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19.

19.1.

19.2.

19.3.

20.

20.1.

20.2.

21.

21.1.

21.2.

21.3.

22.

22.1.

Responsibilities

Everyone in the college community has the responsibility to promote equality of
opportunity between men and women and to ensure that unlawful sex
discrimination and harassment (including that of transsexual people) is
eradicated in the college community.

The Board of Management has overall strategic responsibility for this Scheme.

The Assistant Principle for Quality and Performance will lead on the promotion
and implementation of this Scheme. Lines of responsibility are outlined in the
organisational chart at Annex IX

Annual Reporting

The College is required to report annually on the progress made in meeting the
Action Plan and the results of any information gathering, including how the
information has been used. The Access, Inclusion and Equalities Committee
will review and evaluate the Action Plan and the Scheme in line with the
College Planning Cycle

The Annual Report will be presented to the Board of Management

Reviewing and Revising the Gender Equality Scheme

The Access Inclusion and Equalities Committee (AIEDC) is a sub group of the
Academic Board and meets one day per month reporting to the Academic
Board every block and to the Board of Management. Annex VII shows the lines
of responsibility for Equalities within Central College

The Gender Equality Scheme will be reviewed by members of the AIEDC. The
AIEDC, led by the Assistant Principal for Quality and Performance, will take
responsibility for the implementation and reporting of the scheme

The Gender Equality Scheme will be subsumed within a wider equalities scheme
within the new City College Glasgow

Relevant Legislation and Policies

The college policies which are relevant to this Scheme can be found at Annex X.

Central College Gender Equality Scheme as at June 2010
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22. Action Plan

a) Ensuring the College promotes equality of opportunity , regardless of gender within all its activities

Intended Outcome

Target for 10-11

By When

Lead

Supported By

Resource Cost

Progress

Red
Amber
Green

Policies are
tracked and
reviewed in line
with changes to
legislation

Tracking and
review record
standardised on
all policy/ strategy
documents

Jun2011

JW

OMT

n/a

AIEDC
Committee
review and
update action
plans for
schemes on a tri
annual basis

Jun2011

JW

AIEDC

N/A

All new staff
receive Equalities
training as part of
induction

Jun2011

DB

AIEDC/OMT

Central College Gender Equality Scheme as at June 2010
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Students and Issues in relation | Jun2011 DB AIEDC
staff at Central to gender will be
College will have | integrated in all
a respectful staff conferences
attitude towards
others
regardless of
gender
Themed events,
supporting Jun2011 KS PB/LSS
charities and Team
organisations led
by the CCSA and
student Council.
At least one per
block
QELTM Aug2010 Patricia HOS/D Staff PB
All curriculum Procedures are Beattie | Development Leading
materials are free | adopted in all ( On
from bias and schools and g QELTM
stereotyping in centres with all AIEDC Toolkit
relation to materials developed
screened at
Genderand development
promote positive | stage

images of people
in gender
groups.

Central College Gender Equality Scheme as at June 2010
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Procedures Aug 2010 HOS AIEDC n/a
adopted to screen
and review and
update all existing
materials
Bias monitoring Dec2010 RG AIEDC n/a
All advertising procedure
materials are free | developed
from bias and
stereotyping and
promote positive
images of people
in gender groups
All materials Jun2011 RG AIEDC n/a
screened at
development
- All policies and Jun2011 AIEDC OoMT n/a
All policies and procedures are
procedures are impact assessed
free from and rewritten as
negative impact | appropriate
in relation to
gender issues
Impact Jun 2010 AIEDC OMT n/a
assessment
integral part of all
new policy and
procedure
development
Equalities within Jun2010 Jw HOS/C n/a

Embed an

the course/
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Equality school and [
reflection culture | centre quality (

within the self review ;
evaluation framework
processes
Equalities issues Aug2010 HOS/C JwW n/a
and actions
within

operational plan

b) Providing all staff and learners with a safe environment in which they can work and learn together, free from bullying harassment
and intimidation on gender grounds

