Equality in colleges in Scotland:
results from the 2017 staff survey and focus groups
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This report was produced as part of the Supporting workforce diversity: progressing staff equality in colleges project. 

Supporting workforce diversity: progressing staff equality in colleges project is managed by ECU as part of a three-year programme funded by the Scottish Funding Council (SFC) to support the college sector in advancing staff and student equality.

The following report presents findings from ECU’s first national survey and focus groups that investigated staff perceptions and experiences of equality at colleges in Scotland. This research was conducted to inform ECU’s work on improving staff diversity, aid colleges in creating a more inclusive and diverse workplace, and support them in meeting their equality responsibilities.

Policy Context

The survey was designed to support colleges to fulfil their legal requirements under the Equality Act 2010 and the Equality Act 2010 (Specific Duties) (Scotland) Regulations 2010.

In particular, the survey questions were designed around the legal requirement for colleges to gather staff data across recruitment, development and retention to better perform the equality duty.
The report provides a national picture of the staff experience across the employment journey providing evidence enabling colleges to compare their staff experiences with a national picture. It will support colleges to take forward their own work to improve the staff experience.

Equality Act 2010: Public Sector Equality Duty


Equality is underpinned by a mandatory legal framework. The Equality Act 2010 requires all public authorities to fulfil the requirements set out by the Act in the Public Sector Equality Duty (PSED). Colleges in Scotland are considered ‘public authorities’.

The Act covers nine ‘protected characteristics’:
= age
= disability
= gender reassignment
= marriage and civil partnership (in employment)
= pregnancy and maternity
= race (includes nationality)
= religion or belief (includes no religion or belief)
= sex
= sexual orientation.

The PSED is made up of general and specific duties. The general duty consists of three main needs. These are underpinned by specific duties (set out in the Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012 that accompanies the Act). The specific duties are intended to assist public bodies to meet the general duty.

General Duties

There is a general duty that requires colleges, in the exercise of their functions, to have ‘due regard’ to the need to:
= eliminate unlawful discrimination, harassment and victimisation and other conduct prohibited by the Equality Act 2010
= advance equality of opportunity between people from different groups considering the need to:
· remove or minimise disadvantages suffered by people due to their protected characteristics
· meet the needs of people with protected characteristics
· encourage people with protected characteristics to participate in public life or in other activities where their participation
is low
= foster good relations between people from different protected characteristic groups, tackling prejudice and promoting understanding between people from different groups.

Specific Duties	

The specific duties aim to help colleges to better meet the general duty and these requirements include particular actions relating to staff. Colleges must meet both the general duty and the specific duties.

To meet the specific duties, colleges will need to:
= report on progress of mainstreaming the general duty into all functions every two years
= publish and deliver a set of equality outcomes that cover all protected characteristics every four years
= assess the impact of new and revised policies and practices against the needs of the general duty on an ongoing basis
= gather and publish information on the protected characteristics of employees to inform progress and action towards the mainstreaming duty every two years
= publish the gender composition of the governing body and the steps taken towards diversity among the governing body members as part of the mainstreaming duty every four years
= publish gender pay gap information every four years
= publish statements on equal pay for gender, race and disability every four years
= have due regard to the general duty in procurement
= publish the above information in a manner that is accessible.

Colleges last reported on the specific duties in 2017.

[bookmark: _bookmark2]Executive summary


To inform ECU’s work on improving staff diversity, aid colleges in creating a more inclusive and diverse workplace, and support them in meeting their equality responsibilities, ECU conducted its first national survey and focus groups that investigated staff perceptions and experiences of equality across all protected characteristics at colleges in Scotland.

The survey was answered by a self-selected sample of teaching and professional and support staff working in all areas of the college sector that constituted 13.3% (n=1927) of the total college staff population. Overall, 25 out of all 26 colleges submitted responses. Following the survey, ECU held six focus groups with 26 staff members at three Scottish colleges, chosen on the basis of their geographical distribution.

Findings reveal that, overall, respondents found the college sector committed to promoting equality and diversity and felt that they worked in an inclusive environment. However, they also show that more should be done by the sector to address bullying or harassment, clarify promotions processes and criteria, and build confidence among staff in disclosing equality information.

Analysis of the survey and focus groups also highlights that staff perceptions and experiences of equality varied by protected characteristics.

Key findings include:
= Disabled staff experienced greater levels of inequality across all aspects of working life and had the highest proportion of staff who did not feel treated fairly in the work place (22.5%).
= Black and minority ethnic (BME) staff were more likely than white staff to report that their race or ethnicity affected fair treatment in areas such as recruitment and selection, allocation of desirable or sought after tasks or roles, support from management, representation in senior positions, and promotion decisions.
= Lesbian, gay and bisexual (LGB) staff, staff in the over 60 age group, and disabled staff tended to rate the support that they received from management particularly low.
= Disability, age and sexual orientation were the protected characteristics staff felt least confident in disclosing to their college. 
[bookmark: _bookmark3]= The level of information about colleges’ promotion processes and criteria was generally poor among all staff, and varied significantly by gender, disability and age: female staff, disabled staff, and staff in the youngest age group were significantly less informed than male staff, non-disabled staff, and staff in the older age groups.
= Female survey respondents were, overall, more positive about all aspects of working life than male respondents. However, in focus groups, female participants more willingly shared experiences where they had felt discriminated against based on their gender or age than male participants. More broadly, female participants spoke about equality in terms of lived experience, whereas male participants discussed policies and procedures related to equality.



Key findings from the staff equality survey and focus groups

ECU’s recommendations to address these findings are targeted at colleges, sector agencies and ourselves.

College culture
= Overall, survey respondents found the college sector committed to promoting equality and diversity, were aware of colleges’ equality and diversity policies, and felt that they worked in an inclusive environment (see Figure 3.1).
= However, these perceptions differed significantly by job roles: professional or support staff tended to be significantly more positive about their work culture than teaching staff, and,
in particular, female teaching staff (see Figure 3.8), disabled teaching staff (see Figure 3.9), and teaching staff in the over 60 age group (see Figure 3.11).
= In focus groups, there was a general consensus that, in terms
of equality and discrimination, the situation at Scottish colleges had generally improved. However, problems related to indirect discrimination persisted (see section 9.2).
= Focus group participants also saw potential in working collaboratively with colleagues across departments and campuses. However, cross-campus working had created logistical problems for some staff, such as the requirement to travel long distances, and was viewed negatively when the decisions of one campus regularly overtook precedence over another campus (see section 9.6).
= Many respondents expressed a lack of trust in college procedures with regards to making a formal complaint about bullying or harassment without fear of ridicule or reprisal (see section 3.1). This lack of trust was based on previous, negative experiences of reporting. Focus group participants in the under 29 age group also voiced the concern that there might be a risk in reporting for staff on fixed term or hourly contracts, namely that they would not be able to continue working at the college or progress onto a permanent contract if their record was ‘marked’ by reporting (see section 9.3).

Perceptions of fair treatment

= Compared with non-disabled staff, disabled staff experienced greater levels of inequality across all aspects of working life (see Figure 3.4 and 3.9), and had the highest proportion of staff who did not feel treated fairly in the work place (22.5%).
= Among BME staff there was more of a perception that race or ethnicity affected fair treatment in areas such as recruitment and selection, allocation of desirable or sought after tasks or roles, support from management, representation in senior positions, and promotion decisions than among white staff (see Figure 3.3).
= Female survey respondents were, overall, more positive about all aspects of working life than male survey respondents, and a smaller proportion of female staff (13.9%) reported that they
felt that they were not treated fairly in the work place than male staff (17.9%) (see section 3.2).
= However, in focus groups, female participants more willingly shared experiences where they had felt discriminated against because of their gender or age than male participants.
More broadly, female participants spoke about equality in terms of lived experience, whereas male participants discussed policies and procedures related to equality (see section 9.2).
= A number of heterosexual survey respondents believed that LGB staff received ‘preferential treatment’ through perceived positive discrimination and an LGB ‘agenda’ pursued in the college sector. However, LGB staff themselves reported negative experiences in the work place, such as being the target of ‘patronising’ language and not having LGB role models (see In focus: sexual orientation).
= Very few survey respondents shared perceptions and experiences with explicit reference to their religion or belief. These tended to focus on perceived discrimination of both Protestant and Roman- Catholic staff as being considered ‘suspicious’ by colleagues and unable to attend mass services due to timetabling, and being disadvantaged in promotion decisions as well as employment opportunities (see In focus: religion or belief). 

Leadership and management

= Survey respondents generally found their managers to take equality and diversity issues seriously, to be ‘supportive’ and ‘approachable’, and reported having colleagues who they considered role models (see Figure 4.1).
= The perception that managers were ‘supportive’ was particularly low among LGB staff, staff in the over 60 age group, and disabled staff (see Figure 4.2).
= While female survey respondents tended to rate leadership and management more positively than male respondents, in focus groups, female participants highlighted the problem of ‘lad culture’, specifically among senior managers. This was understood as a hangover from the past that had not yet been eradicated (see section 9.4).
= More broadly, participants’ positive and negative perceptions of senior managers related to their effectiveness in dealing with problems, their physical presence on campus and willingness to engage with all staff.

Life-work balance and leave


= Female staff were more likely to agree than male staff that colleges had effective structures in place to facilitate maternity, paternity, adoption or parental leave, however, they were also more likely to indicate that their caring responsibilities had negatively affected their career to date (see section 7.1).

Recruitment

= In their decision to take up their current post, staff networks (eg a women’s network or staff LGBTQ group) and an equality award or charter held by the college were considered significantly more by BME staff, staff aged under 29 and LGB staff compared with white staff, staff aged over 30, and heterosexual staff (see Figure 5.3)

=  Compared with staff without caring responsibilities, staff with caring responsibilities (irrespective of gender) considered flexibility of working hours, life-work balance offered by the college, and childcare facilities available near the college as more influential in their decision to take up their current post (see Figure 5.4).


Disclosure of equality monitoring data

= College staff were overall quite confident in disclosing equality information about themselves to their college on all protected characteristics (see Figure 6.1).
= Female staff and staff aged under 29 were significantly more confident in disclosing their protected characteristics compared with male staff and staff in the over 60 age group. However, an analysis of the intersection between race or ethnicity and gender revealed that BME male staff were significantly less confident in disclosing their race or ethnicity than white male staff. This gap was not present between BME female staff and white female staff (see section 6.1).
= Disabled staff were significantly less confident in disclosing equality information on all protected characteristics compared with non-disabled staff.
= 72.6% of all staff reported that they knew about policies informed by equality monitoring. The largest proportions of staff who were not aware of these policies were among staff on zero hour
contracts (52.1%), BME staff (43.2%) and staff aged over 60 (34.3%) (see section 6.2).

Career development

= The level of information about colleges’ promotion processes and criteria was generally poor among all staff, and varied significantly by gender, disability and age: female staff, disabled staff, and staff in the youngest age group were significantly less informed than male staff, non-disabled staff, and staff in the older age groups (see Figure 8.3).
= Just 21.3% of staff on zero hour contracts had been invited or encouraged to apply for a promotion in their career to date, compared with 29.9% of part time staff and 46.3% of full time staff (see section 8.5).

= Disabled staff and BME staff were significantly less positive about career development and training opportunities available at their college compared with non-disabled staff and white staff (see Figures 8.4 and 8.5).
= Temporary staff found themselves less encouraged than permanent staff to pursue career development, but valued their training opportunities and job reviews more than permanent staff (see Figure 8.6).
= Focus group participants on fixed term or hourly contracts noted the limited opportunities that they faced to access training and develop their skills (see section 9.5).
= Staff aged over 60, LGB staff, male staff, and disabled staff had the highest proportions of respondents who did not want to continue working in the college sector (see section 8.4). Compared with full time staff (10.3%) and part time staff (11.9%), a significantly smaller proportion of staff on zero contract hours (4.2%) did not want to continue working in the college sector (see section 8.5).



Recommendations

Colleges

1. Enhance the staff data collection to improve overall quality of data and to provide greater analytical opportunities, to better understand and benchmark the staff demographic at local, regional and national level. An anonymised individual staffing return should be developed to better understand the representation of protected characteristics across the sector.

2. Take steps to improve staff disclosure rates by reviewing the process and procedure for gathering the information and how this is conveyed to staff. Staff confidence in disclosing protected characteristics is low, particularly amongst disabled staff, and improving this is key to understanding, and meeting, the needs of staff.

3. Take steps to reduce instances of bullying and harassment and to improve college culture. The research shows high levels of staff claiming to have experienced bullying and harassment at work and the need to promote a more inclusive staff culture.

4. Take steps to compare practice within the college with the national staff findings identified within this research. Use the data to inform and develop work under the college’s equality outcomes and action plans.

5. Review Equality Impact Assessment in relation to staff procedures and practice to assess the effectiveness of the process and review their impact. This will support colleges to identify priorities across protected characteristics. There is a need to assess equality across all protected characteristics to determine priorities before addressing specific sector initiatives. This will ensure that specific equality initiatives consider all protected characteristics and better support intersectionality.

6. Involve equality and diversity leads in the development and design of staff policies and processes at the beginning of the process, to support inclusive policy development.



Colleges Scotland and staff trade unions

1. For Colleges Scotland and staff trade unions to take action, appropriate to their respective membership, to address the perceived negative experiences of staff post-merger. The research highlights several factors that have arisen as a result of the merger process  that  are negatively impacting on staff such as leadership changes, staff reductions and cross-campus travel.

2. For staff trade unions to develop approaches to countering bullying and harassment on the grounds of a protected characteristic. A significant finding within the report is the level of bullying and harassment experienced by staff and approaches to better understanding and tackling this should be developed as a priority.

College Development Network


1. For College Development Network to explore developing tools and resources that will support the sector to counter bullying and harassment on the grounds of a protected characteristic. With bullying and harassment being a consistent underlying theme within the findings, a national resource would support individual colleges tackling this.


Scottish Funding Council	1. Support the enhancement of the overall quality of national data
to improve benchmarking within the sector, regional and local areas. Improvements have been made over recent years, with the SFC publishing staff data in 2017, but there is a need to better understand the staff demographic at a national level. The sector should be able to benchmark across protected characteristics nationally and by region.

2. Develop existing guidance on sector-wide policies, such as Outcome Agreements, to better incorporate staff across all protected characteristics. By incorporating recommendations for policy development on staff more explicitly within Outcome Agreement guidance, the SFC can provide leadership to the sector on improving the experiences of college staff.

3. Support colleges to develop their Equality Impact Assessment processes in relation to staff to work across all protected characteristics in order to identify consequences of local and sector policies and priorities on all groups of staff.



Equality Challenge Unit

1. Consider the development of national initiatives to improve staff experiences over the sector, such as a national charter scheme.

2. Utilise this research to identify projects that address under- representation and disadvantage of specific groups of staff. Throughout this research disabled staff and BME staff consistently rate their experiences more negatively than other groups of staff. Further work is needed to identify targeted approaches that will begin to address this.

3. Consider the development of a regular sector-wide staff survey that can support individual colleges to better understand their staff experience, and can drive national policy, in order to create and support a more diverse workforce. The survey should be timed to provide valuable evidence for colleges fulfilling their reporting responsibilities under the Equality Act 2010 (Specific Duties) Regulations 2012.
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The questionnaire was split across six sections, each of which contained questions that measured perceptions and experiences of equality across all protected characteristics (age, disability, gender re-assignment, marital or civil partnership status, pregnancy, race or ethnicity, religion or belief, sex and sexual orientation) in certain aspects of working life, namely:
= college culture
= leadership and management
= recruitment
= disclosure of equality data
= life-work balance or leave
= career development.

Analysis and findings from the survey are presented in sections 3 to 9 of this report.

Following the survey, ECU held six focus groups with college staff across Scotland, aimed at exploring their experiences of equality in depth with reference to key themes and statistical findings that had emerged from the survey in four topic areas, namely:
= career development
= college culture
= collaborative working
= leadership and management.

Findings from these focus groups are presented in section 10 of this report. 

2 [bookmark: _bookmark5]Methods
2.1 The survey

The online questionnaire was developed in consultation with  an advisory group comprised of senior staff in Human Resources and Equality and Diversity, representatives from UNISON, EIS, College Development Network and the Scottish Funding Council. It was distributed to all 26 colleges in Scotland, 25 of which submitted responses. This resulted in a self-selected sample of teaching staff and professional or support staff working in all areas of the college sector:
= curriculum, teaching and learning, research
= quality enhancement
= finance
= corporate services and ICT
= human resources and organisational development
= maintenance and estates
= marketing and communications
= student administration
= student and learning support
= campus staff and domestic services.

