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Introduction
The Scottish Funding Council (SFC) in August 2016 published its Gender Action Plan[footnoteRef:1] and ambitious aims to tackle gender imbalances within colleges and universities. [1:  SFC Gender Action Plan August 2016] 

	SFC Aim
	SFC Milestone

	By 2021, increase by 5% the minority gender share in each of the 10 largest and most imbalanced ‘superclasses’ among 16-24 year olds.
	Increase by 4.2% by 2019-20

	By 2030, no subject has an extreme gender imbalance (75:25)
	50% reduction in the number of college subjects in this category by 2025

	 By 2030, the gap between male and female participation in undergraduate study is reduced by 15.4% gap to 5%
	We will look to have reduced this gap to 13.6% in 2019-20



In the guidance for Outcome Agreements for AY2017-18[footnoteRef:2], the Scottish Funding Council (SFC) set out that all Higher Education (HE) and Further Education (FE) institutions are to develop institutional gender action plans (GAPs).  [2:  Guidance for the development of College Outcome Agreements: 2017-18 to 2019-20 October 2016
3 HEA Whose job is it anyway?] 

Research[footnoteRef:3] commissioned by the Scottish Funding Council looked at how institutions were already tackling gender imbalances across Scotland.  It suggested a provisional framework for tackling gender imbalances based on the key underlying criteria, and design features of, a successful and sustainable approach to tackling gender imbalances within an institution’s activities.  Five broad themes were identified: [3: ] 

1	Infrastructure
2	Influencing the influencers
3	Raising awareness and aspiration
4	Encouraging aspirations
5	Supporting success

The SFC asks that we:
· Outline our key ambitions to tackle gender imbalances at subject level, focusing on those subjects with the greatest gender imbalances in the university.
· Identify where there is an imbalance between male and female students within completion in a particular subject area and outline outcomes to be achieved in addressing this imbalance.
· Outline how we are proactively promoting gender equality in relation to staff.  This includes addressing gender imbalances at senior academic level and how we are working towards eliminating the gender pay gap.
· Describe how we are working towards improving gender imbalances on our Court.
We welcome the opportunity to focus on this gender work in partnership with the Scottish Funding Council.
Our equality commitments
The University of the Highlands and Islands is committed to equality of opportunity and non-discrimination in all aspects of its work and study.

We accept our obligations to fulfil the statutory requirements relating to gender equality and will take steps to:
•Eliminate unlawful discrimination, harassment and victimisation
•Advance equality of opportunity between people from different groups
•Foster good relations between people from different groups, tackling prejudice and promoting          understanding

Publishing our Gender Action Plan gives us the opportunity to:
• present the gender equalities work we are undertaking
• highlight our commitment to gender equality
• present a set of strategic targets which set out our approach to promoting gender equality.

In conjunction with our SFC Regional Outcome Agreement Manager and our Subject Network Leaders it was agreed that within this university Gender Action Plan targets would be set in relation to HE subject data only with FE subject targets being set by the Academic partners within their own plans.

We are therefore taking a regional approach to developing and reporting on our HE gender work by looking across the partnership, taking account of the HE gender work of our Academic Partners and bringing it together at a university level. 

 Developing our gender action plan
For this first round of institutional gender action plans (GAPs) we have explored our HE institutional and regional data to understand where gender imbalances lie and have set out: 
· Our current work in relation to the five themes of Infrastructure; Influencing the Influencers; Raising awareness and aspiration; Encouraging applications; and Supporting Success;
· Actions across these five themes;
· How we are working with partners, both regional (e.g. schools and other HE/FE institutions) and national (e.g. equality specialists);  
· Who is responsible for implementing the actions within the GAP; 
· How the institution will seek to build capacity across the institution to implement the GAP; 
· How progress will be monitored.  
Our action plan impacts on policy and practice already in place across the university, and outlines how additional policy and/or practice will be developed to ensure the required step-change in efforts to tackle gender imbalances.

 Our evidence base
In order to support the tackling of gender imbalances within the key functions of the university, the following table shows how for each of the 5 key themes of Infrastructure, Influencing the influencers, Raising awareness and aspiration, Encouraging aspirations, and Supporting success, we have considered potential outcomes and have developed an evidence base having identified what is already in place.

Setting Subject Network targets
In conjunction with our SFC Regional Outcome Agreement Manager and our Subject Network Leaders (SNLs) it was agreed that within this university Gender Action Plan targets would be set in relation to HE subject data only, with FE targets being set by the Academic partners within their own plans.  The SNLs have consulted and involved the Programme Leaders in the Academic Partners to develop and set HE targets and actions.

Our Staffing targets
Our staffing gender equality targets are in relation to Executive Office staff who are employed by the university.  The Academic partners are responsible for setting gender equality targets for their own staffing.
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	1 Infrastructure:           How do we plan to?
	Potential outcomes

	Systems           

	Incorporate into policies, processes, strategies, leadership and current reporting mechanisms?

Efficient and effective systems and physical infrastructure for the design, delivery and evaluation of approaches.

Gather and analyse (evaluate) comprehensive subject, institutional, regional and sector qualitative and quantitative data on which to base approaches.
	
· Strong leadership
· Built into Vision, Mission, Values
· Embedded within strategic plans, policies  and accompanying documentation
· Senior management oversight of and involvement in EDI committees and initiatives
· Commitment to gender equality explicit within equality outcomes


	What is already in place

Our commitment to equality and diversity:
We are committed to the promotion of equality and diversity and believe there is no place for unlawful discrimination in any of our services and activities. We aim to ensure that all of our policies, procedures and practices do not unfairly discriminate and that positive measures are taken to redress any inequalities in employment practices, provision of services to students, or the way in which we manage our business.

The University’s Strategic Vision and Plan 2015-20 has three broad themes, two of which underpin our equalities work and are classified under  the following titles – ‘our students’ and ‘the university for all of our region’.  
Our students are of central importance.  “Students must be at the centre of our university.  This means meeting the needs and expectations of a diverse geographically dispersed student body” (Strategic Vision and Plan 2015).
 The 2015 plan expands this -“we will be active partners in community planning within our region and contribute to tackling inequality, improving services, enhancing training and skills development and the promotion of sustainable economic growth” (Strategic Vision and Plan 2015).
Within these two themes we set out our aims and a range of objectives to enable the University to secure its mission which is “to have a transformational impact on the prospects of our region, its economy, its people and its communities” (UHI 2015).

The university’s strategic goals therefore directly impact on effective implementation and prioritisation of equality mainstreaming themes and equality outcomes including addressing gender imbalances.

Court is the governing body of the university, and has responsibility for the determination of the educational character and mission of the university and for overseeing its activities – including equalities activities. Its constitution was recently changed to accommodate the university’s new responsibilities in relation to further education.  
In December 2014 Court members undertook training delivered by the Equality Challenge Unit which clarified Court responsibilities in relation to the University's equalities work including the importance of tackling staff and student gender imbalances.
A number of Academic Partners report that their own Boards have undertaken equalities training and that an action is in place to tackle Board gender imbalances.

Following the appointment of our Equality Outcomes Adviser in August 2014, significant consultation and investigation has been undertaken across the partnership and the wider sector to identify how equality is being mainstreamed within the Academic partners on a pan-university basis and across both the wider FE and HE sector through working in particular with the equality Challenge Unit and Colleges Development Network.  This work is to support and advance the implementation of the university’s policies and strategies on equality and diversity.
Two groups have been established to take forward this agenda. The Equality Outcomes Group meets quarterly to look at equalities issues relating to students, curriculum and staff. Its main aims are to support University Court in the promotion of equality and diversity and in ensuring that the university's strategic goals direct effective implementation and prioritisation of equality mainstreaming themes and equality outcomes. Representatives are drawn from key groups of staff across the university. 
The second group has established an Equalities Practitioner Network which brings together staff from the Academic Partners with an interest in, or responsibility for, equality and diversity. This is a more informal forum, aimed at information sharing and awareness-raising.  Equalities initiatives identified both externally and internally by the university are effectively disseminated across the partnership.  
The creation of these two groups is a significant step forward in how the university manages and enhances its operations and strategy in relation to equalities.

Equality Outcomes 2017-2021 - actions to address gender related imbalances are embedded throughout our Equality Outcomes.

Equality Impact Assessment (EIA): Gender equality is embedded within all university policies. The University has recently adopted an EIA online training module which was designed and developed by Perth College in conjunction with the Equality Challenge Unit, to support all staff across the partnership in the implementation of the EIA process. 

Quality Monitoring Process: As part of the Quality Monitoring Process, Module Self Evaluation Documents (SEDs) and are completed annually.
Key Performance Indicator (KPI) Reports are developed and allow for easier, more specific data analysis and comment within the SED on trends eg any notable differences between different student groups – including gender.
In addition to the KPI data and student module survey results embedded in the SED proforma, other data sources eg Academic Partner student satisfaction surveys where results are broken down by gender are used as supporting evidence when completing the SED.



	Humans           
	Embed in staff recruitment, retention and development processes

Embed in staff reward and recognition processes

Embed student awareness of gender bias/imbalances
	
· Increasing staff and student capacity through training and CPD (internal and external, online and face to face)
· Emphasis on unconscious or implicit bias training, particularly in admissions and recruitment

· Build into learning and teaching, and guidance sessions.


	What is already in place
Higher education student numbers and demography 2015/16
Gender
	
	Heads
	FTEs

	
	FT
	PT
	Total
	FT
	PT
	Total

	Female
	2975
	35%
	1894
	22%
	4869
	56%
	2870
	45%
	606
	10%
	3476
	55%

	Male
	2508
	29%
	1241
	14%
	3749
	44%
	2430
	38%
	423
	7%
	2853
	45%

	Total
	5483
	64%
	3135
	36%
	8618
	 
	5300
	84%
	1029
	16%
	6329
	 


Numbers have remained consistent with previous years.  In 2014/15, 57% of female students generated 55% of total FTEs.

Executive Office – Staff data 
Following the introduction of a new e-recruitment portal in May 2012, we have been able to collect data for seven of the protected characteristics of new applicants.

An analysis of our Executive data shows a steadily aging population, with relatively little fluctuation in the gender mix.

Composition of the executive office workforce
	
	2012/13
	2013/14
	2014/15
	2015/16

	
	Number
	%
	Number
	%
	Number
	%
	Number
	%

	Number of employees (headcount)

	
	251
	
	274
	
	262
	
	256
	

	Gender
	
	
	
	
	
	
	
	

	Male
	101
	40.24
	116
	42.34
	115
	43.9
	107
	41.8

	Female
	150
	59.76
	158
	57.66
	147
	56.1
	149
	58.2



Analysis of Executive Office recruitment data [1 April 2013 – 20 February 2017] 
	Gender
	Male
	Female
	Not disclosed

	Applications Number (%)
	421 (41)
	598 (58)
	12 (1)

	Interviewed
Number (%)
	145 (37)
	237 (61)
	5 (2)

	Appointed Number (%)
	38 (44)
	48 (55)
	1 (1)


see also:
Action plan: Athena SWAN Bronze university award application

Executive Office Equal pay statement and pay gap analysis 2017

Executive Office Employee information 2013 - 2017

Court gender balance 
01 January 2013 – 31 July 2016 Gender
		Gender
	Male
	Female
	total

	
	No.
	%
	No.
	%
	%

	University of the Highlands and Islands
	34
	74
	12
	26
	46


The university is currently providing opportunities for a wide demographic - including those with protected characteristics – on its governing body, through inclusive job descriptions, local and national advertising (including local groups), use of the public appointments register, and via training and appointments to sub-committees of potential future governors.“ 
In March 2015 the University joined the 30% club http://30percentclub.org/ with a goal of 30% of women representing the Court.
Following the 2014 Ministerial Guidance on College Sector Board Appointments, the University developed a subsequent document ‘Process for appointment of chairs and board members to incorporated college boards.’ The university has issued this to all APs to support the appointment process.

