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INTRODUCTION
Queen Margaret University is pleased to deliver this Update Report which sets out progress on mainstreaming equality, together with progress under the equality outcomes and in employment statistics. The University’s Mainstreaming Report was first published in April 2013.

Under the requirements of the Public Sector Equality Duty introduced in the Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012, the University is required to report on how it is mainstreaming equality. The University is also required to report (no later than two years after the initial report) on the following: 

· progress made in gathering and using annual employee information to better meet the duty; 

· progress made towards achieving the equality outcomes published in 2013;

· updated gender pay gap information. 

We consider that there has been significant movement towards mainstreaming equality and diversity throughout the University during the period since the publication of the University’s original report. Equally however, we recognise that we need to continue to work to achieve a number of the outcomes identified in our original report.

Throughout this Report, the University has had due regard to the general duties as specified under the Equality Act 2010 and which require the University to:

1. Eliminate unlawful discrimination, harassment, and victimisation.

2. Advance equality of opportunity by having due regard to removing or minimising disadvantage, meeting the needs of a particular group that are different from the needs of others and by encouraging participation in public life; and

3. Foster good relations by tackling prejudice and promoting understanding.

The equality outcomes reflect the protected characteristics of Age, Disability, Faith/belief, Gender identity, Marriage/civil partnership, Pregnancy and maternity, Race, Sex and Sexual orientation. 

The University also seeks to remove inequality created by social and economic deprivation in line with Scottish Government objectives and set out in the University’s Outcome Agreement with the Scottish Funding Council (SFC), published on 22 April 2015. http://www.sfc.ac.uk/funding/OutcomeAgreements/2015-16/QMU.aspx
This Report has been developed through the Equality and Diversity Committee, and has been approved for publication by the Chair of the University Court under powers delegated to the Chair by the University Court at its meeting on 1 April 2015.
SECTION 1: UPDATE ON MAINSTREAMING ACTIVITY
1
Mainstreaming Equality 
Mainstreaming describes the process by which equality and diversity are brought into the core of an institution’s work and integrated into day-to-day activities. It is the process whereby equality and diversity are considered in relation to all functions, including the development of policy and process, training and development, implementation and review. For the University, it means ensuring that equality sits at the heart of its mission, strategy and operational delivery, so as to create a structure and a culture that embraces and advances equality and diversity. 

It was recognised by the Scottish Ministers in their Proposals published in 2013 that “fully mainstreaming equality is a long term improvement journey”. It is a longitudinal process that focuses initially on adapting process and procedure but eventually translates into a way of thinking. 

Queen Margaret University is working to ensure that equality is embedded in the culture and structure of the University so that it better serves its communities. As reported below, the University continues on its improvement journey, having secured some areas of significant progress, but recognising too that there is more to be done. 

2
Governance and Strategic Planning
2.1
University Court and Institutional Committees
Mainstreaming has significant implications for the way in which responsibility for equality and diversity is managed. It requires collective responsibility and implementation, coupled with leadership and commitment from the University Court and through the University’s governance and management structures and arrangements.  

Embedding equality and diversity in our governance structures and in our strategic planning process is critical to mainstreaming equality and diversity, as is defining responsibilities setting performance measures and monitoring progress against those measures.
While responsibility for mainstreaming equality and diversity within the University rests with all staff and students, the University Court is, as a matter of law, responsible for ensuring compliance with the Equality Act 2010 and ensuring that the University meets its public sector equality duty (PSED) and the specific duties relevant to Scotland. The University Court therefore has a role in overseeing the University’s performance of its legal duties and in ensuring that appropriate mechanisms are put in place that provide the necessary assurances from the senior management team that  legal requirements are being met.

The University Court exercises oversight through the University’s Equality and Diversity Committee (EDC). The EDC is responsible to the University Court for the development of the strategic framework for equality in service provision and in employment across the University. 

The Committee is a Standing Committee of the Court, to which it reports at each meeting on its discussions, on the development of specific initiatives, and to which it presents for approval policies and procedures. In so doing, it has a function which reflects the general duties. 

The Committee is chaired by the University Secretary, who is also Secretary to the University Court, and includes in its members a lay member of Court, appointed by the Court. Its wider membership seeks to be reflective of the staff and student body and to benefit from a range of perspectives. To that end, it has members drawn from each academic and professional service area of the University, as well as student and trades union representation. 

The Equality and Diversity Committee has a remit to eliminate discrimination, advance equal opportunities and foster good relations by tackling prejudice and promoting understanding, thereby ensuring the University avoids the potential for discrimination on grounds of the protected equality strands. 

The Committee’s remit goes beyond legislative compliance however. It aims to support delivery of key elements of the University’s Strategic Plan through policy development and the promotion of examples of good ‘equality of opportunity’ practice from both internal and external sources. It also seeks to develop and maintain effective networking and liaison in equality and diversity issues. This applies internally within the University and externally, with a particular focus on working relationships with professional equality professionals and equality bodies such as the Equality and Human Rights Commission and Equality Challenge Unit. 

Along with its responsibility to develop and agree the institutional mission, the University Court has a role in ‘establishing a vision for equality, and in moving the agenda beyond compliance to an approach that ensures the richness and diversity of society are reflected and celebrated within the institution’
. 

We consider that we have made significant progress over the past couple of years in terms of the University Court’s approach to its equality duties evidenced through policy development and through systematic review of the diversity of its membership. Progress in terms of the latter is described fully within pages 11 and 17 of Section 2 below.

A number of other Committees and structures within the University are concerned with eliminating discrimination, advancing equal opportunities and fostering good relations by tackling prejudice and promoting understanding,   These include the Research Strategy Committee, the Student Experience Committee and the Widening Access and Student Retention (WISeR) Board. The manner in which these committees contribute to advancing equality and diversity within the University is discussed further below.

2.2
Mission, Vision and Strategic Planning
The University’s refreshed Vision (April 2015) is to be ‘a University of ideas and influence’. The University’s Mission reflects the Vision, with a stated commitment to social justice and to being a community without borders. Underpinning the Mission and the Vision are the Values to which the University aspires, including “recognising equality and diversity in all we do”. 
http://www.qmu.ac.uk/the_university/mission_statement.htm
Equality has been established as a core value that will shape the institutional Strategic Plan from 2015 onwards. Detailed Operational Plans are being developed in support of that strategy. The current objectives under the University’s Strategic Plan 2012-2015 (see objectives 2(vi), 4(iv), 5 and 6(vi) in particular) are unchanged. The Values set out in that plan continue ie ‘social responsibility towards all of the communities we serve, demonstrating respect, care, social justice, equality and fairness. http://www.qmu.ac.uk/the_university/strategies.htm
An Equality Impact Assessment (EIA) of the new Institutional Strategic Plan will be conducted as part of the University’s approach to mainstreaming. 

Equality and Diversity continue to be a focus of the University’s Outcome Agreement with the Scottish Funding Council. 

The University’s Outcome Agreement 2015-16, published on 22 April 2015, has equality embedded within it, including the aim of removing inequality created by deprivation. The agreement focuses on our commitment to attract and retain students from a wide range of backgrounds, and to support them to achieve successful outcomes. 

We are committed to widening participation amongst students who have previously been inhibited from entering Higher Education for social, economic or cultural reasons but also to taking active steps to maximise their persistence and success. Our widening participation and retention strategy seeks to increase student numbers from non-traditional groups, including those that are: first generation to go to Higher Education; from low progression schools; reside in communities in the lowest 20% and 40% of the Scottish Index of Multiple Deprivation (MD20); articulating students from Scotland’s Colleges, disabled students, or those who are Care Leavers. 

Over the period during which we have published an Outcome Agreement, we have adopted a definition of ‘under-represented groups’ that has extended beyond that of the narrow SIMD national indictor and have developed a range of initiatives to increase the participation and retention of those from a broad range of non-traditional groups. This includes disabled students, BME students and male students studying Allied Health programmes. There has been success in a number of areas of recruitment and retention and this is detailed more fully in Section 2 below.

The outcomes established in the University’s Strategic Plan and its Outcome Agreement are supported by a number of institutional strategies and policies. 

The Student Experience Strategy sets out to ‘maximise the potential of the individual, irrespective of their background’’, to ensure ‘sought-after’ graduates and postgraduates, who are well educated, creative, independent, and reflective citizens, with transferrable skills of flexibility, ready for employment, reflecting a range of academic, multi-disciplinary and transferable skills,  as well as an enthusiasm for lifelong learning. 

The strategy places the student at the centre of the educational provision. In support of that aim, we state that programmes will incorporate curricula and learning strategies that ‘recognise diversity in the student body, encourage curiosity, exploration and experimentation and will provide a variety of learning experiences exploring the strengths of active learning and other student centred strategies’. 

We are working to promote entry to and provide education at undergraduate and postgraduate level for all students, whatever their background. We are committed to enhancing the student experience through delivering equality across the protected characteristics and creating an inclusive learning environment; this applies to recruitment and admissions, to the curriculum, teaching and assessment, to welfare and support services, and to staff development and training. 

To date monitoring of the impact of these initiatives has been conducted through the reporting of student progress by age, gender, ethnicity and disability. However, as described in paragraph 2.5 below, we have made significant progress in collecting data on other protected characteristics which provides for improved reporting across all the protected characteristics.

The Senate, Student Experience Committee and the Equality and Diversity Committee receive reports setting out statistics in relation to students under the categories of gender, ethnicity, age and disability. To date, specific reports have been produced annually which set out statistics by gender, ethnicity and disability in relation to students who have submitted academic appeals, have submitted a complaint under the University’s formal Complaints procedure, or have been subject to action under the University’s Discipline or Fitness to Practise regulations. The total numbers recorded under the latter two procedures are small, and analysis suggests that there are no areas of concern in terms of equality of treatment of students. 

In terms of academic appeals, the most recent report (13/14)  records that a higher percentage of men submitted an appeal compared to the overall number of men at the University (2.3% of the male population compared to 0.6% of the female population). The majority of men who submitted appeals were over 24 and identified themselves as white and not disabled. Although a smaller percentage of women submitted appeals as compared to the female population of the University (76% of students at the University identify themselves as female), appeals submitted by women tended to be more successful, particularly those who were in the 21-24 age bracket with no declared disability and identifying as white.  

We have recognised that we need to do better in terms of analysing equivalent information in relation to other protected characteristics, and this is being pursued by the Equality and Diversity Committee. A full suite of Management Information reports on student progress and achievement broken down into each of the protected characteristic groups have been produced and will be reviewed by the Equality and Diversity Committee in May 2015. The full suite of reports is being included in the Annual Reports for each programme for 2014/15. Extracts from the management reports are set out in Section 5 below. 

Further evaluation is conducted at School level through the Annual Monitoring process. 

Annual Monitoring Reports are produced in both Schools each year. This exercise is a crucial element of the University’s quality assurance and enhancement processes, providing an important opportunity for staff to evaluate the programmes for which they are responsible, and for the School Academic Board to exercise its responsibility for assuring academic standards and enhancing the quality of the student experience. 

The template for production of the annual programme report includes a specific section, headed  ‘Equality and Diversity’ which invites academic programme leaders to highlight ‘matters identified relating to the enhancement of equality and diversity and action taken or planned, whether in relation to recruitment, student support, curriculum content, or methods of learning, teaching and assessment’. Any matters identified at programme level are then reported through the composite School report, the template for which has a discrete section that invites the Dean to comment as set out above.

Some of the matters highlighted most recently are provided below as illustrative of the issues that are discussed and reported. 

From the Annual Monitoring Report from the School of Arts, Social Sciences and Management from 2013-14, cognisance was taken of the higher number of students with learning disabilities in particular programmes. Smaller teaching groups have been facilitated to ensure that these students are not disadvantaged. 

From the Annual Monitoring Report from the School of Health Sciences from 2013-14, attempts to increase the numbers of male students on health science programmes was reported. It is reported also that there is a positive trend in terms of recruitment of students from non-traditional backgrounds. Policy in relation to students on placement when there may be religious or faith considerations is being developed.  

The Student Experience Strategy also commits us to enhancing the student experience by recruiting, developing and retaining excellent staff who reflect the diversity of the student population. The policy and practice of the institution requires that all staff are afforded equal opportunities within employment, and that entry into employment with the institution and the progression within employment will be determined only by personal merit and the application of criteria which are related to the duties of each particular post and the relevant salary structure. In all cases, the ability to perform the job effectively, safely and fairly is a primary consideration. We are committed to ensuring that our staff population is representative of the wider community. Monitoring of that is conducted through profiling of staffing. Evidence in support of that is presented in the Appendices to this report. 

Our strong commitment to equality in research is promoted in a number of different ways, including through the HR Excellence Award for Researcher Career Development and further Athena SWAN recognition. Further details are set out under Section 2 below. 