The questionnaire contained 37 questions in total, spread across six distinct sections:
= college culture
= leadership and management
= recruitment
= disclosure of equality data
= life-work balance or leave
= career development.

Equality and personal data were collected in two monitoring sections of the questionnaire.

All colleges were given an incentive in the form of individual college reports to encourage staff to participate in the survey. To be eligible for these reports, colleges were given a target of returning results for 20% of their staff or more than 25 respondents (whichever was greater). The survey ran from 6 to 28 February 2017.



2.2 Focus groups
In May 2017, ECU conducted six focus groups with 26 staff members working at three colleges, which were selected on the basis of their geographical distribution. The focus groups were organised by particular protected characteristics that yielded most contrasting survey results, namely staff who identified as one of the following:
= female
= male
= under the age of 29
= over the age of 50
= black and minority ethnic (BME)
= disabled.

The aim of splitting the focus groups in this way was to enable participants to feel as comfortable as possible when discussing their personal experiences of equality in the college sector, in the knowledge that other participants had at least one protected characteristic in common. In instances where focus group participants were eligible to attend more than one group, they were asked to attend the group of their choice. Participants were informed that splitting focus groups by protected characteristics was solely for organisational purposes, and were encouraged to think beyond these characteristics and discuss equality issues at their college more broadly.

The specific topic areas that focus group respondents were asked to discuss broadly followed the survey and included:
= career development
= college culture
= collaborative working
= leadership and management.

Equality monitoring data were collected on all focus group participants.
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2.3 The sample	

2.3.1 Survey respondents

2032 members of staff completed the online questionnaire. Data were processed and cleaned to remove empty or mostly empty cases (the result of individuals either clicking through the questionnaire without responding, or beginning the questionnaire and exiting before completing any substantive questions). ‘Empty’ cases were defined by a lack of response after completing the equality monitoring form at the beginning of the questionnaire; ‘mostly empty’ cases were defined by a lack of response after reporting on recruitment and selection in the ‘college culture’ section, the third question in the questionnaire.

After removing ‘empty’ and ‘mostly empty’ cases, the final sample consisted of 1927 members of staff with the following characteristics: 1210 female and 694 male, 46 BME, 100 LGB, and 471 who disclosed as disabled. In order to explore whether experiences of equality were particular to a certain age, respondents were categorised in three age groups: (i) under 29 (138 respondents), (ii) 30-59 (1588 respondents) and (iii) over 60 (178 respondents) (see Table 2.1). ECU recognises the limitations of this age grouping given that the age groups are not equal in size and there can be significant differences in experiences of workplace equality, particularly among the second age group (30-59 year olds).

Table 2.1 shows the gender ratio of survey respondents was proportionate to the Scottish college sector, while the ratio of disabled respondents was reflective of Scotland overall. It also highlights an underrepresentation of BME staff in the sector compared with Scotland’s BME population overall, which is also reflected in the survey sample.

The BME category is an aggregation of staff who reported as:
= African, African Scottish or African British
= Arab Scottish or Arab British
= Bangladeshi, Bangladeshi Scottish or Bangladeshi British
= Black, Black Scottish or Black British
= Caribbean, Caribbean Scottish or Caribbean British
= Indian, Indian Scottish or Indian British
= Mixed or multiple ethnic background
= Other African background
= Other Arab background
= Other Asian background
= Other Black or Caribbean background
= Pakistani, Pakistani Scottish or Pakistani British.

While this definition of BME status is widely recognised and used to identify patterns of marginalisation and segregation caused by attitudes towards an individual’s ethnicity, ECU recognises its limitations, particularly the erroneous assumption that minority ethnic individuals are a homogenous group.

With regards to sexual orientation, the questionnaire included the following possible options:
= bisexual
= gay man
= gay woman or lesbian
= heterosexual or straight
= your own term
= prefer not to say.

Respondents who identified as any option other than heterosexual or straight were aggregated to create a group who self-identified as LGB. The terms gender re-assignment and sex are used, rather than the more encompassing terms of gender and gender identity, to reflect the terminology used in the Equality Act 2010. By doing this, the results can be more easily used by colleges in their reporting duties.

Findings that relate to respondents’ marital or civil partnership status and pregnancy are not reported because no particular patterns stood out for these protected characteristics. Gender re-assignment also had to be excluded from the analysis due to a disproportionate amount of respondents who reported ‘yes’ to the question ‘Is your current gender identity different to that registered at your birth’ (324 or 17.1% of staff ). The question appears to have been misunderstood by a large number of respondents, which subsequently prompted ECU to rephrase it on equality monitoring forms.

Individual protected characteristics in isolation rarely determine the lived experiences of equality groups. For example, understanding the experiences of black disabled women requires more than a separate understanding of disability, race and gender. To investigate the multiple challenges equality groups can face, it is therefore important to look at protected characteristics in combination, namely through adopting an intersectional approach. We provide such analysis for the following combinations of protected characteristics, where we had sufficient responses in each sub-group:
= age and gender
= disability and gender
= race or ethnicity and gender
= sexual orientation and gender
= caring responsibilities and gender (where appropriate).

Results are only reported if statistically significant differences were found at these intersections.

Additional factors that do not constitute protected characteristics, but are related to respondents’ perceptions and experiences (eg job post, contract mode, contract type) were included in the analysis in separate sections at the end of each chapter.

The report also contains two ‘In focus’ sections that present key findings from open text comments in the questionnaire with reference to sexual orientation and religion or belief (see Sections I and II). 
2.3.2 Focus group respondents

Twenty-six participants attended six focus groups across three different colleges in Scotland. The focus group participants had the following characteristics: 16 female and 10 male, 2 BME, 1 LGB, and 8 who disclosed as disabled. Again, participants were categorised into three age groups: (i) under 29 (3 participants), (ii) 30-59 (18 participants), and (iii) over 60 (5 participants) (see Table 2.1).


Table 2.1 Survey respondents and focus group participants by protected characteristics compared with college sector and Scotland demographics

	Protected characteristics
	Survey
	Focus groups
	College sector (2015-16)*
	Scotland**

	
	No.
	%
	No.
	%
	No.
	%
	%

	Gender

	Male
	694
	36.4
	10
	38.5
	5721
	39.3
	49.0

	Female
	1210
	63.4
	16
	61.5
	8825
	60.7
	51.0

	Ethnicity

	BME
	46
	2.4
	2
	7.7
	234
	1.6
	3.5

	White
	1862
	97.6
	24
	92.3
	14625
	98.4
	96.5

	Sexual Orientation

	Lesbian, gay or bisexual (LGB)
	100
	5.4
	1
	3.8
	Not app
	Not app
	1.6

	Heterosexual
	1750
	94.6
	25
	96.2
	Not app
	Not app
	95.9

	Disability

	Disabled
	471
	24.7
	8
	30.8
	574
	3.9
	23.0

	Non-disabled
	1434
	75.3
	18
	69.2
	13963
	96.1
	77.0

	Age

	under 29
	138
	7.2
	3
	11.5
	Not app
	Not app
	Not app

	30-59
	1588
	83.4
	18
	69.2
	Not app
	Not app
	Not app

	over 60
	178
	9.2
	5
	19.2
	Not app
	Not app 
	Not app



*Source: Scottish Funding Council (2017) College Staffing Data 2015-16 (Experimental Statistics: data being developed):
SFC Statistical publication – College Staffing Data (Experimental Statistics: data being developed) 2015-16.pdf
**Source: Scottish Government Equality Evidence or Evidence Finder


2.4 Presentation of results

2.4.1 Quantitative results

Quantitative results are presented in six separate sections. Average ratings on individual questions ranged from 1.0 to 5.0, with higher scores typically indicating a more positive view.
For example, when respondents were asked to rate the extent to which they found their working environment to be inclusive, a rating of 1.0 would indicate an extremely negative view while
5.0 would indicate an extremely positive view. It is worth noting that the use of the term ‘significant’ herein refers only to statistically significant differences (at the p < 0.05 level).

2.4.2 Quantitative results

Within each section of the questionnaire, respondents had the opportunity to expand upon the content of that section in a free text response. The themes that emerged from these open-ended questions through inductive qualitative analysis are presented in each corresponding section to provide additional insight into the mechanisms underlying respondents’ perceptions and experiences.

Section 10 of the report presents findings from the thematic analysis of focus group transcripts, organised by recurrent themes that emerged across protected characteristics. This chapter also includes ‘In focus’ sections to provide more detailed insights into specific issues that were discussed with reference to the broader themes.

Although ECU promotes an intersectional approach, the small number of participants within individual focus groups precluded using more than one protected characteristic to identify them while maintaining anonymity. Labelling of direct quotes is therefore limited to one protected characteristic only, selected on the basis of its relevance for the analysis.
 
Equality in colleges in Scotland: survey findings

3  College culture


The questionnaire commenced with a series of questions related to respondents’ general perceptions of equality and diversity in the college sector. The questions focussed on staff awareness of equality policies, perceptions and experiences of inclusion and collaborative working, and confidence in reporting bullying or harassment. Respondents were then asked to indicate whether or not they thought all staff (irrespective of protected characteristics) received fair treatment in areas such as (i) recruitment and selection, (ii) allocation of desirable and sought after tasks or roles, (iii) support from management, (iv) representation in senior positions, and (v) promotion decisions.

3.1 General perceptions


Staff tended to agree that colleges were committed to promoting equality and diversity and that they were aware of their colleges’ equality and diversity policies. Responses ranged from ‘neutral’
to ‘agree’ with regards to staff feeling respected by their peers, colleges making reasonable adjustments for disabled staff, and staff being aware of how to raise a complaint if they experienced or observed bullying or harassment (see Figure 3.1).

strongly agree
strongly disagree
neutral


However, compared with their levels of awareness of how to raise a complaint about bullying or harassment, respondents felt less able to make a relevant formal complaint without fear of ridicule or reprisal. A number of respondents elaborated on this by stating a lack of trust in college procedures based on previous experiences, and feeling isolated as a result:

‘I have made a complaint and subsequent appeal about bullying – neither were upheld. This was not because bullying did not occur, but because there is a very serious issue with corporate governance at the college – I have evidence which proves this. The evidence I possess eg minutes of meetings, clearly show that the college policies were ignored and that a bullying culture was defended. Furthermore, I am aware how to raise a complaint and I am aware of the college policies, however this is little use when nothing is done by the senior management team. In contemporary education, the non-action of our senior staff is very sad indeed.’
Male staff member

‘I have been unhappy with a few things my manager has said and done, but it has been made clear that if I contact HR about any issues my manager will look on this badly. I don’t feel I have anyone to discuss issues or problems with.’
Female staff member

There were significant differences in how staff perceived college culture within protected characteristic groups. Disabled staff agreed significantly less than non-disabled staff that colleges welcomed and accommodated the different needs of staff, that they worked in an inclusive environment, felt respected by their peers, and that colleges were committed to promoting equality and diversity (see Figure 3.2). The latter statement was also rated significantly lower by BME staff compared with white staff (a mean value of 3.5 out of 5.0 for BME staff, compared with 3.9 for white staff). 
*indicates statistically significant differences in responses between groups (p<0.05)
 
Female staff aged over 60 tended to disagree that staff worked collaboratively across departments and effectively across campuses (a mean value of 2.9 out of 5.0), compared with male staff in that age group and staff of both genders in the younger age groups, whose responses ranged from ‘neutral’ (3.0) to ‘agree’ (4.0). In focus groups, participants noted both the logistical issues posed by cross-campus working, such as travel times between sites, and the benefits, particularly the opportunity to learn from other campuses’ work cultures (see section 9.6)

3.2 Perceptions of fair treatment

The largest proportions of respondents who did not feel treated fairly in the college sector were among disabled staff (22.5%) and BME staff (21.6%). Among BME staff (see Figure 3.3) and disabled staff (see Figure 3.4) there was more of a perception that race or ethnicity and impairment affected fair treatment in areas such as recruitment and selection, allocation of desirable and sought after tasks or roles, support from management, representation in senior positions and promotion decisions than among white staff and non-disabled staff.









	

























neutral
no impact (“strongly agree”)
very high impact (“strongly disagree”)



Statistically significant differences between groups in all areas (p<0.05) 

A larger proportion of male staff did not feel that they were treated fairly (17.9%) than female staff (13.9%). Specifically, male staff indicated that gender affected fair treatment in areas such as the allocation of desirable and sought after tasks or roles, support from management and representation in senior positions more so than female staff (see Figure 3.5).


*indicates statistically significant differences in responses between groups (p<0.05)


However, in describing gendered experiences of college culture further, both male and female staff shared similar perceptions of inequality towards men and women with regards to representation in senior positions, promotion decisions, and recruitment.

‘There is a significant imbalance in senior roles with female applicants being given apparent priority over males. Surely the best person should be selected rather than obsessing over ‘positive discrimination’.
Male staff member

‘Many management roles are full time. Male older staff have been promoted over more qualified female married women.’
Female staff member

‘Promoted positions are mainly to female staff members.’
Male staff member
‘I feel male colleagues are favoured by management and given an advantage in terms of promotions. Part-time staff are not valued as part of a team.’
Female staff member

‘Gender discrimination – number of female appointments in recent years, all-female interview panels.’
Male staff member

Staff of both genders also described how they felt excluded in the work place on the basis of their gender and struggled to communicate with managers of the opposite sex.

‘I have been excluded from discussions that are relevant to me – never by my male colleagues in equal positions to me but by male colleagues in senior positions. The language used towards me by my line manager when I brought up concerns was patronising and not the kind of language that would have [been] used towards my male colleagues. Positive and relevant remarks I made at a staff meeting specific to gender equality were removed from minutes of meetings after they were recorded by the minute taker.’
Female staff member

‘Female managers will routinely behave in ways which, if a man did it, there would be trouble. No man would dare to just get up and walk out of a meeting muttering criticisms under their breath because something had been said that they didn’t agree with. But in this matriarchy that is allowable. I had a woman describe me as an “authoritarian fascist c*nt” in front of other people. We’ve a female manager who has managed to make herself hated by staff: a first.’
Male staff member

‘There seems to be an embedded “old school” network of male staff within FE, the general consensus is that if you are female and assertive then you are usually labelled as “difficult” this is also reflective of the attitude towards gay and lesbian staff, although mostly gay men.’
Female staff member

‘Small team I am in I am only male, others on same grade get other interesting work to undertake, yet I am ignored. Conversations between manager and staff miss me out … Manager makes sure females have birthday cards and a wee cake – that may seem pathetic but it has an impact.’
Male staff member

‘During my time in senior management in further education
(over 10 years) I have encountered behaviour from male colleagues in very senior roles who have treated me less favourably due to my sex, displaying bullying behaviour and treating me in a way they would not treat a male colleague. I believe there is, in some areas of FE, often at the most senior level, a sexist culture.’
Female staff member

In focus groups, only female participants shared gendered experiences of discrimination and spoke about equality mainly in terms of lived experience, whereas male participants tended to focus on policies and procedures related to equality (see section 9.2).

16.6% of staff in the over 60 age group did not feel treated fairly at their college compared with 6.7% of staff aged under 29, and agreed significantly less than staff in the younger age groups that age did not affect fair treatment in recruitment and selection, allocation of desirable and sought after tasks or roles, support from management, representation in senior positions and promotion decisions (see Figure 3.6). 

Statistically significant differences between groups in all areas (p<0.05)


Some members of staff aged over 60 elaborated on their experiences of college culture with reference to unfair timetabling, and inequality in workload distribution and salaries:

‘Timetabling issues eg as a subject specialist but belonging to another department I feel my timetable is considered last, so in many instances I’m given classes that others “don’t want” or can’t teach. Expected to still carry out duties of a legacy responsibility post, mainly because newly appointed staff either don’t have the skills or are more interested in other courses within our section.’
Female staff member

‘Over 20 years teaching experience was conveniently overlooked and I was paid £4000 less for many years as I did not hold a TQFE [Teaching Qualification in Further Education] qualification yet
I taught the highest level of work.’
Female staff member

Similar to the survey results, focus group respondents under the age of 29 did not perceive themselves as directly disadvantaged because of their age. However, they voiced concerns over risks of reporting for staff on fixed term contracts in terms of being able to continue work at the college after the end of fixed term contracts or progress onto permanent contracts (see section 9.3).
 

3.1 Perceptions of college culture by contract type and contract mode
Temporary staff were less aware than permanent staff of how to raise a complaint about bullying or harassment (mean values of 3.8 out of 5.0 for temporary staff compared with 3.9 for permanent staff), however, temporary staff were more likely to feel that they could make a complaint about bullying or harassment without fear of ridicule or reprisal than permanent staff (mean values of 3.8 out of 5.0 for temporary staff compared with 3.3 for permanent staff).

