Oxford Brookes University Disability Equality Scheme

3Executive Summary


4A. Introduction


5Aims and objectives


5Scope of the scheme


6Context


13Social model of disability


15B. Development of the Scheme


15Involvement, consultation and engagement


16Additional sources of information


16Collaborative working


16Data collection


19C. Disability Equality at Oxford Brookes University


19Profile and benchmark


25Key resources of relevance to people with disabilities


26Resources delivered through specialised teams


32Resources delivered through mainstream activities and services


39D. Equality Impact Assessment


39Background to the Impact Assessment process


40Timetable for Impact Assessment


42E. Action Planning


42Identified areas for action


42University wide priorities


46Staff priorities


47Student priorities


57External Priorities


60Responsibility for the scheme


61Implementation and monitoring structures


62Communication and training


62Funding


64Action Plan


79F. Appendices


79Appendix A - Staff survey 2005


87Appendix B - Quantitative results from staff questionnaire on disability


103Appendix C – Attendees at joint consultation event 8 June 2006


104Appendix D - Glossary of terms and abbreviations




If you would prefer this document in an alternative format please ring 01865 485929 or contact mholliday@brookes.ac.uk 
Executive Summary
Oxford Brookes Disability Equality Scheme sets out the University’s approach to promoting disability equality across the full range of its activities. The scheme covers staff, students and other stakeholders and aims to ensure that disabled people and non-disabled people have an equal opportunity to take part in all aspects of University life. Set within the context of the University’s mission, values, objectives and strategies the scheme identifies how it links to, supports and is supported by them. 
The scheme provides an analysis of the current profile of Oxford Brookes in relation to disabled staff and students and identifies current strengths and key resources available to support disability equality. The scheme highlights the existing situation with regard to data collection and monitoring and identifies any gaps that need to be filled.
The scheme identifies how the University has involved disabled people in its development and how that involvement will continue in the future. It details how disability will be part of the University’s Equality Impact Assessment (IA) programme, recognising that priorities for action may vary between different diversity strands and that there is a requirement for disabled people to be involved in deciding priorities related to disability equality.

Details of how the University intends to deliver the programme of necessary actions identified through the consultation and involvement process are included within the Action Plan. Actions are focused around: senior management, involvement and communication, training and awareness raising, data collection and usage, staff recruitment and support, the Student Disability Service, student admissions and support, teaching, learning and assessment, progression and achievement, curriculum structure, Quality Assurance, collaborative working and stakeholder engagement, collaborative arrangements and partnerships, contractors and Impact Assessment. Each action is assigned a success criteria, a lead member of staff and a target date for completion. 

A. Introduction

The number of disabled staff and students at Oxford Brookes University has increased substantially over the last decade. In 1997 we had approximately 200 disabled students at the University; today we have over 450, plus another 1240 with recognised dyslexia. In 1996 we had only 9 who staff had declared they had a disability, today almost 50 staff have disclosed a disability.

In 2002 the introduction of the Special Educational Needs and Disability Act provided a useful focus for the continued development of our facilities and programmes. Now we are taking the opportunity of the introduction of our Disability Equality Scheme to explore how we can ensure that “Equality – promoting inclusivity and valuing diversity”, one of the core values of Oxford Brookes University, is fully embedded in all that we do for staff, students and stakeholders. 
Our Disability Equality Scheme sets out our approach to promoting disability equality across the full range of the University’s activities. It provides an analysis of the current picture with regard to disability equality, gives examples of where we are already being pro-active in making sure that we are providing an inclusive and supportive environment for students, staff and stakeholders and identifies how (through our three year action plan) we will take further action to build on these. 
We believe that an inclusive approach benefits all and enables everyone to contribute to our community. We are opposed to any form of unfair discrimination on the grounds of disability, ethnicity, gender, age, sexual orientation, religion or belief or any other characteristic and view disability as one strand of diversity. We promote disability equality within that broader agenda and are committed to providing an environment for students and staff where respect is shown to all and where everyone is valued and enabled to achieve their full potential. 
Graham Upton – Vice Chancellor 
Oxford Brookes University
Aims and objectives

We have developed our Disability Equality Scheme to ensure that disabled people and non-disabled people have an equal opportunity to take part in all aspects of university life. We will endeavour to identify and remove barriers to the participation of disabled people as students, staff, visitors or contractors and we will promote equality of opportunity for disabled people. The senior management team will provide strong leadership in implementing the scheme and the accompanying action plan. 

The scheme identifies how we intend to meet both the letter and the spirit of legislation with regard to the need to:

· Eliminate unlawful discrimination and harassment of disabled people
· Promote equality of opportunity between disabled persons and other persons
· Take steps to take account of disabled persons’ disabilities, even where that involves treating disabled persons more favourably than other persons;

· Promote positive attitudes towards disabled persons
· Encourage participation by disabled persons in public life.

· Measure the progress of the scheme regularly and to use the measurement of that progress to inform future planning

· Report annually on the progress of the scheme and to revise it within three years of the date of first publication
This scheme has been developed and will be implemented in consultation with disabled people at Oxford Brookes and in the local community.

Scope of the scheme

For the purpose of this scheme we have used the definition of disability laid out in the Disability Discrimination Act 1995 and revised in 2005.
This scheme covers staff, students and other stakeholders of Oxford Brookes University.

The scheme covers all activities of Oxford Brookes University including:

· Admissions and access for students

· Student achievement and assessment

· Guidance and support for students

· Teaching and Learning

· The curriculum

· Staff recruitment, development and support
· Training 

· Quality assurance

· Planning and developing policy

· Contractors and service providers

The scheme covers collaborative arrangements with other institutions such as Partner colleges. 
Priorities for action will be determined by the results of research and consultation. 

Context

Oxford Brookes University mission, values, objectives and strategies

Our mission locates us within regional, national and international communities:

“Oxford Brookes University will contribute to the intellectual, social and economic development of the communities it serves through teaching, research and enterprise of the highest standards.” 
(Oxford Brookes mission statement)

We draw on a tradition of empowering students:

“John Henry Brookes was effectively the founder of what is now Oxford Brookes University. He was an outstanding educationalist and a pioneer of his time, developing an institution that provided opportunities for learning for all who could benefit. Today we share his passion for innovation and we will seek to build on his legacy to inspire students from all walks of life …” 

(Oxford Brookes strategy)

The University has five core values (box 1). These values underpin the ethos of the Disability Equality Scheme and will drive the action plan and Impact Assessment process.

BOX 1 – Oxford Brookes Values
	In the conduct of its work the University will uphold the following values:

· Excellence - delivering the highest standards and rewarding excellence 

· Innovation - developing and incorporating new ideas and ways of operating

· Enterprise - being resourceful and nurturing talent 

· Equality - promoting inclusivity and valuing diversity 

· Social responsibility - ensuring the understanding and care of people and stewardship of environmental and public resources. 


The University has set eight key objectives to guide its future development. The ones of particular relevance to the Disability Equality Scheme are to:

· Increase the diversity of the student body to represent a wider range of backgrounds, cultures and countries

· Develop the quality and increase the diversity of staff

· Increase the quality and efficient use of University facilities 

In addition the University will ensure that Disability Equality is an important consideration in the delivery of its five other strategic objectives. Our search for research excellence, for a distinctive and sustainable academic portfolio and for knowledge transfer, and our desire to play a leading role in the region and achieve financial sustainability, are all highly relevant to the University’s commitment to Disability Equality. Thus, for example, in striving for financial sustainability we are committed to resourcing our commitment to disability equality.
The Disability Equality scheme also links closely to, and supports the delivery of key University strategies such as those for Human Resources and the Brookes Student Learning Experience. 

So, for example, the student learning experience strategy makes clear its commitment to provide ‘learning experiences and opportunities for all students which are of the highest quality, and appropriate to their expectations and needs’. (Brookes Student Learning Experience Strategy 2006 – 2010). This can only be achieved by ensuring that the University clearly understands the needs of disabled students and puts in place effective measures to address those needs.

Current strengths 

Current strengths in our provision for disabled students include:

The flexibility of our academic programme
· Oxford Brookes structures enable students to move between full and part-time study in ways which meet their needs, and to exercise a wide degree of choice.
Student Disability Service

· High levels of student satisfaction

· Support Worker Scheme
Box 2 – Example of support co-ordinated by the Student Disability Service
	Mary is profoundly Deaf. To assist her during her studies she has a support worker who takes notes for her in lectures and works with her in practical classes to ensure that she is aware of all verbal instructions.

Mary worked with the SDS to put together detailed information about how lecturers could best support her in teaching and learning. Once she was happy with the information it was distributed to her module leaders. The Disabled Students’ Adviser was also worked individually with lecturers to answer queries that arose about the best way to support Mary.

As Mary had become hearing impaired at a very early age, it was recognised that she might have extra difficulties learning new and complex language. In exams, Mary was able to have extra time and also to work through the question paper with a support worker before the exam began to ensure she understood the language used. Mary was also able to have a regular weekly tutorial with a qualified Teacher of the Deaf to go through the language learned in lectures and seminars.