2.3
Single Equality Scheme
In order to mainstream equality, the University previously produced a Single Equality Scheme with an associated action plan. This Scheme was used as an aid to further mainstreaming of equality into the culture and thinking of the University. 

The Single Equality Scheme recognises that the responsibility for successfully realising our mission is a shared responsibility that can only be achieved by the support of everyone within the university. Through the scheme, the University has committed to encouraging all staff, students and visitors to:

· treat other individuals with respect at all times

· where they occur, challenge discriminatory behaviour, attitudes or practices

· participate in a variety of training and development opportunities that will enable reflect upon their own potential prejudices and apply good practice

· operate a fair, open and transparent procedure for the recruitment of staff and students

· provide fair and accessible opportunities for staff development and promotion

· operate fair and transparent procedures for student progression, assessment, attainment of awards as well as student involvement in other University activities

· promote the use of inclusive language and avoid the use of discriminatory or exclusive words or phrases in  University publications and correspondence

· introduce new and update existing policies and procedures which support the University’s commitment to equality and diversity

We are actively reviewing the Scheme through the Equality and Diversity Committee, with the intention to codify our commitments in a refreshed and re-launched Equality Policy. It is recognised that the University has used the Equality Outcomes to lead on mainstreaming over the last two years. This is not a negative approach as outcomes can enhance mainstreaming and vice versa, although there can be a lack of consistency across the University as some groups are more engaged than others. We believe that the governance and strategic planning approach highlighted above should improve the University’s approach and create a definitive method of measuring success.  

2.4
Equality Impact Assessment
As part of its mainstreaming approach, the University undertakes Equality Impact Assessments (“EIAs”) when reviewing and developing strategy, policy and process. A key indicator of Chapter B4 of the QAA’s Quality Code states that “a commitment to equity guides higher education providers in enabling student development and achievement”. This allows providers to take into account fairness, inclusion and accessibility. The Code highlights the importance of effective equality impact assessment.

While this is a useful tool, we recognise that not all staff are involved in the EIA exercise. The equality policy and the template for equality impact assessment are in the process of being reviewed and will be re-launched for academic session 2015-16.

2.5
Management Information
We have put in place improved management information capability that provides us with the basis to monitor and evaluate our performance across a wide range of indicators. Additional reports and evaluation mechanisms have been developed which ensure we are able to monitor progress of students and assess the impact of initiatives. We recognise though that the usefulness of such management information is reliant on our capacity to collect and to produce resulting meaningful data. This is an area that has been under significant development over the past 2 years as part of our Business Intelligence project (student statistics) and through development of our HR ITrent system. 

Statistics on our student population are set out in Section 5 below. We are making progress in a number of areas. 

Firstly, we have improved our capacity to collect information as suggested by the reduction in the percentage of ‘unknowns’. This applies across each of the protected characteristics groups as follows:

Comparative data -2014/15 and 2012/13
Gender:  no ‘unknowns’ or refusals 2014/15.

Ethnicity:  3.3% not known 2014/15/ compared with 1.5% 2012/13, but 0% refusal compared with 2.3% refusal 2012/13.

Religion: 32.5% not known 2014/15 compared with 53.5% 2012/13

Sexual Orientation: Comparative refusal rates of 2-3%, 36.4% not known 2014/15 compared with 58.1% not known 2012/13

Sexual Identity: 30% not known 2014/15 compared with 52.5% not known 2012/13; refusal rates comparative 0.7/0.5%

We will continue to work to improve the %age of ‘not known’ but we consider that the information available to us does allow us to produce management reports that are significant in statistical terms. 

Secondly, we have improved our capacity to produce live ‘on time’ reports that are accessible to all staff, either through direct access to the reports, or by request. In the area of retention and progression, for example, we are moving to provide reports on a monthly basis to all programme leaders and senior academic managers so that any issues emerging are identified.  As stated on page 7 above, we have recognised that we need to do better in terms of analysing information in relation to all protected characteristics. A full suite of Management Information reports on student progress and achievement broken down into each of the protected characteristic groups have been produced and will be reviewed by the Equality and Diversity Committee in May 2015. The full suite of reports is being included in the Annual Reports for each programme for 2014/15. 

Management information and supporting commentary on our staff is set out in Appendices 1 and 2 of this report.
SECTION 2: EQUALITY OUTCOMES: REPORTING ON PROGRESS

As part of the mainstreaming process and to comply with the specific duties, the University is required to publish, undertake and report on progress on equality outcomes. Equality outcomes are not targets or processes. An outcome is an aspirational end result which, in the short term, will change awareness, knowledge, skills and attitudes, and in the longer term, will change behaviour, put a focus on equality in decision making and improve social and environmental conditions.  

Not all outcomes have been attained and not all outcomes will be achievable in isolation - some require partnership working. Some outcomes may not be achievable at all due to larger societal influence, but it is still important nevertheless to recognise those that fall into that category. Each outcome identifies which protected characteristic groups will benefit from the outcome. Where a protected characteristic is not covered by any outcomes, the University details why the group has not been covered in this Report.

Equality outcomes should aspire to be SMART (specific, measureable, attainable, relevant and time bound) in order that progress can be determined. This has been attempted, but as previously acknowledged, some outcomes will be the result of influences outwith the University’s direct control. All outcomes are evidenced based (a list of evidence sources can be reviewed in Section 4). Some outcomes have been chosen for their partnership working possibilities to ensure a clear message on equality is communicated by multiple agencies across the local area.

As set out in the paragraphs that follow, we consider that we have made significant progress over the past couple of years in a number of areas. At this stage of the report, we would highlight progress particularly in the areas of:

· Governance (Outcome 3)

· Student admission and retention (Outcomes 1 and 2).

· Research Careers (Outcomes 11 and 12).

Governance
The University Court’s approach to its equality duties is evidenced through policy development and through systematic review of the diversity of its membership. 

Recruitment for independent or lay members during 2013 and 2014 sought to address directly the diversity of membership in line with the commitment set out in our Mainstreaming Report and Outcomes that ‘all committees and decision making bodies of the University are representative of its community’. A diversity audit of current membership was conducted by the Nominations Committee so that recruitment took account fully of the balance of skills, attributes and experience of the current lay membership.

With advice from the Equality Challenge Unit (ECU), we have particularly sought expressions of interest from women, disabled people, ethnic minorities and applicants who would further enhance the diversity of the Court. Advertisements for vacancies were placed in a range of media, including, Women on Boards, with the intention of encouraging more female applicants. Again with the advice of the ECU, the person specification was revised so as to accommodate those without previous board level experience, but who were able to demonstrate a track record of success in professional areas of expertise.

Most recently, at its meeting in December 2014, the University Court approved goals and policies in regard to the balance of its independent members in terms of equality and diversity as follows:

‘Queen Margaret University is committed to ensuring that the University Court (Court), Senate and all committees and decision making bodies of the University are representative of its community. In particular, the University will seek opportunities to address gender balance and to strengthen the representation and voice, amongst its lay membership, of all groups represented by Court.

To this end, the University is committed to achieving the following goals and targets:

· The University will work towards achieving practical gender balance amongst lay members of Court. Practical gender balance will be achieved where the lay membership of Court constitutes not less than 40% of either gender.

· The University will undertake an annual review of the equality and diversity characteristics of the Court or as a specific need for review is identified.

· In undertaking any recruitment activity concerning the appointment of lay members of Court, the Court will have regard to equality and diversity characteristics of the Court and will take positive actions to increase the likelihood of applications being submitted from applicants that would enhance the representative character of the Court.

· The University will harness appropriate opportunities to further promote and improve gender balance and the representation and enhance the representative character of the Court, Senate and other committees and decision-making bodies within the University including but not limited to making training on equality and diversity available to members of the Court.

We have also moved to collecting equality data in relation to Court members in support of our commitment to ensuring that there is an appropriate balance of independent members on the University Court in terms of equality and diversity. The data will provide the Court  with the information it needs to ensure that its equality and diversity goals are being met by identifying where gaps in representation arise, allowing the Court to target recruitment activity to ensure that an appropriate balance is achieved.
Student Recruitment and Retention
In terms of our student population, we continue to focus on ensuring that potential students from under-represented groups are fully informed about courses, admissions procedures and the student experience in order for them to make informed choices. Post-entry, they are able to access a range of services such as QM Advance, QM Assist (Articulation Student Support), Direct Entrant Induction Week, QM Connect (mentoring), as well as study skills and student finance support. 

We have a strong working relationship with our Students’ Union and work jointly with the Union on a number of projects to promote student engagement and persistence, including the Student Mental Health and Campus Life projects. An important element of our strategy has been to enhance the ‘persistence’ of identified groups by increasing their engagement with their studies through a range of funded initiatives, including a team of Student Engagement Assistants led by the Students’ Union who have engaged with students through a series of ‘Life skills’ workshops and drop-ins and an Employer Mentoring Programme. 

Our retention activities are evaluated and evolve and develop on the basis of our internal research evidence of ‘what works’. We continue to work also with colleagues in the sector on understanding reasons for student withdrawal, and in assisting such students to re-engage in study at a later point. 

The University continues to work to actively recruit students from the protected characteristic groups, including BME, disabled students and mature students. 

In terms of benchmarking our performance, we have noted that, according to the 2011 Census, four per cent of people in Scotland recorded were from minority ethnic groups – an increase of two percentage points since 2001. Statistics based on our annual statistical return to the Higher Education Statistics Agency (HESA), confirm that we have increased the percentage of Scottish domiciled BME students studying at the University from 5.7% to 7.3%. 

Over a three year rolling period to 2017, we have committed to working to ensure that we continue to recruit and retain students with declared disabilities. Our disabled student population is consistently maintained at a level some 2% above the rest of the Scottish University sector and some 3% above our HESA benchmark. Statistics on progress to date are set out below.
	Scottish domiciled, UG students only 
	Actual 11/12
	Actual 12/13
	Target

2013/14
	Actual

2013/14
	Three year rolling figure

	Disabled students
	15.4%
	14.8%
	9.6%
	14.3%
	14.8%

	Students from BME background
	5.7%
	6.3%
	6.0%


	7.3%
	6.5% 

	Mature students
	29.2%
	27.0%
	32%
	26.2%
	27.4%


In our latest evaluation to the Scottish Funding Council, we have reported the following in terms of student retention for 2013/14 ie an overall retention rate for:

· Scottish-domiciled undergraduate students of 93.6% (up from 93.3% in the previous year).

· SIMD20 students of 92.9% against a target of 91.7%.

· Male students of 90.6% against a target of 90%

· Disabled students of 92.8% against a target of 87%.  

· SHEP students of 94%, and for SHEP +LEAPS students, 93%.

Our retention activities are evaluated and evolve and develop on the basis of our internal research evidence of ‘what works’. We continue to work also with colleagues in the sector on understanding reasons for student withdrawal, and in assisting such students to re-engage in study at a later point. 

Updates on specific initiatives are set out in the updates to Outcomes 1 and 2 below.

Research Careers
In terms of research, the University received very positive feedback on the staff profile of its REF submission and the wide integration of staff with complex and special circumstances. The number of staff eligible for submission in these categories was significantly above sector averages. QMU has committed to act on the feedback and comments from the HEFCE Equality and Diversity Panel. 

In January 2015, the University received confirmation that it was one of the first of ten UK institutions to retain the HR Excellence Award for Researcher Careers. Among the criteria for the award, and its retention, is the ability to demonstrate that rewards and other terms and conditions of service for contract research staff (for example, rates of pay, provisions for leave and sick leave, pensions, access to facilities) are in line with those for established

staff. There needs to be assurance also of equal opportunities and the elimination of practices linked to the short-term nature of contracts which indirectly discriminate against women. Full details of the way in which equality of opportunity is being addressed in research careers is set out in the update on Outcomes 11 and 12 below. 
OUTCOME 1: INCREASE THE RETENTION OF MALES IN HEALTH SCIENCES

OUTCOME 2: INCREASE THE RETENTION OF MALES IN PERFORMING ARTS
Responsibility: Student Retention and Surveys Manager

Suggested possible activities included:

· Target recruitment to males.

· Work with Edinburgh Council, East Lothian Council and Midlothian Council to adapt attitude to caring professions in younger generations.

· Target recruitment to males.

· Work with Edinburgh Council, East Lothian Council and Midlothian Council to improve attitude to arts professions in younger generations

For ease of reference, progress on these two Outcomes have been brought together and set out in the table below.

In AY2011/12, male students represented 20.3% of the total number of full-time undergraduate Scottish-domiciled QMU students. This increased to 23.3% in AY2012/13 and then further increased to 24.4% in AY2013/14.

Data shows that retention of male students increased between 2010/11 and 2013/14 from 90.9% to 91.4%. Retention of all male students in Health Sciences has increased from 91.6% to 93%. Retention of all male students in Performing Arts dipped from 98% to 94%.  This compares favourably against all male students but is lower that all students in Performing Arts (97.2%). 