	

Embedding student awareness of gender bias/imbalances: see Academic partner GAPs.
	
	
	
	

	
	
	
	
	
	






	Resources
	Plan for the carrying out of the research including the time that will be required and the longitudinal funding and physical support (cross-institutional teams with the capacity, ability and desire to create change) that will be needed to support the planning, delivery and evaluation of approaches. 
	· Longitudinal funding that can support the effective planning, delivery and evaluation of approaches eg Sector Funding, Institutional Funding, Collaborative Funding
· Cross-university action gender groups
· Developing knowledge and expanding the evidence base via reports, research etc.
· Sharing best practice


	What is already in place

See action plan: Athena SWAN Bronze university award application

Equality Outcomes Group: meets quarterly to look at equalities issues relating to students, curriculum and staff. Its main aims are to support University Court in the promotion of equality and diversity and in ensuring that the university's strategic goals direct effective implementation and prioritisation of equality mainstreaming themes and equality outcomes. Representatives are drawn from key groups of staff across the university. 

Equalities Practitioner Network: this group brings together staff from the Academic Partners with an interest in, or responsibility for, equality and diversity. This is a more informal forum, aimed at information sharing and awareness-raising.  Equalities initiatives identified both externally and internally by the university are effectively disseminated across the partnership.  

ATHENA Swan Self-Assessment Team (SAT): The SAT is drawn from academic, teaching, human resource and support staff and the senior management team across the Academic Partnership and Executive Office. Consideration was given to both the gender balance and range of grades and experience of the SAT. The SAT is chaired by the Senior Lecturer in the Division of Health Research and Head of PGR Development.

Module Self Evaluation Documents (SEDs): As part of the Quality Monitoring Process, Module Self Evaluation Documents (SEDs) and are completed annually.
Key Performance Indicator (KPI) Reports are developed and allow for easier, more specific data analysis and comment within the SED on trends eg any notable differences between different student groups – including gender.
Equalities documents which support the GAP:
· Equality Mainstreaming Report 2017
· Equality Outcomes 2017-2021
· Executive Office Employee Information
· Executive Office Equal pay statement and pay gap analysis 2017
· Executive Office Progress on equality outcomes 2013-2017
· Mainstreaming Equality Case Studies 2017

QAA (2016) Enhancement-led Institutional Review of University of the Highlands and Islands: Reflective analysis 2015-16

UHI (2017) Highlands and Islands Regional Tertiary Outcome Agreement 2017 -2020



	Relationships
	Collaborate with internal and external networks
	· Schools, colleges, universities
· Articulation hubs and networks
· Sector agencies (SDS, CDN, ECU, Equate Scotland)
· Local and national  STEM strategic groups
· College based working groups
· University based working groups

	What is already in place

School liaison: In December 2015, the Highlands and Islands Regional Colleges were offered funding from the Scottish Funding Council (SFC) to deliver a project that would meet several outcomes including to improve gender imbalance and tackle inequalities.
As part of a project co-ordinated through the Regional Schools Group, case studies of initiatives in place to improve gender balance and tackle inequalities were gathered from across the region.
The case studies were collated into a good practice guide and shared across the network.

Equality Outcomes Group/Equalities Practitioner Network (see Resources above)

Our Equality and Diversity Adviser and equality leads from across the university partnership are members of Equality Challenge Unit led cross-sector groups:  College Liaison Group/Scottish Liaison Group and attend regular equalities workshops and webinars led by Colleges Development Network.

Much STEM work is currently being undertaken across the partnership with several initiatives to address gender inequality.  Developing a STEM Strategy will help to bring this work together through using a more cohesive approach. 
STEM Skills Hub – work with schools 
ECU Attracting Diversity Project: A university team has been working since 2015 with the ECU on a project to attract females to Engineering courses and to develop a model of approach that could be used to address the imbalance of other protected characteristics in subject areas.  The project is now being taken forward through the development of a university STEM Strategy.  Templates are in place to support the gathering of evidence and the setting of actions to address the under-representation of other protected characteristics in other subject areas.




	2 Influencing the influencers:  How do we plan to?
	Potential outcomes

	Educators and careers advisors
	Embed training, CPD and resource creation
	· TQFE/HE
· PDA Teaching in Colleges Today
· PDA Advancing Equality and Diversity through Inclusiveness (new award due late 2017)
· GTCS Registration
· Professional Standards for College Lecturers
· Links with school careers and guidance teachers
· Careers fairs, workshops, twilight events for teachers

	What is already in place

We currently deliver M.Ed. Tertiary & Higher Education which is designed for those who are in professional practice either in the tertiary or higher education sectors.  The programme is centred on reflection of practice in the light of current educational theory.  Though gender equality is not currently overstated in the programme there are plans to see that it is addressed directly. 

PDA Advancing Equality and Diversity through Inclusiveness (new award due late 2017) – our Equality and Diversity Adviser is a member of the qualification development team and has supported the development of this new award.

see also Academic Partner Gender Action Plans for local links with school careers and guidance teachers, careers fairs etc.


                                                                            
	Parents
	Raise awareness and provide support

	· Colleges/university attending parents evening and careers events in schools
· Communications targeted at parents/carers
· Open Days for parents/carers (taster events)
	

	What is already in place 

Parent’s evenings, careers events in schools and open days are locally focussed and organised by individual Academic Partners – see Academic Partner Gender Action Plans.  

Highlands and Islands Students’ Association (HISA) volunteers support, for example, careers days where they liaise with parents.

Information for Parents and Guardians of young people who are considering accessing the university, is available on our website.




	Current students
	Embed in the curriculum and co-curricular activities

NB: Although we don’t liaise directly with parents our students are/may be parents in the future.  We need to consider how we can influence our current and future students.
We have an opportunity to influence our students’ parents at university events eg Graduation ceremonies.

Raise awareness and provide training
	· Embedding gender equality within the curriculum for all students 

· Looking at students as workforce and parents of today and tomorrow with particular emphasis on early years practitioners

· Student campaigns around gender issues such as gender based violence

· Campaigns and events on gender specific issues 
        (eg International Women’s Day)

· Partnership working with students associations

	What is already in place

Our Learning and Teaching Strategy Enhancement Strategy (2016/17 to 2020/21) is based on the premise of creating and implementing a ‘common language’ to support the development, sharing, and enhancement of learning and teaching across the university.  
It is intended to: complement the values within the learning and teaching strategies (or equivalent) of Academic Partners; align with the university’s Strategic Vision and Plan 2015-20 including the Our Students dimension in particular; and be orientated towards current and emerging educational developments and practices in the tertiary education sector – including gender equality gender equality.

STEM gender imbalances are being targeted through a range of initiatives: more extensive research‐teaching linkages, promotion of specific courses through media (e.g. BBC Alba series on female gamekeepers) and a two year project– Attracting Diversity: equality in student recruitment in Scottish HEIs in partnership with the Equality Challenge Unit (ECU) see above.  Through this project, an initiative has been put in place to develop a STEM Strategy.  A model of approach has also been developed, to support the addressing of other protected characteristics in other subject areas.


The Highlands and Islands Students’ Association (HISA) are currently planning for the start of some focused work on liberation (women, LGBT, Disabled and BME).  The post of Women’s Officer will be open again for nominations in September (annually) with a view to a Women’s Group being in place by the end of October.

Student Partnership Agreement: The purpose of this agreement is to present the work being done to improve the student experience in partnership between the University of the Highlands and Islands (‘the university’), including our college academic partners, and the Highlands and Islands Students’ Association (‘HISA’), and to show students how they can get involved in that activity. It includes all students studying with the university and our partner colleges, on further and higher education courses.  Gender equality is to be considered within each of the following themes which the university and HISA
have agreed to work on together over the coming year: Mental Health/Sustainability/Learning Resources

The Academic Partners, through their equalities work in partnership with their student officers, engage students in events to support student awareness of gender specific issues.  Academic Partners’ equalities reports and Gender Action Plans are published on their websites. 




	3 Raising awareness and aspirations: How do we plan to?
	Potential outcomes

	Outreach
	Provide workshops, taster programmes, clubs, talks, bespoke programmes, competitions, school visits etc

Aim to raise awareness and understanding of, and interest in, subjects and careers so as to influence the educational and career choice process.

Use role models, single-sex activities, thematic foci and media campaigns.
	· Workshops
· Taster events
· Talks
· Site visits
· A Day in the Life of….
· Use of videos and social media 
· Role models and student ambassadors 
· School visits/school university partnership work
· Working with youth clubs and other CLD activity

	What is already in place

Much STEM work is currently being undertaken across the partnership with several initiatives to address gender inequality.  Developing a STEM Strategy will help to bring this work together through using a more cohesive approach. 
STEM Skills Hub – work with schools 

Schools liaison: In terms of schools recruitment, our primary goal is to raise the profile of the university to secondary pupils to raise their ambition, achievement and desire to progress to higher level post-school study.  We do not have a specific offer that addresses inequalities (gender balances included), but we do ensure that our resources and materials represent our commitment to promoting the issues around inequalities and under representation of groups in traditional and non-traditional roles.  Where possible, for example our imagery and student profiles have been non- traditional.  We are committed to continue to seek out opportunities to continue to do this, under the broader marketing strategy.

Highlands and Islands Students’ Association (HISA) volunteers support, for example, careers days.

See also Academic Partner Gender Action Plans for further examples.





	4 Encouraging applications:  How do we plan to ………………?
	Potential outcomes

	Recruitment
	Ensure equitable admissions.
Support the recruitment process.
Tackle attainment disparities
	· Equitable admissions
· Unconscious bias training
· Equality impact assessments

	What is already in place

Widening Access: The University of the Highlands and Islands is committed to achieving widening access, and achieving a fair balance of entrants to higher education.  Our widening access work is embedded within mainstream practice.  The university was established to bring higher education to the communities of the Highlands and Islands of Scotland.  Our mission relates not only to these regions, but to all people within these communities and beyond who choose to study with us. 

Admissions: The University of the Highlands and Islands recognises that admissions policy and practice are vital aspects of widening access, and we are committed to recruitment and selection processes that are fair, non-discriminatory and open. We undertook a review of admissions during 2013, with a view to benchmarking against sector practice and aligning with the UK Code of Practice, which led to revised policy, processes and regulations. 
Contextualised Admissions has been established as part of the admissions process across the partnership within the current admissions cycle ie for 2017-18 HE entry. Training was given to admissions staff at the recent Annual Admissions Conference in November 2016. 
We will continue to monitor effectiveness and consistency through analysis of applications and enrolment data. Further recommendations are being taken forward to support our aims in widening access, as it is acknowledged that overcoming historic disadvantage requires more than simply ensuring fairness. 
It has been identified also that there is a need for training amongst academic staff who make the assessments on contextualised applicants, before we can be confident that this policy is being implemented. 