Strong tradition of dyslexia support 
· Emphasis on empowering dyslexic students to discover their own learning strategies 

· Agreed dyslexia marking guidelines and blue card system

· An accredited module on learning strategies has been offered for dyslexic students

· Study support provided before DSA funding is arranged
Upgrade Study Advice Service
· Learner support available to everyone. The service holds drop-in sessions and tutorials (1:1 or with a friend) and also works with groups of students by invitation from the Module Leader or groups of students on a particular module.
Equal Opportunity and Diversity Co-ordinators (EODCs)

· EODCs are located within the majority of Schools and Directorates to champion equal opportunities and support staff and students. 

Box 3 – The EODCs and Disability Awareness Week.

	In 2004 the EODC network led on the development of a week of seminars, focusing on different areas and aspects of disability. The aim of the week was to encourage staff to think more broadly and creatively about what disabled students could accomplish and about how they could work with disabled students to enable them to fulfil their potential. A consultant from the University of Central Lancashire, who led a session on hearing impairment, summed up the week when they commented:

“I was certainly impressed with the turn out. If your whole week was like that I suspect you are thrilled with the success”. 


Work-life balance project

· The DTI funded a project for the university working in partnership with Unison, NATFHE and the Administrators’ Forum to develop good work-life balance practices. Flexible working practices can be particularly helpful to disabled staff.
Oxford Centre for Staff Learning and Development
· OCSLD staff provide in-house expertise and external consultancy in inclusive learning.

Student Counselling Service

· The Counselling Service offers free, confidential counselling to all registered Brookes students

· Students are seen for 1:1 counselling appointments, and the Service also runs groups and workshops on common issues 
Oxford Student Mental Health Network


· Oxford Brookes is actively involved with the Oxford Student Mental Health Network. The University networks with Oxford University, local FE colleges and primary health care trusts. OSMHN hosts an extensive website of useful resources, runs workshops and publishes a regular newsletter. 
‘Positive about Disabled People’/the Two Ticks Commitment
· Oxford Brookes supports the ‘Positive about Disabled People’ scheme (the Two Ticks commitment). As part of its commitment the University guarantees to interview all applicants with a disability who meet the minimum criteria for a job vacancy and to consider them on their abilities.

Institutional culture

Oxford Brookes University is one of the leading “modern” universities, and pioneered the modular degree. Its preferred approach to change is by persuasion, rather than compulsion.

Support services for disabled students were developed by a small central team of dedicated individuals. As numbers of disabled students have increased, the University has moved to a model of Academic Schools supporting disabled students, with advice from the Student Disability Service.

Legislative context

The Disability Discrimination Act 1995 (DDA) was largely influenced by equal opportunities ideas about individual rights and securing statutory compliance. As part 1V of the DDA, The Special Educational Needs and Disability Act 2001 (SENDA) extended the DDA to cover post-16 education, and introduced the need for a more proactive approach to anticipating the needs of disabled students. 
In the Disability Discrimination Act 2005 the government introduced a new Disability Equality Duty for all public organizations to actively promote equality of opportunity for disabled people. This arose in response to evidence that disabled people were still being disadvantaged in comparison with non-disabled people. It drew on the similar positive duty included in the Race Relations (Amendment) Act (RR(A)A). The government hopes that the requirement for public bodies including universities to create and report on a Disability Equality Scheme and action plan will bring social change.

The Equality Act 2006 brings together the Disability Rights Commission, Commission for Racial Equality and Equal Opportunities Commission in a new Commission for Equality and Human Rights, which will promote disability issues within the broader equality framework.
Oxford Brookes welcomes the new legislation, and the opportunity to take a systematic look at the experiences of disabled people and other minority groups among our community. 

Social context

In order to meet the government’s target of 50% of young people going into higher education, universities are increasingly seeking to attract applications from people who would not in the past have considered going to university. 
Numbers of students in higher education declaring themselves as disabled have increased by almost twenty percent over the last decade (table one below). Over the same period the number of disabled students at Oxford Brookes has also increased. In 2005/6 over 500 disabled students at Oxford Brookes were supported in some way by the Student Disability Service, the majority of who were not receiving Disabled Students Allowance (DSA). As we develop more inclusive practices, we can anticipate that numbers of disabled students will increase still more. 
Table 1 – Disabled student numbers 1994 - 2004

	Year of entry
	Total number of disabled applicants

	1994
	18,421

	1995
	15,997

	1996
	17,864

	1997
	19,323

	1998
	19,120

	1999
	15,487

	2000
	16,260

	2001
	20,075

	2002
	20,494

	2003
	21,387

	2004
	22,068


Source: National Disability Team, available from Action on Access, www.actiononaccess.org/index.php?p=25215
Disabled people are still underrepresented in employment both in terms of total numbers and the numbers of staff who choose to disclose their disability. Mental health issues are especially challenging as there can be a real reticence from staff to identify they have a disability in this area due to the continuing stigma attached to such disabilities. Oxford Brookes is strongly aware of the need to provide a supportive culture where people feel comfortable about disclosing their disability whatever form it takes.

Box 4 – Promoting Disability Equality

	In order to ensure all staff were aware of how we were developing a Disability Equality Scheme at Oxford Brookes everyone was sent an explanatory leaflet. This explained the wide range of conditions that would fall within the scope of the legislation, and highlighted the university’s commitment to support staff who declare they have a disability. As a result of this a number of staff who had not disclosed or registered they had a disability contacted the University’s Equal Opportunities Manager for further guidance and support. 


Social model of disability

Oxford Brookes University promotes the social model of disability, which regards people as being disabled by social barriers. A student who uses a wheelchair, for example, would be disabled by a flight of stairs to a lecture room. If there were a lift, the student would not be disabled. 
If we adopt the social model, we can see that sometimes it is our own inappropriate or inadequate responses that create barriers for disabled people. We could ask what adjustments would be needed to enable a disabled person to carry out a task e.g. providing application forms in alternative formats, prioritising reading for students, asking students what support they need and providing it. Taking a proactive approach to identifying and removing barriers is likely to result in improved services for everyone.

This contrasts with the medical model, which sees the individual with an impairment as the “problem”. There is a deficit – this individual is unable to complete the standard application form; cannot read adequately; cannot work independently because of their disability; has a poor short term memory because of their disability. This model is a reactive one, which deals with a single individual, and fails to result in any improvement of general service provision. 

The social model of disability underpins disability discrimination legislation in the UK and the QAA Code of Practice for disabled students.

B. Development of the Scheme
Involvement, consultation and engagement
The University has endeavoured at all stages of the production of the scheme to ensure that it involves, consults and engages with disabled staff, students and stakeholders. Disabled people have been involved in every aspect of the development of the DES and issues raised as part of the development process have been taken on board and prioritised within the action plan. A summary of the activities that have taken place are listed below:

· A working party which includes disabled students and members of staff has been instrumental in designing and developing the DES

· The 2005 staff and student satisfaction surveys have been analysed to identify any difference in the experiences of disabled and other staff and students.

· Disability focused questionnaires have been designed and delivered to all staff and to students (www.brookes.ac.uk/services/hr/eod/disability/questionnaire.pdf)
· Focus groups and 1 to 1 meetings have taken place with students

· Consultation has taken place with disabled stakeholders in Oxfordshire. (See appendix C for details of the groups involved.)

· Leaflets and advice and guidance on disability have been provided to staff and students (www.brookes.ac.uk/services/hr/eod/disability/leaflet.pdf)
· The Equal Opportunities pages of the Oxford Brookes web site have highlighted action being taken and offered staff, students and other stakeholders the opportunity to feedback on the scheme as it has progressed and to get involved in its development.
· Articles have been published in the University newsletter ‘Onstream’ and the student paper ‘Obscene’.
Additional sources of information 

The University has been keen to benefit from available expertise within the field of disability and has taken advice and guidance on the drawing up of the scheme from the Equality Challenge Unit. 

The University has also benefited from the experience of other practitioners within the field and has used examples of good practice from the UK and overseas in the development of its scheme

Collaborative working 

The University has been proactive in its approach to collaborative working, instigating a cross county working group comprising Oxford Brookes University, Oxfordshire County Council, Oxford City Council, Oxford University and South Oxfordshire District Council. This group has worked together to raise awareness of the legislation across the county and offer individuals the chance to actively contribute to the schemes of the various partners. 

Oxford Brookes has also worked closely with a number of other Universities to share good practice, advice and guidance.

The University has been happy to share good practice developed here and for other universities to use or adapt the staff and student questionnaires developed by Oxford Brookes.

Data collection

Existing data 

The University has used a range of data in developing a profile of disabled staff and students at Oxford Brookes and an understanding of the issues of key importance to them. It has always used the latest information available which has meant that not all data corresponds to the same academic year. It is hoped that in the future a greater alignment can be made between different data sources. Data used includes: 

· HESA employment statistics for the academic year 2003/4 

· Internal monitoring data on applications, short-listing and job offers and on the staff profile for the 12 months to January 2006

· Internal data on staff harassment, bullying, discipline and grievance cases

· Undergraduate student application data supplied by UCAS for the academic year 2004/5

· Internal data on the total student population for the academic year 2004/5

· The 2005 staff and student satisfaction surveys

· Results of the 2003 Disability Audit conducted by Burt & French

Additional data collected

In addition to the data already available the University has conducted separate student and staff questionnaires designed specifically to focus on issues around disability and to highlight areas of particular importance to both students and staff.