Table 1 sets out statistics for Scottish domiciled male students at QMU. 

TABLE 1
	Scottish-domiciled UG full-time – 

male students only
	AY2011/12
	AY2012/13
	AY2013/14

	
	Enrolled
	Withdrawals
	Retention
	Enrolled
	Withdrawals
	Retention
	Enrolled
	Withdrawals
	Retention

	QMU
	404
	48
	88.1%
	480
	50
	89.6%
	517
	51
	90.1%

	Health Sciences
	122
	11
	91%
	136
	13
	90.4%
	144
	12
	91.7%

	ASSaM
	282
	37
	86.9%
	344
	37
	89.3%
	373
	39
	89.5%

	Drama and Performance
	29
	1
	96.6%
	51
	1
	98%
	53
	3
	94.3%


A number of activities over the last couple of years have sought to improve retention of male students.

Under the auspices of the Student Retention Project Board, a project team was set up with staff from the Student Retention Project, Student Services and the Students’ Union. The team held informal discussion with a focus group of male students about their experience at the University and their perceptions of support and why male students leave. The research suggested reluctance on the part of male students to seek necessary support at key stages of their university career. That suggested that there needed to more focus of providing clear signposting of the range of support available to students who were thinking of withdrawing from their studies. The project engaged a group of media students and asked them to consider how the University could best provide support to students, particularly focussing on male students. The group provided helpful feedback on a student support booklet and also offered advice on tone of voice and language used on the ‘thinking of leaving’ website. 

There is recognition also of the importance of having appropriate sources of advice for male students. The Students’ Union offers Scottish Mental Health First Aid training to students each year. In 2013/14 there was a particular focus on promoting the training opportunity to male students directly through sports and societies, many of which are male led/dominated. 

It is difficult to establish a causal link between these projects and increased male retention, as the University has invested significantly in projects to improve its retention rates overall (which will have benefitted male and female students).   

Nevertheless, male retention in Health has improved to the point where this is no longer an area identified for action under the University’s mainstreaming report. As noted above, retention of all male students in Health Sciences has increased to 93%, while retention of Scottish domiciled male students within Health Sciences increased to 91.7%. 

It is intended that this outcome is revised to state the intention of increasing the representation of male students in Health Sciences. This would bring the outcome in line with the University’s Outcome Agreement 2015/16 and will be progressed through a number of University initiatives to widen access to the University, including the South East of Scotland Academies Project and the Children’s University. Responsibility has been assigned to the Widening Access and Student Retention (WISeR) Board in the first instance. This revision is incorporated in the updated Outcomes set out on page 39 below.  
Retention of Scottish domiciled males in Drama and Performance increased between 11/12 and 12/13, then decreased in 2013/14, but nevertheless remains higher than the QMU average, and 5% above male retention in the School of ASSaM. Retention of all male students in Performing Arts dipped sits currently at 94%.  As retention of males in performing arts has been consistently good and above QMU average, it is intended that this Outcome is removed. 

OUTCOME 3: ENSURE THAT THE WORKFORCE OF THE UNIVERSITY REPRESENTS

THE COMMUNITY IT SERVES

Responsibility: Head of Human Resources and University Secretary

Suggested possible activities included:

· Promote equality and diversity in selection of staff and in consideration of job descriptions;

· Review arrangements for encouraging people with protected characteristics to apply for positions;

· Ensure all committees and decision making bodies of the University are representative of its community.

The University is committed to embedding transparent and fair practices in the recruitment and selection of its staff. The equalities impact of all HR policies, including those related to the recruitment and selection of staff are subject to equality impact assessment. The University’s Recruitment and Selection Policy states that any applicant declaring a disability who meets the minimum criteria for the position, as described in the job description, will be invited to interview.

In order to ensure fair treatment, the University has adopted a competency based approach to interviews. All those participating in appointment panels are offered training and HR support in order to enrich their understanding and ensure consistent application of the competency based approach. The competency based approach supports the objective assessment of competencies linked to the job description, reducing the potential for bias in selection decisions.

In addition to face to face training and HR support, the University has launched a range of e-learning modules from February 2015, including one on unconscious bias. These modules are available to all staff and being actively promoted to raise awareness. Arrangements have also been put in place in support of the University Court’s commitment to ensure that each of its members undertake e-learning modules on Equality and Diversity. 

As reported earlier within pages 12-14, the University has recently benchmarked its governance arrangements against the Scottish Code of Good Higher Education Governance (published July 2013) and has made particular progress against the third activity suggested above in relation particularly to membership of its governing body, the University Court. The policy statement, developed by the Nominations Committee of Court, and approved by the University Court at its December 2014 meeting is set out in full on page 13 above.
The policy statement has codified the practice of the Court over the last couple of years, where active steps have been taken to evaluate and promote the diversity of its membership. At the time of reporting (April 2015), female members of the University Court account for 39% of total membership, and female members of the University Senate account for 44%. The impact of codifying the University’s goals in this area will be monitored and reported on in April 2017, particularly in relation to the other protected characteristics. 
OUTCOME 4: INCREASE RETENTION OF MATURE STUDENTS
Responsibility: Student Retention and Surveys Manager

Suggested possible activities included:

· Target mature students as part of the Student Retention Project.
Table 2 below reports on progress in retaining mature students. 

In AY2011/12, mature students represented 27.5% of the total number of full-time undergraduate Scottish-domiciled QMU students. This decreased to 25.5% in AY2012/13 and then decreased further to 24.6% in AY2013/14. 

Retention of all undergraduate mature students has remained stable between 2010/11 and 2012/14 (94.1% and 93.8% respectively).  Retention of Scottish domiciled mature entrants has also remained largely stable between 11/12 and 2013/14. 
TABLE 2
	Scottish-domiciled UG full-time – 

mature students only
	AY2011/12
	AY2012/13
	AY2013/14

	
	Enrolled
	Withdrawals
	Retention
	Enrolled
	Withdrawals
	Retention
	Enrolled
	Withdrawals
	Retention

	QMU
	548
	55
	90%
	527
	48
	90.9%
	521
	49
	90.6%

	ASSaM
	243
	33
	86.4%
	240
	24
	90%
	252
	34
	86.5%

	Health Sciences
	305
	22
	92.8%
	287
	24
	91.6%
	269
	15
	94.4%


It is recognised that mature students often face difficulties in studying, for example where they have additional financial or caring responsibilities. Staff in all areas of the University can and do provide assistance to mature students to allow them to remain on their programme.

Mature students access a range of transition events such as the QMAdvance induction programme and the Direct Entrants’ Induction week. Once at University, mature students benefit from mentoring and the Employer Mentoring programme. Feedback from mature entrants and students suggests that these initiatives have a positive impact in terms of increased confidence.  

One mature student studying a health care subject stated that the monies received from student hardship funds meant that she could continue studying, particularly when injury prevented her from continuing her part time job. Support from staff at that time was highlighted as “overwhelming” and made the student feel valued on the course. 

Two other students added that the online access was invaluable to them as parents as it meant they could study in their own time. It was also noted that the University was “baby-friendly” though further promotion of assistance with childcare costs during placement was highlighted as an area of improvement. 

The Widening Access and Student Retention Board (WiSER) is developing an updated action plan in support of the Widening Access and Retention Strategy 2015/16 which will seek to address retention of groups identified as being less likely to persist in their studies. 

OUTCOME 5: INCREASE THE RETENTION AND REPRESENTATION OF BME STUDENTS
Responsibility: Student Retention and Surveys Manager, Head of Admissions

Suggested possible activities included:

· Target BME students as part of the Student Retention Project.

Table 3 below provides update on progress in terms of retention. 

TABLE 3
	Scottish-domiciled UG full-time – 

BME students only
	AY2011/12
	AY2012/13
	AY2013/14

	
	Enrolled
	Withdrawals
	Retention
	Enrolled
	Withdrawals
	Retention
	Enrolled
	Withdrawals
	Retention

	QMU
	117
	14
	88%
	132
	13
	90.2%
	151
	18
	88.1%

	ASSaM
	64
	8
	87.5%
	73
	6
	91.8%
	87
	14
	83.9%

	Health Sciences
	53
	6
	88.7%
	59
	7
	88.1%
	64
	4
	93.8%


In AY2011/12, BME students represented 5.9% of the total number of full-time undergraduate Scottish-domiciled QMU students. This increased to 6.4% in AY2012/13 and then increased further to 7.1% in AY2013/14. 

BME students increased as a percentage of all students from 8.7% to 9.6% between 2010/11 and 2013/14.

Retention of all BME students increased between 2011/12 and 2012/13 (92.3% to 93.4%), then decreased in  2012/13 to 90% before improving in 2013/14 to 90.5%.

The Widening Access and Student Retention Board (WiSER) is developing an updated action plan in support of the Widening Access and Retention Strategy 2015/16 which will seek to address retention of groups identified as being less likely to persist in their studies. 

OUTCOME 6: DEVELOP FLEXIBLE AND REVISED POLICIES TO INCREASE FLEXIBLE WORKING CAPABILITIES AND CHILDCARE OR OTHER CARING ARRANGEMENTS.

Responsibility: Head of Human Resources

Suggested possible activities included:

· Raise awareness of HR policies amongst all staff

· Continue to consult with key stakeholders over the revision of existing and the development of new policies and on the potential qualities impacts

· Continue to develop and revise HR policies based on best practice and legislative changes taking into account all of the protected characteristics 

All HR polices are subject to review on an annual basis or as legislation changes, are subject to an equality impact assessment and a rigorous consultation process with the University’s trade unions. Awareness of HR policies is raised through QMU @ Work and through corporate and HR induction.

The University has developed policies for Special Leave arrangements which offer a degree of work flexibility for those staff with caring responsibilities.

The University’s considers flexible working requests from all staff and in many cases managers work with staff members to find working patterns and arrangements that suit both the individual’s and the University’s requirements. The University accommodates a high volume of flexible working requests, both formal and informal to facilitate employees in managing their caring responsibilities.

The Head of Human Resources has suggested that this Outcome would be more effective if it was revised to read as follows:-

Revised Outcome 6: Ensure that our HR policies promote inclusive employment opportunities and provide clear advice to all staff on opportunities to work flexibly 

The impact of the revised outcome will be kept under review by, for example, uptake of the policies and possible future staff surveys and be reported on in the next reporting period.
OUTCOME 7: ENSURE THAT DISABLED STAFF AND STUDENTS’ NEEDS ARE FULLY ACCOMMODATED

Responsibility: Head of Student Services, Head of Human Resources and Director of Campus Services

Suggested possible activities included: 

· Develop improved processes for staff to access support;

· Develop and publicise information on the support available for staff;

· Work with external bodies to develop a staff culture which promotes good health;

· Develop further awareness of issues relating to students with specific learning difficulties or disabilities;

· Embed a culture of improved and necessary support for mental health issues;

· Continue to work towards an inclusive environment for disabled students;

· Reduce the overall number of specific adjustments recommended in favour of a mainstreamed approach;

· Encourage early disclosure;

· Ensure the campus facilities and surrounding transport arrangements are fit for purpose.

Statistics relating to the number of Disabled students at the University are set out in Section 5 below. We expect fully that the numbers and %ages noted for 2014/15 will increase, as a number of students come forward for assessment throughout the academic year. 

The Disabled Students’ Allowance is available to eligible students to support them in their learning, so that they are not disadvantaged in relation to their non-disabled peers due to the impact of their disability. Funding can support the purchase of equipment, non-medical personal help and various consumables.  
Table 4 below indicates the total number of QMU applicants for DSA support in 2013/14 and also allows a comparison to be made over a full five-year period.
TABLE 4
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· The total number of DSA applications in 2013/2014 was 273 which represented a 5% increase on the previous year, and the highest number in any one year.

· There has been a 22% increase in the total number of DSA applicants over the five years since 2009/10.

In addition to the 273 applications made in 2013/14, a further 23 students were DSA eligible, but did not apply. A number of students at QMU are eligible for support but are not eligible to apply for DSA. These include International students, most EU students and students who are undertaking too few credits to meet eligibility criteria. Support costs for these students are met by QMU using two separate funds: Disability Service Premium and the QMU Student Fund. Funding supported Educational Psychologist Assessments, non-medical personal help for two students whose support costs exceeded their DSA allocation and examination support.
Following successful revalidation in 2012/13, QMU continued to provide DSA Needs Assessments for students through the QMU Needs Assessment Centre (QMUNAC). The range of students for whom assessments were provided included those with Specific Learning Difficulties, with Mental Health Difficulties and with Autistic Spectrum Conditions 

It has been anticipated that QMU would be required to submit a QMUNAC revalidation application to the Disabled Students Advisory Group in April 2014, however, due to external changes within the FE sector in Scotland and multiple revalidation applications from newly merged colleges, the revalidation deadline for QMUNAC was moved to October 2014 and will be undertaken in AY 2014/15.