Intended Target for 10-11 | By When Lead Supp Resource Cost Progress E;dber
Outcome As at Green
All staff and all Develop a Aug 2010 KS/IGW AIEDC n/a

learners at complimentary

Central feel safe | Dignity at Work
and are safe; are | and Study Policy
aware of policies | and procedures
and procedures;
feel confident
and supported to
raise issues,
should the need
arise
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Disseminate Jun2011 Jw AIEDC n/a
information on
the revised
policies through
OMT briefings
Student Jun2011 JW OoMT n/a
complaints are
monitored in
relation to gender
iIssues
Analysis of stress | Dec2010 GW/DB AIEDC n/a
survey and
action plan in
relation to gender
iIssues
All staff will be 100% of all new Aug 2011 DB AIEDC n/a
aware of staff made aware
Gender Equality | of Equality issues
issues and how | during induction
they relate to
them and their
responsibilities
and
accountability
as a member of
Team Central
Disseminate Aug 2011 JW AIEDC n/a

information on
staff individual
responsibilities
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for Equality
through OMT
briefings

Ongoing
programme of
CPD
opportunities
devised in
response to
identified needs
through data
analysis; CLRS
and PDPS.

Aug 2011

DB

HOS

CDP and training
budget

Corporate
values and
Behaviours are
embedded in
the culture of
the College

Central Values
and Behaviours
are clearly
displayed in all
workrooms

Aug 2011

GW

KS/HO

print

Values and
behaviours are
embedded in
Induction
programme for
students and in
learning and
teaching

6/100010

KS

OMT

Staff
time

All student
receive training
on Equalities
issues through

Develop
induction training
programme for
executive

Aug 2010

KS

DM

Devlop
ment
time
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an online
course

Online equalities
training for
student
representation 1
class
representatives
and CCSA

Aug 2010

GG

IM(IT)

q
N

Devlop
ment
time

All student are
aware of
Equalities
issues and their
responsibility

Respect
Campaign
embedded in
PDP for non
advanced
learners

Aug 2011

KS

Guidance
network

Devlop
ment
time

Learner Charter
reviewed and
updated

Ap10

KS

DHOS/CL

n/a

Themed events,
supporting
charities and
relevant
organisations led
by the CCSA and
student Council.
At least one per
block

Junl0

KS

LSS Team

Staff time and
CCSA budget

Strengthen
partnership with
LGBT Youth

KS

GG

n/a
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Members of the OMT Training in DB JW n/a
One Management | conflict
Team are aware resolution and
of their investigation
Responsibility in
relation to
Gender issues
OMT training on DB JwW n/a

supporting team
and team members
in equalities issues

c) ldentifying and seeking to address any causes of gender imbalance within student recruitment

Intended Target for 10-11 | By When Lead Supp Resource Cost Progress i;dber
Outcome As at Green

Student AIEDC/HOS Jun 11 JW KS n/a

recruitment is review and

monitored and report to

analysed Academic

according to Board and

Gender Staff Student

Affairs

Committee of
the Board of
Management
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Student focus
groups of
minority gender
students
established

Junll

KS

CL/DH

n/a

Develop
reporting
systems for
analyses of
equality data

JW

AIEDC

n/a

d) Identifying and seeking to addres

s any causes of gender imbalance withi

n student retentio

n and achievement rates

Intended Target for 10-11 | By When Lead Supp Resource Cost Progress E;dber
Outcome As at Green
Student Include Junl0 KS MMcC n/a
retention and equalities related
achievement is guestions in
monitored and Learner
analysed Satisfaction
according to guestionnaire
gender
Identify gender Junll HOS n/a
related
discrepancies
within course
groups
Develop Junll KS BH n/a
reporting
systems for
analyses of
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equality data
from Learner
Satisfaction

guestionnaire

Establish
student focus
group for
student in
gender
minorities
within school
groups

Junll

KS

DHOS/

n/a

AIEDC/HOS
review and
report to
Academic
Board and
Staff Student
Affairs
Committee of
the Board of
Management

Junll

Jw

AIEDC

n/a

Central College Gender Equality Scheme as at June 2010

31




e) Achieving gender pay equality for College staff and to eliminate any practices contributing to gender pay bias, occupational
segregation and the gender pay gap;

Intended Target for 10-11 | By When Lead Supp Resource Cost Progress E;dber
Outcome As at Green
The Gender Pay | Review gender Aug2011 GW N/A

Gap report for
merger is
published

pay equality of the
new college

f) Reviewing and developing employment policies and procedures linked to gender based inequalities including those affecting
work life balance, pregnancy or caring responsibilities;