Articulation:  It is possible to join the university with a HNC or HND for direct entry to year 2 or 3 of one of our degree programmes.  We encourage applications from students with non-traditional qualifications, including those coming direct from college with a HNC or HND. In addition to accepting applications from any student with a HN qualification, we also have articulation agreements with selected colleges, including North East Scotland College and SWAP East. This allows entry at a specific level on completion of one of their courses.  

Access courses: For those who have been away from study for some time, or don’t have the usual entry requirements for a HN or degree, we have a range of access courses to choose from.  Access courses introduce students to higher education study and provide them with the skills to successfully complete a HN or degree qualification.  Many also have subject - specific content so students can study the subject of their interest during the access year.  

Mature students:  The university has recently become a partner of SWAP East (Scottish Wider Access Programme). This is a consortium made up of colleges and universities in Scotland. Its aims are to promote access to higher education for adult learners who have been out of education for some time, who have few or no formal qualifications, who come from traditionally under-represented groups in HE.  The university works with SWAP to facilitate appropriate progression routes for students who successfully complete their SWAP access programme to go on to HN or degree courses at UHI.

Equality Impact Assessment:  a process is in place to assess the equality impact of all recruitment processes.

Limited Unconscious Bias training for staff is currently delivered within the Academic Partners.

See also Academic partner GAPs for examples of local recruitment procedures.



	Marketing
	Embed gender equality and counter-stereotyping within prospectuses, websites and open-day activities
	· Embedding gender equality in prospectuses and websites
· Using counter-stereotypical imagery and case studies
· Positive statements on gender equality
· Use of videos, news stories, blogs, social media to promote gender equality
· Single sex information and networks
· Open days

	What is already in place

How gender imbalance is currently being addressed:

Where possible we source and use imagery and student/graduate case studies in online and offline marketing to promote gender equality and counter traditional gender stereotyping in occupational areas. Schools liaison activities undertaken by the UHI STEM hub include single sex taster sessions which have proved popular. Other good practice includes using videos/guest lectures in class from speakers in non-traditional gender role to act as role models.  

We are committed to continue to seek opportunities to improve what we do under the broader marketing strategy:

From 2017, we will include the promotion of gender equality across all marketing activities more prominently in our marketing strategy and development of actions/activities. This will be disseminated to the partnership marketing practitioners through group meetings and annual conference, where good practice is shared. 

We will develop some staff profiles where these can give a positive statement on gender balance.

The university is hosting two UCAS conventions in 2017-18; student ambassadors will be recruited for these events for the first time, gender equality will be one of the considerations. 
More work is needed on understanding and tackling misconceptions on what certain occupations entail and the type of roles available, which may be adding to the gender imbalance. Where necessary clearer descriptions of the various roles will be provided in marketing materials. 

In 2017, we will work with the subject networks on ideas for promoting gender equality through marketing to determine what is achievable/feasible. 



	Course packaging
	Design courses to attract non-traditional students.
Utilise access programmes.
	· Women and men only courses
· Targeting gender interests based on research
· Using access programmes

	What is already in place

Access courses: For those who have been away from study for some time, or don’t have the usual entry requirements for a HN or degree, we have a range of access courses to choose from.  Access courses introduce students to higher education study and provide them with the skills to successfully complete a HN or degree qualification.  Many also have subject - specific content so students can study the subject of their interest during the access year.  

Women and men only courses and initiatives: 
Men into Childcare Course– Perth & Kinross Council and Perth College UHI
‘People Like Me’ training on behalf of the WISE (Women in Science and Engineering) group – STEM team work with schools
Girls Only CoderDojo – STEM Team work with schools.

See also Academic Partner Gender Action Plans and Equality Reports which are published on their websites.




	5 Supporting success:          How do we plan to …………………?
	Potential outcomes


	Creating gender inclusive environments
	Audit for and tackle environmental and structural barriers.
Develop gender inclusive environments.
	· Auditing of courses and classrooms: how female/male friendly are they?
· Tackling gender imbalances in using support services
· Family-friendly timetabling

	What is already in place


See Academic Partner Gender Action Plans and Equality Reports which are published on their websites.


	[bookmark: _GoBack]
Enhancing the student experience
	Encourage student mentoring

Develop student networks

Raise awareness and support for progression into counter-stereotypical careers
	· Student mentoring
· Student networks
· External mentoring
· External networks
· Work/industry experience and placements
· External speakers and visits
· Using alumni positively
· Links with employers and industry
· Coaching and careers advice
· On-campus career awareness raising activities
· STEM job clubs

	What is already in place 

Mentoring:  Student mentoring brings together students to share their knowledge and experience in order to help each other progress. We provide training and a structure for more experienced students to help those new to the University. This is primarily achieved through study groups and small group mentoring, although options are also available for 1:1 mentoring. Options are also available to support students who wish to assist each other virtually for when they are based at another campus.

We recognise that Clubs and Societies are an important part of student life. The University of the Highlands and Islands has a range of clubs and societies to suit every interest including for example a Women’s Society. Support is available to those students who wish to start a new club or society.
HISA volunteers support Careers Days across the partnership.

The Executive Office Student Services team are supported by a variety of local and national organisations.  Students are referred externally where required.  A variety of Groups are also in place to support the academic partners with their student services work.  There is also a student support contact at every university Academic Partner who can provide access to a range of services.Red Button: the Red Button is a feedback, suggestion and communication channel that students may use to contact the university on any issue they wish.  During 2016/17 we gathered gender information for the first time on the use of the service.  We will continue to collect this data and will analyse if there is a gender imbalance and if so, any potential reasons for this and actions we can put in place to remove any barriers.  We can also monitor red button issues to see if there are any gender related issues being presented through the service.  

Highlands and Islands Students’ Association (HISA) – HISA Officers: gender data has been analysed for past couple of years.  No gender imbalance identified.  Data will continue to be collected and analysed.

HISA Awards: gender data has been analysed.  It is predominantly females who are nominated for awards.  Further work will be carried out to identify any barriers to male nominations – action taken where barriers identified.

HISA: initiative in place to ensure gender balancing on working groups.

Our Careers Advice services:  
· aim to raise awareness and raise aspirations of students of all career paths including counter-stereotypical careers. 
· Embed opportunities to discuss options for support for students progressing into counter-stereotypical careers. 
· promote national careers / employability programmes and schemes designed to address gender imbalance e.g. Equate: http://www.equatescotland.org.uk/




Setting pan-university targets
The following table shows our pan-university targets, embedded within the following 5 key themes:
1 Infrastructure
2 Influencing the Influencers 
3 Raising awareness and aspiration
4 Encouraging applications
5 Supporting success	
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	Key themes
	Projected Outcomes 
	Actions
	Owner
(Job role)
	Timescale
	Progress

	1 Infrastructure
Systems
Humans
Resources
Relationships
	There is a gender balance on all university committees including Court.

Equality is considered within discussions and in the setting of actions, during meetings.

The university overall has a solid foundation (the policies, practices, systems and arrangements) for eliminating gender bias and developing an inclusive culture that values all staff.

All staff, students and external partners are treated with respected and dignity, regardless of gender.

	Work towards achieving a gender balance greater than 75:25 on all committees and Court.

Consider the inclusion of ‘equality’ as a standing item on meeting agendas.


see Athena SWAN Bronze Award application – including action plan





Staff and students promote and demonstrate the university’s commitment to gender equality within all internal and external working relationships.
	Committee Chairs


Committee Chairs


Athena SWAN SAT





All staff and students
	2017-2020



2017-2020



2017-2020






2017-2020
	

	2 Influencing the Influencers
Educators
Careers advisors
Parents
Current students
	Gender equality is embedded within the Tertiary and Higher Education M.Ed. 



The goal of gender equality is considered within the 2017-18 SPA themes: Mental Health, Sustainability, Learning Resources

	Embed gender equality within the generic Teaching & Learning in Tertiary & Higher Education module as it is common to all awards within the programme.

Include gender equality within the agenda of all SPA meetings.
	Programme Leader




SPA sub group

	Sept 2017
Onwards




2017-18 and future themes thereafter
	

	3 Raising awareness and aspiration
Outreach
	Gender equality is embedded within Careers and Employability services.

	Promote national careers/
employability programmes and schemes designed to address gender imbalance e.g. Equate: http://www.equatescotland.org.uk/ 

As an ongoing part of material review (eg online learning materials, website, leaflets) ensure that imagery used avoids conforming to gendered career stereotypes. 

Work with national careers bodies e.g. CDI / AGCAS to:
· Secure examples of good practice in  terms of equality and diversity across the sector in careers work 
· Access CPD, newsletters and other supporting information
· Promote AGCAS events such as the Scottish Careers Fair to students (designed to increase awareness of different careers and sectors).
	Careers information Officer 



Careers Advisor





All members of the team 

	2018 onwards




2018






Ongoing

	

	4 Encouraging applications
Recruitment
Marketing
Course packaging
	
	See Subject Network GAPs below

	
	
	

	5 Supporting success
Gender inclusive environments
Enhancing the student experience
	There is no gender barrier for those wishing to take up the role of class representative.



There is no gender barrier for those accessing Student Engagement services.




There is no gender barrier for students who engage in the Red Button service. 
	Class reps.  Gather data to establish if there is a gender imbalance in those taking up the role of class rep.  Take action where imbalances are identified.

Monitor student engagement services to determine if there is a gender imbalance, and if there are any potential barriers to gender participation.  Take action where barriers, imbalances are identified. 

Red Button: analyse if there is a gender imbalance and if so, any potential reasons for this.  Take action to remove any barriers.  

Monitor Red Button issues to see if there are any gender related issues being presented through the service. 
	Student Engagement Manager  




Student Engagement Manager   



Student Engagement Manager   


Student Engagement Manager                                                                                                                                                                                                                                                                                
	2017-2020






2017-2020






2017-2020



2017-2020
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Who will be responsible for implementing actions within the plan:


	Key area
	Projected Outcomes 
	Key themes 
	Actions
	Owner
(Job role)
	Timescale
	Progress

	SMT



	Responsibility is taken by the action owners, for implementing actions within the plan.
	1-5
	The Equality and Diversity Adviser will request from the action owners, a brief overview of the progress of actions, in advance of or during each scheduled Equality Outcomes Group (EOG) meeting.
E&D Adviser to collate and share progress at the EOG meetings.
	All action owners

E&D Adviser
	2017-2020

September
December
March
June
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How our students will play an active role in supporting the university to tackle gender imbalances:


	Key area
	Projected Outcomes 
	Key themes 
	Actions
	Owner
(Job role)
	Timescale
	Progress

	HISA


	Students have the opportunity to, and are equipped to, engage in the Gender Action Plan playing an active role in supporting the university to tackle gender imbalances.
	1-5
	HISA officers to identify gender activities that they would like to develop, including clubs and societies.