In May 2014, questionnaires were sent out to all students who had had a needs assessment at QMUNAC over the academic year 2013/14 and were returning to QMU for AY 2014/15, to which there was a 47% return rate (35/74). The survey was in the form of a questionnaire in which statements were phrased such that agreement indicated satisfaction with the DSA provision and disagreement indicated dissatisfaction. Four key themes were covered

:

· The student’s experience of the actual assessment interview

· The content of the report

· The outcomes of the DSA award as recommended in the report

· The overall DSA process at QMU
High satisfaction levels emerged across all 4 themes (strongly agree/agree responses):

· Process – 86%


· Assessment experience – 98%




· Report – 94%






· Value of outcomes – 92%



Taken in combination, 709 out of 809 responses were positive (Strongly agree/Agree) indicating a satisfaction level of 87.6 %.  Overall, results indicated growing satisfaction with the Report: 94% up from 90% in the previous year, the Value of DSA outcomes: 92% up from 89% in the previous year.  The Assessment experience retained a high satisfaction level of 98%.  The single area where satisfaction levels were somewhat reduced was in the Process, 86%, down from 89% in the previous year, yet still indicating a positive result.
There have been a number of positive developments under this Outcome.

The Mental Health Working Group, with the support of the Equality and Diversity Committee,  has organised two successful mental health awareness days. The impact of these days is measurable in terms of the confidence of staff and students to discuss mental health, the increased awareness of issues, the use of the mindapple model in teaching and the momentum to have further events, including a University mental health and wellbeing day in February 2015. Links have been established with local community groups and initiatives.  

It is difficult to measure success in this area, but the uptake of the bibliotherapy information provided to staff and students suggests that there is an appetite for these events to continue to increase awareness of difficulties that can be experienced across the protected characteristics and in relation to disability in particular.   

It is recognised that students with learning or other disabilities can find it difficult to integrate into the University setting. The Students’ Union, with support from the WiSER project fund, has established a Student Engagement Assistant service to assist all students but the service can be of particular benefit to those with disability. The Assistants provide advice and help to all students which can be seen as more accessible as the Assistants are also students. A positive example of how this system works well was the case of a new student who came to the drop-in sessions. It was identified that he was at risk of leaving as he was living off campus (at significant distance) and was struggling with his university work. The service was able to assist in finding him accommodation on campus and advice and support on how to use the library. The student was also accompanied to meetings in order that he felt reassured to express all he was thinking. The student is now progressing well.

Other notable activities include a high profile Dyslexia Awareness Week, which included a public talk from Sir Jackie Stewart on his experiences of living with dyslexia. There are further activities planned in a similar vein for both staff and students.

Within the reporting period, the University has revamped and relaunched its Disability Policy relating to both staff and students and clarified processes around Individual Learning Plans to ensure that students with disabilities, learning or otherwise, are not disadvantaged during assessment by unclear procedure.

University staff can access support in matters relating to disability from Human Resources partner staff, or through the University’s Health and Safety Adviser. All staff are encouraged to complete a work station assessment through the University’s online tool, Workrite, the results of which are followed up on a 121 basis by the Health and Safety Adviser. These arrangements are promoted through QMU @ Work, Health and Safety and HR induction.

The University accommodates many adjustments for staff on the basis of disability both in relation to workstations and working arrangements such as adjustments to working hours, start and finish times etc. By their nature, many of the adjustments made are specific to the individual staff member, but consideration is given as to whether the adjustment could be implemented for all staff.

OUTCOME 8: ENSURE STUDENTS MEET EMPLOYERS’ REQUIREMENTS
Responsibility: Deans of Schools and Head of Student Services

Suggested possible activities included:

· Ensure students are aware of the general duty and embed a culture of fostering good relations;

· Work with external agencies to ensure that students and employers are aware of each other’s obligations and the expected requirements of junior staff.

This Outcome has been approached through the University’s Employability strategy. The strategy has the aim, amongst others, of consolidating and improving engagement with employers of all sizes, locally, nationally and internationally, utilising and sharing existing relationships whilst developing new relationships. This strategy should foster good relations between all the protected characteristics as it will assist the University and employers to understand each other’s needs, as well as influencing the development of graduate attributes in all QMU students. These attributes apply regardless of any of the protected characteristics. The impact of the strategy will be monitored and reported on in future reports as it is too early to determine impact at this stage.  

The Employability Service monitors the gender breakdown of users, and in the last semester (semester one 2014-15) the majority of users (2:1 ratio) were, or presented as, female. This is interesting as the percentage of males (presenting as male or declared) was higher than the percentage of men who attend the University. The service also monitored the number of non-UK domiciled students who accessed the service and 37% of users were in this category. These results will be benchmarked against future results to look for trends and to determine if work needs to be done to ensure that no particular protected characteristics grouping is being disadvantaged by not accessing the service or not being able to access the service.
OUTCOME 9: INCREASE AWARENESS OF HATE CRIME AND DECREASE TOLERANCE OF THIS CRIME

Responsibility: Convener of the Equality and Diversity Committee

Suggested possible activities included:
· Promote good relations between groups of different protected characteristics by the introduction of an Equality and Diversity week and working with external agencies;

· Introduce a staff LBGT network;

· Develop and implement a trans persons policy;

· Work with external agencies to develop understanding of the ways to report hate crime

This Outcome has been progressed in two ways.  

An LGBT+ Society has been re-established as a result of an initiative by the students and the Students’ Union. The Society will represent all sexualities and gender identities within the University. The “+” symbol is to represent all gender identities and sexualities outwith the “LGBT” label. The Society is looking to raise awareness and focus on student well-being. There will be challenges around this, and the University aims to be as supportive as possible. Communications should be improved with this Society.  

As part of its recognition of LGBT members of staff, the EDC is working with Stonewall, a member of which is being invited to participate in a future committee meeting.  

The University has also been participating in the re-invention of a rights network across the Lothian region. This has involved the Secretary to the EDC attending meetings with partners and stakeholders where a new Charter for the network has been created and a tender for services of the network facilitator established. The funding for this network is primarily from Council budgets as well as contributions from Police Scotland, Scottish Fire and Rescue and local NHS Boards. The Equality and Rights Network should be in place by May 2015.  

The next report will assess the impact this Network has had in relation to the University’s obligations under these outcomes and how the Network has influenced practice. 
OUTCOME 10: ENSURE STUDENTS WITH CARING RESPONSIBILITES ARE NOT DISADVANTAGED


Responsibility: Head of Students Services and University Secretary


Suggested possible activities included:

· Introduce a pregnancy and maternity/paternity policy for students;

· Review arrangements for suspension of studies to make explicit the additional support pertaining to caring responsibilities.

Progress has been made on the second of suggested activities, with a new Student Deferral Procedure developed and implemented in Semester 2 of 2014/15. The new procedure provides clear guidance for both staff and students about when a deferral is appropriate and how to apply for one. Pregnancy, maternity or paternity leave are noted as examples of valid criteria for a deferral of studies. 

The deferral procedure was developed by the Student Retention and Surveys Team with Registry staff who are jointly responsible for deferrals and withdrawals through the thinking of leaving email address. Feedback was sought from members of the WISeR Board (formerly the Student Retention Project Board), Programme Leaders, Professional Services staff and the Students’ Union. 
Document and guidance available at http://www.qmu.ac.uk/thinkingofleaving/break.htm 

The first activity is still under discussion, with a policy statement in the early stages of drafting. 
OUTCOME 11: EMBED EQUALITY AND DIVERSITY IN THE CURRICULUM AND IN RESEARCH

Responsibility: Head of Research and KE Development Unit and Deans of School

Suggested possible activities included:

· Introduce case studies outwith stereotypes;

· Have mentors who are knowledgeable in relation to particular cultures or beliefs;

· Reduce the barriers students face in accessing study;

· Implement widespread training and awareness of cultural differences;

· Ensure validation panel have requisite training and establish whether equality and diversity is embedded within the curriculum.

We consider that an area of good practice in mainstreaming is the University’s Quality Assurance and Enhancement processes. This includes the validation and review of new and established programmes, and the annual monitoring of all programmes. 

During the validation and review process, the checklist for approval panels explicitly invites panel members to consider whether there is:

· sufficient evidence that the Programme will contribute to widening access and engaging students from non-traditional backgrounds and under-represented groups, 

· sufficient evidence of curriculum innovation and development to enhance equality and diversity,  as well as to address potential exclusionary aspects of the programme and to encourage students to think globally and locally.  

· evidence of inclusive teaching practices.  

It is recognised that the learning from the answers to these questions could be more widely shared to promote further inclusivity good practice across the University.

In terms of embedding equality in research and research practices, the University has, during the last two years:-

· Continued to enhance gender equality initiatives beyond the traditional STEM domain of Athena Swan to promote initiatives such as the Stonewall Equality Index and to participate in the Aurora programme. 
· Publicised and implemented the QMU REF Equality Code of Practice.

· Integrated equality and diversity into the QMU submission to REF 2014.

· Received very positive feedback on the staff profile of the REF submission and the wide integration of staff with complex and special circumstances. The number of staff eligible for submission in these categories was significantly above sector averages. QMU has committed to act on the feedback and comments from the HEFCE Equality and Diversity Panel.

· Submitted and publicised REF Equality Impact Statements and analysis of submitted staff with protected characteristics.

· Secured the Athena Swan Bronze award, and now working towards obtaining the Silver award this session.

· Implemented the Vitae Researcher Development Framework and Planner with a section on Equality and Diversity in Research Careers.

· Actively participated in Vitae’s Every Researcher Counts Project (which included, in 2014, allocation of strategic funds to support female contract researcher attendance at key sector events and researcher development initiatives, including the Vitae Part Time Researcher Conference).

· Introduced Maternity coaching to support researchers in their careers pre and post maternity leave.

· Put in place campus based “inspiring women case studies” to showcase positive female role models across a range of positions within the workplace.

In January 2015, the University received confirmation that it was one of the first of ten UK institutions to retain the HR Excellence Award for Researcher Careers.. Equality and Diversity is a core theme in the QMU action plan for 2014-2018 in support of this award.

OUTCOME 12: DEMONSTRATE OUR COMMITMENT TO ADVANCING WOMEN’S CAREERS IN STEM SUBJECTS VIA ATHENA SWAN
Responsibility: Head of Research and KE Development Unit and Theme Leads

Suggested possible activities included:

· Increased public engagement activities in science communication.

· Roll out of the QMU Researcher in Residence in Scheme.

The following activities have been undertaken:-
· There is an ongoing commitment to the Aurora programme.

· There has been female staff representation at the Scottish Crucible and a female appointment to management committee for the European Crucible.
· There has been an application for Scottish Crucible 2015 submitted by female staff member. 
· There was a successful roll out of the Researcher in Residence Scheme and ongoing collaboration and female engagement with the Edinburgh Beltane. New public engagement activity is being progressed with the Royal Botanical Gardens.
· The University hosted a Beltane Breakfast with two QMU female science researchers invited to speak.
· A Beltane Fellowship for Public Engagement in QMU Clinical Audiology, Speech and Language Research Centre (CASL) is being developed. In partnership with the Beltane, the QMU CASL Public Engagement Fellow will continue with the impact-generating knowledge exchange research activities that led to the award of the Queen’s Anniversary Prize (2002) for the clinical application of speech science, phonetics teachers and curriculum designers throughout the university sector. 
· There has been a high level of female PIs on innovation voucher bids to increase the translation of research to SMEs.
OUTCOME 13: INCREASED EQUALITY AND DIVERSITY IN RESEARCH CAREERS

Responsibility: Head of Research and KE Development Unit, Deans of Schools and Deputy Principal

Suggested possible activities included:

· Diversity in the profile of staff submitted to REF.

· Promotion and implementation of the Equality Code of Practice.

· Implementation of the concordat action plan.

· Re-launch of the QMU Mentoring Scheme.
The following activities have been progressed:

· Key issues for groups with protected equality characteristics are being dealt with via post REF equality impact assessments. In 2013 the University published its Equality Code of Practice for Research and Equality Impact Assessment on our website. Consequently the Concordat is a regular agenda item for the Equality and Diversity Committee which monitors and reviews the mainstreaming of REF good practice in terms of researcher output, standard tariff reductions and equality and diversity in research careers. Active QMU participation in the Vitae Every Researcher Counts project has supported work in this area. 