Intended Target for 10-11 | By When Lead Supp Resource Cost Progress E;dber
Outcome As at Green
College works Partnership Jun2011 KS PB/JM N/A
closely with agreement with
external Lone Parent
agencies to group
provide support
for student
parents
Triple P project Jun2011 KS GG N/A
involvement and
support for young
parents
Develop student Jun2011 KS PB/IM N/A

parent policy and

procedures that
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support students
who become
pregnant during
course of study

Establish lone/ Dec2010 KS PB/IM N/A
young parent

student focus

group

Develop Return to Oct 2010 KS CL/DHOS N/A

study procedures for
learners who have
been absent for
pregnancy, ill health
or carers

responsibilities

g) Promoting equality and addressing any discrimination or harassment in relation to transsexual staff or students.

Intended Target for 10-11 | By When Lead Supp Resource Cost Progress E;dber
Outcome As at Green
Staff are Awareness Junll DB AIEDC

aware of training for staff

issues available at staff

relating to conferences

Transsexual

colleagues

and learners

College Review Junll KS AIEDC N/A

includes guidelines from

transsexual Scottish
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categories on | government and
all monitoring | establish best
and analyses | practice and
make
recommendations
to Academic
Board
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ANNEX |

Some information on Men and Women in Scotland

Education and Training*
Statistical evidence of gender differences in educational participation and performance
indicates that:

girls perform better than boys at school, tend to stay on longer at school, leave
school with better qualifications,

Women now make up a majority of entrants to further and higher education.

Boys are more likely than girls to be excluded from schools, and to have
particular support needs for educational or behavioural reasons.

While girlsbé performance has beeest better
choices at secondary school, and in further and higher education, remain
noticeably gendered, and tend to follow
career choices in certain areas, such as nursing for women and engineering for

men.

Women are more likely than men to benefit from work-related training, though
there is little difference between women and men in the likelihood of undertaking
some sort of learning as an adult, with the most significant factor differentiating
people being the level of qualifications held.

Women are a slight majority of academic staff in further education, but are under-
represented in senior management positions.

The numbers of men and women in colleges varies by age, with older women
being far more likely to take up further learning than older men.

Young people who are not in employment, education or training are often carers,
lone parents or young people with a history of drug or alcohol abuse. These
issues are impacted by gender in that the vast majority of lone parents are
female and that substance misuse impacts to a greater degree on young men.

The labour market
Statistical evidence of patterns of menos

mar ket indicates that over ti me téeshofe gap
participation has narrowed considerably and that women now make up half of the
labour force in Scotland.

* Sources: General Register Office for Scotland : Statistics; Scottish Government Gender Equality
Scheme: Gender Audit Statistics, Comparing the Position of Women and Men in
Scotland, Scottish Government
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o Despite such convergence in participation rates, there remain significant
differences between women and men in patterns of labour market participation,
in particular in the following respects:

A average working hours, and in partic
working hours;

A use of flexible forms of working;

A industrial distribution; occupational distribution; and

A Patterns of self-employment.

e It has also been noted that minority ethnic groups and disabled people have
lower rates of employment generally, and that this is true for women in particular.

e As elsewhere in the UK, there has been a period of significant change in the
labour market in recent decades with women being particularly affected by this
as opportunities have opened up to them. There remain barriers to gender
equality, however, such as wo meajobs,amloncent
occupational segregation.

Health
Statistical data indicate a number of differences in health for women and men.

« Women continue to have greater life expectancy than men, though over time the
gap in the average life expectancy of men and women has decreased. While
cancer, coronary heart disease and stroke are the main causes of death for both
men and women, there are differences in the patterns of mortality from these
diseases for men and women. There are also gender specific cancers, such as
cervical and breast cancer in the case of women, and prostate and other genital
cancers in the case of men.

e There is little difference between men and women in self reported levels of
health, but there are differences in health behaviours and in mental health.

e Men are more likely than women to risk their health through smoking, high levels
of alcohol consumption, and poor diet, and a higher proportion of men than of
women are obese.

e However, men are more likely than women to be physically active.

e Men are also more likely than women to report high levels of psychological well-
being, and women are more likely than men to suffer from anxiety and
depression.

e Men, however, are more likely than women to commit suicide.

In general, despite some convergence in the position of women and men, in some

areas significant gender inequalities persist. In the main such inequalities disadvantage

women, though in some instances the position of boys and men is disadvantaged
compared to girls and women. These patterns,
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economically and socially, are observable internationally, and exist throughout the UK
as a whole.