E & D Adviser to support induction of new HISA officers – ie equalities work across the university - including GAP.
	HISA Officers



E&D Adviser
	October annually
2017-2020


September annually
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How as a university we will seek to build internal capacity in all departments, including learning and teaching, support staff, placement/employer engagement staff, marketing and communications to implement the plan effectively:


	Key area
	Projected Outcomes 
	Key themes 
	Actions
	Owner
(Job role)
	Timescale
	Progress

	SMT



	Internal capacity is identified in all departments, including learning and teaching, support staff, placement/employer engagement staff, marketing and communications to implement the plan effectively. 

	1-5
	Develop a communication strategy to raise awareness of GAP objectives and actions.

Identify/develop appropriate
Unconscious Bias training and
Positive Action training for all staff.

	E&D Adviser


Head of Human Resources
E&D Adviser
	September 2017


January 2018
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How as a university we are addressing the gap between male/female participation in undergraduate study:


	Key area
	Projected Outcomes 
	Key themes 
	Actions
	Owner
(Job role)
	Timescale
	Progress

	SMT



	
	
	To be considered
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How we will work in partnership with other organisations regionally (schools and other FE/HE institutions) and nationally (eg equality specialists):


	
	Projected Outcomes 
	Key themes 
	Actions
	Owner
(Job role)
	Timescale
	Progress

	SMT



	The University works in partnership with other organisations regionally (schools and other FE/HE institutions) and nationally (eg equality specialists):

	1-5
	The Equality and Diversity Adviser will represent the university at the Equality Challenge Unit Scottish Liaison Group and College Liaison Group ie liaising with national equality specialists, FE and HE institutions.


	E&D Adviser






	2017-2020
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How we are proactively promoting gender equality in relation to Executive Office staff (including progress with addressing gender imbalances at senior academic level and how we are working towards eliminating the gender pay gap):


	Key area
	Projected Outcomes 
	Key themes 
	Actions
	Owner
(Job role)
	Timescale
	Progress

	HR



	Gender equality in relation to staff is promoted.












Areas of gender imbalance are identified.  
Positive action measures are devised and their impact quantified.

The gender balance is adjusted and occupational segregation eliminated within the university.


All staff complete training provision related to equality and diversity.



In line with our Equal Pay statement, the university ensures that a fair and equitable system for the determination of pay rates is maintained across the institution.

Staff members who are transitioning are supported.
	1-5
	Our current work to promote gender equality in relation to staff and work towards eliminating the gender pay gap is reported in our:
Executive Office Employee Information 2013-2017
Executive Office Equal pay statement and pay gap analysis 2017
Our reports and action plans will be updated in 2019 in line with the Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012. 

Develop a baseline equality data across the employee lifecycle (i.e. recruitment, working patterns, promotion, development, resignation, retirement, etc).

Use existing female employees in non-tradition roles to promote these job opportunities within the University and the wider community.

Staff will be encouraged to complete existing training provision related to equality and diversity. Any gaps in training provision will be identified and appropriate provision sourced.

Pay audits will be conducted on an annual basis.





Develop a Transgender Policy and associated procedures that should be followed when a member of staff is transitioning. Support the implementation of the policy through appropriate communication and engagement with all staff so that their awareness of the issue and our response is raised.

	Head of Human Resources











Head of Human Resources



Head of Human Resources



Head of Human Resources



Head of Human Resources





Head of Human Resources
	Report on progress 2019











From August 2017



2017-2020





2017-2020





2017-2020







2017-2020
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How actions will align with broader work to tackle obstacles for career progression for female staff 


	Key area
	Projected Outcomes 
	Key themes 
	Actions
	Owner
(Job role)
	Timescale
	Progress

	Athena SWAN Self-Assessment Team


	Actions align with broader work to tackle obstacles for career progression for female staff.
	1-5
	See Action Plan Athena SWAN Bronze application
	Head of PGR Development
	2017-2020
	




	
University of the Highlands and Islands – Gender Action Plan 2017-2020

How actions will align with broader work to prevent violence against women:


	Key area
	Projected Outcomes 
	Key themes 
	Actions
	Owner
(Job role)
	Timescale
	Progress

	Student Services

	Work is undertaken to tackle and prevent violence against women.
	2,3,5
	Approve and implement developed UHI Changing the Culture Action Plan 
	Student Support Group
(SSG)
	December 2017 - 2020
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How we are working towards improving gender imbalances on our Court:


	Key area
	Projected Outcomes 
	Key themes 
	Actions
	Owner
(Job role)
	Timescale
	Progress

	Court


	Work is undertaken to improve gender imbalances on our Court.
	1,2,3,5
	Work to address gender imbalances on our Court is embedded within our equality reports:
· Equality Mainstreaming Report 2017
· Equality Outcomes 2017-2021
	Equality and Diversity Adviser
	Progress report 2019
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How progress against key actions will be monitored:


	Cross university areas
	Projected Outcomes 
	Key themes 
	Actions
	Owner
(Job role)
	Timescale
	Progress

	Equality and Diversity



	Progress against key actions is monitored.







Annual progress report developed. 
	1
	The effectiveness and implementation of this plan will be monitored by the Equality Outcomes Group (EOG) who will meet to review progress against our gender objectives and actions, on a quarterly basis.  EOG is comprised of representatives from key university committees.
An annual progress report will be submitted for appending to the Highlands and Islands Regional Outcome Agreement.
	E&D Adviser








E&D Adviser
	2017-2020

September
December
March
June




2017-2020
annually
	




Setting Subject Network targets
In conjunction with our SFC Regional Outcome Agreement Manager and our Subject Network Leaders (SNLs) it was agreed that within this university Gender Action Plan targets would be set in relation to HE subject data only, with FE targets being set by the Academic partners within their own plans.  The SNLs have consulted and involved the Programme Leaders in the Academic Partners to develop and set the following HE targets and actions.


Applied Life Studies Subject Network
Higher Education Programmes
Gender Action Plan Overview
The gender split for the network is seen below in Figure 1.  It can be seen that there are many more females than males. This is seen in all the programmes in the SN .In comparison females in the university represent only slightly more than half of the enrolled students. The data from 12/13 to 16/17 shows that the trends are reasonably stable with a very slight increase in women in the SN. 

SN male applications: There has been an increase in male applications from 187 in 12/13 to 226 in16/17 cf an increase in UHI from 3445 to 5006. Of these 80 in 12/13 enrolled and 89 enrolled in 16/17 which is a 39% conversion rate cf 35% conversion rate for the university. 
SN female applications: There has been an increase in female applications from 1771 in 12/13 to 2519 in16/17 cf an increase in UHI from 4373 to 7184. Of these 705 in 12/13 enrolled and 998 enrolled in 16/17 which in 16/17 is a 40% conversion rate for the SN cf 36% conversion rate in for the university
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	Key themes
	Projected Outcomes 
	Actions
	Owner
(Job role)
	Timescale
	Progress

	1 Infrastructure




	Liaise with relevant internal and external groups to determine how to increase the number of males being recruited onto ALS courses by 3% per year

	1. Work with  government  agencies and policies and which can increase the number of men e.g. SDS, NES, SDS, CDN, SFC, Developing the Young Workforce, Skills Investment Plans
2. Liaise with schools and employers where appropriate, looking at new and innovative ways to recruit males putting them on appropriate placements and increasing the number of males into employment 
3. UHI – more male academic staff to provide positive role models and to visit schools and provide support for male students
4. Link to UHI Athena Swan actions (1,6,25)

	1. Tertiary Curriculum Working Groups(TCWGs)
2. TCWGs/PLs




3. TCWGs/PLs


4. Athena Swan SAT
	1. June 18



2. June 18




3. June 18


4. June 19

	

	2 Influencing the Influencers



	Raise awareness of those who can help increase the number of males being recruited onto ALS courses by 3% per year
	1. Careers advisors: male role models - counter stereotypical staff, students or industry ambassadors
2. Parents: male role models and knowledge at nursery and primary schools
3. Current students:
· Proactively group males applicants for discussion of courses
· Male only courses
· Ensure targeted support in place from induction for male students. Peer support put in place
· Embed in courses gender equality in particular those which will influence children’s thinking for the future:
· HNC CP
· BACP
· BACYS

	1. TCWGs/PLs

2. TCWGs/PLs

3. TCWGs/PLs

	1. June 19

2. June 20

3. June 19


	

	3 Raising awareness and aspiration


	Identify ways to help individuals understand better the routes of entry, roles and career opportunities in order to help   increase the number of males being recruited onto ALS courses by 3% per year

	1. Market and recruit to men only courses. Include support from employers to deliver some content and placements 
2. Develop taster sessions with employers e.g. So you want to Work in Care/Careers in Health, where students are able to actively participate in different course options, aiming to raise awareness of routes to and commitment to further study, raise interest in subjects and challenge gender balances by obliging students to taste non-traditional subjects. Use male staff, students and employers where available.
3. Consider recommendations raised from research in the ALS Scholarship and Research Group as well as wider research findings.
	1. TCWGs/PLs


2. TCWGs/PLs







3. SNL/SARG
	1. June 19


2. June 19







3. June 18
	

	4 Encouraging applications



	Identifying processes which will positively encourage males to apply for courses in order to help   increase the number of males being recruited onto ALS courses by 3% per year

	1. Review all promotional materials (prospectus, both UHI and AP, course pages, for computing programmes for equality and diversity and seek opportunities for positive counter-stereotypes 
2. Create and transmit positive role model/testimonies, case studies etc to  highlight roles of males in care
3. Use alumni male students and current male staff to promote programmes in ALS SN, in particular at open days
	1. Marketing/ TCWGs/PLs


2. Marketing/ TCWGs/PLs
3. Marketing/ TCWGs/PLs
	1. June 19



2. June 19

3. June 18
	

	5 Supporting success



	Identify methods to support male students when they do enrol on the courses in order to help   increase the number of males being recruited onto ALS courses by 3% per year
	1. Staff to mentor and support male students to apply for HE courses. Consider use of male PATs for male students and male peer support to be put in place during course.
2. Earlier intervention when either progress or attendance drops off.
3. Promote success stories.
	1. TCWGs/PLs/PATs



2. TCWGs/PLs/PATs

3. TCWGs/PLs/PATs
	1. June 18



2. June 18

3. June 18

	



	

University of the Highlands and Islands – Gender Action Plan 2017-2020

HE subjects which have an imbalance of male or female students of more than 75% one gender – all programmes in ALS SN have more than 75% of females


	Subject area/course
	Base-line
16/17
F/M%
	Projected Outcome
(numerical targets)
	Action

	Owner
(Job role)
	Timescale
	Progress

	SN APPLIED LIFE STUDIES 
	93/7%
	
	

	

	

	

	Health and Social Care

PGt Health:
· MA Health and Wellbeing

· MSc Infection Prevention and Control


	


89/11%


83/17%
	
Increase   male  participants year on year, aspiring to  3% per year, but with a realistic target of 10% increase over 5 years
	
See actions from the 5 key themes:
1. Infrastructure
2. Influencing the Influencers
3. Raising awareness and aspiration
4. Encouraging applications
5. Supporting success
	
SNL/CMs/PL
	
Monitor annually from 17/18 to 21/22

	

	UG Health:
· BA (Hons.) Health Studies
· HNC Care and Administrative Practice


	
92/8%

95/5%
	
Increase   male  participants year on year, aspiring to  3% per year, but with a realistic target of 10% increase over 5 years
	