Full time and part time staff reported that their college was committed to promoting equality and diversity to a similar extent, but staff on zero hour contracts perceived significantly less commitment from colleges (mean values of 3.9 out of 5.0 for full time and part time staff compared with 3.4 for staff on zero hour contracts). Moreover, staff on zero hour contracts were significantly less aware of how to raise a complaint about bullying or harassment (a mean value of 3.3 out of 5.0 for staff on zero hour contracts compared with 3.9 for full time and part time staff).

The largest proportion of staff who did not feel treated fairly in their workplace was among staff on zero hour contracts (18.8%). 15.9% of full time staff reported that they did not feel treated fairly compared with 12.3% of part time staff.

A larger proportion of permanent staff indicated that they did not feel treated fairly (15.7%) than temporary staff (7.5%).

3.2 Perceptions of college culture among teaching and professional or support staff

Professional or support staff viewed college culture significantly more positively than teaching staff (see Figure 3.7). This tendency persisted across gender (see Figure 3.8) and disability (see Figure 3.9).


*indicates statistically significant differences in responses between groups (p<0.05)

Statistically significant differences between groups in all areas (p<0.05)


Statistically significant differences between groups in all areas (p<0.05) 

The largest proportions of teaching staff who did not feel treated fairly were disabled respondents (29.8%) and male respondents (20.4%). A larger proportion of male professional or support staff did not feel treated fairly (13.8%) compared with female professional or support staff (10.2%). However, there were no significant differences in perceptions of fairness between male and female teaching staff and professional or support staff with regards to specific areas, such as recruitment and selection, allocation of desirable and sought after tasks or roles, support from management, representation in senior positions and promotion decisions.

In contrast, disabled teaching staff perceived significantly less fairness in all of these areas compared with disabled professional or support staff and non-disabled teaching staff and professional or support staff (see Figure 3.10).


Statistically significant differences between groups in all areas (p<0.05) 

Teaching staff and professional or support staff also perceived fairness in these areas differently by age: teaching staff in the youngest age group (under 29) agreed significantly more than professional or support staff in that age group that age did not have a negative impact on fairness in these areas. In the remaining two age groups, professional or support staff found this significantly more to be the case than teaching staff (see Figure 3.11).

Statistically significant differences between groups in all areas (p<0.05)
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In focus: sexual orientation
Survey respondents shared 25 comments that related to the experiences of LGB staff in the college sector. More than half of the comments (13 out of 25) expressed the belief that LGB staff receive preferential treatment, either as the result of positive discrimination or because of the existence of an LGB ‘agenda’. Comments included:
‘A large selection of senior management are either gay, lesbian or bisexual, maybe I should change to improve my promotion possibilities?’

Male staff member, heterosexual or straight

‘With 25% of my colleagues homosexual I think there is some positive discrimination going on.’
Female staff member, heterosexual or straight

‘The LGBT community have grabbed the agenda to the extent that the college is applying unlawful positive discrimination. Address this problem and it will lead to a fairer environment for all.’
Male staff member, heterosexual or straight

Among respondents who identified as LGB (34 gay men, 37 gay women or lesbians and 27 bisexuals) four respondents shared a total of six free text comments. Unlike the previous responses, free text comments from LGB staff highlighted negative experiences of work in the college sector:

‘I’m not aware of any prominent LGBT role models in the sector (hopefully I am one for others!)’
Female staff member, gay woman or lesbian

‘Without realising that they are discriminating, they can patronise individuals with their attempt at supporting staff eg “how would you like to be treated as a gay man?”’
Male staff member, gay man


This female, heterosexual or straight respondent also shared her perception that LGB staff face particular difficulties in the workplace:

‘There seems to be an embedded “old school” network of male staff within FE, the general consensus is that if you are female and assertive then you are usually labelled as “difficult” this is also reflective of the attitude towards gay and lesbian staff, although mostly gay men.’
Female staff member, heterosexual or straight

Finally, two male respondents noted their perception that a tension existed between policies to support LGB staff and staff who follow a religion or belief:

‘There is a strong focus on LGBT issues but often other categories are omitted. Religion is catered for in terms of Sikh, Hindu, Buddhist, Islamic but Christianity is ignored.’
Male staff member, heterosexual or straight

‘I do not really discuss my strong Christian faith apart from my closest colleagues. The culture of the college is to continuously promote LGBT issues to the detriment of other protected characteristics. I feel if I raise that I am uncomfortable with certain workshops or terminology or promotion of this etc – then I would be classed as being discriminatory – and face consequences for that. Such is the “fascination” with this issue – it can appear difficult to have a different viewpoint.’
Male staff member, heterosexual or straight

Leadership and management
4.1 Perceptions of leadership and management

This section of the questionnaire asked respondents about their perceptions of leadership and management in the college sector, specifically, managers’ approachability, support, their commitment to equality, and the presence of role models.

Across all staff, managers were generally found to take equality and diversity issues seriously, to be ‘supportive’ and ‘approachable’, and staff reported having colleagues who they
considered role models. Staff also felt able to have an open and honest dialogue with their managers, however, managers were perceived to be less good at adapting their management styles to optimise the performance of their team members (see Figure 4.1).


strongly agree
strongly disagree
neutral



LGB staff, staff aged over 60, as well as disabled staff tended to rate leadership and management less positively than heterosexual staff, staff in the younger age groups, and non- disabled staff. The perception that managers were supportive was particularly low among LGB staff, staff in the oldest age group, and disabled staff (see Figure 4.2). 
strongly agree
strongly disagree
neutral




Female staff were significantly more likely than male staff to believe that their managers took equality and diversity issues seriously, although the difference in means was small. They also were more likely to consider their managers supportive and to agree that they had colleagues who they considered role models (see Figure 4.3).



Statistically significant differences between groups in all areas (p<0.05)


However, an analysis of the intersection between race or ethnicity and gender revealed that it was BME female staff, in particular, who reported having role models among colleagues, significantly more so than white female staff (a mean value of 3.9 out of 5.0 for BME female staff compared with 3.7 for white female staff ).

It was the reverse for white male staff and BME male staff (a mean value of 3.5 out of 5.0 for white male staff compared with 3.1 for BME male staff ).

Staff members’ length of service was also related to how positively respondents rated leadership and management irrespective of staff members’ age. The most positive ratings were among staff who had been employed at their college for between 1 year – 2 years, and least positive among staff who had been at their college for 9–10 years and over (see Figure 4.4). 







When elaborating on their perceptions of leadership and management further, female respondents, in particular, tended to differentiate between their experiences with direct line managers and members of senior management. While the former were generally found to be supportive, the latter were considered to be lacking in competence and accessibility:

‘While I feel that my line-manager is supportive and I can have an open conversation with him, I have little confidence in the senior management.’
Female staff member

‘My immediate line manager fulfils all these roles successfully however I am not sure that this applies to the department head.’
Female staff member

‘Line management good. Senior management bullying and incompetent – change staff conditions without thinking through consequences.’
Female staff member
‘My immediate line manager is approachable but above her there is no communication, especially listening or consultation with a group of highly experienced lecturers in our department.

No communication is sought and it is a “do as you are told” attitude with no respect shown for the many years of experience we have as a team. We are asked to evaluate our team given no time to do it and then no one pays any heed to what we say in self-evaluations.’
Female staff member

Some respondents explained their negative perceptions of management with reference to the merger, which was seen to have caused a shift in management style from ‘very supportive’ to ‘destructive’:

‘While in the past – pre merger – management were very supportive, the college culture is now one where bullying of staff is prevalent.

My manager is unsupportive and has, in the past, attempted to use bullying tactics towards me, though backed off when challenged.’
Female staff member

‘Until merger, I loved teaching in the college. … This has dramatically changed since merger to the point that I no longer enjoy working here and have become extremely disillusioned due to management cronyism, bullying and an overall toxic and destructive atmosphere.’
Male staff member

Several respondents also commented on managers displaying poor communication skills, leaving them feeling ridiculed and patronised in the work place:

‘I have been laughed at and ridiculed by my manager.’
Male staff member

‘I find my manager hard to communicate with, they do not listen properly and do not bring out the best of me. They will often go off on a tangent complaining about other staff and department instead of taking responsibility for any decisions affecting me.’
Male staff member

‘My manager has a very autocratic style of management which isn’t really the best way to get a happy workforce. Completely unapproachable. Also, one of the supervisors can’t be trusted with personal information, so can’t look at her as a role model.’
Female staff member

‘Management talk a good talk but they have difficulty in dealing with things that they cannot understand themselves, sometimes they seem to patronise, while trying to be positive towards individual situations. They seem to be reading from a pre-drafted script that has been issued. As long as they have asked the relevant questions and followed college protocol, then they have fulfilled what they must and covered their own back.’
Female staff member

In focus groups, female participants shared the perception that there was a ‘lad culture’ present, specifically among male senior managers. It also became apparent that the extent to which participants, irrespective of protected characteristics, rated senior management in a positive way was related to their effectiveness in dealing with problems, their physical presence on campus, and willingness to engage with all staff (see section 9.4).

Perceptions of leadership and management by contract type and contract mode

There were no significant differences in perceptions of leadership and management between full time staff, part time staff and staff on zero hour contracts. However, temporary staff perceived leadership and management significantly more positively than permanent staff in all areas (see Figure 4.5).


Statistically significant differences between groups in all areas (p<0.05)

Male permanent staff, in particular, found management significantly less approachable than temporary male staff (a mean value of 3.3 out of 5.0 for male permanent staff compared with 4.2 for male temporary staff). This difference in perceptions was also significant between female permanent and female temporary staff, albeit smaller, with a mean value of 3.4 out of 5.0 for female permanent staff compared with 3.7 for female temporary staff. 
4.1 [bookmark: _bookmark16]Perceptions of leadership and management among teaching and professional or support staff
Professional or support staff were overall more positive about leadership and management than teaching staff (see Figure 4.6). There were no significant gender differences. 


Statistically significant differences between groups in all areas (p<0.05) 

However, compared with disabled professional or support staff and non-disabled staff, disabled teaching staff reported that they felt significantly less able to have an open and honest dialogue with managers, and found that managers took equality and diversity issues less seriously and were less supportive (see Figure 4.7). 

Statistically significant differences between groups in all areas (p<0.05)
 
Similarly, teaching staff in the 30-59 and over 60 age groups felt significantly less able to have an open and honest dialogue with their managers, and found their managers less supportive and less approachable than professional or support staff in these age groups and teaching staff aged under 29 (see Figure 4.8).

Statistically significant differences between groups in all areas (p<0.05)

5 Recruitment	

This section of the questionnaire asked respondents to rate the level of perceived influence of a number of factors on their decision to take up their current post in the college sector. These factors included, among others, flexible working, distance from home to college, a diverse and inclusive working environment, salary and benefits, as well as staff networks within the college and an equality award or charter held by the college.



5.1 Factors that influenced staff in their decision to take up their current post

Across all staff, salary, benefits and distance from home to college were indicated as having had the highest level of influence on their decision to take up their current post. The influence of childcare facilities available near the college and staff networks within the college was rated the lowest, ranging from ‘not at all influential’ to ‘slightly influential’ (see Figure 5.1).



extremely influential
moderately influential
not at all influential





Female respondents were significantly more likely than male respondents to consider flexibility of working hours, distance from home to the college and a diverse and inclusive working environment when deciding whether to take up their current post. An analysis of the intersection between race or ethnicity and gender revealed that BME female staff rated distance from home to college, as well as salary and benefits, as significantly more influential compared with white female staff. Conversely, BME male staff considered salary and benefits significantly less influential than white male staff did (see Figure 5.2).
















Statistically significant differences between groups in all areas (p<0.05)

Staff networks (eg a women’s network or staff LGBTQ group) and an equality award or charter held by the college were given significantly more weight by BME staff, staff aged under 29, and LGB staff compared with white staff, staff in the older age groups, and heterosexual staff, in their decision to take up their current post (see Figure 5.3). LGB staff were also significantly more likely to consider flexibility of working hours (a mean value of 2.9 out of 5.0) and a diverse and inclusive working environment (a mean value of 2.8 out of 5.0) than heterosexual staff (2.5 and 2.4, respectively). 

moderately influential
extremely influential
not at all influential



For staff with caring responsibilities, the flexibility of working hours was more influential in their decision to take up their current post compared with staff without caring responsibilities. The same was the case for life-work balance offered by the college, and childcare facilities available near the college (see Figure 5.4).

There were no gender differences regarding these perceptions.

Statistically significant differences between groups in all areas (p<0.05)


5.2 Factors that influenced recruitment by contract type and contract mode

Temporary staff rated a number of factors significantly more influential than permanent staff with regards to their recruitment, in particular, flexibility of working hours and life-work balance offered by the college (see Figure 5.5).



*indicates statistically significant differences in responses between groups (p<0.05)



Flexibility of working hours was also rated higher by part time staff and staff on zero hours compared with full time staff, as was salary and benefits offered by the college (see Figure 5.6).



*indicates statistically significant differences in responses between groups (p<0.05)


There were no significant differences at the intersections between contract mode or contract type and the protected characteristics of respondents. 

[bookmark: _bookmark19]5.3 Factors that influenced recruitment by teaching and professional or support staff

Professional or support staff rated the flexibility of working hours, distance from home to college, a diverse and inclusive working environment, staff networks, the reputation for training and career development offered by the college, and an equality award or charter held by the college as significantly more influential in their decision to take up their current post than teaching staff (see Figure 5.7). There were no significant differences across gender and disability.



Statistically significant differences between groups in all areas (p<0.05)

There were, however, significant differences between teaching staff and professional or support staff by age concerning the influence of staff networks within the college on their decision to take up their current post. While professional or support staff in the youngest age group rated these networks significantly more influential than teaching staff, the reverse was the case for staff in the oldest age group. However, teaching staff in the 30-59 age group rated staff networks within the college as less influential than professional or support staff in that age group (see Figure 5.8).



Statistically significant differences between groups (p<0.05)



6 Disclosure of equality data
6.1 Levels of confidence among staff in disclosing equality information to their college

The survey also sought to examine how confident respondents were in disclosing equality information about themselves to their college, their levels of awareness of college policies informed by equality monitoring, and whether or not these differed by respondents’ protected characteristics.

College staff were overall quite confident in disclosing equality information about themselves to their college on all protected characteristics (see Figure 6.1).



confident
not confident
neutral

Female staff and staff aged under 29 were significantly more confident in disclosing their protected characteristics compared with male staff and staff in the over 60 age group. However, an analysis of the intersection between race or ethnicity and gender revealed that BME male staff were significantly less confident in disclosing their race or ethnicity than white male staff (a mean value of 3.2 out of 5.0 for BME male staff compared with 3.9 for white male staff). This gap was not present between BME female staff and white female staff.

Disabled staff were significantly less confident in disclosing equality information on all protected characteristics compared with non-disabled staff (see Figure 6.2), and, compared with heterosexual staff, LGB staff were significantly less confident about disclosing their sexual orientation (a mean value of 3.6 out of 5.0 for LGB staff compared with 4.0 for heterosexual staff ).
This gap was particularly pronounced among LGB female staff (a mean value of 3.4 out of 5.0) compared with heterosexual female staff (a mean value of 4.0 out of 5.0).

Statistically significant differences between groups in all areas (p<0.05)


6.2 Levels of awareness of college policies informed by equality monitoring


72.6% of all respondents stated they were aware of college policies informed by equality monitoring. The largest proportions of staff who stated that they were not aware of these policies were among BME staff (43.2%) and staff aged over 60 (34.2%).

Of the latter, the largest proportions of those who were not aware of these policies were among staff employed at their colleges for 5-6 years (46.2%) and 7-8 years (50.0%), while the lowest proportions were among those employed for 9-10 years (20.0%).

When asked to elaborate on equality information that respondents were not confident in disclosing, the largest number referred to mental health conditions. Reasons for not disclosing were predominantly based on a lack of trust in this information being treated confidentially and the fear that the information might negatively impact on careers.