The key trends in gender inequalities and differences outlined above indicate not only
the persistence of gender inequalities, but that they affect many aspects of social and
economic life. They are also in many ways inter-related. Patterns of family change both
affect and are affected by employment patterns and levels of income.

The gender division of labour in caring for children and other dependants influences

labour market participation, with women often being in paid work only intermittently or in

long term part-time work, with consequences for pay, promotion, and income in
retirement. Womends restricted access to reso
cars, for example, also restrict their capacity to participate in political and public life.

While girls have overtaken boys in educational performance, this advantage has not yet
carried through to the labour market, as gendered patterns of subject choice continue to
structure gendered career patterns and occupational segregation. There are similarly
gendered patterns in labour market participation for those boys and girls who leave
school with few or no qualifications, with young women tending to work in low-paid, low
skilled jobs offering little prospect of skills enhancement or training, while young men
are more likely to suffer unemployment.

Poor levels of educational attainment is one factor often associated with
offending behaviour, as are health problems such as drug and alcohol abuse, and this is
the case for both sexes, though rates of offending are much higher for males.

Women are overwhelmingly the victims of domestic abuse, which has impacts on the
health of victims, and may lead to homelessness, factors which create barriers to taking
up education, training or employment opportunities. While there is not a large difference
in the numbers of men and women living in poverty, some groups of women are
particularly vulnerable to poverty and more likely to experience poverty on a long-term
basis, for example, lone parents and lone pensioners.

Availability of childcare provision is crucia
women pensioners are dependent on state benefits in retirement because of the impact
of caring responsibilities on their working lives.

Socio-economic status, in interaction with gender, ethnicity, and disability, significantly
influences access to employment and pay, patterns of health, access to housing, and to
resources such as private cars. With the exception of health, women are disadvantaged
compared with men in all these spheres.

It is important to emphasise with respect to health however, that while women in lower
SOcio-economic groups may experience on average better health than men in these
groups, the gap between both men and women in lower socioeconomic groups in terms
of life expectancy and experience of ill-health and both men and women in higher socio-
economic groups is significant.

In indicating ways in which aspects of gender differences and inequalities are inter-
related, it becomes clear that many factors interact to reinforce patterns of gender
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inequality. There is not one simple cause of gender inequality, but rather disadvantage
in one area often contributes to disadvantage in another area. It is important to stress,
however, that while some gender inequalities, such as levels of pay and income or life
expectancy, may be generally apparent across socio-economic groups, in terms of
quality of life, levels of health, access to housing and other resources, and income
levels, the differences between women in higher socio-economic groups and women in
lower socio-economic groups are likely to be much greater than the differences between
men and women in these groups respectively.

Thus policy responses to inequalities need to address the experiences of different
groups. Similarly, the ways in which ethnicity interacts with gender, and in which
disability interacts with gender, means that there are different experiences for different
minority ethnic groups and different groups of disabled people. And insofar as
discrimination is a contributory factor, however hard it may be to uncover or to quantify,
it should be actively challenged.

The use of good quality gender disaggregated statistics in the production of equality
schemes and in evaluating and monitoring of these should help to further clarify the
extent and nature of gender inequalities and to assess the impacts of specific policies in
bringing about positive changes.
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ANNEX I

The gender equality duty and gender reassignment

The Sex Discrimination Act provides that people who intend to undergo, are undergoing
or have undergone gender reassignment are protected against discrimination and
harassment. This means that Central College must have due regard to the need to
eliminate unlawful discrimination and harassment against transsexual people when

discharging its gender duty.

In employment and vocational training, the Sex Discrimination Act protects people who
are discriminated against because they:

e Intend to undergo gender reassignment

e Are currently undergoing gender reassignment

e Have already undergone gender reassignment

Some clarity on terms

The terms transgender and transsexual are often used interchangeably.

Transgender people are those people who identify their gender to be different from the
physical sex at birth.> Transgenderism, sometimes known as gender dysphoria, is
recognised as a medical condition. It is accompanied by a sense of discomfort with
one's physical body and a wish to go through a process known as gender reassignment

or transition.

Some transgender people undergo medical treatment - gender reassignment - which
can include cosmetic treatment, such as electrolysis for hair removal, hormone therapy,
and/or reconstructive surgery. Some people elect not to undergo medical treatment and

simply live their life in their new gender role. It is very much an individual decision.