See actions from the 5 key themes:
1. Infrastructure
2. Influencing the Influencers
3. Raising awareness and aspiration
4. Encouraging applications
5. Supporting success
	
SNL/CMs/PL
	
Monitor annually from 17/18 to 21/22

	

	
Social Care:

· CPD leading and Managing Care Services
· HNC Social Services
· SVQ4 Social Services and Healthcare
PDAs in:
· Health and Social Care Supervision 
· Health and Social Care: Administration of Medicine
· Counselling Addiction
· Promoting Excellence in Dementia Skilled Practice 
· Brief Interventions for Substance Misuse
· Mental Health Peer Support
· Supporting Individuals with Autistic Spectrum Disorders 









	


81/19%


89/11%
84/16%



94/6%

89/11%




97/3%



67/33%


78/22%

90/10%
	
Increase   male  participants year on year, aspiring to  3% per year, but with a realistic target of 10% increase over 5 years
	
See actions from the 5 key themes:
1. Infrastructure
2. Influencing the Influencers
3. Raising awareness and aspiration
4. Encouraging applications
5. Supporting success

Also look at examples of good practice from: HEA ‘Whose Job Is It Anyway?’  
Men into Care One-day taster to increase awareness of men in Care careers and to raise aspirations to enter into these. Addresses gender imbalance through thematic focus and presence of counter-stereotypical role models
	
SNL/CMs/PL
	
Monitor annually from 17/18 to 21/22

	

	Children and Young People:
· BA (Hons.) Child and Youth Studies
· BA (Hons.) Childhood Practice
· HNC Childhood Practice  
· SVQ4 Social Services (Children and Young People) 

	
96/4%

96/4%

96/4%

75/25%


	  
Increase   male  participants year on year, aspiring to  3% per year, but with a realistic target of 10% increase over 5 years
	
See actions from the 5 key themes:
1. Infrastructure
2. Influencing the Influencers
3. Raising awareness and aspiration
4. Encouraging applications
5. Supporting success

Also look at examples of good practice from: HEA ‘Whose Job Is It Anyway?’  
· PC .The Childcare Challenge: Encouraging men into Childcare. A men only course.
· OC  Men into Care
· Men into Childcare One-day taster to increase awareness of men in Childcare and early education careers and to raise aspirations to enter into these. Addresses gender imbalance through thematic focus and presence of counter-stereotypical role models
	
SNL/CMs/PL
	
Monitor annually from 17/18 to 21/22

	

	UG Dental:
· BSc Oral Health Science

UG Psychology:
· BSc (Hons.) Psychology

UG Counselling:
· Diploma of Higher Education in Person-Centred Counselling and Psychotherapy

	
86/14%



85/15%



86/14%
	
Increase   male  participants year on year, aspiring to  3% per year, but with a realistic target of 10% increase over 5 years
	
See actions from the 5 key themes:
1. Infrastructure
2. Influencing the Influencers
3. Raising awareness and aspiration
4. Encouraging applications
5. Supporting success

	
SNL/CMs/PL
	
Monitor annually from 17/18 to 21/22
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HE subjects which have an imbalance of male or female students of more than 75% one gender – all programmes in ALS SN have more than 75% of females


	Subject area/
course
	Base-line
	Projected Outcome 

	Action
	Owner
(Job role)
	Timescale
	Progress

	UG Complementary Therapies:
· BSc (Hons) Integrative Healthcare
· HNC Complementary Therapies
· HND Complementary Therapies

	

N/A


98/2%


90/10%
	
Increase   male  participants year on year, aspiring to  3% per year, but with a realistic target of 10% increase over 5 years
	
See actions from the 5 key themes:
1. Infrastructure
2. Influencing the Influencers
3. Raising awareness and aspiration
4. Encouraging applications
5. Supporting success

	
SNL/CMs/PL
	
Monitor annually from 17/18 to 21/22

	

	UG Beauty Therapy:
· HNC
· HND Beauty Therapy 

	
100/0%
100/0%
	
Increase   male  participants year on year, aspiring to  3% per year, but with a realistic target of 10% increase over 5 years
	
See actions from the 5 key themes:
1. Infrastructure
2. Influencing the Influencers
3. Raising awareness and aspiration
4. Encouraging applications
5. Supporting success

Also look at examples of good practice from: HEA ‘Whose Job Is It Anyway?
 ‘Man in the Mirror’ Workshop exploring male grooming, aiming to increase male interest in hair and beauty subjects and careers. Addresses gender imbalance through thematic focus

	
SNL/CMs/PL
	
Monitor annually from 17/18 to 21/22

	

	
UG Hairdressing:
· HNC Hairdressing
· PDA Innovations in Hair Design
	


93/7%

87/13%
	
Increase male  participants year on year, aspiring to  3% per year, but with a realistic target of 10% increase over 5 years
	
See actions from the 5 key themes:
1. Infrastructure
2. Influencing the Influencers
3. Raising awareness and aspiration
4. Encouraging applications
5. Supporting success

Also look at examples of good practice from: HEA ‘Whose Job Is It Anyway?
 ‘Man in the Mirror’ Workshop exploring male grooming, aiming to increase male interest in hair and beauty subjects and careers. Addresses gender imbalance through thematic focus

Barbering courses delivered at FE may help with progression to HE courses. Market and promote the course. Visit local barbering employers. 
	
SNL/CMs/PL
	
Monitor annually from 17/18 to 21/22
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	Who will be responsible for implementing actions within the plan:
SNL and curriculum managers from TCWGs 


	How we will work in partnership with other organisations regionally (schools and other FE/HE institutions) and nationally (eg equality specialists):
SNL and curriculum managers from TCWGs as well as PLs and their teams will work with the relevant organisations to recruit, select and support males into traditionally female orientated courses. Employers forums will be held and events with schools to change perceptions of the subject areas and careers for men.


	How as a university we will seek to build internal capacity in all departments, including learning and teaching, support staff, placement/employer engagement staff, marketing and communications to implement the plan effectively:
SNL and curriculum managers from TCWGs will work to use resources across the 9 APs to maximise the outcomes and use the blend of learning to maximise physical and staffing to allow flexible delivery for mature students including employees.


	How actions will align with broader work to tackle obstacles for career progression for female staff, prevent violence against women:
The SNL is a member of Athena Swan SAT and will link this GAP with the actions from the application which was approved. Examples from the care curriculum can be used to promote an understanding of how to prevent violence against women for students and staff 


	How we are addressing the gap between male/female participation in undergraduate study:
This Gender Action Plan is addressing the gap.


	How progress against key actions will be monitored:
Tertiary Curriculum Working Groups and Applied Life Studies Subject Network Committee and SN SEDs






Business, Management and Leisure Network
Gender Action Plan Overview
The gender split for the network is illustrated Figure 1.  It illustrates that the network overall has a slightly stronger male representation than the university generally with a balance above 50%.  It does show that the trend over the period is for increasing female representation and the network moving closer to the university position and hopefully beyond to a broadly in balance position, having fallen from 66% male in 2012/13 to 63% in 16/17.


Figure 1 Gender split at Network and University 2012/13 – 2016/17
The overall position however masks considerable variability at a programme level, Figure 2 provides a summary of gender imbalance at a programme level for degree and postgraduate programmes in the network:

	Course Code
	Programme
	2015/16
	2016/17

	
	
	% F
	% M
	% F
	% M

	UC600
	BSc (Hons) Sport and Fitness
	14
	86
	39
	61

	UC690
	BA (Hons) Professional Golf
	20
	80
	15
	85

	UC6N2
	BA (Hons) Sports Management
	41
	59
	35
	65

	UD4N2
	BA (Hons) Equine Business Management
	100
	0
	100
	0

	UF7N8
	BA (Hons) Marine and Coastal Tourism
	80
	20
	73
	27

	UN290
	BA (Hons) Golf Management
	16
	84
	17
	83

	UC695
	DipHE Professional Golf (PGA)
	
	
	7
	93

	UN430
	BA (Hons) Accounting and Finance
	64
	36
	89
	11

	UN820
	BA (Hons) Events Management
	
	
	87
	13

	UN870
	BA (Hons) Adventure Tourism Management
	34
	66
	26
	74

	UN875
	BA (Hons) Adventure Performance and Coaching
	38
	62
	42
	58

	UNN21
	BA (Hons) Business and Management
	65
	35
	72
	28

	UNN28
	BA (Hons) Hospitality Management
	83
	17
	57
	43

	UH490
	MBA Aviation
	19
	81
	0
	100

	UN215
	PGCert Health Leadership and Management
	80
	20
	80
	20

	UN220
	MBA Business Administration
	32
	68
	14
	86

	UN291
	MSc Leadership and Management
	65
	35
	38
	62

	UN293
	MSc Public Service Leadership
	60
	40
	
	

	UN593
	MSc E-Marketing
	25
	75
	
	

	UN690
	MSc Human Resource Management
	61
	39
	76
	24

	UN8C1
	MSc Ecotourism
	65
	35
	42
	58



The programmes highlighted light blue have a significantly higher proportion of female students the programmes highlighted yellow have a significantly higher proportion of male students.  In 2016/17 13 of the awards out of 19 (68%) have a significant gender imbalance with 7 of those a significantly higher female representation and 6 a higher male representation
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HE subjects which have an imbalance of male or female students of more than 75% one gender


	Subject area/course
	Base-line
	Projected Outcome
	Action

	Owner
(Job role)
	Timescale
	Progress

	

MSc HRM

MSc Leadership and Management

PG Cert Health Leadership and Management

	
F-76%
M-24%

F-38%
M-62%

F-80%
M-20%

	tbc
	1. Undertake PDA in Advancing Equality and Diversity through Inclusiveness by members of programme team
2. School visits that also invite parents to attend – re. careers in Talent Management 
3. Build in curriculum activities to get students to think about gender equality and gender-based issues in the workplace. We do already do this within the MSc HRM as students study Managing Diversity and talent management strategies to ensure gender equality.
4. Invitation evening to employees/employers in the region to come and learn about managing people/talent management
5. School visits to get pupils to think about careers in talent management etc
6. We are currently re-designing the UHI Management School website, so we can make sure that we use counter-stereo-typical imagery and case studies. 
7. Carry out research with current students on their views on the gender imbalance and what attracted them to the programme.
8. Encourage external mentoring by same gender as students.
	1-5 and 7 and 8 Programme PL 

76b PL and HOS
	1-5 and 7 and 8 through to July 2018

6 is a longer term development and will be phased in over 2018 and 2019
	

	
BA Hons Professional Golf

Dip HE Professional Golf

BA Hons Golf Management


	
F-15% 
M-85%

F-7%
M-93%

F-17%
M-83%
	tbc
	
	
	
	

	
BA Hons Equine Management

	
F-100%
M-0%
	tbc
	
Equestrian activities seem to attract more females than males from attendance at riding schools up to non-elite competition riders.  The balance changes at elite levels, although research carried out by an equine degree student found that often as females climb the ladder they may find starting a family and having children could have an effect on them carrying on competing at this level.  This is a  high risk sport.  The equine degree relies on articulation from HND and therefore the gender imbalance is something that has been highlighted at FE and HE level. 