‘Disclosed issues about my mental state and within 5 minutes my head of school knew about it even after asking HR to keep it confidential.’
Male staff member

‘Due to a lack of trust that information would not be held confidentially I would be concerned at disclosing any illnesses or disability which may impact on my employed status.’
Female staff member

‘I have had mental ill health for a number of years, I would not make that an issue as I know that it could be held against me by the management here.’
Female staff member

To address these concerns and promote trust in disclosure of equality information, respondents stated that management should receive appropriate training on legal and ethical practices in treating and processing equality data:

‘Ensure management have sufficient training and understanding of their responsibilities, to ensure they act within law, guidelines and ethics, to the best of their teams and the college as a whole.’
Female staff member


[bookmark: _bookmark22]‘Employ competent managers. Obey and implement legal duties rather than pay mere lip service. Send managers on meaningful and effective equality training programmes. Many managers are simply clueless when it comes to these types of issues.’
Male staff member


6.3 Disclosure of equality data by contract mode or type
There were no significant differences in levels of confidence in disclosing equality information between full time staff, part time staff, and staff on zero hour contracts.

Temporary staff were significantly more confident in disclosing information about themselves to their college than permanent staff on all protected characteristics apart from sexual orientation, where there were no significant differences (see Figure 6.3).

*indicates statistically significant differences in responses between groups (p<0.05)

6.4 Disclosure of equality data among teaching and professional or support staff

More than half of staff on zero hour contracts (52.1%) were not aware of college policies informed by equality monitoring, compared with 29.8% of part time staff and 25.0% of full time staff. This proportion was also larger among temporary staff (32.9%) than permanent staff (26.4%).


Professional or support staff were significantly more confident than teaching staff in disclosing information about themselves to their college on all protected characteristics (see Figure 6.4).
 

Statistically significant differences between groups in all areas (p<0.05) 
There were no significant differences between teaching and professional or support staff by age or gender. However, disabled teaching staff were significantly less confident in disclosing their impairment than disabled professional or support staff (a mean value of 3.3 out of 5.0 for disabled teaching staff compared with 3.9 for disabled professional or support staff).

A larger proportion of teaching staff (32.8%) was not aware of college policies informed by equality monitoring than professional or support staff (21.9%). The largest proportions of teaching staff unaware of these policies were among male staff, disabled staff and staff aged over 60 (see Figure 6.5).


7 Life-work balance and leave
7.1  Perceptions of life-work balance and access to leave


In this section of the survey, respondents were asked to evaluate their life-work balance and availability of maternity, paternity, adoption or parental leave and possibility to arrange leave for religious reasons or medical appointments.


College staff tended to agree that their travel time to work was reasonable, that their colleges had effective structures in place to facilitate maternity, paternity, adoption or parental leave, and that leave could be easily arranged for religious reasons or medical appointments. They agreed less that their share of work outside of work hours was workload proportionate, and that their managers supported flexible working (see Figure 7.1).

strongly disagree
strongly agree
neutral





Disabled staff, BME staff, staff aged over 60, and staff with caring responsibilities were significantly more likely to disagree that they felt able to strike the right balance between their work responsibilities and their home life or life outside of work, and that their share of work outside of work hours was workload proportionate compared with non-disabled staff, white staff, staff aged under 29, and staff without caring responsibilities (see Figure 7.2).
strongly agree
neutral
strongly disagree

Statistically significant differences between groups in all areas (p<0.05)


[bookmark: _bookmark25]With regards to leave, female staff and non-disabled staff were significantly more likely to agree that colleges had effective structures in place to facilitate maternity, paternity, adoption or parental leave than male staff and disabled staff, although the difference in means was small (mean values of 3.7 out of 5.0 for female staff and non-disabled staff compared with 3.6 for male staff and disabled staff).



7.2 Perceptions of life-work balance or leave by contract mode or type

Part time staff tended to view their life-work balance more positively than full time staff and staff on zero hour contracts in areas such as being able to strike the right balance between home life or life outside of work, managers supporting flexible working, and the working hours culture at their college (see Figure 7.3). 


*indicates statistically significant differences in responses between groups (p<0.05)


Similarly, temporary staff were significantly more positive than permanent staff about managers supporting flexible working (a mean value of 3.6 out of 5.0 for temporary staff compared with 3.1 for permanent staff) and their travel time to work being reasonable (a mean value of 4.0 out of 5.0 for temporary staff compared with 3.8 for permanent staff ). 
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7.3 Perceptions of life-work balance or leave among teaching staff and professional or support staff
Professional or support staff were significantly more positive about their life-work balance than teaching staff, particularly with regards to being able to strike the right balance between
work responsibilities and home life or life outside of work, managers supporting flexible working, their perceptions of the working hours culture at the college, and their share of work outside of work hours (see Figure 7.4).



Statistically significant differences between groups in all areas (p<0.05)


Female teaching staff felt least able to strike the right balance between work responsibilities and home life or life outside of work compared with male teaching staff, and male and female professional or support staff. On the other hand, male teaching staff and male professional or support staff found that there was more of a long working hours culture at colleges than female teaching staff and female professional or support staff (see Figure 7.5).

Statistically significant differences between groups in all areas (p<0.05) 

A number of teaching staff elaborated on their life-work balance further by directly comparing their experiences with professional or support staff, citing greater workloads and longer working hours, as exemplified by the following quote:

‘The non-teaching staff wouldn’t last for two seconds if they had to make the effort that some of the teaching staff have to make to keep this show on the road. Indeed, whenever the pressure has been applied they’re off on the sick. The only people who keep going – coming in early, working late, being constantly stressed out because classes happen whether the technology works or not – are the teaching staff.’
Male teaching staff


There were no significant differences in perceptions of life-work balance among teaching and professional or support staff by disability and age. 


[bookmark: _bookmark27]In focus: religion or belief

Very few open text survey responses discussed the experiences of staff who follow a religion or belief. Among the small number of respondents, comments included:

‘There does seem to be a suspicion centred on and around Christianity.’
Male staff member, Protestant

‘Anti-Catholic discrimination – no time to attend mass services during the day, particularly during Lent.’
Male staff member, Roman Catholic

483 survey respondents described their religion as ‘Church of Scotland’ and 255 respondents described their religion as ‘Roman Catholic’. Respondents shared very few comments on sectarian discrimination in the college sector, with comments on the perceived experiences of Roman Catholic staff equally positive and negative:

‘No Catholics in promoted posts – no males as role models in promoted posts.’

Female staff member, prefer not to say

‘Promotion and employment opportunities seem to be limited to Roman Catholics.’
Male staff member, no religion (including agnostic and atheist)

The group with the greatest number of respondents was staff with ‘No religion (agnostic or atheist)’, the option chosen by 922 respondents. Two respondents shared free text comments on their experiences as an atheist:

‘I treat all the same irrespective or religion. As an atheist I have no tolerance for ANY unfounded or illogical religion and the accepted tolerance, disruption and inconvenience this causes. The view of atheism is not taken into account by equality policy.’
Male staff member, no religion (including agnostic and atheist)

‘Religion gets “protected”, but atheism gets ignored. A silent majority, I suspect.’
Male staff member, no religion (including agnostic and atheist) 

[bookmark: _bookmark28]

8 Career development	
This section is organised into four sub-sections, examining
(i) whether respondents perceived some of their protected characteristics to have negatively affected their career to date,
(ii) the extent to which mentorship opportunities were available and valued in the college sector, (iii) respondents’ levels of information about promotion processes and criteria and promotion success rates, and (iv) career development and training opportunities available and taken up by respondents and whether this differed by protected characteristics.
8.1 Factors considered to have negatively affected career to date
College staff indicated that overall, the impact of protected characteristics on their careers had been low, ranging from ‘not at all’ to ‘slightly’ (see Figure 8.1). 

extremely
moderately
not at all



However, there were significant differences in how respondents rated certain protected characteristics within participant sub- groups:

BME staff, disabled staff, LGB staff, and staff aged under 29 and over 60 were more likely to consider their race or ethnicity, impairment, sexual orientation and age had ‘slightly’ affected their career to date compared with white staff, non-disabled staff, heterosexual staff, and staff aged 30-59, who were more likely to indicate ‘not at all’ (see Figure 8.2).

extremely
moderately
not at all





Further analysis revealed that, while gender and ethnicity did not make a difference on their own, significant differences were identified between white male staff and BME male staff, and white female staff and BME female staff, respectively. The gap was most pronounced among BME male staff (a mean value of 2.4 out of 5.0) compared with white male staff (a mean value of 1.2 out of 5.0).

Compared with male staff, female staff were significantly more likely to indicate that their caring responsibilities had negatively affected their career to date (a mean value of 1.7 out of 5.0 for female staff compared with 1.5 for male staff). LGB staff were also significantly more likely than heterosexual staff to find that their marital or civil partnership status had negatively affected their career (a mean value of 1.4 out of 5.0 for LGB staff compared with 1.1 for heterosexual staff).

[bookmark: _bookmark29]8.2 Mentorship	
A high proportion of respondents (49.3%) stated that they did not know whether or not a mentorship programme was available at their college. This proportion was particularly high among female staff (63.5%) compared with male staff (56.7%), and LGB staff (72.6%) compared with heterosexual staff (60.2%).

Out of 300 staff who responded to the question whether they had a formally assigned mentor to support and advance their career development, just 28.7% (n=86) indicated that they did, and found the mentorship programme on average ‘useful’.

However, some respondents highlighted a number of areas for improvement mostly with regards to expanding mentorship programmes for the benefit of a larger number of staff, implementing them early-on in a staff member’s career, and ensuring that mentoring was voluntary:

‘Our Mentor scheme is excellent on paper however it needs to be scaled up so that more people can access the support available. It’s like a small engine in a big car, there’s nothing wrong with it it’s just not big enough.’
Male staff member

‘It is very useful, my only concern was that it didn’t start until I had been in position several months and therefore did not support me at the beginning, which is when most support is really needed.’
Female staff member

‘I am sure that it works, just didn’t for me. I feel that you should only be a mentor if you are willing to be one, not forced into it.’
Male staff member

8.3 Promotions
Comparable proportions of male staff (42.1%) and female staff (40.8%) responded that they had been encouraged or invited to apply for a promotion or for a post at a higher grade throughout their career in the college to date. The difference in proportions was particularly pronounced among white staff (41.4%) compared with BME staff (25.0%).

Out of all staff who applied for a promotion or a post at a higher grade in the past five years, female staff had had a higher proportion of successful applications (58.2%) than male staff (51.3%). The difference in proportions of successful applicants was most pronounced among disabled staff (48.4%) compared with non-disabled staff (57.6%), and staff in the 60-65 and over age group (36.4%) compared with staff aged 30-59 (57.8%).

Staff indicated that they were generally ‘poorly informed’ about college promotion processes and criteria, and levels of information varied significantly by gender, disability and age (see Figure 8.3).
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Staff generally noted very limited opportunities for promotion at their colleges, and a lack of information and advice provided about the promotion process:

‘While I am familiar with promotion criteria, I am at odds to explain the processes, particularly those which are at odds with my personal and professional ethic.’

[bookmark: _bookmark30]Female member of staff

‘The college does provide training for some teaching subjects but much of that I have to do myself. However there was no training or advice given about their selection process for promotion except to the 2 individuals they wanted to get the jobs. Those of us who were there to make up the numbers were not given any advice.’
Female member of staff

‘I do not expect that promotion is a realistic hope and that my only opportunity for career development or promotion is to move to another college or university. This is unfortunate, as I really enjoy my work and like the working environment.’
Male member of staff

One respondent stated that part time staff and disabled staff were particularly disadvantaged in this process:

‘Very few promoted opportunities for part time workers. Very few promoted opportunities for disabled workers. Often disabled workers decide to work part time to manage conditions so no real structure in place to offer part time more responsible roles.’
Female member of staff

8.4 Career development opportunities
Disabled staff and BME staff were significantly less positive about career development and training opportunities available at their college compared with non-disabled staff and white staff (see Figures 8.4 and 8.5). In particular, BME staff reported being less encouraged than white staff to undertake informal activities that contributed to their career development, that they had fewer opportunities to serve on departmental or college committees, and found their job reviews were less useful than white staff (see Figure 8.5)

Statistically significant differences between groups in all areas (p<0.05)


*indicates significant differences in responses between groups (p<0.05 level)

[bookmark: _bookmark31]
Female staff found their job reviews significantly more useful than male staff (a mean value of 3.0 out of 5.0 for female staff compared with 2.8 for male staff). They were also significantly more likely to consider that any training they undertook would benefit their career progression compared with male staff (a mean value of 3.2 out of 5.0 for female staff compared with 3.1 for male staff).

74.4% of all staff indicated that they would like to continue a career in their current field within the college. The protected characteristic groups with the highest proportions of respondents who did not want to continue working in the college sector were among staff aged over 60 (16.1%), LGB staff (14.3%), male staff (13.7%) and disabled staff (11.6%).



8.5 Perceptions of career development by contract type or mode

A vast majority of staff on zero hour contracts (81.3%) did not know whether or not a mentorship programme was available at their college compared with full time staff (57.5%) and part time staff (68.5%).

This gap was less pronounced between permanent staff and temporary staff: 60.1% of permanent staff did not know whether or not a mentorship programme was available at their college compared with 69.2% of temporary staff.

Just 21.3% of staff on zero hour contracts had been invited or encouraged to apply for a promotion in their career, compared with 29.9% part time staff and 46.3% full time staff. Similarly, the proportion of temporary staff (24.8%) who had been invited or encouraged to apply for a promotion was significantly smaller compared with permanent staff (43.2%).

Staff on zero hour contracts were also least aware of their colleges’ promotion processes (a mean value of 1.9 out of 5.0) and criteria (a mean value of 1.8 out of 5.0), compared with full time staff and part time staff, whose levels of awareness were still low, however, at ‘poorly informed’ (2.0).

There were no significant differences in levels of awareness of promotion criteria and processes between permanent and temporary staff, who indicated that, on average, they were both ‘poorly informed’ (2.0).



Staff on zero hour contracts tended to be significantly less positive about career development opportunities at their college, compared with full time staff and part time staff. This was particularly the case with regards to having the opportunity to serve on departmental or college committees (a mean value of 3.0 out of 5.0 for staff on zero hour contracts compared with 3.4 for full time staff and 3.2 for part time staff).

Permanent staff found themselves more encouraged to pursue career development than temporary staff, but valued their training opportunities and job reviews less than temporary staff (see Figure 8.6).

*indicates significant differences in responses between groups (p<0.05) 
The largest proportion of staff who did not want to continue working in the college sector was among part time staff (11.9%) compared with full time staff (10.3%) and staff on zero hour contracts (4.2%).

A larger proportion of permanent staff (10.9%) indicated that they did not want to continue a career in the college sector compared with temporary staff (6.2%).

8.6 Perceptions of career development among teaching staff and professional or support staff

A larger proportion of professional or support staff did not know whether or not a mentorship programme was available at their college (69.7%) than teaching staff (56.9%). This proportion was particularly high among female professional or support staff (71.5%) and disabled professional or support staff (72.4%) compared with female teaching staff (58.3%) and disabled teaching staff (53.5%).

The proportions of professional or support staff and teaching staff who had been invited or encouraged to apply for a promotion in their career at the college to date were comparable at 40.1% for professional or support staff and 39.0% for teaching staff.
There were no significant differences in proportions by gender and disability.

Both professional or support staff and teaching staff considered themselves on average ‘poorly informed’ about college promotion processes and criteria (mean values of 2.3 out of 5.0 in both cases).

However, professional or support staff were on average more positive about career development opportunities at their colleges than teaching staff, particularly with regards to finding training opportunities relevant to their role, being confident that any training they undertook would benefit their career progression, and finding their job reviews useful or valuable
(see Figure 8.7).



Statistically significant differences between groups in all areas (p<0.05)


A larger proportion of teaching staff (13.3%) reported that they did not want to continue working in the college sector than professional or support staff (7.6%). This proportion was particularly high among male teaching staff (15.5%) compared with male professional or support staff (12.2%) and female teaching staff (11.8%). A significantly larger proportion of disabled teaching staff (14.8%) reported that they did not want to continue working in the college sector than disabled professional or support staff (7.9%).

9 [bookmark: 9_Equality_in_colleges_in_Scotland:_focu][bookmark: 9.1_Introduction][bookmark: _bookmark33]Equality in colleges in Scotland: focus group findings

9.1 Introduction

ECU conducted six focus groups in May 2017 with 26 staff members working for colleges in Scotland. Participating colleges circulated, via email, an invitation to all staff to attend focus groups that matched the following protected characteristics: female, male, under the age of 29, over the age of 50, BME and disabled. ECU organised focus groups for specific protected characteristics so that participants would feel, as far as possible, able to discuss their personal experiences of equality in the college sector. In instances where focus group participants were eligible to attend more than one group, participants were invited to attend the group of their choice. Although each focus group invited participants that shared one common protected characteristic, participants were encouraged to think beyond the common characteristic and discuss equality issues at their college more broadly.