® From: Meeting the gender duty for transsexual staff. Guidance for public bodies working in
England, Wales and Scotland
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The term transsexual is usually used to describe a person who intends to undergo, is
undergoing or has undergone gender reassignment (which may or may not involve
hormone therapy or surgery). This group of people is currently offered legal protection
by UK law sex discrimination law, and so is covered by the provisions of the gender

equality duty.

Throughout this Scheme, the term "transsexual person” is used to indicate those who
are specifically covered by the legislation. As a matter of good practice the EOC
recommends that public authorities should ensure that their policies and procedures

cover transgender people as well as those who are transsexual.

Trans people often experience harassment - including verbal abuse and physical
violence by other employees, customers, clients or suppliers - and discrimination in

recruitment, promotion, remuneration, benefits and other aspects of employment.®

Language

Nowadays the term 'transgender’ is used by many people as an umbrella term an
alternative word is 'trans'. The use of 'trans' is preferred by some as it avoids ambiguity
and recognises the original distinct meaning of 'transgender'. Trans as an umbrella term
includes transsexual people, transgender people, people who cross-dress and a range
of other distinct forms of identity and expression. Strangers are unlikely to be aware of
the distinctions and simply perceive someone who appears to violate conventional

gender 'rules'.

There is a lack of agreement between people as to which terms they prefer. Therefore
the safest practice is always to ask someone which way they would prefer to be
described. It is advisable to only ever use these terms as adjectives. Calling someone
‘a transsexual' is often considered to be as rude as calling someone 'a black'. Similarly it
is considered best practice to refer to 'a transgender person'’ rather than 'a

transgendered person'.

Regardlessof howfaraTr apés sonds transition has progres

6 Employment and Discrimination for trans people, S Whittle, Manchester Metropolitan University,
2000
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considered polite and respectful to use terms that acknowledge their identity as a man
or woman. Thus a transsexual person who is transitioning from a former male role to a
female one would usually wish to be referred to as 'she' or 'her' and for people to refer
to her as a woman. The same applies in reverse to Trans men (going from female to

male).

T r a pede are therefore quite clearly diverse. People perceive and express their
gender identity in different ways; the experience of discrimination, harassment,

victimisation or adverse outcomes is common to all Trans people.
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ANNEX IV

Partnerships Relevant to the Gender Equality
Scheme

e See Me - Organisation working to reduce the stigma of mental ill
health

e Breathing Space - Free confidential phone line service for any
individual who is experiencing low moods or depression

e Insyst - Equipment supplier for disabled students

e LGBT Youth - Provide support for lesbian, gay, bisexual and
transgender students

e Hemat Gryffe - Womends Aid primarily for bl ac
ethnic women, children and young people who are victims of
domestic abuse

e One Parent Families Scotland -Lone parent family support

e Triple P Project I Support to young students who are parents to
increase confidence and skills to protect and care for their children

e Glasgow West and North Regeneration agency I provides
employment, progression, business start up support and services to from the
west and north of Glasgow, particularly those at risk of disengagement.

e CCSA -Central College Student Association

¢ NUS T National Union of Students
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ANNEX 'V

Access, Inclusion, Equalities and Diversity Committee

Rationale

Develop the College to meet the needs of current legislation, both in spirit and in
compliance, so that learners and staff enjoy individually productive experiences
regardless of their background and circumstances, including race, gender, disability,
age, sexual orientation and religion or belief.

Increase access, promote social inclusion and respond to the needs of all.
Remit
1. Monitor and report on the progress made in the impact assessment of college
policies and procedures.

2. Prioritise the policies/procedures for detailed impact assessment.

3. Analyse and report on the recruitment, retention and achievement of learners in
line with disability, race, age and gender.

4. Analyse and report on the recruitment, retention and career progression of staff
in line with disability, race, age and gender.

5. Embed the development of a learner centred ethos (e.g. by promoting the
planning of learning to take account of personal and affective matters such as
negative self perception or a negative prior learning experience or restrictions on
study due to employment).

6. Monitor and report on the development of partnerships with other agencies
formed to support access and inclusion.

7. Use information and feedback from learners, staff and other stakeholders to
effect improvements in inclusive practice.

8. Identify and report on barriers to participation in learning.
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