1. Ensure promotional materials include gender equality in the equine industry

2. Include counter-stereo-typical case studies within promotional material

3. Work with employers/employees to promote gender equality in the equine industry including guest speakers

	
PL
	
2017/18-2020/21
	

	
BA Hons Marine and Coastal Tourism

	
F-73%
M-17%
	tbc
	
	
	
	

	
BA Hons Adventure Tourism Management


	

F-26%
M-74%
	tbc
	
	
	
	

	
BA Hons Business Management


	
F-72%
M-28%
	tbc
	
	
	
	

	
MBA

MBA Aviation
	
F-14%
M-86%
F-0%
M-100%
	tbc
	The MBA Aviation currently has no female students. This is an issue that is STEM related where initial applications to aviation subjects are predominantly male meaning there are far fewer female graduates. Things we might do to address this issue for applications to the MBA Aviation include targeted marketing to female graduates highlighting the course is open to non-aviation students. We could look for female role models in the sector and use these as case studies.
In terms of the MBA itself I think moving into a more flexible delivery arrangement where students can study modules online/part-time may help to improve the gender balance.  

	
	
	

	
PG Cert Health Leadership and Management

	
F-80%
M-20%
	tbc
	
	
	
	

	
BA Hons Accounting and Finance
	
F-89%
M-11%

Prior year
F – 64
M – 36
	tbc
	1. Awareness of the gender imbalance recognised.
2. Discussion with HN programme leader to discuss recruitment of students as the progression route is HND Accounting into BA Accounting and Finance.
3. Encouragement of male students to progress from HND Accounting.
4. Marketing material to include male student profiles.
	Programme Leader – ST
1, 2 and 4

3 PATS for HND Accounting


	
	

	
BA Hons Event Management
	
F-87%
M-13%
	tbc
	
The events degree is in its infancy, however, in addition to the above which can also relate to the events industry, we will
 
1. Carry out research with current students on what attracted them to the course and their views on gender imbalance

	
PL
	
2017/18 – 2019/20
	





Creative and Cultural Industries Subject Network
As seen from the chart below, the gender split across the network is remarkably even.  
[image: ]
However this masks extreme gender bias in some subjects;
Visual art subjects:					Music/Audio subjects:
[image: ] [image: ]

There is a great deal of research available which points to deep-seated cultural reasons for this split: for art, the perceived lack of employment opportunities, the perception of so-called ‘feminine’ values (aesthetics, emotional expression etc.) the predominance of female art teachers in schools.
For music the position is further polarised, with Audio and popular music being very male-dominated; again a great deal of research points to traditional male attitudes to rock music, rebellion, a need to express individuality, seeking attention etc.  The industry is seen as ‘cool’ and an extension of a particular teenage attitude to jobs and work – no suits and ties, no 9 – 5 etc.
BAH Applied Music illustrates this with a much more even gender split, due to the mix of genres.  Empirically it seems traditional and classical music appeal much more to female musicians (apart from singers, as can be seen from the Musical theatre programme).
While we can implement actions which reinforce a variety of role models, the reasons behind these gender imbalances are beyond our control and stem from societal attitudes instilled from birth. 
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HE subjects which have an imbalance of male or female students of more than 75% one gender


	Subject area/course
	Base-line
	Projected Outcome
	Action

	Owner
(Job role)
	Timescale
	Progress

	
BAH Fine Art

HND Contemporary Art Practice



	
F= 82%
M= 18%

F = 84%
M = 16%
	This is a cultural issue, and is replicated (though not as extremely) in other Art schools. It will be difficult to overcome.
The Art world itself is relatively free of gender discrimination but there is research looking at the gendered nature of art education in schools and perceived employment opportunities

	Continue to work with schools in catchment areas to promote. 

Continue to ensure positive gender role modelling in teaching or publicity materials.

Most art teachers in schools are female, so lack of male role models at this level – visits by male and female   
Staff.

Undertake research into balance at other art schools and look for collaborative approach.
	
PL, staff team
(Moray, Perth, Inverness, Orkney, Shetland, LCC)
	
	

	
BSc Audio Engineering



	
F = 20%
M = 80%
	A cultural issue shared across the subject area, any positive outcome will be  welcome
	Investigate change of title to replace ‘engineering’ however this is the industry-current title, and we need to be careful with student expectations and patronising potential female students. 

Promote positive role models of all genders wherever practical

Check t&l environments for suitability
	PL, Staff team (Perth)
	
	

	
HNC Sound production


	
F = 21%

M = 79%
	
There is a gender bias towards the music industry – perceived ‘jobs for boys’, although music in schools is often female-dominated, the popular music industry tends to appeal more to males, often coming out of the adolescent need for rock music and rebellion .

BAH Applied Music is much more balanced because of the mix of musical genres.
	
Continue to work with schools in catchment areas. 

Continue to ensure positive gender role modelling in teaching or publicity materials

HND musical theatre has provided an outlet for more female students interested in music, as has Applied Music.
	

	
	

	
BAH Contemporary Textiles


	
F = 100%
	
Even one Male student would be a success.
	
Positive reinforcement of male designer images: knitwear on Shetland has traditionally been a female domain, and this will be difficult to shift.


	
PL, Staff team (Shetland)
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HE subjects in which retention levels significantly differ by gender


	Subject area/
course
	Base-line
	Projected Outcome 

	Action
	Owner
(Job role)
	Timescale
	Progress

	
HNC Acting and Performance


	(non-continuation)
F = 17.6%

M = 80% (2/9)
	tbc
	Very small numbers so not really statistically reliable, but the team need to investigate why so many male students are not completing
	
	
	

	
HNC Music


	
F = 35%

M = 25% 

	tbc
	Quite high rates but not particularly gender-related.  Some investigation required around female students and expectations, check environment 
	
	
	

	
HNC Technical Theatre


	
F = 12.5%

M = 50% 

	tbc
	
	
	
	

	

HNC Sound production


	

F = 0%

M = 36.4% 

	tbc
	
The relatively small number of female students all completed – some work generally required around expectations
	
	
	








Engineering and the Built Environment (EBE) Subject Network
Gender Balance 
The chart below (Chart 2: Gender Split) shows the gender balance within the Subject Network has changed very little over the last 5 years. There have been concerted efforts made by government, professional institutions, staff from UHI as well as from many others to try and address this and to try and raise the number of women coming into engineering and construction. It would appear that these initiatives have made very little difference as far as numbers are concerned. UHI engineering/construction are below the national average for a university where the average gender split is 85% male, 15% female. This can be explained through the fact that many of our programmes in the SN are craft or vocationally related through apprenticeships etc where the average gender split for apprenticeships is 96.5% male and 3.5% female, so we are probably with an acceptable range when compared to other Universities. 
We have no barriers in place that puts female applications at a disadvantage, inclusion of females is something we actively embrace at every possible opportunity. 



Chart 2: Gender Split

The data below from the Woman’s Engineering Society gives an idea of the scale of the changes we need to make within UHI and across Scotland nationally. To make changes that will have an effect it will include changing cultures and perceptions and probably starting at primary school level as many think it is too late by secondary school level but it should almost certainly include parents and careers teachers.

Extracted from the Woman’s Engineering Society (WES) Statistics document  (Dr Sarah Peers, 2016) this is a compilation of data and statistics from multiple sources (revised in March 2016).
· Only 9% of the engineering workforce are female and only 6% of registered engineers and technicians (ie CEng, IEng, EngTech) are women.
· The UK has the lowest percentage of female engineering professionals in Europe, at less than 10%, while Latvia, Bulgaria and Cyprus lead with nearly 30%.
· 15.8% of engineering and technology undergraduates in the UK are female. Compare with India: where over 30% of engineering students are women on engineering courses.
· The proportion of young women studying engineering and physics has remained virtually static since 2012.
· In 2013/14, women accounted for only 3.8% of Engineering apprenticeship starts and 1.7% of Construction Skills starts.(7)
· Only around 20% of A Level physics students are girls and this has not changed in 25 years.
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	Key themes
	Projected Outcomes 
	Actions
	Owner
(Job role)
	Timescale
	Progress

	1 Infrastructure




	Liaise with relevant internal and external groups to determine how to increase the number of females being recruited onto EBE programmes by 5% by 2020

	5. Work with government  agencies and policies and which can increase the number of females e.g. SDS, IET, RAeS, SDS, SFC and STEM. Developing the Young Workforce, Skills Investment Plans
6. Liaise with schools and employers where appropriate, looking at new and innovative ways to recruit females putting them on appropriate placements and increasing the number of females into employment 
7. UHI – recruit more female academic and technician staff to provide positive role models, visit schools to promote females onto our programmes and provide support for female students
8. Work with agencies specifically setup to promote women in to engineering ie Women in Science and Engineering (WISE)
	5. Tertiary Curriculum Working Groups(TCWGs)





6. TCWGs/PLs/STEM Ambassadors








7. TCWGs/PLs






8. WISE/PLs/STEM Ambassadors
	5. 3 year timescale, full review in June 2020



6. Annual review, Programme SED and SN SED, full review 2020 



7. 3 year timescale, full review in June 2020


8. 3 year timescale, full review in June 2020

	

	2 Influencing the Influencers



	Raise awareness of those who can help increase the number of females being recruited  onto EBE programmes by 5% by 2020
	4. Careers advisors: female role models - counter stereotypical staff, students or STEM ambassadors
5. Parents: female role models and knowledge at nursery and primary schools
6. Current students:
· Proactively group female applicants for discussion of courses
· Female only courses
· Ensure targeted support in place from induction for female students. Peer support put in place
· Embed in courses gender equality in particular those which will influence children’s thinking for the future:
· Engineering
· Built Environment
	4. TCWGs/PLs/STEM Ambassadors




5. TCWGs/PLs/STEM Ambassadors

6. TCWGs/PLs/STEM Ambassadors

	1. 3 year timescale, full review in June 2020
2. 3 year timescale, full review in June 2020

3. 3 year timescale, full review in June 2020


	

	3 Raising awareness and aspiration


	Identify ways to help individuals understand better the routes of entry, roles and career opportunities in order to help   increase the number of females being recruited onto  EBE programmes by 5% by 2020

	4. Design, develop, market and recruit to women only courses. Include support from employers to deliver some content and placements 
5. Develop taster sessions with employers e.g. “Careers in Engineering and Construction’, where students are able to actively participate in different course options, aiming to raise awareness of routes into HE and a commitment to further study, raise interest in subjects and challenge gender balances by obliging students to taste non-traditional subjects. Use female staff, students and employers where available.
6. Consider recommendations raised from local and national research into the promotion of females into STEM subjects/programmes
	4. TCWGs/PLs





5. TCWGs/PLs/STEM Ambassadors
















6. SNL/PLs
	1. 3 year timescale, full review in June 2020

2. 3 year timescale, full review in June 2020













3. 3 year timescale, full review in June 2020

	

	4 Encouraging applications



	Identifying processes which will positively encourage females to apply for courses in order to help   increase the number of females being recruited onto  EBE programmes by 5% by 2020
	4. Review all promotional materials (prospectus, both UHI and AP, course pages, for computing programmes for equality and diversity and seek opportunities for positive counter-stereotypes 
5. Create and transmit positive role model/testimonies, case studies etc to  highlight roles of females in STEM areas
6. Use alumni female students and current female staff to promote programmes in EBE SN, in particular at open days and student conference events
	4. Marketing/ TCWGs/PLs