· The University received very positive feedback on the staff profile of the REF submission and the wide integration of staff with complex and special circumstances. The number of staff eligible for submission in these categories was significantly above sector averages. QMU has committed to act on the feedback and comments from the HEFCE Equality and Diversity Panel. A post REF workshop held on 4 December 2014  for Early Career and Contract Research Staff promoted equality and diversity in research careers. 
· Equality and Diversity confirmed as core value in the new institutional criteria for the replacement of strategic research themes with centres 
· The University has submitted a new Action Plan for 2014-2018 for the Concordat to Support the Career Development of Researchers.
· The University will be undertaking a review of existing mentoring scheme to include maternity coaching and peer to peer coaching. 
REVISED OUTCOMES

Equality Outcomes, updated in line with the reporting set out above, are presented in the tables that follow.

	Outcome
	Evidence Base 
	Possible activities
	PC(s) and general duty
	Responsibility

	Ensure that the workforce of the University represents the community it serves
	HESA, Staff Survey 2012 and 2015, Internal HR information
	· Promote equality and diversity in selection of staff and in consideration of job descriptions;

· Review arrangements for encouraging people with protected characteristics to apply for positions;

· Ensure all committees and decision making bodies of the University are representative of its community


	Age, Disability, Gender identity, Race, Gender, Sexual orientation, Pregnancy and maternity, Faith and belief; Eliminate unlawful discrimination, foster good relations and advance equality of opportunity. 
	Head of Human Resources, University Secretary

	Increase retention of mature students 
	HESA, Student Retention Project Statistics, Outcome Agreement 2015/16 and onwards.
	· Target mature students as part of the Student Retention Project
	Age and Gender. Advancing equality of opportunity, eliminate unlawful discrimination and foster good relations.


	WISeR Board

	Increase the representation of BME students
	HESA, Student Retention Project Statistics, Outcome Agreement 2015/16 and onwards.
	· Target BME students as part of the Student Retention Project
	Gender and Race. Advancing equality of opportunity, eliminating unlawful discrimination and foster good relations.


	WISeR Board

	Ensure that our HR policies promote inclusive employment opportunities and provide clear advice to all staff on opportunities to work flexibly
	Staff Survey 2012 and 2015, Internal HR information

Revised via further analysis of the Staff Survey results
	· Raise awareness of HR policies amongst all staff

· Continue to consult with key stakeholders over the revision of existing and the development of new policies and on the potential qualities impacts

· Continue to develop and revise HR policies based on best practice and legislative changes taking into account all of the protected characteristics 


	Gender. Advancing equality of opportunity and eliminating unlawful discrimination. This category was hard to reconcile with fostering good relations though this may occur. It was felt important to include this to allow males in the workforce to have the same opportunities as females.
	Head of Human Resources


	Ensure that disabled staff and students’ needs are fully accommodated
	Reports on discipline, FTP, complaints and appeals, Staff survey 2012 and 2015, Students’ Union, Student Retention Project Statistics, Management Information Reports from SITS.
	· Develop improved processes for staff to access support;

· Develop and publicise information on the support available for staff;

· Work with external bodies to develop a staff culture which promotes good health;

· Develop further awareness of issues relating to students with specific learning difficulties or disabilities;

· Embed a culture of improved and necessary support for mental health issues;

· Continue to work towards an inclusive environment for disabled students;

· Reduce the overall number of specific adjustments recommended in favour of a mainstreamed approach;

· Encourage early disclosure;

· Ensure the campus facilities and surrounding transport arrangements are fit for purpose


	Disability. Advancing equality of opportunity, eliminating unlawful discrimination and fostering good relations.
	Head of Student Services, Head of Human Resources and Director  of Campus Services

	Ensure students meet employers’ requirements
	Edinburgh Partnership, Edinburgh Council, NHS Lothian, Lothian and Borders Police, Lothian and Borders Fire and Rescue Service
	· Ensure students are aware of the general duty and embed a culture of fostering good relations;

· Work with external agencies to ensure that students and employers are aware of each other’s obligations and the expected requirements of junior staff


	Age, Disability and Gender. Advancing equality of opportunity, eliminating unlawful discrimination and fostering good relations.
	Deans of Schools and Head of Student Services

	Increase awareness of hate crime and decrease tolerance of this crime
	Edinburgh Partnership, Edinburgh Council, NHS Lothian, Lothian and Borders Police, Lothian and Borders Fire and Rescue Service, Reports on discipline, FTP, complaint and appeals, International Student Review
	· Promote good relations between groups of different protected characteristics by the introduction of an Equality and Diversity week and working with external agencies;

· Introduce a staff LBGT network;

· Develop and implement a trans persons policy;

· Work with external agencies to develop understanding of the ways to report hate crime


	Disability, Faith/belief, Gender identity, Race, Gender, Sexual orientation. Eliminate unlawful discrimination, advance equality of opportunity and foster good relations.
	Convener of Equality and Diversity Committee

	Ensure that students with caring responsibilities are not disadvantaged
	Student Retention Project Statistics, Students’ Union, Outcome Agreement  2015/16 and onwards.
	· Introduce a pregnancy and maternity/paternity policy for students;

· Review arrangements for suspension of studies to make explicit the additional support pertaining to caring responsibilities
	Gender, Age, Disability, Pregnancy and maternity, marriage/civil partnership. Advancing equality of opportunity and eliminating unlawful discrimination. This outcome may not foster good relations in relation to all the protected characteristic groupings but given the focus of the University’s Outcome Agreement, it was thought important to include.


	Head of Student Services and University Secretary

	Embed equality and diversity in the curriculum and in research
	REF, Outcome Agreement 2015//16, Strategic Plan 2015-20, School Annual Monitoring Reports


	· Introduce case studies outwith stereotypes;

· Have mentors who are knowledgeable in relation to particular cultures or beliefs;

· Reduce the barriers students face in accessing study;

· Implement widespread training and awareness of cultural differences;

· Ensure validation panel have requisite training and establish whether equality and diversity is embedded within the curriculum


	Age, Disability, Faith/belief, Gender identity, Marriage and civil partnership, pregnancy and maternity, Race, Gender and Sexual orientation. Eliminate discrimination, advance equality of opportunity and foster good relations.
	Head of RKEU and Deans of Schools

	Demonstrate our commitment to advancing women's careers in STEM subjects via ATHENA SWAN.

	ATHENA SWAN bronze award. Membership and Participation in the Edinburgh Beltane.

Post REF 20014 submission to STEM subjects  analysis.
	· Increased public engagement activities in science communication.

· Roll out of the QMU Researcher in Residence in Scheme.


	Gender. Eliminate unlawful discrimination, advance equality of opportunity and foster good relations.
	Theme Leads.

	Increased equality and diversity in research careers.
	REF 2014 Outcomes.

REF 2014 Equality Code of Practice.

ATHENA SWAN

HR Excellence Award
	· Diversity in the profile of staff submitted to REF.

· Promotion and implementation of the Equality Code of Practice.

· Implementation of the concordat action plan.

· Re-launch of the QMU Mentoring Scheme.
	Age, Disability, Gender identity, Race, Gender, Sexual orientation, Pregnancy and maternity, Faith and belief; Eliminate unlawful discrimination, foster good relations and advance equality of opportunity.


	Deans, Deputy Principal

	Increase the representation of males in health sciences
	HESA, Outcome Agreement 2015/16  and updates, Data from internal figures on admissions and retention

School of Health Sciences Annual Monitoring Report
	· Target recruitment to males;

· Work with Edinburgh Council, East Lothian 

· Council and Midlothian Council to adapt attitude to caring professions in younger generations
	Gender. Advancing equality of opportunity and eliminating 

unlawful discrimination. This outcome was selected due to the low percentage of males in Health Sciences. It may have an indirect effect of fostering good relations though the primary aim of this outcome is foster the two parts of the general duty mentioned above.
	WISeR Board


SECTION 3: EMPLOYMENT INFORMATION
Information relating to staff employed by the University is set out in the documents attached as Appendices 1 and 2 of this progress report.

It is recognised that there are other areas where further data should be reported on as part of mainstreaming equalities such as training and development and return to work of disabled employees following periods of sickness absence.

Currently training and development of staff is not centrally recorded in one place therefore data is incomplete. Human Resources will be introducing training and development functionality into Employee Self Service, planned for late 2015, which will seek to address this so that reporting in this area can improve in future reports.

The university records and reports regularly on sickness absence information. Currently, however, the majority of employees who are absent from work for reasons covered under the Equalities Act 2010 do not declare a disability. Consequently, therefore, information regarding this is not meaningful. HR continues to encourage employees, where appropriate, to formally declare disabilities.
SECTION 4: Resources

Evidence Base

1. ECU publication: Measuring Progress on Equality: qualitative evidence, April 2014.

2. ECU publication: Mainstreaming: Equality at the Heart of Higher Education, June 2012.

3. Attendance at Perspectives on Mainstreaming event: Reporting on progress (ECU run), November 2014.

4. Scottish Ministers’ Proposals to enable the better performance of the Public Sector Equality Duty 2013-2017 published 2013.

5. Improving Local Equality Data Project: Executive Summary, June 2012 (Scottish Government, EHRC, Improvement Service).

6. ECY Publication: The experience of lesbian, gay, bisexual and trans staff and students in higher education (research report 2009).

7. ECU publication: Embedding Equality in Student Services (July 2014).

8. QAA Publication: UK Quality Code for Higher Education Part B: Assuring and enhancing academic quality, Chapter B4 Enabling student development and achievement (March 2013).

9. ECU publication: Equality in higher education: statistical report 2014 Parts 1 and 2 (November 2014).

10. EHRC Briefing on Reporting on the Scottish Public Sector Equality Duty

11. National Records of Scotland: 2011 Census: Key Results from Releases 2A to 2D – May 2014.
12. QMU Vision, Mission and Values http://www.qmu.ac.uk/the_university/mission_statement.htm
13. QMU Strategic and operational plans to date.
14. School of Health Sciences Annual Monitoring Report 2013-14

15. School of Arts, Social Sciences and Management Annual Monitoring Report 2013-14
16. Outcome Agreement update 2015 and previous years.

17. Institutional statistics from National Student Survey, internal surveys (undergraduate and PRES) and HESA data.

18. QMU staff survey results 2012

19. Disability Service Report 2013-14

20. Internal reports on complaints, discipline and appeals.
The websites of ECU and EHRC have been particularly helpful in drawing together this update report.

The following have provided insight at conferences and meetings:

All other Scottish Universities and in particular, E&D colleagues

Students’ Union

Edinburgh City Council

Edinburgh Partnership

NHS Lothian

Police Scotland (Lothian division)

Scottish Fire and Rescue Service (Lothian division)

SECTION 5 – MANAGEMENT INFORMATION – STUDENT POPULATION HEAD COUNT (EXCLUDING BASED OVERSEAS IN COLLABORATIVE PARTNERSHIP ORGANISATIONS)

1
GENDER
[image: image3.emf]n. % n. % n. %

Female 3380 75.8% 3391 76.1% 3419 76.6%

Male 1078 24.2% 1067 23.9% 1043 23.4%

4458100.0% 4458100.0% 4462100.0%
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DISABILTY

[image: image4.emf]n. % n. % n. %

With disability 487 10.9% 526 11.8% 516 11.6%

Without disability 3971 89.1% 3932 88.2% 3946 88.4%

4458100.0% 4458100.0% 4462100.0%
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ETHNICITY[image: image5.emf]n. % n. % n. %

Asian or Asian British - Bangladeshi

13 2.8% 10 1.8% 10 1.7%

Asian or Asian British - Indian

51 11.1% 51 9.3% 54 9.4%

Asian or Asian British - Pakistani

0 0% 60 11.0% 57 9.9%

Asian or Asian Brtisih - Pakistani

57 12.4% 1 0.2% 1 0.2%

Black or Black British - African

106 23.1% 151 27.6% 183 31.8%

Black or Black British - Caribbean

6 1.3% 6 1.1% 5 0.9%

Chinese

62 13.5% 70 12.8% 72 12.5%

Mixed - White and Asian

0 0% 21 3.8% 16 2.8%

Mixed - White and Black African

0 0% 8 1.5% 7 1.2%

Mixed - White and Black Caribbean

0 0% 8 1.5% 7 1.2%

Other Asian background

74 16.2% 81 14.8% 85 14.8%

Other Black background

9 2.0% 15 2.7% 13 2.3%

Other ethnic background

37 8.1% 25 4.6% 29 5.0%

Other mixed background

43 9.4% 40 7.3% 36 6.3%

458 10.3% 547 12.3% 575 12.9%

White White

3854100.0% 3777100.0% 3718100.0%

3854 86.5% 3777 84.7% 3718 83.3%

Not known Not known

146100.0% 69100.0% 67100.0%

146 3.3% 69 1.5% 67 1.5%

Information 

refused

Information refused

0 0% 65100.0% 102100.0%

0 0% 65 1.5% 102 2.3%

4458100.0% 4458100.0% 4462100.0%

Not known

Information refused
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RELIGIOUS BELIEF
[image: image6.emf]n. % n. % n. %