It has been harder to elicit feedback from student groups than it has been from staff and in addition to the questionnaire a number of unstructured focus groups and 1 to 1 interviews have taken place as a way of engaging with students. Information obtained from the joint consultation with key representative groups has also fed into the development of the scheme.

Gaps in our knowledge 

The university is working hard to improve the quality of its monitoring data. However there are still a number of areas where we lack the quality and depth of information we would like. In some areas information has historically not been collected (e.g. attendance on staff training courses split by the different strands of diversity). In others data have been collected but not in a systemised way that allows for easy access and analysis (e.g. data on student disciplinaries cannot easily be analysed by different diversity strands.) One of the high priority areas for the first action plan will be to produce a timetable identifying when and how the gaps in the monitoring data will be filled. Areas we will be targeting as part of ongoing improvements to our monitoring systems include:

Student data:

· Achievement, progression and retention

· Deferral – numbers and reasons for deferral

· Complaints 

· Disciplinaries (academic and non academic)

· Number of students supported by the Student Disability Service 
· Numbers of appointments and enquiries to the Students Disability Service
· Careers - employment outcome after course completion 

· Accommodation – type and availability
Staff data:

· Improving accuracy of data by increasing the numbers of staff disclosing

· Promotion and progression

· Training and professional development

· Early retirement

· Reasons for leaving

C. Disability Equality at Oxford Brookes University

Profile and benchmark 

Staff

External statistics

The Disability Rights Commission estimates that 13 per cent of the UK workforce is disabled
. HESA statistics for the academic year 2003/04 were used to benchmark Oxford Brookes against other HEIs within the South East with regard to the percentage of employees who have indicated that they have a disability.

Table 2 – Oxford Brookes benchmarked against other South East HEIs 2003/04

	
	Oxford Brookes
	South East HEIs

	
	Disabled staff
	Other staff
	Not Known
	Disabled Staff
	Other staff
	Not Known

	
	%
	%
	%
	%
	%
	%

	Full time staff
	2.2
	92.7
	5.1
	2.6
	88.7
	8.7

	Part-time staff
	2.0
	78.9
	25.0
	2.5
	80.9
	16.6

	Support staff
	1.9
	88.0
	10.1
	2.9
	86.9
	10.2

	Academic staff
	2.1
	80.3
	17.2
	2.1
	83.0
	14.9

	Total staff
	2.0
	84.3
	13.4
	2.6
	85.4
	12.0


Source: HESA workforce statistics 

It is generally acknowledged that there is a significant under reporting of disability in the work place and indications from research conducted internally (the staff satisfaction survey and the staff disability equality survey) suggest that these figures are lower than the reality that exists within the University. However, even allowing for a level of underreporting, it is clear that disabled people are underrepresented in the work force at Oxford Brookes. As part of our action plan we will be looking at ways of encouraging disabled people to apply to the University and to disclose their disability.

Internal statistics

In the 12 months to January 2006 2.9% of applicants to the university stated that they had a disability 3.7% of those short listed were identified as disabled and 2.5% of those appointed (table 3). Table 4 identifies the staff profile as at January 2006. 
Table 3 – regular recruitment
 - Applications, offers and acceptances 12 months to January 2006
	
	Applications
	Short listed
	Appointed

	
	%
	%
	%

	Disabled applicants
	2.9
	3.7
	2.5

	Other applicants
	97.1
	96.3
	97.5


Table 4 – regular staff profile – January 2006
	
	Grades 1 to 12
	Academic staff
	Senior management
	Total 

Staff

	
	% 
	% 
	% 
	% 

	Disabled staff
	2.5
	2.3
	2.9
	2.5

	Other staff
	97.5
	97.7
	97.1
	97.5


Although still low there has been an increase in the proportion of disabled staff over the past 3 years (chart 1)

Chart 1 – Oxford Brookes staff profile January 2004 to January 2006

[image: image1.emf]Regular staff profile - Disability 

January 2004 to January 2006

98.1% 97.9%

97.5%

1.9%

2.1% 2.5%

50%

60%

70%

80%

90%

100%

2004 2005 2006

Other staff  Disabled


Source: Oxford Brookes’ internal statistics

Staff satisfaction survey 2005

Over 8% of respondents (75 people) to the 2005 staff satisfaction survey indicated that they were covered by the DDA definition of disability. This highlights a potential significant level of under-reporting within Oxford Brookes as our internal equal opportunities statistics in January 2006 identified only 49 members of staff as disabled. Further work needs to be done to encourage people to disclose. 
Appendix A highlights those areas of the staff satisfaction survey where disabled respondents were more than 5 percentage points less satisfied than other respondents with their experience of Oxford Brookes. 

Differences occurred in the areas of pay and conditions, job satisfaction, the physical environment, health safety and welfare, staff development, communications and staff involvement and work life balance. The most significant areas of difference appear to be communications and work life balance. As part of the action plan further work needs to be undertaken to understand more clearly how the experience of disabled staff in these areas can be improved. 

Disability Equality Questionnaire
In support of the development of the Disability Equality scheme all staff within the University were sent, in September 2005, an individually addressed copy of a disability equality questionnaire. Appendix B contains the key results from the survey. Key areas identified for action include: 

· A clear focus point for information and advice for disabled and other staff

· The role of line managers in supporting disabled staff

· Access to flexible working 

· The importance of communication and consultation

Students

Internal Statistics

The latest student statistics available are for the academic year 2004/05.

In that year 8% of all students identified themselves as disabled (chart 2). The percentages are higher for undergraduate and full-time students than they are for part-time and postgraduate students (table 5) although the ‘Not knowns’ for part-time and postgraduate students are significantly higher than for undergraduate and full-time students, which may impact on the reliability of these figures.

Chart 2 - Student profile 2004/05
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Table 5 student profile – 2004/05
	
	Disabled students
	Other students
	Not known

	
	%
	%
	%

	All students
	8.0
	87.8
	4.2

	Postgraduate students
	3.9
	89.3
	6.9

	Undergraduate students
	9.5
	87.3
	3.2

	Full-time students
	9.7
	89.1
	1.2

	Part-time students
	4.7
	85.5
	9.7


Disability equality questionnaire and focus group information

A survey with students was undertaken in early 2005 in support of the development of the Disability Equality Scheme. Response levels were low but key areas of dissatisfaction for students who indicated they had a disability were:

· Group work

· The teaching environment

· Field trips

· The social environment

In the focus groups and 1 to 1 interviews that subsequently took place awareness raising and communication and information sharing were significant areas of concern for students who attended.

Student Satisfaction Survey 2005

The results of the University’s 2005 Student Satisfaction Survey can be found at https://www2.brookes.ac.uk/marketing/facts/survey/satisfaction. Issues identified by students who indicated they had a disability included;

· The length of vacations and semesters

· The cost of course books

· Prior notification of changes to course arrangements

· Parking and the cost of buses

· Facilities available and noise levels at Halls of Residence

The first point, the length of semesters was of particular concern to disabled students but was not identified as a problem by any other group of students.

National Student Survey 2006

The national student survey provides institutions with the ability to compare the results of the 21 questions by different parameters. Disabled students are divided into those with dyslexia, and those with other disabilities excluding dyslexia. Responses for students in these two categories can be compared with responses for non-disabled students. For the University is showed that disabled students were less satisfied overall than the total student population (table 6).
Table 6 National student survey 2006 – results for Oxford Brookes
	Overall, I am satisfied with the quality of the course.
	Number
	Percentage of responses

	
	Dyslexia
	Disability (excl Dyslexia)
	Whole HEI
	Dyslexia
	Disability (excl Dyslexia)
	Whole HEI

	Definitely disagree
	5
	5
	25
	4.5
	10.0*
	1.8

	Mostly disagree
	10
	5
	70
	9.1
	10.0
	5.0

	Neither agree nor disagree
	5
	5
	135
	4.5
	10.0
	9.6

	Mostly agree
	55
	25
	795
	50.0
	50.0
	56.4

	Definitely agree
	35
	15
	385
	31.8
	30.0
	27.3

	Not Applicable
	*
	*
	*
	0.0
	0.0
	0.0

	Mean
	4
	3.7
	4
	
	
	


* figures do not add up to 100% due to rounding up of numbers
2003 disability audit – ongoing action areas

In 2003 an audit of University provision for students was undertaken by Burt and French, external disability consultants. Results from the audit were used to develop a University wide action plan. The vast majority of the actions identified have been resolved. Any outstanding actions are highlighted in sections 12 and 13. 

Stakeholders

A summary of the information obtained through consultation with disabled stakeholders within the community can be found at www.brookes.ac.uk/services/hr/eod/disability/joint_consultation/
Key issues of significance not just to Oxford Brookes but to all employers and disabled people include:

· Attitudes of staff within organisations 

· Communication and access to information and services

· Transport and parking

· Ensuring employers are genuinely disability friendly
Key resources of relevance to people with disabilities

The University has identified its commitment to providing a supportive and inclusive working and learning environment for all staff, students and stakeholders in documents such as the Brookes Student Learning Experience Strategy, the Human Resources Strategy and the Customer Care strategy. In some instances this will require specialised services to be developed to support particular groups or existing services to consider carefully the needs of all their users and potential users in the development of their services.