Focus groups were intended to further explore key themes and findings that had emerged from the online survey. The decision to only run focus groups for gender, age, disability and race and ethnicity reflected findings from the online survey, previously discussed in this report, which demonstrated specific equality and diversity issues for staff members with these protected characteristics.

Participants acknowledged that their perceptions and experiences were specific to their own departments, faculties and campus and were not necessarily representative of the college sector as a whole. However, as focus groups were conducted at different geographical locations, several recurring themes emerged that both supported and challenged findings from the sector survey.

[bookmark: 9.2_Equality_and_discrimination_in_the_c][bookmark: _bookmark34]The composition of focus groups participants was not representative of Scottish college staff as a whole but instead presents a cross-section of views. Furthermore, as participation was voluntary, the use of focus groups to explore issues related to equality, diversity, bullying, harassment and discrimination may have excluded potential participants who would feel uncomfortable sharing experiences in a group. This was also highlighted by one of the participants:
 ‘There are other people that may not be able to come out and speak. We shouldn’t assume that they are not there. That somebody didn’t speak, that doesn’t mean he’s not there. He may be scared, he may feel, “If I speak, I may lose my job, or if I speak, I might be maltreated or so on.”’
BME respondent #1

However, prior to the organisation of focus groups, all college staff had an opportunity to anonymously share their perceptions and experiences of equality issues in the online survey. Focus groups were therefore intended as a means to unpack and expand upon the key themes and personal experiences previously shared by survey respondents. This may partly explain differences in the views of focus group participants and online respondents, with the latter feeling more able to share personal perceptions and experiences without fear of reprisal.



9.2 Equality and discrimination in the college sector

Focus group participants agreed that instances of direct discrimination in their college, related to a person’s protected characteristics, were rare. Of the 26 participants, two shared personal experiences of direct discrimination, which they believed was because of their gender and age. Most participants described their experiences of equality and discrimination at their college as generally positive:

‘I worked in several colleges and I chose this one to stay in because I felt it was a fair environment to work in, and I’ve been here 19 years, and I’d generally say my experiences are positive.’
Respondent over the age of 50 #8

Participants expressed greater concern about instances of indirect or unconscious discrimination. In particular, participants highlighted the indirect effect of college policies on staff with certain protected characteristics, such as staff under the age of 29 on fixed term contracts, and other subtle ways that discrimination can manifest in the college:

‘I don’t think I’m discriminated against based on any of my protected characteristics, and I actually don’t think there would be many that would think it’s direct discrimination because of that… There’s certain categories that, like anything, more a proportion of X will be more affected.’

Respondent under the age of 29 #3



 ‘I don’t think with any kind of deliberate, you know, racism or sexism or whatever. I think it’s maybe more the kind of unconscious bit.
You know, somebody says something, you go, ‘Did you just say that?’ and, ‘Say what?’’
Male respondent #6

‘I wouldn’t say it was directly discrimination but I really felt that there was no point me applying because I don’t think I would have been given that role. So I do think there is a kind of sub-culture there
that it’s not quite obvious, it’s hard to evidence but it gives you that feeling.’
Respondent who disclosed as disabled #2

On the subject of equality and discrimination, differences were apparent between participants in the male and female focus groups. Unlike in the online survey, in which male respondents found their college less committed to promoting equality and diversity across all aspects of their work, participants in the female focus group were more critical of their college’s existing equality policies (see section 3.2). As illustrated by these two female participants, some staff perceived a gap between their college’s rhetoric of equality and the enactment of these policies in reality:

‘I think you see people at any event surrounding equality, and sometimes it’s the very people who need to change that don’t recognise they need to change. So that’s very, very difficult. It’s, ‘Oh, no, I’m, like, quite open-minded’, but you think, ‘You’re the least
open-minded person that there is’, and then you know by the virtue of some of the things that they’re saying, that the practice is unequal and discriminatory.’
Female respondent #4

‘I’ve found that although we’ve got policies and procedures in place and we’re pretty good at talking the talk when real push comes to shove, we’re not very good at it, and we don’t apply the equality ethos that we purport to have in practice as well as we ought to.
I mean, when things get serious. I think on kind of top surface level, and as long as everything’s tickety-boo and you know you’re ticking along in your own job and everything’s fine, but when things start to go wrong, I think that’s when we fall down on equality issues.
And actually, that’s the point at which we should really kick it up a gear, but we don’t.’
Respondent over the age of 50 #2

Two female participants believed they had been treated unfairly by colleagues because of their gender or age; whereas no participants in the male focus group expressed this belief. This contradicted findings from the online survey, in which a larger proportion of male staff did not feel that they were treated fairly (17.9%) than female staff (13.9%) (see section 3.2). Furthermore, participants in the female focus group were the only group to discuss perceptions and experiences of direct discrimination:

‘I think the fact that I’m female and my age goes against me. I know for a fact, if the CQM [Curriculum Quality Manager] job comes up and I applied for it, I would never be entertained for it. I know that.’
Female respondent #2

More broadly, participants in the male focus group spoke about equality in terms of policies and procedures; whereas participants in the female focus group tended to discuss equality in terms of experiences, encountered by themselves or close colleagues.

Participants also questioned whether their college applied the same focus to equality issues among staff as it did for students:

‘I’m not saying they’re not doing anything, I’m just saying I’m not sure if they’re as active with the staffing side as they are with how we use it for students.’
Respondent over the age of 50 #1

In conclusion, focus group participants agreed that instances of direct discrimination were rare but expressed concern over indirect and unconscious discrimination. Female participants were more critical of their college’s ability to transform words into actions and more willingly shared experiences where they had felt discriminated because of their gender or age. More broadly, female participants spoke about equality in terms of lived experiences, whereas male participants discussed policies and procedures related to equality (see section 9.3). 

9.2.1 In focus: age and experience
16.6% of survey respondents over the age of 60 did not feel treated fairly at their college compared with 6.7% of respondents aged under 29 (see section 3.2). To some extent, this finding mirrors conversations in the under 29s focus group, with participants not perceiving themselves as directly disadvantaged because of their age:
‘Everyone’s been quite welcoming. I was kind of apprehensive just being, like, significantly the youngest member of my team, but so far everything’s been fine.’
Respondent under the age of 29 #2
‘It really is about the equality of protected characteristics. I think there is such a huge focus on that. Why shouldn’t the focus be on equality of everybody’s rights and how everyone’s treated? I think more so people with protected characteristics are maybe guarded more in a way, so I don’t know. I don’t know if that should be the focus.’
Respondent under the age of 29 #1
As the quote demonstrates, participants in the under 29 focus group argued that protected characteristics should not distract from the wider need for equality for all staff members, including staff with less legal protections (ie fixed term employees). Rather than feeling directly disadvantaged because of their age, participants under the age of 29 noted the effects of indirect discrimination on younger staff, such as the likelihood that they would not be on a permanent contract:
‘It doesn’t take a genius to work out people in a sector are more likely to be under a certain age, so therefore if they’re being put on these contracts, so it’s going to disproportionately affect younger people, more likely women who have maybe left, because they’re looking for people with industry skills… we’ve got someone who’s come in and a mother, had her career but now looking for a more stable job and so, again, statistically, they’re more likely to be on these sort of not-so-great contracts. They’re not, they’re rubbish contracts, actually.’
Respondent under the age of 29 #3


This participant, under the age of 29, recognised the greater experience that came with age and doubted that preferential treatment of older staff related to discrimination:
‘I think, given experience, we see lecturers who are older and have more experience are given more projects and work, but I think it’s just because they’ve done it before and they have the knowledge.’
Respondent under the age of 29 #1
And continued:
‘I think in terms of protected characteristics and age, I don’t know if it’s age or if it’s just lack of experience, I think, you know, maybe in what I’ve seen, it is a lack of experience, you know, and what you know academically and how far you’ve travelled in that respect, but also how long you’ve been doing it, so I don’t know if by age we miss out on anything or if it is on merit.’
Respondent under the age of 29 #1
Likewise, other participants noted that with age came an increased sense of confidence to deal with bullying, harassment and intimidation:
‘As I’ve got older, I’ve had more guts to maybe stand up for myself a little bit more… everybody’s your equal and regardless of they’re here in management or there, you should still be able to be approachable and speak to them.’
Female respondent #5
‘As you get… and I’ll just this loosely, longer in the tooth, anyway, you know, like all of you have been through the things, you lose your fear. When I was young, which was only three or four years ago – maybe five – I would have been reticent because I would have protected my family and my wife and my way of living. But at the other end, I mean, I retired. It doesn’t matter, they can do what they want with me tomorrow, I’ll survive, as the song goes. But you have that courage.’
Male respondent #2

9.3 Reporting bullying, harassment and discrimination

Several participants in the female focus groups highlighted concerns about the processes for reporting bullying, harassment and discrimination at their college; whereas only one participant in the male focus group made similar observations.

Male focus group participants shared generally positive perceptions of the reporting processes in place at their college, although most admitted that they had no direct experience of reporting a complaint:

‘If I felt really strongly about something, I would be reporting it, right, no matter what it was. I would be going to the appropriate people… I’ve never seen anybody that couldn’t go and speak to someone if they had a real, strong issue.’

Male respondent #3

‘Discrimination, basically, where I am is stamped on right away.’
Male respondent #7

‘Procedures are available to everybody on the intranet, and I think in terms of this, a lot of its common sense, you know, I mean, it’s how you interact and deal with other people and respect other people, and if you follow almost like a sort of natural code of ethics, if you like, then you shouldn’t really run into any problems, and the processes and procedures are quite clear as to what you can and can’t do.’
Male respondent #1

For the male participants, their college presented a clear and robust system for reporting. These views differed from participants in the female focus group, many of whom had first-hand experiences of reporting instances of bullying or harassment and concerns over how this was handled:

‘I wouldn’t be confident in reporting… And I also do think it would impact on your ability to progress, because I think your card would be marked.’
Female respondent #4

‘I was bullied, but by a woman… I mean, I’m quite a strong person, but the way I was being treated, I wasn’t happy with it, but I went to HR and that’s the last I heard of it. I just had to put up with it.
I was moved from the office.’
Female respondent #5

 ‘Well, I just reported … just a few months ago, I was giving
a presentation in a school and a heckler in the crowd. Well, it was really, really difficult because then he came back after the presentation and started bullying me again, and then I started, and then somebody from the college came to my aid and helped me, and then he had a go at her as well. I did report him… No, no, no, it was a parent. But I reported it to my [Unintelligible: 00:19:47].
Didn’t do anything about it.
Female respondent #3

To strengthen the likelihood that their complaint would be dealt with appropriately, this participant shared a strategy she had adopted:

‘You shouldn’t have to be, like, a detective keeping files, but you feel you’ve got to, just for your own back.’
Female respondent #2

Participants in the under 29s focus group particularly highlighted an unwillingness to report because of fears of reprisal. There was a consensus among participants that staff on fixed term or hourly contracts would be less willing to vocalise concerns because their line manager and an HR representative may be present on any future interview panels:
‘If you had any queries that you’d want to bring up with HR, HR come to any interview you’re going to have. You wouldn’t want to say anything that would upset them or challenge them if you go for an interview and then they’re on the panel. That’s a bit of an awkward one. I mean, I’ve never had it, but I can imagine that would be something that would be quite awkward.’
Respondent under the age of 29 #1
‘Would you want to bring up issues to your line manager if they’re going to be on that [interview] panel, HR if they’re going to be on that panel? Senior managers, if they’re going to be on that panel? It’s great having a panel for objectivity, but you probably wouldn’t.’
Respondent under the age of 29 #3
‘I think that I would go along the lines of no, I wouldn’t, but then is that because I’m not permanent and then I fear that it would have consequences for that, perhaps?’
Respondent under the age of 29 #1
For some college staff on temporary contracts, the potential damage to job security outweighed any benefits of reporting:
‘If you’re not in that trade union and you’re in another area and you’re on a temporary contract, or there’s questions about your hours, I think there are people who do feel, like anywhere, if your job is a bit, and you have to pay the bills and you don’t feel you have the support, you probably would be slightly worried about reporting that.’
Respondent under the age of 29 #3
In conclusion, participants from the male focus group expressed a more positive attitude towards their college’s reporting processes, although the group also had less direct experience of lodging a formal complaint. Participants in the under 29s focus group were also critical of reporting processes and expressed particular concerns over the risks of reporting for staff on fixed term or hourly contracts. 

9.3.2 In focus: disability and disclosure
Participants commented on an increase in the numbers of students disclosing as disabled, in particular mental health problems and additional learning needs. Participants explained that colleges have acted to address these challenges, however support for staff was progressing at a slower speed:
‘We had one very long ongoing case which had a couple of equality elements in, race and disability, and that was incredibly poorly handled. There was absolutely no account taken of cultural issues and cultural differences, and when we raised it and said, “You know, you need to take account of the fact that this is coming from somebody with a different cultural background, it was like, “Tough, don’t want to know”.’
Respondent over the age of 50 #2
Likewise, all participants in the disabled focus group explained that they had previously chosen not to disclose their disability to HR:
‘I haven’t identified as a disabled person when I started working and I’d only recently disclosed that information.’
Respondent who disclosed as disabled #2
‘I think in my experience… I identified as having a disability and I don’t have it recorded that I do.’
Respondent who disclosed as disabled #1
As this participant explains, a lack of confidence in HR systems may explain staff members’ unwillingness to disclose personal information:
‘We’ve had a person who used to work for us who had mental health problems. They didn’t disclose it and then they started work and it was… they maybe only worked a four-day week or they couldn’t start work on a Monday because it was a Monday, and lots of things like that, so if that was declared at the beginning, then there’s no way they would have been offered probably a job to do with that. And that’s wrong with the system, but that’s just why people feel they have to hide things, don’t they?’
Respondent over the age of 50 #1
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9.4 Interactions with senior management




In May 2017, when focus groups were conducted, some college staff were taking part in strikes related to pay and conditions.

Although these concerns came up in focus group discussions, only points related to equality and diversity are reported here.

Findings from the online survey showed that women, more so than men, thought that managers took equality and diversity issues seriously (see section 4.1). Female respondents also rated more highly the statement ‘my manager is supportive’ and were more likely to agree that they had colleagues who they considered role models (see section 4.1). These findings did not match the experiences and perceptions discussed in the focus groups. In particular, participants in the female focus group commented on the existence of a ‘lad culture’, among some senior managers, and understood this as a hangover from previous generations:

‘When you see some of the people that I am thinking about interacting with, with each other, it’s very laddish. I think they sit and give a bit of this and that to each other, which they wouldn’t do with female colleagues.’

Female respondent #4

‘It’s just, like you say, the lads culture, you know, and this is how it was done and unfortunately, you know, he was taught in the 80s and 90s as a student there and then got a job.’
Female respondent #5

While discussing ‘lad culture’ among senior managers, this participant contrasted her experiences of senior management against positive experiences of working with men at similar levels to herself:

‘I work a lot with the engineers, so 100% of them are men, and to be honest, I’ve not had any confrontation or anything. You know, well, you would expect because they’re engineers and guys in boots and boiler suits and things like that, and they’re completely different to the management side of things, which is not what you would expect in a way.’
Female respondent #5
9.4.1 In focus: experiences of masculine language
This female participant was hesitant to discuss her gender as a protected characteristic:
‘I suppose you can’t call being female a protected characteristic, but – ’
Female respondent #2
Female participants drew particular attention to the language used by some male staff and its effect upon them:
‘It’s the way they speak to you, I think, sometimes. Very dismissive. I’ve often had that waved in my face, and, you know, they’ve still got their hands, luckily for them. But, “Not just now,” or, “Do this. Well, because I said so.” Just things like that. We never speak to nobody like that. I was brought up never to speak to anybody like that.’
Female respondent #2
‘I’ve got a little bit more confidence now, and I said, “Excuse me, but you need to stop swearing. I’m not comfortable with it, you know. I’m the only female in here,” my boss was there as well, and he was standing, giving me the thumbs up and on you go, but
I just thought, you can’t speak to people like this… it wasn’t necessarily at them, but it was just in a general conversation and it just wasn’t pleasant.’
Female respondent #5
Both male and female participants were particularly critical of senior managers who they saw as ineffective, having failed to address an issue once it was raised, or absent:
‘There are issues that have been raised before and I get frustrated because the management didn’t do anything about it.’
BME respondent #1
‘We maybe don’t see much of our curriculum leader. We’re actually doing his job for him, but we’re not getting the financial reward.’
Male respondent #7
‘I don’t think the students know who the senior management are, they haven’t met them, they haven’t seen them. There’s a couple of times I’ve been in a lift with the Principal and I didn’t initially know that that’s who she was, you know, there’s not a lot of visibility.’
Respondent who disclosed as disabled #2

9.5 Career progression


As these quotes indicate, staff were particularly critical of ‘invisible’ senior managers. In contrast, participants gave particular praise to senior managers who engaged with the entire workforce when on campus:
‘Well, I [think] they’re becoming more approachable.’
Male respondent #3
‘The last principal… he would be very visible… if you were sitting at coffee, he would just sit down with you and join in a conversation.’
Female respondent #1
‘He’s very approachable as well… he is somebody who would sit at that meeting and just, yeah, speak to you, and speak to anybody.’
Female respondent #4
In conclusion, participants commented on the continuation of a ‘lad culture’, specifically among senior managers. Participants’ positive and negative perceptions of senior managers related to their effectiveness in dealing with problems, their physical presence on campus and willingness to engage with all staff.