Any other religion or belief 31 0.7% 26 0.6% 21 0.5%

Buddhist 14 0.3% 15 0.3% 16 0.4%

Christian - Catholic 518 11.6% 454 10.2% 343 7.7%

Christian - Church of Scotland 337 7.6% 312 7.0% 255 5.7%

Christian - Other denomination 348 7.8% 335 7.5% 289 6.5%

Hindu 38 0.9% 22 0.5% 21 0.5%

Information refused 92 2.1% 86 1.9% 56 1.3%

Jewish 4 0.1% 5 0.1% 7 0.2%

Muslim 119 2.7% 111 2.5% 89 2.0%

No religion 1480 33.2% 1242 27.9% 947 21.2%

Not known 1448 32.5% 1816 40.7% 2389 53.5%

Sikh 5 0.1% 3 0.1% 3 0.1%

Spiritual 24 0.5% 31 0.7% 26 0.6%

4458 100.0% 4458 100.0% 4462 100.0%

2014/5 2013/4 2012/3
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SEXUAL ORIENTATION
[image: image9.emf]n. % n. % n. %

Bisexual 58 1.3% 43 1.0% 26 0.6%

Gay man 54 1.2% 54 1.2% 41 0.9%

Gay woman/lesbian 17 0.4% 22 0.5% 20 0.4%

Heterosexual 2535 56.9% 2154 48.3% 1660 37.2%

Information refused 123 2.8% 106 2.4% 93 2.1%

Not known 1621 36.4% 2036 45.7% 2591 58.1%

Other 50 1.1% 43 1.0% 31 0.7%

4458 100.0% 4458 100.0% 4462 100.0%
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GENDER IDENTITY
[image: image10.emf]n. % n. % n. %

Gender identity different from gender assigned at 

birth 12 0.3% 12 0.3% 11 0.2%

Gender identity same as gender assigned at birth 3061 68.7% 2663 59.7% 2086 46.8%

Information refused 32 0.7% 29 0.7% 21 0.5%

Not known 1353 30.3% 1754 39.3% 2344 52.5%

4458 100.0% 4458 100.0% 4462 100.0%
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MARITAL STATUS
[image: image11.emf]n. % n. % n. %

Co-habiting 162 3.6% 160 3.6% 148 3.3%

Divorced or civil partnership dissolved 52 1.2% 46 1.0% 45 1.0%

Married or in civil partnership 533 12.0% 597 13.4% 610 13.7%

Not known 820 18.4% 848 19.0% 932 20.9%

Separated (but still legally married or in CP) 27 0.6% 32 0.7% 31 0.7%

Single (never married or never in CP) 2857 64.1% 2766 62.0% 2691 60.3%

Widowed or a surviving partner from a CP 7 0.2% 9 0.2% 5 0.1%

4458 100.0% 4458 100.0% 4462 100.0%
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APPENDICES (ATTACHED AS SEPARATE DOCUMENTS)
Associated Reviewed Employment Information

1
Staff Equalities Data

2
Equal Pay Review
��
	 http://www.ecu.ac.uk/guidance-resources/governance-and-policies/governing-bodies/


�	 For Outcomes 1, 2, 4 and 5, it should be noted that all data is taken from the Student Retention Research Update for Academic Year 2013/2014. The withdrawal data is for full-time undergraduate Scottish-domiciled students at QMU for the last three academic years (11/12, 12/13, 13/14). The full report, including all groups of students and not only restricted to Scottish-domiciled students, was considered at the WISeR Board (formerly the Student Retention Project Board) on 29 October 2014.
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Chart1

		2009 2010

		2010 2011

		2011 2012

		2012 2013

		2013 2014



Total DSA applications

Number of DSA Applications 
2009/10 - 2013/14

223

238

239

260

273



DSA Stud nos

				hs1		ass1		hs2		ass2		hs3		ass3		hs4		ass4		pghs		pgass

		1		36		23		27		46		13		16		41		31		38		4		275

		2		1		0		1		0		0		0		1		0		1		0		4

		3		0		0		0		1		2		1		1		1		2		0		8

		4		1		1		3		3		0		1		0		4		0		0		13

		5		0		0		0		0		0		0		0		0		0		0		0

		6		7		6		2		4		7		2		7		4		5		0		44

		7		0		1		2		0		1		0		0		2		0		0		6

		8		1		7		10		0		6		0		8		9		11		1		53

		9		0		2		0		0		4		4		8		6		6		0		30

		10		0		1		0		0		0		0		1		0		0		0		2

		tbc		13		8		8		0		1		16		6		19		16		3		90

		none		0		3		2		0		6		3		3		1		12		0		30

				59		52		55		54		40		43		76		77		91		8		555

				111				109				83				153				99				555

								52		59

		First		111				54		55

		Second		109				43		40

		Third		83				77		76

		Fourth		153				8		91

		Post Grad		99				234		321		555

		2007 2008		387

		2008 2009		461

		2009 2010		522

		2010 2011		535

		2011 2012		556

		2012 2013		555

		2013 2014

		Learning Difficulty		275

		Visual Impairment		4

		Hearing Impairment		8

		Physical Impairment		13

		Personal Care		0

		Mental Health Difficulty		44

		Unseen condition		6

		Multiple condition		53

		Other difficulty		30

		Autistic Spectrum Disorder		2

		Unknown/tbc		120

		Arts, Social Sciences and Management School stats TOTAL  255

		L1  TOTAL:    59

		DYS:               36

		VI:                    1

		MOBILITY:      1

		MENTAL H:    7

		MULTIPLE:     1

		TBC:                13

		L2  TOTAL:    67

		DYS:               46

		HI:                   1

		MOBILITY:      3

		MENTAL H:    4

		MULTIPLE:     0

		TBC:                13

		L3  TOTAL:    43

		DYS:               16

		HI:                   1

		MOBILITY:      1

		MENTAL H:    2

		MULTIPLE:     0

		NOT LISTED: 4

		TBC:                16

		NO DISABLITY:2

		NON DISCLOSURE  1

		L4  TOTAL:    77

		DYS:               31

		HI:                   1

		MOBILITY:      4

		MENTAL H:    4

		MULTIPLE:     9

		TBC:                18

		NOT LISTED  6

		NO DISABILITY  1

		UNSEEN        2

		NON DISCLOSURE 1

		POSTGRAD  TOTAL  8

		DYS    4

		MULTIPLE      1

		TBC                 3

		It looks as if we are 30 students ‘down’ in terms of referrals for ETT support which is a bit of a surprise.  Can I just check with you that you included referrals on the QMU supported tab of the DSA spreadsheet when you sourced these?

		I think I left off Eire as well. The two will add 20 students.





DSA Stud nos

		



Number of disabled students

Number of disabled students 
2008 2009 - 2012 2013



DS Appt offered by month

		



Number of students

2012 2013
 number of disabled students 
by disability



EPA by month

		



QMU Disabled student numbers



QMUNAC by month

		Week Comm		Offered		No Show		Cancelled		No Take up		Attended		Drop-in
Friday

		9/2/13				1		0		4		4

		9/9/13				3		3		2		18		9

		9/16/13				3		2		0		17		12

		9/23/13				3		1		1		23		13

		9/30/13				1		1		2		19		2 dropins

		Total		89		11		7		9		62		34

		10/7/13				5		0		0		17		2 dropins

		10/8/13				2		3		3		15		2 dropins

		10/21/13				1		1		6		12		2 dropins

		10/28/13				0		0		8		7		2 dropins

		Total		80		8		4		17		51		0

		11/4/13				0		2		8		6		2 dropins

		11/11/13				1		0		6		6		1 dropin

		11/18/13				0		0		4		6		1 dropin

		11/25/13				3		0		6		15		2 dropins

		Total		63		4		2		24		33		0

		12/2/13				1		0		0		18		2 dropins

		AT				0		0		2		1

		12/9/13				0		0		0		4

		AT				0		0		0		0

		12/17/13				0		0		0		2

		DS Total		25		1		0		0		24		0

		AT Total		3		0		0		2		1

		1/6/14				0		0		0		0		0

		1/13/14				1		1		6		11		2 dropins

		AT				0		0		5		0

		1/20/14				0		0		9		6		1 dropin

		AT				0		0		2		4

		1/27/14				2		0		8		4		2 dropins

		AT				0		0		3		4

		DS Total		48		3		1		23		21

		AT total		18		0		0		10		8

		2/3/14				1		0		9		4		1 dropin

		AT				0		4		2		7

		2/10/14				2		1		5		7		2 dropins

		AT				0		2		4		6

		2/17/14				1		0		6		3		2 dropins

		AT				0		0		8		3

		2/24/14				0		0		8		5		2 dropins

		AT				0		1		7		0

		DS Total		52		4		1		28		19		0

		AT total		44		0		7		21		16

		3/3/14				0		0		4		7		1 dropin

		AT				1		0		2		5

		3/10/14				0		0		5		10		2 dropins

		AT				0		2		1		8

		3/17/14				0		0		3		9		2 dropins

		AT				0		2		3		5

		3/24/14				0		2		9		7		2 dropins

		AT				0		2		8		0

		3/31/14				0		0		9		6		2 dropins

		AT				0		1		9		3

		DS Total		71		0		2		30		39		0

		AT Total		52		1		7		23		21

		4/7/14				0		0		0		0		0

		AT				0		0		0		0

		4/14/14				1		0		1		5		1 dropin

		AT				0		0		8		0

		4/21/13				1		0		7		8		2 dropins

		AT				0		0		0		0

		4/28/13				0		0		0		5		0

		AT				0		0		0		0

		DS Total		28		2		0		8		18		0

		AT total		8		0		0		8		0

		5/5/14				1		0		2		5		0

		AT				0		0		0		0

		5/13/14				0		0		0		2

		AT				0		0		2		2

		5/19/14				0		0		2		0

		AT				0		0		0		1

		5/26/14				0		0		2		0

		AT				0		0		0		0

		DS Total		14		1		0		6		7		0

		AT Total		5		0		0		2		3

		6/2/14				0		0		0		0

		AT				0		0		0		0

		6/9/14				0		1		1		3

		AT				0		0		0		0

		6/16/14				0		0		1		2

		AT				0		0		0		1

		6/23/14				0		0		3		0

		AT				0		0		0		1

		6/30/14				0		0		0		1

		AT				0		0		0		0

		DS Total		12		0		1		5		6		0

		AT total		2		0		0		0		2

		7/7/14				0		1		1		6

		AT				0		0		0		1

		7/14/14				2		0		1		3

		AT				0		0		0		3

		7/21/14				0		0		1		3

		AT				0		0		0		1

		7/28/14				0		0		0		0

		AT				0		0		0		0

		DS Total		18		2		1		3		12		0

		AT Total		5		0		0		0		5

		8/4/14				0		0		3		2

		AT				0		1		0		1

		8/11/14				0		0		0		3

		AT				0		0		0		2

		8/18/14				0		0		1		2

		AT				0		0		0		0

		8/25/14				1		0		0		4

		AT				0		0		0		1

		DS Total		16		1		0		4		11		0

		AT total		5		0		1		0		4

				DS		AT

		Sept		89		0

		Oct		80		0

		Nov		63		0

		Dec		25		3

		Jan		48		18

		Feb		52		44

		Mar		71		52

		Apr		28		8

		May		14		5

		Jun		12		2

		Jul		18		5

		Aug		16		5

		Sept		0

		Oct		0

		Nov		0

		Dec		3

		Jan		18

		Feb		44

		Mar		52

		Apr		8

		May		5

		Jun		2

		Jul		5

		Aug		5

		DA appts		total		Attended		DNA/Canc/No student		% att		%unused

		Sept		89		62		27		70		30

		Oct		80		51		31		64		36

		Nov		63		33		30		52		48

		Dec		25		24		1		96		4

		Jan		48		21		27		44		66

		Feb		52		19		33		37		63

		Mar		71		39		32		55		55

		Apr		28		18		10		64		36

		May		14		7		7		50		50

		Jun		12		6		6		50		50

		Jul		18		12		6		67		33

		Aug		16		11		5		69		31

		AT appts		total		Attended		DNA/Canc/No student		% att		%unused

		Sept		0		0		0		0		0

		Oct		0		0		0		0		0

		Nov		0		0		0		0		0

		Dec		3		1		2		33		67

		Jan		18		8		10		44		56

		Feb		44		16		28		36		64

		Mar		52		21		32		40		60

		Apr		8		0		8		0		100

		May		5		3		2		60		40

		Jun		2		2		0		100		0

		Jul		5		5		0		100		0

		Aug		5		4		1		80		20





QMUNAC by month

		



DS

AT

2013 2014 Appointments offered



AT Appt offered by month 

		