5. Marketing/ TCWGs/PLs




6. TCWGs/PLs/STEM Ambassadors
	1. 3 year timescale, full review in June 2020



2. 3 year timescale, full review in June 2020

3. 3 year timescale, full review in June 2020
	

	5 Supporting success



	Identify methods to support female students when they do enrol on the courses in order to help   increase the number of females being recruited onto   EBE programmes by 5% by 2020
	4. Staff to mentor and support female students to apply for HE courses. Consider use of female PATs for female students and female peer support to be put in place during course.
5. Earlier intervention when either progress or attendance drops off.
6. Promote success stories.
	4. PLs/PATs







5. PLs/PATs


6. Marketing/TCWGs
/PLs/PATs
	1. 3 year timescale, full review in June 2020



2. 3 year timescale, full review in June 2020

3. 3 year timescale, full review in June 2020
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HE subjects which have an imbalance of male or female students of more than 75% one gender


	Subject area/course
	Base-line
	Projected Outcome
	Action

	Owner
(Job role)
	Timescale
	Progress

	
Engineering


	
5-10% female

	5% increase in females by 2020
	· STEM activities, supporting female only groups
· School liaison, discussions with more female groups on engineering courses
· Increasing the understanding of the variety careers in engineering suitable for women
· Raise the awareness of subject choices needed to enter engineering 
· Increase STEM activities with primary schools

· Continue work to remove current perceptions of ‘engineering’ to females 
· Use female engineering lecturers/staff as role models
· Advise women on new apprenticeships ie advanced and graduate apprenticeships 
· Support UHI and local areas with new STEM initiatives
· AP open days to include female engineering staff to talk to prospective female students
· Work with WISE (Women in Science and Engineering), girl geeks etc to support growth in female numbers

	· UHI STEM


· UHI school liaison and AP staff

· UHI and AP marketing, SN staff


· UHI and AP marketing, SN staff
· SN staff and STEM ambassadors
· SN Staff


· Female SN staff


· UHI work-based learning and PLs
· SN staff and STEM ambassadors
· AP staff



· SN staff



	2017-2020


2017-2020



2017-2020




2017-2020


2017-2020


2017-2020


2017-2020



2017-2020



2017-2020


2017-2020



2017-2020




	

	
Aircraft Engineering


	
7% female
	5% increase in females by 2020
	· STEM activities, supporting female only groups
· School liaison, discussions with more female groups on aircraft engineering courses
· Increasing the understanding of the variety careers in Aircraft Engineering suitable for women
· Raise the awareness of subject choices needed to enter Aircraft Engineering
· Increase STEM activities with primary schools

· Continue work to remove current perceptions of ‘aircraft engineering’ to females 
· Use female aircraft engineering lecturers/staff as role models
· Advise women on new apprenticeships ie advanced and graduate apprenticeships 
· Support UHI and local areas with STEM initiatives
· AP open days to include female aircraft engineering staff to talk to prospective female students
· Work with WISE (Women in Science and Engineering), girl geeks etc to support growth in female numbers

	· UHI STEM


· UHI school liaison and AP staff


· UHI and AP marketing, SN staff


· UHI and AP marketing, SN staff

· SN staff and STEM ambassadors
· SN Staff



· Female SN staff


· UHI work-based learning and PLs
· SN staff and STEM ambassadors
· AP staff




· SN staff




	2017-2020


2017-2020




2017-2020




2017-2020



2017-2020


2017-2020



2017-2020



2017-2020



2017-2020


2017-2020




2017-2020






	

	
Civil Engineering


	14% female
	5% increase in females by 2020
	· STEM activities, supporting female only groups
· School liaison, discussions with more female groups on civil engineering courses
· Increasing the understanding of the variety careers in  civil engineering suitable for women
· Raise the awareness of subject choices needed to enter  civil engineering
· Increase STEM activities with primary schools

· Continue work to remove current perceptions of  ‘civil engineering’ to females 
· Use female  civil engineering lecturers/staff as role models
· Advise women on new apprenticeships ie advanced and graduate apprenticeships 
· Support UHI and local areas with STEM initiatives
· AP open days to include female  civil engineering staff to talk to prospective female students
· Work with WISE (Women in Science and Engineering), girl geeks etc to support growth in female numbers

	· UHI STEM


· UHI school liaison and AP staff


· UHI and AP marketing, SN staff

· UHI and AP marketing, SN staff
· SN staff and STEM ambassadors

· SN Staff



· Female SN staff


· UHI work-based learning and PLs
· SN staff and STEM ambassadors
· AP staff




· SN staff




	2017-2020


2017-2020




2017-2020



2017-2020


2017-2020



2017-2020



2017-2020



2017-2020



2017-2020


2017-2020





2017-2020

	

	
Construction


	10% female
	5% increase in females by 2020
	· STEM activities, supporting female only groups
· School liaison, discussions with more female groups construction courses
· Increasing the understanding of the variety careers in Construction suitable for women
· Raise the awareness of subject choices needed to enter Construction courses
· Increase STEM activities with primary schools

· Continue work to remove current perceptions of ‘construction’ to females 
· Use female construction lecturers/staff as role models
· Advise women on new apprenticeships ie advanced and graduate apprenticeships 
· Support UHI and local areas in STEM initiatives
· AP open days to include female engineering and construction staff to talk to prospective female students

	· UHI STEM


· UHI school liaison and AP staff

· UHI and AP marketing, SN staff


· UHI and AP marketing, SN staff

· SN staff and STEM ambassadors
· SN Staff


· Female SN staff

· UHI work-based learning and PLs
· SN staff and STEM ambassadors
· AP staff
	2017-2020


2017-2020



2017-2020




2017-2020



2017-2020


2017-2020


2017-2020



2017-2020



2017-2020


2017-2020


	



	
University of the Highlands and Islands – Gender Action Plan 2017-2020

HE subjects in which retention levels significantly differ by gender


	Subject area/
course
	Base-line
	Projected Outcome 

	Action
	Owner
(Job role)
	Timescale
	Progress

	
HNC Computer Aided Draughting and Design


	50%  of Females are Non-Continuing
	Reduce the ratio of females Non-continuing to 20% by 2020
	· Increased monitoring of female student progress
· Increased monitoring of female student attendance
· Female PAT to be used where possible
· One to one sessions with the PAT.
· Earlier intervention when either progress or attendance drops off.
· Team meetings to include issues pertinent to females on the course
· Partner up females in the class to act as support ‘mentors’ to each other
· Support females into jobs 
	PAT

AP senior staff

PAT

PAT & tutors
Course team

Course team

Course team

Course Leader and UHI Careers
	2017 -2020

2017 -2020


2017 -2020


2017 -2020

2017 -2020


2017 -2020



2017 -2020


2017 -2020
	

	
BSc Hons Air Traffic Management (off campus learning)


	33% of Females are Non-Continuing 
	Reduce the ratio of females Non-continuing to 10% by 2020
	· Increased monitoring of female student progress
· Increased monitoring of female student contact with staff
· Female PAT to be used where possible
· One to one sessions with the PAT.
· Earlier intervention when either progress or contact drops off.
· Team meetings to include issues pertinent to females on the course
· Partner up females in the class to act as support ‘mentors’ to each other

	PAT


AP senior staff

PAT

PAT & tutors
Course team

Course team

Course team


	2017 -2020

2017 -2020


2017 -2020


2017 -2020

2017 -2020


2017 -2020



2017 -2020


2017 -2020
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HE subjects which have an imbalance of male or female students of more than 75% one gender


	Subject area/course
	Base-line
	Projected Outcome
	Action

	Owner
(Job role)
	Timescale
	Progress

	
	
	
	
	
	
	

	PGDE Primary
	80.7% female in 16-17
	PGDE was 100% female in 13-14 and 82.5% in 15-16.  
Aim is to contjnue this trajectory to bring PGDE below the 75% threshold by 19-20
	1.  Continue with policies which have already achieved an improved balance
2. Promote balance through marketing and publicity information eg photographs of students
3. Connect with national initiatives on balance and recruitment
	Head of Teacher Education
	2019-20
	

	
	
	
	
	
	
	

	BAH Social Sciences
	76.3% female in 16-17
	To bring the balance below the 75% threshold by 18-19
	The HNC Social Sciences is 72% female in 17-18.
1. Improve male retention and progression from HNC
2. Increase awareness of employment opportunities in the social sciences eg male employment stats in care
3. Enhance profile at careers events and in schools
	PL BASS
	2018-19
	

	



	
	
	
	
	
	

	
BAH Literature


	78% female in 16-17
	To bring the balance below the 75% threshold by 18-19
	4. Improve male retention and progression from Highers/NC
5. Increase awareness of employment opportunities in the Humanities
6. Enhance profile at careers events and in schools
7. Enhance male profile in programme website
	PL Literature
	2018-19
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HE subjects in which retention levels significantly differ by gender


	Subject area/
course
	Base-line
	Projected Outcome 

	Action
	Owner
(Job role)
	Timescale
	Progress

	
	
	
	
	
	
	

	MEd Critical Enquiry
	76.8% female in 16-17
	To bring balance below threshold by 2020-21.

Note that this is a new programme and relates to the PGDE
	1. Emphasise Secondary Education opportunities in marketing
2. Link with national initiatives on recruitment
3. Use PR opportunities to promote successful graduates
	Head of Teacher Education
	2020-21
	

	
	
	
	
	
	
	

	
MSc Interpretation


	89% female in 16-17
	Note that numbers are very low. 
	1. The balance is usually under the threshold though declining numbers have exaggerated the imbalance
2. Continue to work with the Advisory Group and Marketing, and related PGT initiatives, to attract greater recruitment.
	
	
	




	


University of the Highlands and Islands – Science, Technology and the Environment Subject Network
Gender Action Plan 2017-2020

Gender context in STE
Gender balance in the STE Subject Network as a whole has become more polarised over the past 5 years, with an overall 67M:33F (male: female) ratio (by FTEs) compared with 43M:57F in the University as a whole. It is notable that the ratio of M: F amongst full time students has not changed substantially over the past 5 years (currently STE 69M: 31F). However, a marked decline in the numbers of PT students enrolling on our programmes in 14/15 and 15/16 is associated with a greater polarity in the M;F ratio amongst PT students since that time (currently STE 61M:39F)
It seems that there was a drop in female part time students recruited in 2014/15, particularly evident amongst the 25+ age group. Though this has now recovered, the gender balance of students has not changed.