Oxford Brookes University has developed a number of services for people with disabilities, and in particular provides a range of support for those members of the student body who have disabilities or medical conditions. Importantly, while some services are provided by specialised teams – such as the Student Disability Service – in many other areas support for disabled people has been mainstreamed into the day-to-day activities of the University.

Section 10 describes some of the main resources available to disabled people at Oxford Brookes University, and identifies where those resources are targeted at staff or students, and where they are relevant to disabled people from a number of different stakeholder groups. 

Resources delivered through specialised teams

The Student Disability Service

The Student Disability Service provides advice, information and practical support to disabled students and students with medical conditions and Specific Learning Difficulties (SpLDs) at Oxford Brookes University. The Student Disability Service also provides advice and information to members of University staff to support their work with students with disabilities. The Service does not provide support to staff members who are themselves disabled.

The Student Disability Service operates in accordance with the University’s responsibilities under the Disability Discrimination Act 2005. The responsibilities of the University under this Act include requirements to:

· Make reasonable adjustments to counter the significant disadvantage experienced by disabled students for reasons relating to their disability, even where these adjustments result in the disabled person being treated more favourably than other students

· Make anticipatory adjustments to the provision of services and facilities

· Maintain academic standards

Information about the number of students with disabilities currently enrolled at Oxford Brookes University can be found in section 9.2, above.

Box 5 – the work of the Student Disability Service

	Frank has an eating disorder. During the academic year, Frank became increasingly unwell. He was feeling extremely anxious, and was worried that if he needed in-patient care for his eating disorder this might mean that he had to leave his course.

Frank’s module leaders were all concerned about him and wanted to do whatever they could to help him to stay on his course while receiving the care he required. The Student Disability Service, Frank and the module leaders discussed the coursework that was due and agreed several extensions. Frank also supplied a medical certificate in place of sitting one of his exams. Frank took part in some out-patient care, which went well. On his return to his studies he was able to complete his academic year and progress to the next stage of his course.


Funding and Staffing

The Student Disability Service with a staffing total of 9 FTE is funded by a combination of internal, University funding and Premium Funding received from HEFCE.

Premium Funding is apportioned by HEFCE, based on the ratio of disabled students (who are in receipt of Disabled Students’ Allowance) to non-disabled students at an HEI. Premium Funding does not take into account the support provided to students who are ineligible for Disabled Students’ Allowance – for example, international students or associate students. The amount of Premium Funding available to the sector varies year to year, and shortfalls have been experienced.

The work of the Student Disability Service is delivered by three teams under the guidance of the Head of Service (1FTE): the Disabled Students’ Advisers (2 FTE), the Dyslexia/ SpLD Advisers (3 FTE) and the Support Worker Scheme (1 FTE Manager, 56 staff on zero hours contracts). In addition, the Student Disability Service has two full-time administrators.

The service also draws as required upon the services of a number of external specialists including Educational Psychologists, Study Skills tutors, Teachers of the Deaf, BSL interpreters and mobility trainers for the visually impaired.

Disabled Students’ Advisers

The Disabled Students’ Advisers provide first-line support for disabled students at the University, and liaise between the student and other members of staff. The Disabled Students’ Advisers recommend support, exam concessions, accommodation and appropriate adjustments to the teaching and learning environment for disabled students and prospective students.

Activities undertaken by the Disabled Students’ Advisers include:

· Provide advice to students about funding for disability support.

· Liaise with external bodies, such as Local Education Authorities.

· Organise reasonable adjustments after discussion with the student, course team and other members of staff at the University.

· Provide support, advice, information and training to members of staff.

· Plan and implement necessary support for students and discuss support needs with prospective students of the University.

· Arrange for students to have appropriate support from support workers, mentors and specialists.

· Provide a caring and welcoming environment for students with disabilities to discuss their support needs and concerns.

Dyslexia/ Specific Learning Difficulties (SpLD) Advisers 
The Dyslexia/Specific Learning Difficulties Service provides an advisory and support service for students at Oxford Brookes University. The Service consists of 1.5 FTE advisers, 1.5 FTE Study Skills Tutors, a full-time administrator and a team of freelance tutors who provide Study Skills advice and support. Currently, there are 840 students registered as dyslexic/SpLD at Oxford Brookes University with numbers increasing rapidly.
The advisers and tutors support students in a variety of ways, including carrying out initial screening, arranging full dyslexia/SpLD assessments, arranging individual study skills sessions and contacting academic and other university staff on behalf of students. Where a significant number of students with specific learning difficulties can be identified within a field or number of fields the advisers have come to the staff team and trained them in meeting the needs of students.
Advisers also offer assistance in the process of claiming the Disabled Students Allowance (DSA), liaising with Local Education Authorities, Needs Assessors and suppliers of assistive technology.
All prospective students who have indicated dyslexia/SpLD on their application are contacted prior to enrolment and are invited to an induction workshop where the registration and DSA processes are explained.
The team also provides advice, information and training to academic and support staff.
Support Worker Scheme

The Support Worker Scheme recruits, trains and manages a team of Support Workers to assist students with a disability or specific learning difficulty. Support Workers are paid through the University payroll, then the costs of providing the Support Worker are reclaimed direct from the students’ funding source. This leaves students free to concentrate on their studies without having the anxiety of employing their own Support Workers.

Support services may include:

· Note-taking (manual and electronic)

· Providing texts in alternative format 

· Video transcripts 

· Help in the library to access books, catalogues, photocopying etc. 

· Help in laboratories 

· Mobility support 

· Other practical support on campus 

· Communication support for students with hearing impairments – e.g. BSL, Communication Support Workers, Teachers of the Deaf 

· Support on course trips or visits, where possible

The Support Worker Scheme is managed by a full-time member of staff and is self-financing. In March 2006, agreement was reached for the Support Worker Scheme budget to ‘roll-over’, thereby securing any profits made for reinvestment in the Scheme.

Human Resources

The Directorate of Human Resources provides support to those current or prospective members of staff who have a disability. This support includes:

· The use of, and an adherence to the principles of the ‘Two Ticks’/Positive About Disabled People commitment, ensuring that disabled people are supported by Oxford Brookes and treated fairly at every stage of their selection and employment.

· Providing application forms in alternative formats.

· Providing BSL interpreters for job interviews.

· Liaison with Access to Work to provide support for staff members with disabilities.

Equal Opportunity and Diversity Co-ordinators

The Equal Opportunity and Diversity Co-ordinators work within Schools and Directorates to support delivery of an inclusive teaching, learning and working environment. This work encompasses all diversity strands. Work to support understanding and awareness has been included in general training and awareness raising sessions as well as disability focused events. Activities that have taken place over the last 2 years included:

· SENDA training for Schools and Directorates

· Admissions training for relevant staff

· Disability Awareness Week

· Diversity Awareness Week

· The DIDIT Awards (Delivering Inclusivity and Diversity In Teaching)

· The development of a range of guides to inclusive teaching and learning practice

· The development of forum theatre sessions focusing on disclosure and mental health. 

Student Disability Group

The Student Disability Group meets regularly, and includes student representatives, as well as staff drawn from the Student Disability Service, and from teaching and support roles, including the Estates and Facilities and Learning Resources Directorates. The role of the group is to provide a forum for cross-university consultation on all issues of relevance to students with a disability. In recent years the agenda has been led by the DDA, SENDA and the University's rolling programme of building modifications and revision of administrative and teaching procedures. Key outcomes have included:

· A major overhaul of the University's handling of applications from candidates with a disclosed disability

· Revision of the University's assessment & examinations regulations to comply with SENDA

· A prioritised lists of building works to comply with SENDA and the Disability Discrimination Act (2005)
· Input into staff training and recruitment policies

· Clarification of the role of the Personal Tutor in relation to support for students with disabilities

Recently there has been some discussion as to the group’s adoption of a wider brief, covering the full range of Inclusion and Diversity. This would reflect the University's wider agenda, but might run the risk of diluting the current specialist consideration, for example the time the committee is currently able to devote to the details of a major series of building renovations. Further discussions will take place as to the role of the group, including consideration of the option of retaining the focus on disability but expanding the remit to cover staff and other stakeholders as well as students.

Resources delivered through mainstream activities and services

Wherever possible the support for disabled people at Oxford Brookes University has been mainstreamed into a wide range of its activities, services, facilities and strategies. A snapshot of this support could include almost every unit within the University, but this section will concentrate on five key areas:

· Library
· Computer Services 

· Estates and Facilities

· Accommodation office and hall wardens and staff

· The Examinations and Conferment Unit

Library

The Library provides an increasing number of journals and books electronically, to allow access off-campus. Many services are also available electronically, including renewals, reservations and an email enquiry service. Provision for disabled students includes:

· Library concessions, including extra loans, a free 500 credit photocopying card, fine concessions and advance booking of Short Loan material, 

· Specialist assistive technology at all sites, including a new Assistive Technology Suite in Headington Library from October 2006.

· Members of library staff receive disability awareness training as part of the rolling induction programme, and further training is offered each year.

· Disability Functional Group – a small group of staff which recommends service improvements and takes responsibility for staff training.