Participants noted that staff on fixed term or hourly contracts felt unable to fully commence, let alone progress, in their careers at the college. For example, participants noted the difficulty for hourly or fixed term employees to access training and learning opportunities. This issue was particularly pronounced for participants in the under 29s focus group:

‘My first aim was to get permanent work and then full-time work, being honest. It wasn’t about career development as such. It was just allowing me to things like have a permanent salary for a mortgage.’
Respondent under the age of 29 #3

‘Yeah, that’s also where there’s lack of opportunities. I’d like to complete a Masters and I can’t because I’m not permanised, where others in the department have had a Masters, done their PhD and looking to go on to another Masters. That doesn’t appear fair.’
Respondent under the age of 29 #


Participants agreed that opportunities to progress your career in the college sector had reduced in recent years and primarily attributed this change to cuts in college funding.

These participants explained that, due to a lack of money, staff were expected to take on the work previously done by several members of staff:

‘I think the college is the skintest it’s been in a very long time.’
Male respondent #6

‘There’s not a huge amount of opportunity to go forward without potentially somebody retiring or becoming ill that they can’t do their job. As you say, it’s pretty flat, and it could be a little frustrating at times… You probably have things to offer, but you can’t go and do that. You make the best and do the things that you can, but
I think there is barriers to where you can go.’
Male respondent #2

Unlike participants in the under 29s focus group, participants in the over 50s focus group were generally positive about the provision of training at their college:

‘I came from a private organisation before I worked at [college redacted], and I actually really appreciate the CPD opportunities that are available.’
Respondent over the age of 50 #6

‘I did courses without remitted time, but I didn’t ask for remitted time. I was more than happy to do them because they paid for them and I was happy to put in the time to do it, and I felt I was in a good spot getting my courses paid for, I mean, because I’ve never had that in my life before.’
Respondent over the age of 50 #8

In conclusion, participants raised progression issues for staff on fixed term or hourly contracts and their limited opportunities to access training that develops their skills. This problem relates to an overall perception among college staff that budgets are extremely tight, which has resulted in the ‘delayering’ of staff and an expectation that some staff will not be replaced when they leave. 

9.6 Collaborative working across departments and campuses

Between 2011 and 2014, the number of further education institutions in Scotland decreased from 37 to 20. As the quote below notes, focus group participants were conscious of the challenges that came from merging multiple colleges and campuses into a single unit. However, some participants also expressed the view that the situation had improved:

‘The difficulty that senior management have is that they have this huge big dragon of a college and it can’t be tamed.’
BME respondent #2

‘I think it’s taken time from merger to iron out all the rough sort of points, but I think it’s getting better.’
Male respondent #1

Participants noted that although cross-campus working can pose logistical problems, such as the time it takes to travel between sites, it can also bring benefits:

‘Logistically it’s a nightmare, because you have to get up in the middle of the night, it feels like sometimes, but that’s nothing to do with it. But I think it’s been a benefit certainly to meet and work closely with the team, definitely.’
Female respondent #1

‘I like seeing how other cultures work, and they’re completely different to the way that we did things here, so it’s been good for that, because we’ve been able to show them things…’
Female respondent #2
9.6.1 In focus: student and staff diversity
This participant expressed annoyance at what she perceived as a lack of representation among college staff:
‘I don’t think the staff is very representative at all, you know, if you took an average 100 people… and you took 100 members of staff, it wouldn’t match at all across any of the kind of sectors you were talking about, it just isn’t representative at all, there’s more males. I think everybody is white.’
Respondent who disclosed as disabled #2
As this participant explained, a diverse workforce would expose young people to college staff from different backgrounds and show that jobs, such as lecturer, were open to everyone:
‘I would like to see more black people but you know, with regards to the society that we live in, you know, the situation is that I personally have always felt like a lone person doing what I’m doing… I think sometimes when I go into to schools and various things like that, not that I see myself as any sort of ambassador or anything like that but you know I suppose to encourage a more multi-ethnic demographic within the college sometimes starts from young people seeing lecturing staff that are like them.’
BME respondent #2
In particular, this participant highlighted the misleading representation of students and staff in college publications:
‘I don’t know if there’s something about the marketing that needs to be looked at. I certainly feel this for students and I wonder
if staff are more representative, it would be the case, a lot of our leaflets come out, they have pictures on them that don’t look like our students… why not use pictures of real staff and real students and then I think that would be more representative
I think.’
Respondent who disclosed as disabled #2
However, this participant went on to express her annoyance that, because of the different sizes of the two campuses, the views of her campus were regularly overlooked or ignored:
‘Although I have found it’s [college redacted] way or the highway when it comes to assessment dates, when it comes to changing their minds at the last minute, we’ve got to just go along with what they say. They’ve got the final decision really in the important things.’
Female respondent #2
Working across multiple campuses could pose specific problems for staff with mental health conditions, as this staff member noted:
‘I think certainly a few equality issues to do with mental health.
I think I’ve been expected to work in three, four possibly different work environments with different people, I think that’s got
a huge impact on people’s support network which I think can then have a bigger impact on people that require a strong support network.’
Respondent who disclosed as disabled #2
Focus groups also discussed collaborative working across departments. Participants explained that the effectiveness of cross-department working depended on specific contexts and varied across their college:
‘There’s good communication with your department because
I get it quite regularly, and if there is anything, it’s there and then, but the other places, it can be slow.’
Male respondent #7
Overall, participants saw the potential of working collaboratively with colleagues across departments and campuses. Cross-campus working has created logistical problems for some staff, such as the requirement to travel long distances, and was viewed negatively when the decision of one campus regularly took precedent over another campus.

Participants also discussed collaborative working between departments, which varied according to individual contexts. 

9.7 Suggestions from the focus groups

Focus group participants shared a number of recommendations for how to improve equality and diversity in Scottish colleges.

These included:
= Allocate time for team-building activities when students are not at the college. This might include all-staff activities such as coffee mornings.
= Expand access to management training for all staff.
= Create senior lecturer positions with specific time allocated for extra responsibilities that develops staff and the college. This position would offer staff a stepping-stone to more senior positions.
= Improve access to training and development opportunities for all staff, particularly those on lower pay grades or without easy access to the college email system.
= Train line managers to better deal with instances of bullying, harassment and discrimination when they arise, rather than escalating to senior management.
= Streamline information and guidance on the staff intranet related to reporting bullying, harassment and discrimination.
= Implement mechanisms for providing bottom-up feedback on line managers and senior management.
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10.1 Key findings from the staff equality survey and focus groups
College culture
= Overall, survey respondents found the college sector committed to promoting equality and diversity, were aware of colleges’ equality and diversity policies, and felt that they worked in an inclusive environment (see Figure 3.1).
= However, these perceptions differed significantly by job roles: professional or support staff tended to be significantly more positive about their work culture than teaching staff, and,
in particular, female teaching staff (see Figure 3.7), disabled teaching staff (see Figure 3.8), and teaching staff in the over 60 age group (see Figure 3.10).
= In focus groups, there was a general consensus that, in terms
of equality and discrimination, the situation at Scottish colleges had generally improved. However, problems related to indirect discrimination persisted (see section 9.2).
= Focus group participants also saw potential in working collaboratively with colleagues across departments and campuses. However, cross-campus working had created logistical problems for some staff, such as the requirement to travel long distances, and was viewed negatively when the decisions of one campus regularly overtook precedence over another campus (see section 9.6).
= Many respondents expressed a lack of trust in college procedures with regards to making a formal complaint about bullying or harassment without fear of ridicule or reprisal (see section 3.1).
This lack of trust was based on previous, negative experiences of reporting. Focus group participants in the under 29 age group also voiced the concern that there might be a risk in reporting for staff on fixed term or hourly contracts, namely that they would not be able to continue working at the college or progress onto a permanent contract if their record was ‘marked’ by reporting (see section 9.3).

Perceptions of fair treatment

= Compared with non-disabled staff, disabled staff experienced greater levels of inequality across all aspects of working life (see Figure 3.4 and 3.9), and had the highest proportion of staff who did not feel treated fairly in the work place (22.5%).

= Among BME staff there was more of a perception that race or ethnicity affected fair treatment in areas such as recruitment and selection, allocation of desirable or sought after tasks or roles, support from management, representation in senior positions, and promotion decisions than among white staff (see Figure 3.3).
= Female survey respondents were, overall, more positive about all aspects of working life than male survey respondents, and a smaller proportion of female staff (13.9%) reported that they
felt that they were not treated fairly in the work place than male staff (17.9%) (see section 3.2).
= However, in focus groups, female participants more willingly shared experiences where they had felt discriminated against because of their gender or age than male participants. More broadly, female participants spoke about equality in terms of lived experience, whereas male participants discussed policies and procedures related to equality (see section 9.2).
= A number of heterosexual survey respondents believed that LGB staff received ‘preferential treatment’ through perceived positive discrimination and an LGB ‘agenda’ pursued in the college sector. However, LGB staff themselves reported negative experiences in the work place, such as being the target of ‘patronising’ language and not having LGB role models (see section I).
= Very few survey respondents shared perceptions and experiences with explicit reference to their religion or belief. These tended to focus on perceived discrimination of both Protestant and Roman- Catholic staff as being considered ‘suspicious’ by colleagues and unable to attend mass services due to timetabling, and being disadvantaged in promotion decisions as well as employment opportunities (see section II).

Leadership and management
= Survey respondents generally found their managers to take equality and diversity issues seriously, to be ‘supportive’ and ‘approachable’, and reported having colleagues who they considered role models (see Figure 4.1).
= The perception that managers were ‘supportive’ was particularly low among LGB staff, staff in the over 60 age group, and disabled staff (see Figure 4.2).
= While female survey respondents tended to rate leadership and management more positively than male respondents, in focus groups, female participants highlighted the problem of ‘lad culture’, specifically among senior managers. This was understood as a hangover from the past that had not yet been eradicated (see section 9.4).
= More broadly, participants’ positive and negative perceptions of senior managers related to their effectiveness in dealing with problems, their physical presence on campus and willingness to engage with all staff.

Life-work balance and leave

= Female staff were more likely to agree than male staff that colleges had effective structures in place to facilitate maternity, paternity, adoption or parental leave, however, they were also more likely to indicate that their caring responsibilities had negatively affected their career to date (see section 7.1).

Recruitment

= In their decision to take up their current post, staff networks (eg a women’s network or staff LGBTQ group) and an equality award or charter held by the college were considered significantly more by BME staff, staff aged under 29 and LGB staff compared with white staff, staff aged over 30, and heterosexual staff (see Figure 5.3).
= Compared with staff without caring responsibilities, staff with caring responsibilities (irrespective of gender) considered flexibility of working hours, life-work balance offered by the college, and childcare facilities available near the college as more influential in their decision to take up their current post (see Figure 5.4).

Disclosure of equality monitoring data

= College staff were overall quite confident in disclosing equality information about themselves to their college on all protected characteristics (see Figure 6.1).
= Female staff and staff aged under 29 were significantly more confident in disclosing their protected characteristics compared with male staff and staff in the over 60 age group. However, an analysis of the intersection between race or ethnicity and gender revealed that BME male staff were significantly less confident in disclosing their race or ethnicity than white male staff. This gap was not present between BME female staff and white female staff (see section 6.1).

= Disabled staff were significantly less confident in disclosing equality information on all protected characteristics compared with non-disabled staff.
= 72.6% of all staff reported that they knew about policies informed by equality monitoring. The largest proportions of staff who were not aware of these policies were among staff on zero hour contracts (52.1%), BME staff (43.2%) and staff aged over 60 (34.3%) (see section 6.2).

Career development

= The level of information about colleges’ promotion processes and criteria was generally poor among all staff, and varied significantly by gender, disability and age: female staff, disabled staff, and staff in the youngest age group were significantly less informed than male staff, non-disabled staff, and staff in the older age groups (see Figure 8.3).
= Just 21.3% of staff on zero hour contracts had been invited or encouraged to apply for a promotion in their career to date, compared with 29.9% of part time staff and 46.3% of full time staff (see section 8.5).
= Disabled staff and BME staff were significantly less positive about career development and training opportunities available at their college compared with non-disabled staff and white staff (see Figures 8.4 and 8.5).
= Temporary staff found themselves less encouraged than permanent staff to pursue career development, but valued their training opportunities and job reviews more than permanent staff (see Figure 8.6).
= Focus groups participants on fixed term or hourly contracts noted the limited opportunities that they faced to access training and develop their skills (see section 9.5).
[bookmark: _GoBack]= Staff aged over 60, LGB staff, male staff, and disabled staff had the highest proportions of respondents who did not want to continue working in the college sector (see section 8.4). Compared with full time staff (10.3%) and part time staff (11.9%), a significantly smaller proportion of staff on zero contract hours (4.2%) did not want to continue working in the college sector (see section 8.5).


10.2 Recommendations	

ECU’s recommendations to address these findings are targeted at colleges, sector agencies and ourselves:



Colleges

1. Enhance the staff data collection to improve overall quality of data and to provide greater analytical opportunities, to better understand and benchmark the staff demographic at local, regional and national level. An anonymised individual staffing return should be developed to better understand the representation of protected characteristics across the sector.

2. Take steps to improve staff disclosure rates by reviewing the process and procedure for gathering the information and how this is conveyed to staff. Staff confidence in disclosing protected characteristics is low, particularly amongst disabled staff, and improving this is key to understanding, and meeting, the needs of staff.

3. Take steps to reduce instances of bullying and harassment and to improve college culture. The research shows high levels of staff claiming to have experienced bullying and harassment at work and the need to promote a more inclusive staff culture.

4. Take steps to compare practice within the college with the national staff findings identified within this research. Use the data to inform and develop work under the college’s equality outcomes and action plans.

5. Review Equality Impact Assessment in relation to staff procedures and practice to assess effectiveness of the process and review their impact. This will support the colleges to identify priorities across protected characteristics. There is a need to assess equality across all protected characteristics to determine priorities before addressing specific sector initiatives. This will ensure that specific equality initiatives consider all protected characteristics and better support intersectionality.

6. Involve equality and diversity leads in the development and design of staff policies and processes at the beginning of the process, to support inclusive policy development.


Colleges Scotland and staff trade unions

1. For Colleges Scotland and staff trade unions to take action, appropriate to their respective membership, to address the perceived negative experiences of staff post-merger. The research highlights several factors that have arisen as a result
of the merger process that are negatively impacting on staff such as leadership changes, staff reductions and cross-campus travel.

2. For staff trade unions to develop approaches to countering bullying and harassment on the grounds of a protected characteristic. A significant finding within the report is the level of bullying and harassment experienced by staff and approaches to better understanding and tackling this should be developed as a priority.

College Development Network


1. For College Development Network to explore developing tools and resources that will support the sector to counter bullying and harassment on the grounds of a protected characteristic. With bullying and harassment being a consistent underlying theme within the findings, a national resource would support individual colleges tackling this.

Scottish Funding Council

1. Support the enhancement of the overall quality of national data to improve benchmarking within the sector, regional and local areas. Improvements have been made over recent years, with the SFC publishing staff data in 2017, but there is a need to better understand the staff demographic at a national level. The sector should be able to benchmark across protected characteristics nationally and by region.

2. Develop existing guidance on sector-wide policies, such as Outcome Agreements, to better incorporate staff across all protected characteristics. By incorporating recommendations for policy development on staff more explicitly within Outcome Agreement guidance, the SFC can provide leadership to the sector on improving the experiences of college staff.

3. Support colleges to develop their Equality Impact Assessment processes in relation to staff to work across all protected characteristics in order to identify consequences of local and sector policies and priorities on all groups of staff.




Equality Challenge Unit	1. Consider the development of national initiatives to improve
staff experiences over the sector, such as a national charter scheme.