Figure 1. Gender split in STE Subject Network



SFC Priority areas
Computing
SFC has identified computing science programmes as a priority for focus in the GAPs, both at College and University level. Within UHI, ratios in computing science are more pronounced than sector norms (using data for all HE computing related programmes (HNC/HND/ BScH/PDA), 2016/17  90M:10F; for Computing science programmes at University nationally 2013/14 ECU Statistical report for Scotland 82.9M:17.1F, SDS states 82M:18F on computing degrees  in Scotland ). 
The bias exists for both FT (92M: 8F) and PT students (82M: 18F), though is markedly less for PT. This pattern is replicated when looking at heads rather than FTE FT 90M: 10F, PT 80M: 20F .The ratio amongst PT students has changed considerably over the past 5 years, from 52M: 46F in 2012/13 to 82M:18F in 2016/17, so there are far fewer PT female students. 
It is possible that factors which influence the numbers studying PT will have a disproportionate influence on one gender. Factors such as economic climate may influence the uptake of PT versus FT study.
Retention. Using data for 2015/16, it does not appear that there is a consistent difference in non-continuation rate between males and females (HNC Computing Science M 31.9%: F26.1%; HND Computing M 31.1/F 40.0%; BScH M16.7/ F no data)
Success. It has not been possible to analyse student success according to gender.
Applications. The gender ratio for applications to Computing programmes has remained relatively stable for the past 5 years (2016/17 86M: 14F). The applications ratio is slightly less polarised than the enrolment ratio, suggesting that we are doing less well in translating female applicants into enrolments compared to male. 

In our STE gender action plan, we aim to prioritise actions relating to computing programmes. Other programmes identified for action include Forestry/ Arboriculture programmes (82M: 18F by FTE); game-keeping (91M:9F) and HNC/D equine studies (0M:100F). 

Underpinning themes.
In line with the HEA (2016) report ‘Whose job is it anyway?’ , our actions will be underpinned by  

 ‘’a drive to support the development of young people’s and students’ identities with regard to subject choice and future employment; 
 a drive to challenge gender stereotypes and increase the awareness, willingness and ability of others to do the same, facilitating the realisation that it is everyone’s responsibility. ‘’

Actions have been aligned with several of the top ten recommendations identified by the HEA (2016). We have selected those that we feel are most appropriate to the programmes concerned. Numerical targets for change have not been identified to date. Actions have been identified for 2017/18 with the intention that these will be revisited annually and revised as efficacy and available resources become apparent. 
HE subjects which have an imbalance of male or female students of more than 75% one gender



	Subject area/course
	Base-line
	Projected Outcome

	Action

	Owner
(Job role)
	Timescale
	Baseline

	Computing

	Enrolments (by FTE)
90M:10 F

	Develop institutional commitment to the tackling of student gender participation imbalances. 
	Ensure that gender participation imbalances are referenced and any change monitored in all annual SEDs for computing programmes and in the SED for Subject Review 2017/18
	PLs and SNLs
	Sep 2017
	

	


	

	Capitalise on external enablers such as national campaigns ‘

	Coordinated engagement with sector level campaigns e.g. Tackling the Technology Gender Gap Together http://www.skillsdevelopmentscotland.co.uk/media/42478/tackling-the-technology-gender-gap-together-2.pdf.
 



	SNL coordination and sharing of intelligence



CM provision of time and funds to attend events 
	
	several staff attended events in Glasgow and Inverness March 2017

	
	
	
	Ensure cross promotion with sector wide campaigns e.g. Digital World  https://www.digitalworld.net/

	Marketing and Communications manager
	
	

	
	
	Work institutionally, in collaboration with other institutions and in partnership with other sectors.
	Engage with British Computing Society ‘Cygnets’ group
http://www.bcs.org/content/conWebDoc/57303 ; propose a named representative for UHI


	CM to dedicate resource to this
	
	

	
	
	
	Representation on UHI Athena Swan SAT from a member of computing team
	CM to dedicate resource to this
	
	

	
	
	
	Continued engagement with SICSA and any gender themed workstreams
	SNL
	
	

	
	
	Develop holistic and longitudinal approaches that support young people throughout their educational choice process
	Map existing engagement with young people throughout their education and identify any gaps. Ensure all engagement activities are at least gender neutral or ideally promote positive counter stereotypes.
	STEM team leader
	
	Baseline activity: STEM activity at primary schools; engagement with careers and secondary school guidance teachers; coding clubs; 

	
	
	
	Review all promotional materials (prospectus, both UHI and AP, course pages, for computing programmes for equality and diversity and seek opportunities for positive counter-stereotypes
	Marketing and Comms with PL
	
	Baseline: almost all images of computing staff/ students are male in the UHI  prospectus

	
	
	
	Work with UHI photographer and webteam to produce images and case studies of counter-stereotypical gender roles
	Marketing and Comms with course teams
	
	

	
	
	Support student involvement in approaches through the development of student-led, student-staff co-created, and student-delivered initiatives.
	Coordinate focus groups or online survey to understand the perspective of our female computing support and to identify any opportunities to support their success. 
	HISA

 
	
	

	
	
	
	Consider support to computing students (including females) through the RBS mentoring scheme.
	Work with Careers and Employability centre to explore RBS mentoring scheme or similar opportunities
	
	

	
Forestry


	82M/18F
	Develop the capacity and motivation of all staff to tackle student gender participation imbalances.
	Ensure fair gender representation in role models presented to students e.g. Integrated Land Use Conference
	ILUC coordinator
	
	Baseline: this was a deliberate aim in 2017. Keynote speaker was a high profile female forester but otherwise the ratio was reflective of the sector, rather than changing the sector.

	
	
	Develop institutional commitment to the tackling of student gender participation imbalances. 
	Ensure that gender participation imbalances are referenced and any change monitored in all annual SEDs for computing programmes and in the SED for Subject Review 2017/18
	PLs and SNLs
	Sep 2017
	

	
	
	Capitalise on external enablers such as national campaigns ‘
	Anything currently for Forestry/ land based?
	
	
	

	
	
	Develop holistic and longitudinal approaches that support young people throughout their educational choice process
	Map current activity in terms of engagement at nursery/ primary/ secondary school level and beyond to identify any gaps. Ensure all engagements are gender neutral or promote positive counter-stereotypes.
	
	
	Wide range of engagements such as nursery visits, forest schools?, open days,

	
	
	
	Review all promotional materials (prospectus, both UHI and AP, course pages, for computing programmes for equality and diversity and seek opportunities for positive counter-stereotypes
	Marketing and Comms with PL
	
	Baseline: all photos of foresters are male in UHI prospectus

	
	
	
	Work with UHI photographer and webteam to produce images and case studies of counter-stereotypical gender roles
	Marketing and Comms with course teams
	
	

	
	
	Support student involvement in approaches through the development of student-led, student-staff co-created, and student-delivered initiatives.
	Coordinate focus groups or online survey to understand the perspective of our female students and to identify any opportunities to support their success. 
	HISA

 
	
	

	

Equine

	0M/100F
	. Work institutionally, in collaboration with other institutions and in partnership with other sectors.
	Raise as a high level priority for strategic dialogue with other land based providers e.g. UHI and SRUC. 


	Deputy Principal
	
	

	
	
	
	Liaise with other equine providers to look for ways to work together on gender equality
	PL
	
	

	
	
	Develop holistic and longitudinal approaches that support young people throughout their educational choice process
	Review all promotional materials (prospectus, both UHI and AP, course pages, for computing programmes for equality and diversity and seek opportunities for positive counter-stereotypes
	Marketing and Comms with PL
	
	Baseline: all photos of equine students are female in UHI prospectus

	
	
	
	Work with UHI photographer and webteam to produce images and case studies of counter-stereotypical gender roles
	Marketing and Comms with course teams
	
	

	
	
	Support student involvement in approaches through the development of student-led, student-staff co-created, and student-delivered initiatives.
	Coordinate focus groups or online survey to understand the perspective of our male students and to identify any opportunities to support their success. 
	HISA

 
	
	

	
Gamekeeping and Wildlife Management


	91M/9F
	. Work institutionally, in collaboration with other institutions and in partnership with other sectors.
	Liaise with other equine providers to look for ways to work together on gender equality
	PL
	
	

	



	
	Develop holistic and longitudinal approaches that support young people throughout their educational choice process
	Review all promotional materials (prospectus, both UHI and AP, course pages, for computing programmes for equality and diversity and seek opportunities for positive counter-stereotypes
	Marketing and Comms with PL
	
	Baseline: all photos of equine students are female in UHI prospectus

	


	
	
	Work with UHI photographer and webteam to produce images and case studies of counter-stereotypical gender roles
	Marketing and Comms with course teams
	
	




SNEDI002 - Gender Split












Female	
12/13	13/14	14/15	15/16	16/17	12/13	13/14	14/15	15/16	16/17	 SN Heads	UHI Heads	0.91265597147950084	0.92452830188679247	0.92340653454740229	0.92467532467532465	0.92772328342798138	0.57479765559586937	0.57009345794392519	0.57909714137886437	0.57185816313745141	0.57209902616449604	Male	
12/13	13/14	14/15	15/16	16/17	12/13	13/14	14/15	15/16	16/17	 SN Heads	UHI Heads	8.7344028520499106E-2	7.5471698113207544E-2	7.659346545259775E-2	7.5324675324675322E-2	7.227671657201859E-2	0.42520234440413063	0.42990654205607476	0.42090285862113569	0.42814183686254853	0.42790097383550391	



SNEDI002 - Gender Split












Female	
12/13	13/14	14/15	15/16	16/17	12/13	13/14	14/15	15/16	16/17	 SN Heads	UHI Heads	0.662170447578173	0.65273311897106101	0.64489537095751404	0.62530712530712496	0.60799999999999998	0.57479765559587004	0.57009345794392496	0.57909714137886403	0.57185816313745097	0.57209902616449604	Male	
12/13	13/14	14/15	15/16	16/17	12/13	13/14	14/15	15/16	16/17	 SN Heads	UHI Heads	0.337829552421827	0.34726688102893899	0.35510462904248602	0.37469287469287499	0.39200000000000002	0.42520234440413102	0.42990654205607498	0.42090285862113602	0.42814183686254897	0.42790097383550402	



SNEDI002 - Gender Split












Female	
11/12	12/13	13/14	14/15	15/16	11/12	12/13	13/14	14/15	15/16	 SN Heads	UHI Heads	9.657320872274143E-2	0.10443349753694581	0.10027598896044158	0.10351377018043685	0.1104868913857678	0.59014248328002328	0.5747767857142857	0.57013091103392999	0.57930142302716692	0.57216300940438869	Male	
11/12	12/13	13/14	14/15	15/16	11/12	12/13	13/14	14/15	15/16	 SN Heads	UHI Heads	0.90342679127725856	0.89556650246305414	0.89972401103955846	0.89648622981956316	0.88951310861423216	0.40985751671997672	0.4252232142857143	0.42986908896607001	0.42069857697283314	0.42783699059561131	



SNEDI002 - Gender Split












Female	
12/13	13/14	14/15	15/16	16/17	12/13	13/14	14/15	15/16	16/17	 SN Heads	UHI Heads	0.19034090909090909	0.19354838709677419	0.19764011799410031	0.16094986807387862	9.8360655737704916E-2	0.19034090909090909	0.19354838709677419	0.19764011799410031	0.16094986807387862	9.8360655737704916E-2	Male	
12/13	13/14	14/15	15/16	16/17	12/13	13/14	14/15	15/16	16/17	 SN Heads	UHI Heads	0.80965909090909094	0.80645161290322576	0.80235988200589969	0.83905013192612132	0.90163934426229508	0.80965909090909094	0.80645161290322576	0.80235988200589969	0.83905013192612132	0.90163934426229508	
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