· The Equal Opportunity & Diversity Co-ordinator for Learning Resources provides individual induction tours for disabled students.

· Individual adjustments can be made on request.

Computer Services

Computer Services support disabled students in the following main ways:

· The provision of assistive software

· Specialist technical support from the Hardware Support Team

· Initial support from a Help Desk for all students who want help in using pooled room PCs. If Help Desk members of staff are unable to assist disabled students, they refer them to colleagues within Computer Services.

· The provision for examinations of “cleaned” PCs, with specialist software installed where required, and extra user accounts.

· The design of PC pooled rooms and stand-up computing areas to accommodate wheelchair users.

· The allocation of additional print credits to dyslexic students.

Assistive Software

Assistive software is made available on all pooled room PCs across all three campuses and can be accessed by any student. No additional passwords or logins are required. Currently the following software is available:

· Supernova - text magnification and a screen reader (particularly useful for students with a visual impairment)
· TextHelp - support in reading text, writing text and handling information (particularly useful for dyslexic students and anyone with poor English language skills)
· Inspiration - mind-mapping software for organising ideas and planning work (useful for dyslexic students).
Other software to support students with a visual impairment can be made available on request, to meet individual requirements e.g. ZoomText and JAWS have been installed on particular PCs. 
Computer Services provide assistive software for use in examinations, e.g. installing Dragon Naturally Speaking on a “clean” laptop.
Hands-on Technical Support

The Student Disability Service makes available to Computer Services funding for 0.6 FTE, from Premium Funding. As a result of this funding, the SDS is able to call upon the help of Technical Analysts from the Hardware Support Unit.
Disabled students who have problems with their computer, software or HallNet connections are therefore able to be referred to Hardware Support for help. Hardware Support provide an excellent service, and routinely diagnose problems and effect repairs.
Moreover, where a student is unable to bring their computer to Hardware Support for attention – for example, if a student has a mobility impairment – then members of staff from this Unit will attempt to rectify the fault on site.
Estates and Facilities

The needs of disabled students are taken into account in the services provided by the Estates and Facilities Directorate.

Improving the physical estate

An audit of the university’s physical estate in 2003 identified extensive building work, to the value of over £3,500,000 that was required to improve access for disabled people. Since that date major improvements have been made at all campuses, partly financed by HEFCE Capital Grants. Projects successfully completed to date include lift installations, ramps and door widening. Minor works take note of accessibility requirements e.g. in the choice of fittings, use of colour etc. 
Building for the future

Specifications for new buildings require not merely compliance with current building standards, but the adoption of best practice. The University supports the principle of inclusive and universal design. 
Access and egress

The University’s Health and Safety Officer has worked closely with the Directorate of Estates and Facilities Management to ensure that in addition to improving access, safe emergency egress is also provided.

· A plan has been drawn up to upgrade one lift in each building to fire-safe standards, so that it can be used for emergency egress. 
· Evacuation chairs have been purchased, and plans drawn up for cascading training in their use. 
· Vibrating pagers are available for students and visitors.

Transport

· A fleet of branded Brooke’s buses which serve not only the University but the wider community within Oxford provide low-level access for wheelchair-users and those with a mobility impairment alongside other users.

· The drivers, who are employed by Stagecoach, receive extra training from the University, including instruction on assisting disabled people. 

Sports Centre

· The Sports Centre is working towards compliance with the Inclusive Fitness Initiative standards by autumn 2006. It is making changes including improved signage, contrasting colour and texture on ramps, the redesign of the external parking area and the purchase of specialist equipment.

· The University recognises that student-led sports societies lack the training, knowledge and adapted equipment to safely support disabled students. In response to this the Sports Centre may refer disabled students to specialist local facilities such as OXRAD. The proceeds of an annual charity football match, in which over 600 students often take part, are donated to OXRAD to spend at their discretion.

Box 6 - A collaborative approach
	As part of its progress towards Inclusive Fitness Initiative status, the Sports Centre is working closely with Dr Helen Dawes from the School of Life Sciences to provide facilities for rehabilitation patients from the local Primary Health Care Trust. Dr Dawes has submitted external funding bids for IFI-kite marked sports equipment. This collaborative approach will benefit the University’s research, develop its facilities and benefit local disabled people.


Audio Visual Services

· Teaching room allocations are discreetly adjusted to ensure that groups that include people with mobility impairments have accessible rooms. All students in the group are emailed details of changes, which are ascribed to class numbers, rather than to the presence of any individual student.

· Portable hearing loops are available for loan, since these offer greater flexibility than simply having loop systems installed in specific locations. The loans are handled alongside the loan of other audiovisual teaching equipment. Fixed hearing loops are installed at key reception points, and in some large rooms. 
· Videos are subtitled using transcripts provided by the Student Disability Service.

Site Services

· Issues annual parking permits for disabled staff and students.
· Parking attendants help solo disabled drivers get wheelchairs out of cars.

· Provides swipe card access to buildings to meet the individual needs of disabled students and staff, within the university’s overall card system.

Accommodation Office and Hall Wardens and Staff

The Accommodation team liaises directly with Student Disability Services to ensure that accommodation needs for disabled students are met. Team members are available to discuss and advise on accommodation needs with students on a one-to-one basis. There are adapted rooms in seven out of the nine currently operational halls of residence, covering all types of hall accommodation: ensuite, non-ensuite and catered. The Disabled Student Advisors nominate applicants to these rooms. Additional adjustments are made to ensure an inclusive experience for students in the following ways:

· The Accommodation booking system gives priority to disabled students who have informed the Accommodation Office of their needs.

· Disabled students are permitted to remain in halls for the duration of their study at Oxford Brookes University. 

· Further adaptations to rooms can be made to meet a student’s individual requirements: the Student Disability Service identifies these, and liaises with Estates and Facilities to have them installed. In most instances adapted rooms are larger than standard rooms.

· Halls of residence have teams of permanent staff during office hours that can provide assistance and extra support if required. 

· Student Services notifies Hall Managers and wardens of all students whom it is aware may require additional support.

· All halls of residence have a team of wardens supported by security guards who provide out of hours cover between 6.00pm and 8.00am on a rota basis. If difficulties arise the wardens have access to emergency support from both the Accommodation Office and Student Services at any time in addition to the Emergency Services.

· Disabled students who do not wish to remain in hall after their first year can be nominated to Sinnet Court, an off-campus development which provides ensuite accommodation exclusively for continuing students. Rooms may also be available in University Managed Houses off-campus.
The Examination and Conferment Unit
The Examination and Conferment Unit takes a proactive approach to anticipating the needs of disabled students for the University examinations. In addition, individual requests for reasonable adjustments, within the broader services and facilities of the Unit are supported while still maintaining academic standards. 

It is a requirement for staff working in the Unit to attend both SENDA and Disability Awareness training courses, in addition, staff are encouraged to attend other relevant courses.

The services and facilities provided by the Examination and Conferment Unit include:

· Regulations, policies, procedures and guidelines governing assessments are available on the web site, including those relating to alternative assessment requests and arrangements.

· Drop-in sessions for students to discuss alternative examination arrangements, i.e. what service and facilities to expect from the Examination and Conferment Unit. (This does not include assessing what examination concession is appropriate for disabled students, as this is the responsibility of the Student Disability Service).

· Booking appropriate examination rooms, with an expectation that they will be used, for students who will require an adjustment to the service, e.g. extra time, an individual room, able to move about the room or take a break, access to a personal computer etc.

· Booking and train examination invigilators, including those who will act as an Amanuensis and/or Reader.

· Organising and facilitating adjustments to examination provision and when necessary liaise with appropriate University staff and External Agencies (e.g. Student Disability Service, IT support staff, Module Leaders, AV services, Braille company etc).

· Sending a letter of confirmation to students who have an adjustment to the examination provision to confirm details and liaising with students about their individual needs.

· Providing a facility for student feedback to confirm that the adjustment to examination provision was suitable for the individual
· Providing advice and information to University staff and Partners who are organising in-class tests or off-site examinations.

· Offering to provide forms and documents in alternative formats.

· Making information and forms relating to the work of the Unit available on the web site (this is work in progress, so some areas are still to be added).

· Providing a facility for graduates and guests to make a request for an adjustment to services and facilities at an award ceremony.

D. Equality Impact Assessment

Background to the Impact Assessment process

The positive nature of the Disability Equality Duty means that Oxford Brookes needs to prevent unlawful discrimination before it occurs – i.e. policies and practices need to be fair and lawful from the outset (whether the policy is written/unwritten, formal/informal and irrespective of the scope of the policy or the size of the function). We need to ensure that are no disadvantageous experiences or outcomes for people of particular groups as a result of those policies or practices. 

The key tool for ensuring that our polices and practices actively support equality and diversity is Impact Assessment (IA). The IA process leads to an active investigation of whether equality is actually in place or not, and as such is the ‘thorough and systematic analysis of a policy or practice to determine whether it has a differential impact on a particular group’ (HEFCE 20004/37, 4). It is the analysis of the potential or actual effects of a policy, practice, provision or criterion to establish whether it has a differential impact on identifiable groups of people. If a review finds any evidence of differential impact on identifiable groups then our responsibility is to look for solutions/explanations that

· Identify and remove any discrimination 
· Proactively prevent its reoccurrence

Legislation recognises the need for relevance and proportionality in the undertaking of these activities.