2. Utilise this research to identify projects that address under- representation and disadvantage of specific groups of staff. Throughout this research disabled staff and BME staff consistently rate their experiences more negatively than other groups of staff. Further work is needed to identify targeted approaches that will begin to address this.

3. Consider the development of a regular sector-wide staff survey that can support individual colleges to better understand their staff experience, and can drive national policy, in order to create and support a more diverse workforce. The survey should be timed to provide valuable evidence for colleges fulfilling
their reporting responsibilities under the Equality Act 2010 (Specific Duties) Regulations 2012. 

Fig. 3.4: Average perceptions of the impact of disability on fair treatment in the following areas:

Disabled	Recruitment and selection	Allocation of desirable and sought after tasks or roles	Support from management	Representation in senior positions	Promotion decisions	3.5	3.4	3.4	3.3	3.3	Non-disabled	Recruitment and selection	Allocation of desirable and sought after tasks or roles	Support from management	Representation in senior positions	Promotion decisions	3.8	3.7	3.7	3.5	3.6	



Fig. 3.5: Average perceptions of the impact of gender on fair treatment in the following areas: 

Male staff	Recruitment and selection	Allocation of desirable and sought after tasks or roles*	Support from management*	Representation in senior positions*	Promotion decisions	3.716692189892802	3.6	3.6	3.5	3.4827586206896539	Female staff	Recruitment and selection	Allocation of desirable and sought after tasks or roles*	Support from management*	Representation in senior positions*	Promotion decisions	3.7903930131004371	3.7	3.7	3.6	3.6040404040404042	



Fig. 3.6: Average perceptions of the impact of age on fair treatment in the following areas: 

60-65+	Recruitment and selection*	Allocation of desirable and sought after tasks or roles*	Support from management*	Representation in senior positions*	Promotion decisions*	3.4	3.2	3.3	3.2	3	30-59	Recruitment and selection*	Allocation of desirable and sought after tasks or roles*	Support from management*	Representation in senior positions*	Promotion decisions*	3.8	3.6	3.6	3.6	3.5	<	19-29	Recruitment and selection*	Allocation of desirable and sought after tasks or roles*	Support from management*	Representation in senior positions*	Promotion decisions*	3.9	3.7	3.8	3.3	3.4	



Fig. 3.7: Average perceptions of college culture among teaching and professional or support staff:

Teaching staff	I feel that I could make a formal complaint about bullying or harassment without fear of ridicule or reprisal*	I am aware of how to raise a complaint if I experience or observe bullying or harassment*	My college makes reasonable adjustments for staff who have a disability or impairment*	My college has an effective way of working across campuses*	I feel respected by my peers	Staff with different job functions work collaboratively*	Staff across departments work collaboratively*	I work in an inclusive environment*	I am aware of my college's policies on equality and diversity*	My college welcomes and accommodates the different needs of its staff*	My college is committed to promoting equality and diversity across all aspects of its work*	3.1	3.7	3.5	2.7	3.7	3.4	3.1	3.6	4.0999999999999996	3.3	3.7	Professional/support staff	I feel that I could make a formal complaint about bullying or harassment without fear of ridicule or reprisal*	I am aware of how to raise a complaint if I experience or observe bullying or harassment*	My college makes reasonable adjustments for staff who have a disability or impairment*	My college has an effective way of working across campuses*	I feel respected by my peers	Staff with different job functions work collaboratively*	Staff across departments work collaboratively*	I work in an inclusive environment*	I am aware of my college's policies on equality and diversity*	My college welcomes and accommodates the different needs of its staff*	My college is committed to promoting equality and diversity across all aspects of its work*	3.6	4	4	3.4	3.8	3.5	3.4	3.9	4.2	3.9	4	



Fig. 3.8: Average perceptions of college culture among male and female teaching and professional or support staff:

Teaching staff	Female	Male	I work in an inclusive environment	Female	Male	I am aware of my college's policies on equality and diversity	Female	Male	My college welcomes and accommodates the different needs of its staff	Female	Male	My college is committed to promoting equality and diversity across all areas of its work	3.6	3.6	4.0999999999999996	3.4	3.3	3.4	3.6	3.8	Professional/support staff	Female	Male	I work in an inclusive environment	Female	Male	I am aware of my college's policies on equality and diversity	Female	Male	My college welcomes and accommodates the different needs of its staff	Female	Male	My college is committed to promoting equality and diversity across all areas of its work	4	3.8	4.3	3.9	3.9	3.9	4.0999999999999996	3.9	



Fig. 3.9: Average perceptions of college culture among disabled and non-disabled teaching and professional or support staff:

Teaching staff	Disabled	Non-disabled	I feel that I could make a formal complaint about bullying or harassment without fear of ridicule or reprisal	Disabled	Non-disabled	Staff with different job functions work collaboratively	Disabled	Non-disabled	My college welcomes and accommodates the different needs of its staff	Disabled	Non-disabled	My college is committed to promoting equality and diversity across all areas of its work	2.9	3.2	2.2999999999999998	3.9	3.1	3.5	3.5	3.8	Professional/support staff	Disabled	Non-disabled	I feel that I could make a formal complaint about bullying or harassment without fear of ridicule or reprisal	Disabled	Non-disabled	Staff with different job functions work collaboratively	Disabled	Non-disabled	My college welcomes and accommodates the different needs of its staff	Disabled	Non-disabled	My college is committed to promoting equality and diversity across all areas of its work	3.6	3.6	3.6	3.9	3.9	3.9	4.0999999999999996	4	



Fig. 3.10: Average perceptions of the impact of disability on fair treatment in the following areas:

Teaching staff	Disabled	Non-disabled	Promotion decisions	Disabled	Non-disabled	Representation in senior positions	Disabled	Non-disabled	Support from management	Disabled	Non-disabled	Allocation of desirable and sought after tasks or roles	Disabled	Non-disabled	Recruitment and selection	3	3.5	3.1	3.4	3.2	3.6	3.3	3.6	3.3	3.7	Professional/support staff	Disabled	Non-disabled	Promotion decisions	Disabled	Non-disabled	Representation in senior positions	Disabled	Non-disabled	Support from management	Disabled	Non-disabled	Allocation of desirable and sought after tasks or roles	Disabled	Non-disabled	Recruitment and selection	3.5	3.7	3.6	3.6	3.8	3.9	3.7	3.8	3.9	3.9	



Fig. 3.11: Average perceptions of the impact of age on fair treatment in the following areas:

Teaching staff	60-65+	30-59	<	19-29	Promotion decisions	60-65+	30-59	<	19-29	Representation in senior positions	60-65+	30-59	<	19-29	Support from management	60-65+	30-59	<	19-29	Allocation of desirable and sought after tasks or roles	60-65+	30-59	<	19-29	Recruitment and selection	2.7	3.3	3.4	3	3.4	3.5	3.1	3.5	4	3.1	3.5	3.8	3.2	3.6	4	Professional/support staff	60-65+	30-59	<	19-29	Promotion decisions	60-65+	30-59	<	19-29	Representation in senior positions	60-65+	30-59	<	19-29	Support from management	60-65+	30-59	<	19-29	Allocation of desirable and sought after tasks or roles	60-65+	30-59	<	19-29	Recruitment and selection	3.3	3.6	3.3	3.6	3.7	3.2	3.6	3.8	3.7	3.5	3.8	3.6	3.6	3.9	3.8	



Fig. 4.1: Average perceptions of leadership and management among all staff:

I can have an open and honest dialogue with my manager	My manager is supportive	I have colleagues who I consider role models (people who are similar to me who are successful)	I believe that my manager takes equality and diversity issues seriously	In my experience, managers at my college are good at adapting their management style to optimise the performance of their team members	Members of management at my college are approachable	3.741457124435847	3.80528691166989	3.6086395873629922	3.8320463320463309	3.0496134020618562	3.3768488745980698	


Fig. 4.2: Average perceptions of leadership and management by sexual orientation, age and disability:

Disabled	Non-disabled	aged 60-65+	aged 30-59	aged 	<	19-29	LGB 	Heterosexual 	I can have an open and honest dialogue with my manager	Disabled	Non-disabled	aged 60-65+	aged 30-59	aged 	<	19-29	LGB 	Heterosexual 	My manager is supportive	Disabled	Non-disabled	aged 60-65+	aged 30-59	aged 	<	19-29	LGB 	Heterosexual 	I have colleagues who I consider role models 	Disabled	Non-disabled	aged 60-65+	aged 30-59	aged 	<	19-29	LGB 	Heterosexual 	My manager takes equality and diversity issues seriously	Disabled	Non-disabled	aged 60-65+	aged 30-59	aged 	<	19-29	LGB 	Heterosexual 	Managers are good at adapting their management style 	Disabled	Non-disabled	aged 60-65+	aged 30-59	aged 	<	19-29	LGB 	Heterosexual 	Members of management at my college are approachable	3.6	3.8	3.8	3.7	4.0999999999999996	3.6	3.8	3.6	3.9	3.7	3.8	4.2	3.5	3.8	3.5	3.7	3.3	3.6	4	3.4	3.6	3.6	3.9	3.7	3.8	4.2	3.7	3.9	2.9	3.1	2.9	3	3.5	2.9	3.1	3.2	3.4	3.2	3.4	3.7	3.1	3.4	


Fig. 4.3: Average perceptions of leadership and management by gender:

Female	I have colleagues who I consider role models	My manager is supportive	My manager takes equality and diversity issues seriously	3.7	3.9	3.9	Male	I have colleagues who I consider role models	My manager is supportive	My manager takes equality and diversity issues seriously	3.5	3.7	3.7	



Members of management at my college are approachable

<	1 year	1-2 years	3-4 years	5-6 years	7-8 years	9-10 years	10 + years	3.9	3.9	3.4	3.3	3.3	3.3	3.2	


I believe that my manager takes equality and diversity issues seriously

<	1 year	1-2 years	3-4 years	5-6 years	7-8 years	9-10 years	10 + years	4.2	4.2	3.9	3.7	3.9	3.6	3.7	


My manager is supportive

<	1 year	1-2 years	3-4 years	5-6 years	7-8 years	9-10 years	10 + years	4.0999999999999996	4.2	3.8	3.7	3.7	3.6	3.7	


Fig. 4.5: Average perceptions of leadership and management by contract type:

Temporary staff	I can have an open and honest dialogue with my manager	My manager is supportive	I have colleagues who I consider role models	I believe that my manager takes equality and diversity issues seriously	In my experience, managers at my college are good at adapting their management style to optimise the performance of their team members	Members of management at my college are approachable	4.0999999999999996	4.0999999999999996	4	4.2	3.7	3.9	Permanent staff	I can have an open and honest dialogue with my manager	My manager is supportive	I have colleagues who I consider role models	I believe that my manager takes equality and diversity issues seriously	In my experience, managers at my college are good at adapting their management style to optimise the performance of their team members	Members of management at my college are approachable	3.7	3.8	3.6	3.8	3	3.3	



Fig. 4.6: Average perceptions of leadership and management among teaching and professional or support staff:

Teaching staff	I can have an open and honest dialogue with my manager	My manager is supportive	I have colleagues who I consider role models	I believe that my manager takes equality and diversity issues seriously	In my experience, managers at my college are good at adapting their management style to optimise the performance of their team members	Members of management at my college are approachable	3.5	3.6	3.5	3.6	2.8	3.1	Professional/support staff	I can have an open and honest dialogue with my manager	My manager is supportive	I have colleagues who I consider role models	I believe that my manager takes equality and diversity issues seriously	In my experience, managers at my college are good at adapting their management style to optimise the performance of their team members	Members of management at my college are approachable	3.9	4	3.6	4	3.3	3.6	



Fig. 4.7: Average perceptions of leadership and management among disabled and non-disabled teaching and professional or support staff:

Teaching staff	Disabled	Non-disabled	I can have an open and honest dialogue with my manager	Disabled	Non-disabled	My manager is supportive	Disabled	Non-disabled	I believe that my manager takes equality and diversity issues seriously	3.3	3.6	3.3	3.7	3.3	3.7	Professional/support staff	Disabled	Non-disabled	I can have an open and honest dialogue with my manager	Disabled	Non-disabled	My manager is supportive	Disabled	Non-disabled	I believe that my manager takes equality and diversity issues seriously	4	3.9	4	4	3.9	4	



Fig. 4.8: Average perceptions of leadership and management among teaching and professional or support staff by age:

Teaching staff	60-65+	30-59	<	19-29	I can have an open and honest dialogue with my manager	60-65+	30-59	<	19-29	My manager is supportive	60-65+	30-59	<	19-29	Members of management are approachable	3.6	3.5	4.2	3.5	3.5	4.3	3	3.1	3.9	Professional/support staff	60-65+	30-59	<	19-29	I can have an open and honest dialogue with my manager	60-65+	30-59	<	19-29	My manager is supportive	60-65+	30-59	<	19-29	Members of management are approachable	3.8	3.9	4	3.8	4	4.2	3.6	3.6	3.7	



Fig. 5.1: Factors perceived to have influenced recruitment among all staff:

Equality award/charter held by the college	Salary and benefits	The reputation for training or career development offered by the college	Staff networks within the college (eg a women's network or staff LGBTQ group)	A diverse and inclusive working environment	Distance from home to college	Childcare facilities available near the college	Life-work balance offered by the college	Flexibility of working hours	1.7	3.2	2.2999999999999998	1.4	2.4	3	1.3	2.8	2.5	


White male	Distance from home to college	Salary and benefits	2.8	3.2	BME male	Distance from home to college	Salary and benefits	2.1	2.5	White female	Distance from home to college	Salary and benefits	3.1	3.3	BME female	Distance from home to college	Salary and benefits	3.5	3.4	



Fig. 5.2: Factors perceived to have influenced recruitment by gender and race or ethnicity and gender:

Male 	Flexibility of working hours	Distance from home to college	A diverse and inclusive working environment	2.2000000000000002	2.8	2.2999999999999998	Female 	Flexibility of working hours	Distance from home to college	A diverse and inclusive working environment	2.6	3.1	2.5	



Fig. 5.3: Factors perceived to have influenced recruitment by race or ethnicity, sexual orientation and age:

aged 60-65+	aged 30-59	aged 	<	19-29	LGB 	Heterosexual 	BME 	White 	Staff networks within the college (eg a women's network or staff LGBTQ group)	aged 60-65+	aged 30-59	aged 	<	19-29	LGB 	Heterosexual 	BME 	White 	Equality award/charter held by the college	1.2	1.4	1.7	1.5	1.4	1.8	1.4	1.6	1.7	2.1	2.2000000000000002	1.7	2.2999999999999998	1.7	


Fig. 5.4: Factors perceived to have influenced recruitment among staff with or without caring responsibilities:

staff with caring responsibilities	Childcare facilities available near the college	Life-work balance offered by the college	Flexibility of working hours	1.6	3	2.7	staff without caring responsibilities	Childcare facilities available near the college	Life-work balance offered by the college	Flexibility of working hours	1.2	2.8	2.4	



Fig. 5.5: Factors perceived to have influenced recruitment among staff by contract type:

Temporary staff	Equality award/charter held by the college*	Salary and benefits	The reputation for training or career development offered by the college*	Staff networks within the college (eg a women's network or staff LGBTQ group)	A diverse and inclusive working environment*	Distance from home to college	Childcare facilities available near the college	Life-work balance offered by the college*	Flexibility of working hours*	2.1	3.2	2.6	1.3	2.9	2.9	1.4	3.1	3.1	Permanent staff	Equality award/charter held by the college*	Salary and benefits	The reputation for training or career development offered by the college*	Staff networks within the college (eg a women's network or staff LGBTQ group)	A diverse and inclusive working environment*	Distance from home to college	Childcare facilities available near the college	Life-work balance offered by the college*	Flexibility of working hours*	1.6	3.3	2.2999999999999998	1.3	2.4	3.1	1.3	2.8	2.4	



Fig. 5.6: Factors perceived to have influenced recruitment among staff by contract mode:

Zero hours	Equality award/charter held by the college	Salary and benefits*	The reputation for training or career development offered by the college	Staff networks within the college (eg a women's network or staff LGBTQ group)	A diverse and inclusive working environment	Distance from home to college	Childcare facilities available near the college	Life-work balance offered by the college	Flexibility of working hours*	1.7	3.1	2.4	1.3	2.6	2.8	1.2	2.9	2.7	Part time	Equality award/charter held by the college	Salary and benefits*	The reputation for training or career development offered by the college	Staff networks within the college (eg a women's network or staff LGBTQ group)	A diverse and inclusive working environment	Distance from home to college	Childcare facilities available near the college	Life-work balance offered by the college	Flexibility of working hours*	1.6	3.1	2.2999999999999998	1.3	2.4	3.1	1.4	2.9	2.9	Full time	Equality award/charter held by the college	Salary and benefits*	The reputation for training or career development offered by the college	Staff networks within the college (eg a women's network or staff LGBTQ group)	A diverse and inclusive working environment	Distance from home to college	Childcare facilities available near the college	Life-work balance offered by the college	Flexibility of working hours*	1.7	3.3	2.4	1.4	2.5	3	1.3	2.8	2.2999999999999998	



Fig. 5.7: Average levels of influence of factors on recruitment among teaching and professional or support staff:

Teaching staff	Equality award/charter held by the college	The reputation for training or career development offered by the college	Staff networks within the college (eg a women's network or staff LGBTQ group)	A diverse and inclusive working environment	Distance from home to college	Flexibility of working hours	1.6	2.2000000000000002	1.3	2.2999999999999998	2.8	2.2999999999999998	Professional/support staff	Equality award/charter held by the college	The reputation for training or career development offered by the college	Staff networks within the college (eg a women's network or staff LGBTQ group)	A diverse and inclusive working environment	Distance from home to college	Flexibility of working hours	1.8	2.4	1.4	2.5	3.1	2.7	



Fig. 5.8: Average levels of influence of staff networks within the college on recruitment among teaching and professional or support staff by age:

Teaching staff	aged 60-65+	aged 30-59	aged 	<	19-29	1.3	1.3	1.4	Professional/support staff	aged 60-65+	aged 30-59	aged 	<	19-29	1.2	1.4	1.9	



Fig. 6.1: Confidence in disclosing equality information on protected characteristics among all staff:

Age	Disability status	Gender identity	Marital/civil partnership status	Pregnancy	Race/ethnicity	Religion or belief (or lack thereof)	Sex	Sexual orientation	4	3.8	4	4	3.9	4	3.9	4	3.9	


Fig. 6.2: Confidence in disclosing equality information on protected characteristics by disability:

Disabled	Sexual orientation	Sex	Religion or belief (or lack thereof)	Race/ethnicity	Pregnancy	Marital/civil partnership status	Gender identity	Disability status	Age	3.8	3.9	3.8	3.9	3.7	3.9	3.8	3.6	3.9	Non-disabled	Sexual orientation	Sex	Religion or belief (or lack thereof)	Race/ethnicity	Pregnancy	Marital/civil partnership status	Gender identity	Disability status	Age	4	4	4	4	3.9	4.0999999999999996	4	3.9	4	



Fig. 6.3: Confidence in disclosing equality information on protected characteristics among staff by contract type:

Temporary staff	Sexual orientation	Sex*	Religion or belief (or lack thereof)*	Race/ethnicity*	Pregnancy*	Marital/civil partnership status*	Gender identity*	Disability status*	Age*	4.0999999999999996	4.2	4.2	4.2	4.0999999999999996	4.2	4.2	4.0999999999999996	4.2	Permanent staff	Sexual orientation	Sex*	Religion or belief (or lack thereof)*	Race/ethnicity*	Pregnancy*	Marital/civil partnership status*	Gender identity*	Disability status*	Age*	3.9	4	3.9	4	3.9	4	3.9	3.8	4	



Fig. 6.4: Confidence in disclosing equality information among teaching and professional or support staff:

Teaching staff	Sexual orientation	Sex	Religion or belief (or lack thereof)	Race/ethnicity	Pregnancy	Marital/civil partnership status	Gender identity	Disability status	Age	3.8	3.8	3.7	3.8	3.7	3.8	3.8	3.6	3.8	Professional/support staff	Sexual orientation	Sex	Religion or belief (or lack thereof)	Race/ethnicity	Pregnancy	Marital/civil partnership status	Gender identity	Disability status	Age	4.0999999999999996	4.2	4.0999999999999996	4.2	4.0999999999999996	4.2	4.0999999999999996	4	4.2	



Fig. 6.5: Proportions of staff who reported that they were not aware of college policies informed by equality monitoring:

Professional/support staff	Male	Female	Disabled	Non-disabled	aged 60-65+	0.245	0.20799999999999999	0.245	0.21199999999999999	0.34699999999999998	Teaching staff	Male	Female	Disabled	Non-disabled	aged 60-65+	0.34699999999999998	0.311	0.312	0.312	0.443	



Fig. 7.1: Average perceptions of life-work balance or leave among all staff:

My travel time to work is reasonable	Leave can be easily arranged for religious reasons or medical appointments	My share of work outside of work hours is workload proportionate	My college has effective structures in place to facilitate maternity/paternity/adoption/parental leave	Social events tend to take place outwith core work hours at my college	There is a long working hours culture at my college	My manager supports flexible working (such as part-time working, job-share agreements, home or remote working)	I feel able to strike the right balance between my work responsibilities and my home life/life outside of work	3.9	3.7	3	3.7	3.6	3.1	3.2	3.2	


Fig. 7.2: Average perceptions of life-work balance by disability, race or ethnicity, age and caring responsibilities:

caring responsibilities	no caring responsibilities	aged 60-65+	aged 30-59	aged 	<	19-29	BME 	White 	Disabled	Non-disabled	My share of work outside of work hours is workload proportionate	caring responsibilities	no caring responsibilities	aged 60-65+	aged 30-59	aged 	<	19-29	BME 	White 	Disabled	Non-disabled	I feel able to strike the right balance between my work responsibilities and my home life/life outside of work	2.9	3	2.9	3	3.3	2.2999999999999998	3	2.8	3	3.1	3.3	3.3	3.2	3.6	2.8	3.3	3.1	3.3	


Fig. 7.3: Average perceptions of life-work balance or leave by contract mode:

zero hours	My travel time to work is reasonable 	Leave can be easily arranged for religious reasons or medical appointments	My share of work outside of work hours is workload proportionate	My college has effective structures in place to facilitate maternity/paternity/adoption/parental leave	Social events tend to take place outwith core work hours at my college*	There is a long working hours culture at my college*	My manager supports flexible working (such as part-time working, job-share agreements, home or remote working)*	I feel able to strike the right balance between my work responsibilities and my home life/life outside of work*	3.8	3.3	2.6	3.4	3.3	3.3	3.3	3	part-time	My travel time to work is reasonable 	Leave can be easily arranged for religious reasons or medical appointments	My share of work outside of work hours is workload proportionate	My college has effective structures in place to facilitate maternity/paternity/adoption/parental leave	Social events tend to take place outwith core work hours at my college*	There is a long working hours culture at my college*	My manager supports flexible working (such as part-time working, job-share agreements, home or remote working)*	I feel able to strike the right balance between my work responsibilities and my home life/life outside of work*	3.8	3.6	3	3.6	3.6	3	3.5	3.4	full-time	My travel time to work is reasonable 	Leave can be easily arranged for religious reasons or medical appointments	My share of work outside of work hours is workload proportionate	My college has effective structures in place to facilitate maternity/paternity/adoption/parental leave	Social events tend to take place outwith core work hours at my college*	There is a long working hours culture at my college*	My manager supports flexible working (such as part-time working, job-share agreements, home or remote working)*	I feel able to strike the right balance between my work responsibilities and my home life/life outside of work*	3.9	3.7	3	3.7	3.7	3.2	3.1	3.2	



Fig. 7.4: Average perceptions of life-work balance or leave among teaching staff and professional or support staff:

Teaching staff	My travel time to work is reasonable 	Leave can be easily arranged for religious reasons or medical appointments	My share of work outside of work hours is workload proportionate	My college has effective structures in place to facilitate maternity/paternity/adoption/parental leave	Social events tend to take place outwith core work hours at my college	There is a long working hours culture at my college	My manager supports flexible working (such as part-time working, job-share agreements, home or remote working)	I feel able to strike the right balance between my work responsibilities and my home life/life outside of work	3.7	3.4	2.6	3.5	3.6	3.5	2.9	2.8	Professional/support staff	My travel time to work is reasonable 	Leave can be easily arranged for religious reasons or medical appointments	My share of work outside of work hours is workload proportionate	My college has effective structures in place to facilitate maternity/paternity/adoption/parental leave	Social events tend to take place outwith core work hours at my college	There is a long working hours culture at my college	My manager supports flexible working (such as part-time working, job-share agreements, home or remote working)	I feel able to strike the right balance between my work responsibilities and my home life/life outside of work	4	4	3.5	3.8	3.7	2.7	3.4	3.7	



Fig. 7.5: Average perceptions of life-work balance among male and female teaching and professional or support staff:

Teaching staff	Male	Female	There is a long working hours culture at my college	Male	Female	I feel able to strike the right balance between work responsibilities and home life/life outside of work	3.4	3.5	3	2.7	Professional/support staff	Male	Female	There is a long working hours culture at my college	Male	Female	I feel able to strike the right balance between work responsibilities and home life/life outside of work	2.9	2.7	3.7	3.8	



Fig. 8.1: Factors perceived to have negatively affected career to date among all staff:

My age	My caring responsibilities	My gender identity	My disability/impairment/health condition	My marital or civil partnership status	My pregnancy or maternity	My race or ethnicity	My religion or belief (or lack thereof)	My sex	My sexual orientation	1.6	1.6	1.1000000000000001	1.4	1.1000000000000001	1.3	1.2	1.2	1.3	1.1000000000000001	


Fig. 8.2: Factors perceived to have negatively affected career to date by race or ethnicity, disability, sexual orientation and age: 

aged 60-65+	aged 30-59	aged 	<	19-29	Age	LGB 	Heterosexual 	Sexual orientation	Disabled	Non-disabled	Disability status	BME	White	Race/ethnicity	2	1.5	2.1	1.6	1.1000000000000001	2	1.2	1.9	1.1000000000000001	


Fig. 8.3: Average levels of awareness of promotion processes or criteria among all staff, and by age, gender and disability:

Disabled	Non-disabled	Female 	Male 	aged 60-65+	aged 30-59	aged 	<	19-29	All staff	My college's promotion processes	Disabled	Non-disabled	Female 	Male 	aged 60-65+	aged 30-59	aged 	<	19-29	All staff	My college's promotion criteria	2.2000000000000002	2.4	2.2999999999999998	2.5	2.4	2.4	2.1	2.2999999999999998	2.2000000000000002	2.2999999999999998	2.2000000000000002	2.4	2.2999999999999998	2.2999999999999998	2.1	2.2999999999999998	


Fig. 8.4: Average perceptions of career development among disabled and non-disabled staff:

Disabled	I would recommend the training opportunities available at my college	My job reviews are useful	I have the opportunity to serve on departmental/college committees	I am confident that any training I undertake will benefit my career progression	I find my college's training opportunities relevant to my role	I am encouraged to undertake informal activities that contribute to my career development	I am encouraged to undertake formal training that contributes to my career development 	3.1	2.8	3.2	3	2.9	3.1	3.2	Non-disabled	I would recommend the training opportunities available at my college	My job reviews are useful	I have the opportunity to serve on departmental/college committees	I am confident that any training I undertake will benefit my career progression	I find my college's training opportunities relevant to my role	I am encouraged to undertake informal activities that contribute to my career development	I am encouraged to undertake formal training that contributes to my career development 	3.3	3	3.4	3.2	3.2	3.3	3.4	



Fig. 8.5: Average perceptions of career development among white and BME staff:

BME	I would recommend the training opportunities available at my college	My job reviews are useful*	I have the opportunity to serve on departmental/college committees*	I am confident that any training I undertake will benefit my career progression	I find my college's training opportunities relevant to my role	I am encouraged to undertake informal activities that contribute to my career development*	I am encouraged to undertake formal training that contributes to my career development 	3	2.5	2.8	3	2.8	2.8	3	White	I would recommend the training opportunities available at my college	My job reviews are useful*	I have the opportunity to serve on departmental/college committees*	I am confident that any training I undertake will benefit my career progression	I find my college's training opportunities relevant to my role	I am encouraged to undertake informal activities that contribute to my career development*	I am encouraged to undertake formal training that contributes to my career development 	3.2	2.9	3.4	3.2	3.1	3.3	3.4	



Fig. 8.6: Average perceptions of career development by contract type:

Temporary staff	I would recommend the training opportunities available at my college*	My job reviews are useful*	I have the opportunity to serve on departmental/college committees	I am confident that any training I undertake will benefit my career progression*	I find my college's training opportunities relevant to my role*	I am encouraged to undertake informal activities that contribute to my career development*	I am encouraged to undertake formal training that contributes to my career development *	3.6	3.3	3.3	3.6	3.1	3.3	3.4	Permanent staff	I would recommend the training opportunities available at my college*	My job reviews are useful*	I have the opportunity to serve on departmental/college committees	I am confident that any training I undertake will benefit my career progression*	I find my college's training opportunities relevant to my role*	I am encouraged to undertake informal activities that contribute to my career development*	I am encouraged to undertake formal training that contributes to my career development *	3.2	2.9	3.4	3.1	3.6	3.6	3.6	



Fig. 8.7: Average perceptions of career development among teaching and professional or support staff:

Teaching staff	I would recommend the training opportunities available at my college	My job reviews are useful	I have the opportunity to serve on departmental/college committees	I am confident that any training I undertake will benefit my career progression	I find my college's training opportunities relevant to my role	I am encouraged to undertake informal activities that contribute to my career development	I am encouraged to undertake formal training that contributes to my career development 	3	2.7	3.3	2.9	2.9	3.2	3.3	Professional/support staff	I would recommend the training opportunities available at my college	My job reviews are useful	I have the opportunity to serve on departmental/college committees	I am confident that any training I undertake will benefit my career progression	I find my college's training opportunities relevant to my role	I am encouraged to undertake informal activities that contribute to my career development	I am encouraged to undertake formal training that contributes to my career development 	3.4	3.2	3.4	3.4	3.2	3.3	3.4	



Fig. 3.1: Average perceptions of college culture among all staff:

I feel that I could make a formal complaint about bullying or harassment without fear of ridicule or reprisal	I am aware how to raise a complaint if I experience or observe bullying or harassment	My college makes reasonable adjustments for staff who have a disability or impairment	My college has an effective way of working across campuses	I feel respected by my peers	Staff with different job functions work collaboratively	Staff across departments work collaboratively	I work in an inclusive environment	I am aware of my college's policies on equality and diversity	My college welcomes and accommodates the different needs of its staff	My college is committed to promoting equality and diversity across all aspects of its work	3.3	3.9	3.9	3.1	3.8	3.5	3.3	3.8	4.2	3.6	3.9	


Fig. 3.2: Average perceptions of college culture among disabled and non-disabled staff:

Disabled staff	I feel I could make a formal complaint about bullying or harassment without fear of ridicule or reprisal*	I am aware how to raise a complaint if I experience or observe bullying or harassment	My college makes reasonable adjustments for staff who have a disability or impairment	My college has an effective way of working across campuses	I feel respected by my peers*	Staff with different job functions work collaboratively	Staff across departments work collaboratively	I work in an inclusive environment*	I am aware of my college's policies on equality and diversity	My college welcomes and accommodates the different needs of its staff*	My college is committed to promoting equality and diversity across all aspects of its work*	3.1	3.8390557939914158	3.6316916488222701	3.0043478260869572	3.7	3.4157782515991468	3.2047413793103452	3.6	4.1505376344086011	3.4	3.7	Non-disabled staff	I feel I could make a formal complaint about bullying or harassment without fear of ridicule or reprisal*	I am aware how to raise a complaint if I experience or observe bullying or harassment	My college makes reasonable adjustments for staff who have a disability or impairment	My college has an effective way of working across campuses	I feel respected by my peers*	Staff with different job functions work collaboratively	Staff across departments work collaboratively	I work in an inclusive environment*	I am aware of my college's policies on equality and diversity	My college welcomes and accommodates the different needs of its staff*	My college is committed to promoting equality and diversity across all aspects of its work*	3.4	3.9106891701828399	3.9314574314574311	3.1066571224051538	3.9	3.4926212227687978	3.3004926108374391	3.8	4.1906779661016946	3.6	3.9	



Fig. 3.3: Average perceptions of the impact of race  or ethnicity on fair treatment in the following areas:

BME	Recruitment and selection	Allocation of desirable and sought after tasks or roles	Support from management	Representation in senior positions	Promotion decisions	3.5	3.4	3.3	3.1	3.1	White	Recruitment and selection	Allocation of desirable and sought after tasks or roles	Support from management	Representation in senior positions	Promotion decisions	3.8	3.7	3.7	3.5	3.6	