2013 2014 Disability Adviser Available Appointments



AT Demo by month 

		



2013 2014 AT Training 
Available Appointments



ETT Training Events 

		Student

		September		7

		October		17

		November		16

		December		3

		January		10

		February		10

		March		4

		April		5

		May		4

		June		3

		July		0

		August		2

				81

		2009 2010		95

		2010 2011		66

		2011 2012		90

		2012 2013		100

		2013 2014		81





ETT Training Events 

		



Number of Assessments

2013 2014 
Educational Psychologist Assessments



DSA apps

		



Annual Total of Educational Psycholgist Assessments

Educational Psychologist 
Assessments 
2008/9 - 2013/14



ETT support

		tudent

		no of appts		JJ		NR		CB		BS		LI		possible		actual

		Sept		3		3		5		3								14		Sept

		Oct		4		5		2		3								14		Oct

		Nov		4		4		4		4								16		Nov

		Dec		1		1		2		1								5		Dec

		Jan		3		3		3		3								12		Jan

		Feb		4		2		3		0								9		Feb

		Mar		2		1		2		1								6		Mar

		Apr		1		0		0		0								1		Apr

		May		0		1		0		0								1		May

		June		2		1		0		0								3		June

		July		2				0		0		1						3		July

		Aug		2				0		0		3						5		Aug

				28		21		21		15		4		0		0				89

				inhouse				external

				2009/10		79

				2010/11		65

				2011/12		85

				2012/13		104

				2013/14		89

		Sept		14

		Oct		14

		Nov		16

		Dec		5

		Jan		12

		Feb		9

		Mar		6

		Apr		1

		May		1

		June		3

		July		3

		Aug		5





ETT support

		



Number of DSA Needs Assessment

2013 2014  QMUNAC Assessments



disb1 2012

		



QMUNAC Needs Assessments
2009/10 - 2013/14



disab2 2012

		Week Comm		Offered		No Show		Cancelled		No Take up		Attended		Seen without App		Drop-in
Friday

		9/3/12

		9/10/12

		9/17/12

		9/24/12

		Total		0		0		0		0		0		0		0

		10/1/12

		10/8/12

		10/15/12

		10/22/12

		10/29/12

		Total		0		0		0		0		0		0		0

		11/5/12

		11/12/12

		11/19/12

		11/26/12

		Total		0		0		0		0		0		0		0

		12/3/12

		12/10/12

		12/17/12

		Total		0		0		0		0		0		0		0

		1/7/13

		1/14/13

		1/21/13

		1/28/13

		Total		0		0		0		0		0				0

		2/4/13

		2/11/13

		2/18/13

		2/25/13

		Total		0		0		0		0		0				0

		3/4/13

		3/11/13

		3/18/13

		3/25/13

		Total		0		0		0		0		0				0

		4/1/13

		4/8/13

		4/15/13

		4/22/13

		4/29/13

		Total		0		0		0		0		0				0

		5/6/13

		5/13/13

		5/20/13

		5/27/13

		Total		0		0		0		0		0				0

		6/3/13

		6/10/13

		6/17/13

		6/24/13

		Total		0		0		0		0		0				0

		7/1/13

		7/8/13

		7/15/13

		7/22/13

		7/29/13

		Total		0		0		0		0		0				0

		8/5/13

		8/12/13

		8/19/13

		8/26/13

		Total		0		0		0		0		0				0





disab3 2012

		Week Comm		Offered		No Show		Cancelled		No Take up		Attended		Seen without App		Drop-in
Friday

		9/3/12

		9/10/12

		9/17/12

		9/24/12

		Total		0		0		0		0		0		0		0

		10/1/12

		10/8/12

		10/15/12

		10/22/12

		10/29/12

		Total		0		0		0		0		0		0		0

		11/5/12

		11/12/12

		11/19/12

		11/26/12

		Total		0		0		0		0		0		0		0

		12/3/12

		12/10/12

		12/17/12

		Total		0		0		0		0		0		0		0

		1/7/13

		1/14/13

		1/21/13

		1/28/13

		Total		0		0		0		0		0				0

		2/4/13

		2/11/13

		2/18/13

		2/25/13

		Total		0		0		0		0		0				0

		3/4/13

		3/11/13

		3/18/13

		3/25/13

		Total		0		0		0		0		0				0

		4/1/13

		4/8/13

		4/15/13

		4/22/13

		4/29/13

		Total		0		0		0		0		0				0

		5/6/13

		5/13/13

		5/20/13

		5/27/13

		Total		0		0		0		0		0				0

		6/3/13

		6/10/13

		6/17/13

		6/24/13

		Total		0		0		0		0		0				0

		7/1/13

		7/8/13

		7/15/13

		7/22/13

		7/29/13

		Total		0		0		0		0		0				0

		8/5/13

		8/12/13

		8/19/13

		8/26/13

		Total		0		0		0		0		0				0





disab4 2012

		





disabPG 2012

		Student

		2008 2009		192

		2009 2010		223

		2010 2011		238

		2011 2012		239

		2012 2013		260

		2013 2014		273





disabPG 2012

		