The University has a responsibility to impact assess its policies and practices to ascertain not only whether they have a differential impact on disabled and other staff students and stakeholders but also whether there is any differential impact with relation to ethnicity (and from April 2007 gender). Rather than repeat the same process three times the University intends where possible to combine its responsibilities through a joint impact assessment process. It is hoped that this joint approach will provide greater scope for exploring the complex interactions between equalities. The University recognises however that there is a need to report separately by equality strand and that there may be specific issues in relation to disability equality that need to be addressed separately and will take this into consideration when implementing an all-equalities approach to IA. 
Oxford Brookes has set up an Impact Assessment Action Team (IAAT) to ensure that the University not only meets its obligations under existing and forthcoming legislation, but also uses the process to increase its awareness of existing examples of good practice that could be shared. 

Timetable for Impact Assessment 

The action team are taking a twin track approach to the development of an IA framework for the University. This involves an initial mapping exercise at a University wide and School/Directorate level coupled with pilot IAs on a selection of policies in order to develop good practice guidance. The mapping exercise and the pilot IAs will take place across all of the diversity strands. To ensure the active involvement of disabled staff and students further prioritisation of policies and practices with regard to disability equality will take place in consultation with disabled stakeholders using the mechanisms for involvement identified during the development of the DES. 

Tables 7 and 8 identify the broad timetable for activity. Due to staff absence and change work on IA was considerably delayed in 2006, It has now been restarted under the guidance of the Director of the Centre for Diversity Policy Research and Practice and we hope to soon be in a position to provide a more detailed timetable
Table 7 – Impact Assessment process. 
	
	Policy mapping
	Full IA pilot

	AIM
	To identify ALL policies & practices that could impact on staff & students
	To develop comprehensive guidance notes on how IAs should be conducted

	HOW
	Send out templates to Schools and Directorates to gather information 
	Pilot a full IA 

Chosen policies and Schools:
Recruitment and selection in the Business School

RAE 2008

Student admissions/WP – School TBC

	NEXT STEPS
	IAAT to rank policies and practices on their relevance (idea of proportionality) 
	Produce guidance notes for use by other Schools and Directorates and (where necessary) recommendations for improvement at School or University level

	CURRENT SITUATION
	Developing templates
	Pilot started in the Business School, data has been collected and the University is employing a researcher to analyse the data.

	ONGOING 
	Start undertaking IA on high impact policies. This will ideally done by person/group who ‘owns’ the policy with support from the IAAT and the guidance notes.


Table 8 – Timescales
	Academic year 06-07
	Launch of IAs, 

Developing list of policies & prioritising that list (including the involvement of disabled people in identifying priorities)
Conducting pilot

	Academic year 07-08
	Publish results of pilots

Publish guidance notes

Brief/train relevant staff

Identify priorities for IA

Roll out across programme across Oxford Brookes

	Academic year 08-09

ONGOING
	Establish rolling programme of review


E. Action Planning

Identified areas for action 

Section 12 contains a summary of the key areas for action highlighted through the involvement of disabled stakeholders during the period of consultation and engagement. The specific actions that will be taken in response to those issues and concerns are provided in section 17 (the action plan). It is likely that further areas for action/investigation will be identified during the impact assessment process (see section 11 above). These will be included in the action plan on a regular basis. 

Work to ensure the participation and inclusion of disabled staff, students and stakeholders at Oxford Brookes is part of a much broader initiative to provide an inclusive and supportive environment for all. As such many of the identified priorities related to disability will link into other work being undertaken by the University. It is recognised, however that in some areas (e.g. supporting staff to make reasonable adjustments) ‘stand alone’ projects will be more appropriate.

University wide priorities

Senior management 

To demonstrate the active involvement of senior management

Much of the organisational guidance provided on equal opportunities and diversity identifies the vital importance of senior management support and active involvement if initiatives are to be successful. To demonstrate this commitment it is essential that the senior management provide clear leadership to the University in the implementation of the DES and the accompanying action plan. 

It is also essential, given the Board of Governors overall responsibility for the establishment and monitoring of the Disability Equality Scheme that there is a clear mechanism in place that ensures effective reporting to the Board of Governors on the progression of the Action Plan.

Communication and consultation

To ensure active and meaningful engagement with all disabled stakeholders

A key issue identified in all the consultation work that has taken place is that of communication and engagement. Work needs to be undertaken to ensure that information of interest and importance to staff, students and stakeholders is communicated effectively and efficiently and that mechanisms are identified that ensure continuing consultation with and involvement of disabled staff, students and stakeholders in decision making – especially with relevance to disability equality (for example in deciding priority areas for impact assessment).
The staff survey identified that disabled staff are more likely to use the internet as a source of information than other staff, a fact that will be taken into consideration when developing actions to support this objective.

Training and awareness raising

To develop a co-ordinated programme of training activities, guidance and briefing documents that increase the knowledge and performance of staff, support a customer focused approach to the delivery of services and provide an inclusive working and learning environment

In order to respond effectively and efficiently to all our internal and external customers it is vital that staff understand how to respond to their varying needs. Research and consultation has identified the vital importance of guidance and training in areas such as legislation, awareness raising (e.g. understanding the nature and range of disability) and identifying responsibilities in ensuring that staff are customer focused and can respond to the needs of all staff, students and stakeholders and not just those with disabilities. The importance of high quality support, guidance and training is also highlighted in documents such as the Student Learning Experience and the HR strategies.

In many instances training related to disability can be included in broader inclusion and diversity awareness raising and integrated into existing training initiatives (for example training is being developed to support inclusive customer service); in others individually focused and designed activities will be necessary. The University has already designed and developed a range of A4 guides for teaching staff to support inclusive practice and a similar set of guides will be produced for support staff. 
The University will conduct a review of existing training and development needs (including training such as recruitment and selection where guidance related to disability is included within the course) to ensure a coordinated programme of activities is developed. In addition key groups have been identified where there is a need for activity to support best practice. These include:

· Senior management

· Line managers 

· HR managers and staff

· Customer service staff

· Personal tutors 

It is important to acknowledge that a tension exists between the idea of compulsory training due to the resistance it can cause amongst staff and the need to ensure (both to meet the requirements of legislation and to develop and share best practice) that all staff receive training. Integrating training into School and Directorate development days, linking training requirements into IIP and the PDR process and the use of innovative and interactive training such as forum theatre can encourage voluntary attendance on courses but there needs to be a recognition that in some instances training is essential and must therefore be compulsory.

Data collection and usage

To ensure that the range of data collected allows for a systematic and thorough analysis of University policies, procedures and practices

Three key aspects of data collection, monitoring and evaluation need to be addressed in the action plan and more broadly as part of the impact assessment process. The University needs to:

Improve the levels of disclosure (especially amongst staff) to ensure that the University’s monitoring data gives a more accurate reflection of the numbers of staff and students who are disabled. The University will be better placed to make good decisions in its planning if the data it is using in that decision making are accurate. Ensuring that the University culture is a supportive and understanding one which supports disclosure by staff and students will form a significant element of this action point.

Ensure that data are collected in all areas identified in section 8.3 above

Improve methods of collection and collation to ensure that data are produced in a format that allows for easy access and analysis and provides information that is of value for evaluation and monitoring. The same categories should be used for the collection of staff and student data to allow for comparison across the University. HESA has expanded on the codes used by UCAS to identify disabilities at the application stage, and these expanded codes may be useful in the University’s data collection (see www.hesa.ac.uk/manuals/c07051/A/DISABLE.html)
Physical environment

To continue to develop an inclusive working and learning environment for staff and students

The Student Learning Experience Strategy strategic outcome 2 is to ‘establish learning environments that afford opportunities for a variety of learning styles and approaches to be pursued, utilise appropriate technologies, and facilitate effective participation in higher education’. In support of this objective the University is conducting a wide ranging review of its estates and facilities and challenging traditional ideas on space and estates through the ‘Space to Think’ initiative. Liaison with those responsible for the initiative will take place to ensure that any future changes consider disability at the planning stage and produce an inclusive environment for all staff and students. In addition a programme of building work related to improving access and egress is being carried out within the University.
To review the procedures for issuing parking permits

Parking was highlighted as a significant issue during the consultation process and consideration needs to be given to the process of allocating parking permits to staff and students who have a disability that impacts on their mobility but who do not currently hold blue badges.

Staff priorities

Staff recruitment

To improve the proportion of disabled staff in the work force at Oxford Brookes

Disabled people are under-represented in the work force at Oxford Brookes. To improve application levels from disabled people the University needs to review the content and location of advertising and supporting material and to consider whether any potential barriers are created for applicants by the inclusion of unnecessary and exclusionary criteria in job descriptions and person specifications. Information on the Positive about Disabled People/ Two Ticks commitment and Access to Work is already included in recruitment and selection training. To ensure any potential applicants for posts at the University are made fully aware of support available this information needs to be more widely shared amongst all staff. 