Total DSA applications

Number of DSA Applications 
2009/10 - 2013/14



IH info June 14

		Student

		2008 2009		111		0

		2009 2010		179		0

		2010 2011		201		0

		2011 2012		220		0

		2012 2013		196		14

		2013 2014





		tudent		1		Bainbridge		Michelle		1		DSA

		12004737		1		Benjamin		Audrey		1		DSA

		12003464		1		Breau		Rebecca		1		DSA

		12009162		1		Brown		Ben		1		DSA

		12004882		1		Campbell		Rosie		1		DSA

		12002563		1		Devine		Dionne		1		DSA

		12002623		1		Fox		Kristen		1		DSA

		11002415		1		Gibb		Cara		1		DSA

		12003850		1		Heal		Jayac		1		DSA

		12005044		1		Hoffmann		Jane		1		DSA

		12005667		1		Izatt		Kyra		1		DSA

		12006141		1		Johnston		Lesley		1		DSA

		12004874		1		Kynoch		Rebecca		1		DSA

		11001060		1		McCaughey		Rebekah		1		DSA

		12007374		1		McLaughlin		Megan		1		DSA

		12002853		1		Moultrie		Hannah		1		DSA

		12000989		1		Porteous		Alice		1		DSA

		12007431		1		Rabbett		Laura		1		DSA

		10005909		1		Rankin		Aileen		1		DSA

		12004390		1		Reed		Caroline		1		DSA

		12001461		1		Reekie		Melissa		1		DSA

		11004035		1		Robertson		Rebekah		1		DSA

		12003723				Bartie		Angelina		1		interim ilp & DSA 1314

		12007430				Bennett		Daisy		4		ilp in place

		08004072		1		Mawson		Debra		6		DSA

		10004681		1		Morato		Susannah		6		DSA

		11006575		1		Williamson		Lynn		6		DSA

		12004736				Allan		Dean		6		ilp in place

		12005158				Cochrane		Kimberley		6		ilp in place

		12003810				Iremonger		James		6		no support by student request

		12002861				Clarke		Cathy		7		ilp in place

		12000922		1		Mills		Juliette		9		DSA

		12005711				Greig		Jennifer		9		ilp in place

		12001812		1		Malcolm		Gwynn		10		DSA

		12002317				McCormick		Emma		2tbc		no support at student request

		12001368				Reynolds		Gemma		7tbc		no support at student request

		12000804				Smith		Scott		7tbc		no support at student request

		12001283				MacRae		Caitlin		7tbc		no response to contact

		12005539		1		Lanigan		Brian		8 = 1+1		DSA

		12001267				Main		Nina		8 = 1+1		ilp in place

		10004143		1		Duthie		Claire		8 = 1+6		DSA

		12005363		1		Fleming		Gareth		8 = 10 + 9		DSA

		12005331		1		Gilmour		Ashley		8=1+1		DSA

		07003724		1		Carter		Nicola		8=1+1		DSA

		12004558		1		Whittaker		Tess		8=4+9+9		DSA

		12001059				Humphrys		Em		9tbc		interim ilp, withdrew from course 1213

		12001601				Brown		Daniel		none		no support required

		12000778				Camlin		Lucy		none		no support required

		11006524				McLaughlin		Kirsty		none		no support required

		12007703				Dunne		Richard		other		no reponse to contact

		11000524				Hoddinott		Alexandra		unknown		no response to contact

		12005293				Norman		Alexandra		unknown		no response to contact





		tudent		2		Dickson		Corrine		1		DSA

		11000637		2		Esler		Anna		1		DSA

		11003452		2		Esler		Lauren		1		DSA

		10005752		2		Fitzgerald		Rory		1		DSA

		11000906		2		Flynn		Afton		1		DSA

		11000691		2		Fraser		Aaron		1		DSA

		10005265		2		Fraser		Louise		1		DSA

		11006881		2		Jackson		Celia		1		DSA

		11010144		2		Krol		Lee		1		DSA

		12004630		2		Lynch		Shelby		1		DSA

		10004445		2		McAlister		Carly		1		DSA

		11003208		2		McDonald		Megan		1		DSA

		11003254		2		Moffat		Nicola		1		DSA

		11005884		2		O'Hare		Darren		1		DSA

		11006139		2		O'Sullivan		Aine		1		DSA

		11001687		2		Orr		Zoe		1		DSA

		11001341		2		Penman		Joanne		1		DSA

		10000218		2		Price		Genevieve		1		DSA

		11002021		2		Rarity		Kirsty		1		DSA

		10002495		2		Reilly		Odelle		1		DSA

		11001025		2		Whelan		Maria		1		DSA

		12007378				Clowes		Rachel		1		ilp in place, QMU supported

		11010480				Nicolaou		Theodora		1		ilp in place, QMU supported

		11002794				Nevin		Glen		1		ilp in place, DSA 13/14

		10006144				Dee		Fiona		1		ilp in place, DSA 13/14 if allowed to return

		07001506				Alcorn-Barclay		Sophie		1		DSA in 11/12, chose not to apply 12/13

		10002970				McCall		Eilidh		1		DSA in 11/12, chose not to apply 12/13

		11004554				Whiteford		Laura		2		ilp in place

		11002301				Whitelaw		Grant		4		ilp in place

		11004987				Burke		Emma		4		interim ilp, temporary injury

		11007498				Dlodlo		Sithembile		4		no support required

		10004559		2		Zgambo		Taonga		6		DSA

		11000008				Millar		Debbie		6		ilp in place

		11004578				Elkin		Julia		7		ilp in place

		11006144				Waring		Douglas		7		ilp in place

		11010147				Deans		Hannah		1tbc		no response to contact

		11002500				Jacek		Amy		1tbc		no response to contact

		10001600				McCaughie		Claire		1tbc+7tbc		no support at student request

		11002906				Kirby		Elizabeth		6tbc		no response to contact

		11003161				Newlands		Kathrin		6tbc		no response to contact

		11005528				Kilgour		Amy		7tbc		no response to contact

		11003483				McMullen		Calum		7tbc		no response to contact

		09002653		2		Lee		Kathryn		8 = 1+4		DSA

		11006837				Reid		Andy		8 = 1+4		DSA in 11/12, TYO 12/13 DSA expected 13/14.  ilp in place

		11001852		2		Diment		Matthew		8 = 1+9		DSA

		03005464		2		Sze		Lily		8 = 2+7		DSA

		11005207		2		Richardson		Elizabeth		8 = 3+4		DSA

		11003973		2		Shahid		Mubashra		8 = 3+7		DSA

		10005006				Walsh		Genna-Lee		8 = 6 + (3tbc)		ilp in place

		10005243		2		Simpson		Ema		8 = 6+7		DSA

		11005429		2		McConnachie		Samantha		8 = 9+9		DSA

		11006011				Kelly		Colleen		8=4+9+9		DSA in 11/12, not eligible 12/13, DSA 13/14 if progresses, ilp in place

		11002988				Pithie		Alasdair		9tbc		no response to contact

		11005143				Nelson		Greg		none		no support required

		11006208				O'Riordan		Lena		none		no support required





		tudent		3		Culliney		Hayley		1		DSA

		10005569		3		Draper		Robyn		1		DSA

		09000312		3		Golon		Hazel		1		DSA

		06001820		3		Jamieson		Neal		1		DSA

		10004010		3		Moir		Natalie		1		DSA

		10005059		3		Reynolds		Megan		1		DSA

		10004142		3		Sutherland		Fiona		1		DSA

		10001135		3		Welsh		Jemma		1		DSA

		10002731				Adamson		Robert		1		ilp in place

		10010156				Pavloski		Sash		1		ilp in  place

		09000116				Macken		Victoria		1		DSA/HEA 11/12, did not apply 1213, ilp in place

		10000541				Gray		Joanna		1		DSA 11/12, did not apply 1213, ilp in place

		09005151				Peltier		Darren		1		DSA 11/12, did not apply 1213, ilp in place

		10001561				Dickson		Megan		3		ilp in place, evidence awaited

		08001847				Frensham		Samantha		3		DSA 11/12, did not apply 1213, ilp in place

		09006537		3		Kearns		Natasha		6		DSA

		10001433		3		Milne		Louise		6		DSA

		09003797		3		Ross		Tracy		6		DSA

		09000542				Al Zadjali		Kamil		6		ilp in place

		10005266				Bew		Laura		6		ilp in place

		12001166				Alhomereen		Jalal		6		interim ilp, evidence awaited

		09001794				Darlington		John		6		interim ilp, tbc 1314

		09003041				Haldane		Wullie		7		ilp in place

		10005383		3		Irvine		Cara		9		DSA

		06006264		3		Jeffrey		Heather		9		DSA

		08007121				Moreno		Maya		9		DSA 11/12, did not apply 1213, ilp in place

		09007126				Symington		Rebecca		9		DSA 11/12, did not apply 1213, ilp in place

		10004056				Twigg		Aaron		1tbc		no support at student request

		10000641				Adrian		Matthew		8 = 1+1		interim ilp, evidence awaited

		09006498				McLean		Christopher		8 = 1+1		interim ilp, tbc 1314

		08004826		3		Whitfield		Ruth		8 = 1+6		DSA

		10007097		3		Quinn		Gillian		8 = 3+9+9		DSA

		09004925				McNeil		Alexandra		8 = 9 + 6		ilp in place

		10001145		3		Millar		Claire		8=3 + 9 + 1		DSA

		10002434				Shuttleworth		David		other tbc		interim ilp, evidence awaited

		10004153				Burtt		Sophie		tbc		interim ilp tbc 1314, will be DSA in 1314

		09003770				Allan		Joanne		tbc		interim ilp, evidence awaited

		10003332				Thoms		Louise		tbc		student declined to be assessed

		10002657				McKay		Steven		tbc		no reponse to contact

		09001393				Tong		Carly		tbc		no reponse to contact





		tudent		4		Baird		Emma		1		DSA

		09000019		4		Bowen		Jennifer		1		DSA

		09001849		4		Brady		Kayleigh		1		DSA

		09003567		4		Cadle		Teresa		1		DSA

		08004793		4		Craigie		Tanya		1		DSA

		09002535		4		Curry		Catherine Lorraine		1		DSA

		09003361		4		Daly		Geraldine		1		DSA

		09000948		4		Ferguson		Brogan		1		DSA

		09000679		4		Fotheringham		Lyn		1		DSA

		09002141		4		Hunter		Gemma		1		DSA

		09001553		4		Keating		Emma		1		DSA

		09003186		4		Kosedy		Rico		1		DSA

		08000985		4		Lyall		Jemma		1		DSA

		08001007		4		Matthews		Reuben		1		DSA

		08001486		4		McCusker		Michelle		1		DSA

		09001186		4		McIwaine		Adam		1		DSA

		08000765		4		Milroy		Abby		1		DSA

		09000168		4		Moore		Kirsty		1		DSA

		08001523		4		Mullin		Grace		1		DSA

		09001350		4		Murray		Claire		1		DSA

		09001902		4		O'Brien		Orla		1		DSA

		09003036		4		Powell		Andrea		1		DSA

		09001049		4		Rooney		Sarah		1		DSA

		08002595		4		de los Santos		Rosa		1		DSA

		09003046		4		Shroufi		Leila		1		DSA

		09000092		4		Smith		Grace		1		DSA

		09000219		4		Somerville		Janie		1		DSA

		09000846		4		Walden		Victoria		1		DSA

		11011093		4		Williams		Christopher		1		DSA

						McNamara		Deirbhile		1		ilp in place, QMU supported

						Paraskevopoulos		Eleftherios		1		ilp in place, QMU supported

						Hikka		Oluma		1		DSA 11/12, did not apply 1213, ilp in place

						McGuire		Michael		1		DSA 11/12, did not apply 1213, ilp in place

						O'Brien		Sarah		1		DSA 11/12, did not apply 1213, ilp in place

						Spence		Samantha		1		DSA 11/12, did not apply 1213, ilp in place

						Dugdale		Donna		1		DSA previously, not eligible 1213, ilp in place

						Bryce		Christopher		1		DSA previously, not eligible 1213, ilp in place

						Foy		Daniel		1		DSA/HEA 11/12, did not apply 1213, ilp in place

						Goyvaerts		Nathan		1		DSA/HEA 11/12, did not apply 1213, ilp in place

						Walsh		Ciaran		1		DSA/HEA 11/12, did not apply 1213, ilp in place

						Muir		Ashley		1		interim ilp in place

						Joyce		Ciara		2		ilp pending

						Frensham		Samantha		3		DSA 11/12, did not apply 1213, no ilp at student request

		09002844		4		Clark		Ade		6		DSA

		08003227		4		McMahon		Lorne		6		DSA

						Peacock		Hayley		6		ilp in place

						Siddons		Helen		6		ilp in place

						Kirsty		Smith		6		ilp in place

						Wilson		Suzy		6		ilp in place

						Grierson		Sharon		6		no support at student request

		09003351		4		Martin		Nicola		9		DSA

						Blakemore		Hazel		9		ilp in place

						Chambers		Elizabeth 'Lizzie'		9		ilp in place

						Hegarty		George		9		ilp in place

						Arnold		Nicholas		9		interim support for parking, temporary injury

						Lightbody		Leighanne		9		interim ilp in place

						Bremner		Sarah		9		no evidence provided

						Forbes		Lisa		9		no support at student request

						Coggles		Enys		10		DSA 11/12, did not apply 1213, ilp in place

		08004032		4		Swan		Nancy		8 = 1 + 6		DSA

		09000032		4		Neill		Angela		8 = 1+ 7		DSA

						Dineen		Roisin		8 = 9+6		ilp in place

		03002309		4		Dedecker		Christopher		8 =1+1		DSA

		09002137		4		Willliams		Sophie		8=1+1		DSA

		09000713		4		Collins		Simon		8=1+6		DSA

						Boyce		Suzanne		8=1+6		interim ilp in place

						Given		Hannah		8=7+9		ilp in place

						Gallagher		Lauren		9tbc		insufficient evidence to support ilp

						Gannon		Aine		none		insufficient evidence to support ilp

						King		Samantha		none		insufficient evidence to support ilp

						Robertson		Charlene		none		insufficient evidence to support ilp

						Power		Laura		tbc		insufficient evidence to support ilp

						Robertson		Gemma		tbc		insufficient evidence to support ilp

						Rooney		Sarah		tbc		no reponse to contact

						Chapman		Catriona		tbc		no response to contact

						Taylor		Nikki		tbc		no response to contact





		tudent		PG		Campbell		Lynsey		1		DSA

		07005810		PG		Edghill		Lindsey		1		DSA

		12001453		PG		Johnston		Emma		1		DSA

		09004333		PG		Baxter		Mhari		1		DSA

		12006434		PG		Mathews		Jillian		1		DSA

		12000247		PG		McCracken		Emmeline		1		DSA

		10006710		PG		Gardner		Imogen		1		DSA

		09007374		PG		Martins		John Phil		1		DSA

		6002949		PG		Cornwell		Julia		1		DSA

		11002746		PG2		Hughes		Katie		1		DSA

		09006100		PG2		Goulsbra		Tess		1		DSA

		10008005		PG2		Cooney		Heather		1		DSA

		11004345		PG2		Hempton		Zoe		1		DSA

						Bartkowiak		Lucy		1		ilp in place

						McGhee		Lynsey		1		ilp in place, QMU supported

						Smyth		Eleanor		1		ilp in place, QMU supported

						Ni Scannail		Maire		1		ilp in place, QMU supported

						Davies		Brian		1		ilp in place, QMU supported

						Clarke		Irene		1		ilp in place, QMU supported

						Machesney		Stacey		1		ilp in place, QMU supported

						Power		Helen		1		ilp in place, QMU supported

						Orchard Young		Shannon		1		ilp in place, QMU supported

						Emerson		Tom		1		ilp in place, QMU supported

						Keating		Jennifer		1		ilp in place, QMU supported

						Lynch		Fiona		1		ilp in place, QMU supported

						Cooke		Jonathan		1		ilp in place, QMU supported

						Pridy		Raena		1		ilp in place, QMU supported

						Terry		Lisa		1		ilp in place, QMU supported

						Cook		Florence		1		ilp in place, QMU supported, will be DSA 1314

						McLay		Catherine		1		collaborative programme, not eligible for student services

						Bazrafshan		Arash		1		DSA 10/11, did not apply 1213, ilp in place

						Jones		Susan		1		DSA 10/11, did not apply 1213, ilp in place

						Martin		Liam		1		DSA 11/12, did not apply 1213, ilp in place

						Carter		Ben		1		DSA 11/12, did not apply 1213, ilp in place

						Erskine		Lorraine		1		DSA 11/12, did not apply 1213, ilp in place

						Hepburn		Jordan		1		DSA 11/12, did not apply 1213, ilp in place

						Paterson		Frazer		1		DSA 11/12, did not apply 1213, ilp in place

						Moffat		Gillian		1		DNM12/13

						Seagris		Jennifer		2		no support at student request

		12007765		PG		Rudd		Matthew		3		DSA

						Laahs		Jennifer		3		await evidence, ilp pending

						Tolokonikova		Sonya		6		ilp in place

						McIntyre		Laura		6		ilp in place

						Hunter		Ruth		6		ilp in place

						MacKintosh		Leesa		6		DSA 11/12, did not apply 1213, ilp in place

						Naughton		Ellen		6		no support at student request

						Allori		Sonia		8		DSA 11/12, did not apply 1213, ilp in place

		10009960		PG2		Nyika		Herbert		9		DSA

						Beznaczuk-smyrnew		Andrea		9		ilp in place

						Buckley		Joanne		9		ilp in place

						Hayden		Laura		9		ilp in place

						Saunders		Dawn		9		ilp in place

						Aloud		Amal		9		also staff member, referred to H&S Officer

						Feeney		Margaret		1tbc		no response to contact

						Rabiei		Zahra		4 tbc		DNM12/13

						Ward		Aalia		4tbc		no support at student request

						King		Rebecca		6 tbc		no response to contact

						Cochrane		Danielle		7tbc		no response to contact

						Speirs		Alexandra		8 = 1+1		DSA 11/12, did not apply 1213, ilp in place

						McKinnon		Deborah		8 = 6 + 4 tbc		DNM 12/13

						Dikeakos		Katerina		8 = 9+4		ilp in place

						O'Sullivan		Lorraine		8 = 9+tbc		DSA 11/12, did not apply 1213, ilp in place

		06005499		PhD1		Findlay		Sally		8 =1+3		DSA

						Savoury		Joan		8=2+9+4		ilp in place, QMU supported

						Spence		Jane		8=4,9,9,6		DSA 10/11, did not apply 1213, ilp pending

						Thomas, nee Watson		Sarah		8=6+2		ilp in place

		11000883		PG		Limmer		David		8=9+9		DSA

						Al Qayoudhi		Ahmed		none		insufficient evidence to support ilp

						Woo		Patrick		none		insufficient evidence to support ilp

						Das		Nayanjyoti		none		insufficient evidence to support ilp

						Hossain		Fuad		none		insufficient evidence to support ilp

						Amalraj		Emilia		none		insufficient evidence to support ilp

						Patel		Swarnil		none		insufficient evidence to support ilp

						Powell		Kirsteen		none		insufficient evidence to support ilp

						Senior		Elise		none		insufficient evidence to support ilp

						Bee		Caroline		none		insufficient evidence to support ilp

						Wesolowska		Barbara		none		insufficient evidence to support ilp

						Lijenje		Simeon		none		student ticked disability in error

						Matemba		Grief		none		student ticked disability in error

						Alhammadi		Manal		tbc		medical evidence awaited, ilp pending

						Jakobsen		Signe		tbc		medical evidence awaited, ilp pending

						Sinclair		Lorna		tbc		no response to contact

						Spence		Sharon		tbc		no response to contact

						Bonnichen		Jennifer		tbc		no response to contact

						Chester		Hannah		tbc		no response to contact

						Duffel		Elizabeth		tbc		no response to contact

						Lai		Yuen Fun		tbc		no response to contact

						Campbell		Alison		unknown		Blue Badge holder, parking supported

						Kinniburgh		Margaret		unknown		information refused

						Ross		Claire		unknown		DNM12/13

						Wathen		Laura		8		DSA 11/12, did not apply 1213, ilp in place





		Total

		2009 2010		522

		2012 2011		535

		2011 2012		556

		2012 2013		555

		2013 2014		617

		By year group

		First		111

		second		143

		third		142

		fourth		107

		PG		114
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