It is also acknowledged that there is a significant level of underreporting of disability amongst staff at Oxford Brookes. It is anticipated that initiatives in section 12.7 (staff support and development) designed to support identified needs and develop an environment where people feel safe to declare their disability will also have a positive impact on recruitment by ensuring that the culture of Oxford Brookes is seen to be an inclusive and supportive one for all staff.

Staff support and development

To provide clearly identifiable, high quality support services for disabled staff

Access to high quality support and advice has been highlighted as a key issue for disabled staff. Action needs to focus on ensuring that, for staff with concerns or questions, there is a clearly identified location for support and advice. Guidance and assistance needs to be available in person and accessible through alternative avenues such as the internet. 

To ensure all staff and especially line managers are disability aware and have the knowledge and skills required to support disabled members of staff properly
Line managers play a key role in influencing the overall experience and satisfaction of disabled staff. Managers are the gate keepers of policies and practices and it is essential that they understand the University’s commitment to disability equality and how to support disabled staff. Access to flexible working opportunities was identified through the consultation process as particularly beneficial to disabled staff and its importance must be emphasised through training and guidance.
Student priorities

Student Disability Service

To review the method of funding the SDS

The amount of Premium Funding awarded to the University varies each year. This can be extremely problematic as over half of the staffing in the SDS is funded directly from this source. The use of Premium Funding to support staff costs in the SDS and other units of the University, while providing a valuable resource, also necessarily means that there is a reduction in the funds available for disability-related activities across the institution. Premium Funding does not take into account those students whom the SDS (and the University) has a responsibility to support and yet who are ineligible for Disabled Students’ Allowance. While the cost of equipment or support workers for students in this category can often be drawn from the University’s Access to Learning Fund (ALF) the cost of supporting students without DSA is not recoverable to the Service in terms of staff time. 

The University intends, through its development office, to establish a specific fundraising project to raise external funds to support its work in respect of disability services on campus.

To engage with the ‘Space To Think’ programme to ensure that the review and subsequent master plan consider the issue of relocating SDS

The Student Learning Experience strategy identifies the importance of locating support services so as to ensure ease of access for students. The current location of the SDS means there is no room for the expansion of the service and the reception facilities may no longer be suitable to the client group. The location of the SDS needs to be considered as part of the campus master planning exercise.
To publicise the roles and expertise of the Student Disability Service

The Disabled Students’ Advisers and Dyslexia/ SpLD Advisers are consulted as experts by teaching and other staff about reasonable adjustments although they do not have authority to enforce the provision of support for disabled students in the teaching environment. Academic staff need to have a clear understanding of the support and guidance available from the SDS as if they are not fully aware it may result in solutions to difficulties experienced by students not being fully realised.

To review staffing levels within the Student Disability Service

The Support Worker Scheme has expanded greatly in the past few years. It currently operates with 1 FTE co-ordinating the work of 56 support workers for over 50 disabled students. Ideally staffing levels need to be increased in line with the increased workload and responsibility.

Admissions and access for students

To ensure that the procedures for supporting disabled applicants and students are comprehensive, co-ordinated and clear

Responding to recommendations arising out of the Disability Audit in 2003 the University has reviewed its procedures for identifying and responding to the support needs of disabled applicants and enrolled students. A flow chart that identifies the steps that need to be taken at every stage of the application, enrolment and support process has been produced and is available at www.brookes.ac.uk/student/services/handbook/.

The Student Disability Service is addressing any areas where concerns still exist and/or further action is necessary. In addition a review of admissions criteria will be undertaken by 2009.

To ensure that the widening participation (WP) agenda actively engages with disabled students

To date the University’s WP plans have not specifically addressed disabled students, not least because the University has been successful in recruiting students with disabilities. This is now changing and projects to support access are being sponsored through both WP and the Brookes Student Learning Experience Strategy. Inclusion of disability as a strand in the University’s new WP strategy is planned. 

BOX 7 – The Student Learning Experience - supporting disabled students
	To support the development of the Brookes Student Learning Experience Strategy Schools and Directorates as well as individual staff and groups of staff have been invited to apply for funding to support developmental work which contributes to meeting the strategic outcomes of the Strategy. One project bid looks to support Young Disabled People into Higher Education

The two-year project is designed to increase applications from young disabled people to the Schools of Arts and Humanities and of Technology. It would also deliver significant participatory training to staff to enable them fully to support students with physical and sensory impairments. 

Elements of the project will include a series of one-day taster workshops to Year 12 students in both mainstream and special education across Oxfordshire, training events on curriculum, assessment and inclusive teaching practice for Arts and Humanities and other staff, the seeking out of work experience and placement opportunities for disabled students in the creative industries and a workshop for potential employers seeking to extend this opportunity to students.


Guidance and support for students

To ensure that the personal tutoring systems within Schools offer the best support possible to disabled students

The support offered to a disabled student by their personal tutor can have a significant impact on their experience of University. Currently different systems exist within individual Schools. An audit of the different practices has taken place with the aim of sharing and encouraging best practice. Gaps identified in current procedures will be addressed.

The possibility of a working group for personal tutors that supports good practice (in all areas not just those linked to equality and diversity) should also be explored. 

BOX 8 - Personal tutoring in School of Social Sciences & Law
	Each field in the School has a nominated specialist personal tutor who takes responsibility for all those students who arrive at the University having disclosed a disability. As with all students the allocation of the personal tutor takes place before the students arrives.

The only exception to this pattern are those students with dyslexia: the numbers are so high that one person could not take them on, and also their special needs are now sufficiently familiar within the University for all staff to be aware of what can be provided, and of where to go for extra advice and support.

Ideally, all staff would be familiar with the requirements of all disabled students, and would also be familiar with the support available from specialist sources within and beyond the University. In practice, this is not the case, and it was felt that specialist personal tutors were more likely to offer the students concerned the best quality support. In addition, these lecturers act as part of a network of Equality & Diversity expertise within the School, ensuring that all Departments have at least one person with a watching brief in this area


To ensure that procedures for identifying and responding to support needs are comprehensive, co-ordinated and clear

Student support plans, jointly produced and agreed by SDS and academic staff and the student will be in place for 2007. These will be posted on a student’s electronic file and will be available on the Personal Information Pages for relevant staff members.

Currently where students identify they have a disability before arriving a form is sent to module leaders from student administration. Module leaders are then expected to share that information with anyone who might be teaching on that module. For the majority of the time this is a very effective system but problems can occur if the information is not absorbed fully by the module leader and/or is not shared with everyone who needs to know. We need to identify the reasons why this occurs and look to identify and share best practice. 

The system for the management of medical certificates will be reviewed to ensure that where information related to a disability is being shared, procedures follow best practice and University disclosure guidelines.

Teaching, learning and assessment

To ensure access to high quality teaching, learning and assessment is consistent across the University and available to all students, including disabled students.

Although Oxford Brookes can demonstrate many examples of good practice in providing accessible teaching learning and assessment, this is not uniform across the University. Disabled students encounter a variation in the levels of support provided by different members of staff. A priority is to develop a more consistent level of high quality service. Key actions include those listed under some other headings, including staff training (12.2), physical environment (12.5), Student Disability Service (12.8), Guidance & support for students (12.9) and Quality Assurance (12.16). This section concentrates on the role of module leaders and other teaching staff.

To ensure inclusive course design

Inclusive course design reduces the need to make individual adjustments. The introduction of an inclusivity checklist will ensure that issues are considered at the course design and validation stages, and at subsequent periodic reviews of programmes, courses and modules. The checklist approach offers a useful prompt to staff, and requires them to offer evidence of good practice. Inclusive course design, including the use of a variety of teaching and assessment methods, will benefit all students. 
To develop an inclusive curriculum

An inclusive curriculum values the diversity of Brookes students and the richness their differences bring to the learning experience. Current practice varies across the University. There is a need to facilitate discussions within Schools and Departments to develop consensus on the nature of an inclusive curriculum for all students.

To support disabled students in small group work

Data collected from students show that small group work is an area of difficulty for many students, but may be especially problematic for disabled students, international students or mature students. For pedagogic reasons, assessed small group work is an important part of many courses. It is recognised that group work enables students to develop key skills that will be transferable to the workplace. There is an opportunity for Brookes staff to share details of effective ways to support students including in group work. 

The introduction of Personal Development Plans (PDP) in 2005/6 offers all students the opportunity to consider their own ability to interact within a diverse group of peers, to work in a team, and to optimise the performance of all team members. Specific prompts introduced into the PDP support materials will encourage all students to consider this, to reflect on their awareness of disability and their relevant skills, and to collect evidence to include in their portfolio. It is important that the significance of this initiative is made clear to staff and that where necessary training and guidance is provided 

Box 9 - Pilot of Pebblepad software
	A member of academic staff, supported by the university’s information technology specialists, is hoping to pilot Pebblepad software. This facilitates the systematic recording and organisation of notes, meetings, Personal Development Plans, etc, which is likely to be of particular benefit to students with Specific Learning Difficulties.


To support disabled students on field trips

It is important to share expertise developed by individual staff, including the need for thorough advance planning and research. Schools undertaking regular field trips have developed experience in supporting disabled students on field trips, but there is an ongoing staff development need in this area. All students are invited to disclose any special support needs before field trips. If this prompts the first disclosure of a disability, staff need to discuss with the student passing this information on to the university (e.g. if the student agrees, completion of the Exchange of Confidential Information form (ECIF)

http://www.brookes.ac.uk/student/services/handbook/docs/ecif.pdf ), as well as the immediate issues for the field trip. Staff will arrange reasonable adjustments to ensure that a disabled student is able to participate in a field trip. Consideration will, however, be given to the creation of “virtual field trips’ for the benefit of anyone who is unable to make the trip. Such resources also offer an excellent preparation for all students undertaking the trip, allowing them to maximise their learning in the field.

To support disabled students on work placements

The University has a responsibility to support all students on placements and ensure reasonable adjustments are in place in the placement areas. There needs to be negotiation between students, programme teams and mentors with regards to individual students. There should also be discussion between the School and Stakeholders with regard to SENDA. A working party in the School of Health and Social Care (School and stakeholders) is currently exploring the support given to students and mentors. The aim is to develop flowcharts to support both students and mentors.
To ensure accessible elearning

The University is promoting the development of at least one elearning element in each course. Guidelines on web accessibility are available, but it is not clear to what extent they are used. 

www.brookes.ac.uk/mediaworkshop/brookesvirtual/documentation/accessibility.html. 

Consideration needs to be given to publicising the existence of the guidelines, and developing a system of checking all web pages produced by each school.

Box 10 - Computer Assisted Learning
	The University’s commitment to computer assisted learning and the non-traditional delivery of courses offers disabled students the opportunity to access courses in Higher Education via distance learning and electronic modes of delivery. 

Using the University’s Virtual Learning Environment (WebCT) students are able not only to study in an environment that meets their own particular needs but are also able to participate through the discussion forums in engaging and vital debate. Their sense of belonging to and being full participants in a vibrant learning community in this sense is not restricted.


To facilitate the sharing of information between disabled students and teaching staff about individual students' preferred learning styles and successful support strategies

The University needs to recognise that individual students with disabilities vary in their preference for particular styles of learning, and their ability to use particular techniques. This applies both across disabilities, and to individuals with similar disabilities. Members of staff need to be aware that these variations exist, and to be able easily to find out what programmes and approaches suit individual students. The Student Disability Service currently produces support contracts for each student, but the University should consider using the on-line student information system to give an extra page to each student with a disability. This allows the students to record successful adjustments, useful packages and so on. This gives the individual student ownership of the record, and also allows staff easy access. Thus examples of good practice are disseminated, and teaching, learning and assessment can be individually tailored with the minimum need to take up staff or student time in exploratory discussions.
To ensure that assessment procedures meet the needs of disabled students

The University recognises the need for a variety of assessment methods to assess whether students have met designated learning outcomes. The more flexibility in assessment methods for all students, the less need to make adjustments for individual students. As numbers of disabled students continue to rise, arranging alternative assessments has become increasingly time-consuming. In the long-term the solution may be to offer greater flexibility in assessment to all students, to take account of individual learning preferences.

The University has recently reviewed alternative assessment arrangements, which are arranged by the Exams Unit, in close liaison with the Student Disability Service. The agreed procedures are available at www.brookes.ac.uk/student/services/handbook/8-5regulations.html 

In those Schools which still have Equal Opportunities & Diversity Co-ordinators, the EODC provides a source of advice for planning appropriate adjustments. Those Schools which have made the decision not to appoint an EODC need to ensure that this expertise is available in some form. In addition explicit training in this area must be provided in the Postgraduate Certificate in Teaching in Higher Education (PGCTHE) programme, compulsory for all new staff with less than five years HE teaching experience.

Classroom tests have been identified by students as an area of concern. The responsibility for this provision lies with the module leader. In practice the difficulty of providing suitable assessment arrangements that take into consideration any adjustments needed by students has made it impractical to conduct class tests in many Schools, especially in Semester 1, and some Schools have simply stated that there will be no in-class testing allowed. 

Progression and achievement

Current data provision at Oxford Brookes does not allow for the meaningful monitoring and analysis of the progression and achievement of disabled students. As well as improving monitoring arrangements as detailed in section 12.4, the University will investigate the feasibility and effectiveness of other methods of monitoring progression including longitudinal research following students throughout their time at Oxford Brookes and beyond and in-depth interviews examining students’ experience of the University.
Currently an annual report is provided to the University Learning and Teaching Committee that breaks down information on students who drop out of Oxford Brookes by ethnicity, domicile course and School. In future reports disability will be added as an additional breakdown.

An approach will be taken that ensures that data are analysed and made available in ways which make patterns and trends easy to spot.

Curriculum structure

To review thoroughly the effect of semesters on disabled students and if necessary take action to remove differential impact and prevent its reoccurrence

All students, whatever their background, need support in their transition to HE. The Student Learning Experience strategy identifies the need to develop and promote progression routes into higher education for all students and to provide ‘effective support for students as they prepare themselves for employability or career progression’, activities that will support disabled students in accessing and benefiting from HE. However results from the 2005 student satisfaction survey have suggested that the move in 2004 to semesters has had a differentially negative impact on disabled students. Students have also reported difficulties with semesters to the Student Disability Service: for example, the necessity to take four modules in each semester has increased pressure on students’ time which, combined with a lack of a universal reading week across the University, has been particularly problematic to students who experience debilitating fatigue. The intensity of the first semester, in particular, may also cause difficulties in that it affords no ‘lead in’ time to students, who are therefore expected to work at full capacity while still adjusting to University life and when, in many cases, their support needs have not been fully identified. 
Further work needs to be undertaken to identify clearly the nature of this impact and actions that can be taken to remove it. The research should also identify how, when considering implementing major change in the future, we recognize potential negative outcomes for any group or groups and remove the potential disadvantage, however unintended, before it happens. 

External Priorities

Collaborative working and the continued involvement and engagement of disabled stakeholders

To develop and reinforce structures that support collaborative working with other interested parties 
The University believes that the cross county working group that has co-ordinated activities linked to stakeholder engagement has been of real benefit to the consultation process, offering a genuine opportunity for synergy and co-ordination in the work of a variety of public sector bodies within Oxfordshire. Oxford Brookes is keen to see this group continue as the responsibility to consult and engage with stakeholders is an ongoing one and it believes that joint consultation is of benefit to all involved.

To develop a framework for ongoing involvement of external stakeholders

The consultation event hosted by Oxford Brookes in June 2006 proved to be a very effective method of engaging and involving members of the local community. The intention is to repeat this event on an annual basis to allow interested stakeholders the opportunity to review and comment on the University’s Disability Equality Scheme and initiatives taken as part of the action plan. Other possibilities for engagement, such as including disabled stakeholders on the Inclusion and Diversity Committee, will be considered in the development of the new body.

Collaborative arrangements and partnerships

To ensure that our students who study at partner institutions within or beyond the UK are not disadvantaged because of a disability

The University has a number of UK partnerships with independent colleges. We have a responsibility to ensure that these colleges are fully compliant with their duties under SENDA and the DDA.
SENDA explicitly includes coverage of collaborative institutions beyond the UK. This creates major areas of concern in those countries where disability equality legislation is different e.g. with regard to equality of treatment, accessibility of buildings, and appropriate adjustment. While HEFCE has provided increased funding to make buildings accessible, this money is not available outside the UK. We encourage our students to take advantage of academic exchange programmes, and employers look favourably on such students, but we run the risk of exposing students with disabilities to disadvantage. 

A parallel set of problems arise when we receive international students who have a disability. The University is required to provide them with support, but receives none of the funding available to UK students with similar conditions. At present, the Student Disability Service will provide the staff time necessary to support international students, although no funding is available for this group. Particular difficulties arise, however, where a student requires a high level of support or expenditure on equipment. In the past, the University’s Emergency Fund has been used to pay for such support, but given the changing profile of HEI funding it would be expedient to review this area and ensure sufficient funding continues to be available.

There are also logistical problems, for example in conducting accessibility audits of partner institutions outside the UK, providing training in UK legislative requirements, and enforcing those requirements outside the UK. 

These issues lie beyond the remit of the University. The Secretary of State needs to revisit SENDA and resolve them.

Contractors and service providers

To ensure that external contractors and service providers meet the requirements of equalities legislation and the University’s equalities policies and practices

Contractors and service providers are responsible for following the disability equality and equal opportunities policies of the University. All contracting and outsourcing procedures and commitments must include a requirement that contractors accept the duty to provide services and interact with students, staff and the public in the context of University policy and in keeping with the requirements of legislation.

Quality Assurance

To develop the Quality Assurance process so that it plays a genuine role in delivering an inclusive and supportive teaching environment:
Quality Assurance (QA) offers a key set of checks on the University's performance, from the level of the individual module right up to entire academic programmes. Central roles are played by both internal and external assessors. For the purposes of the Disability Equality Scheme attention is drawn to the following elements of QA:

· New programme validation

· Periodic review of existing programmes

· Annual review at Departmental and School level

· The role of the external examiners

· Validation & review of collaborative programmes

Recent developments include the introduction of a mandatory section on Inclusion & Diversity in the Annual Review procedure. Explicit examination of these issues in both the validation of new programmes and the periodic review of existing programmes must take place. This applies both to programmes within Oxford Brookes and to those offered by collaborative institutions within and beyond the UK. Guidance should be provided both for internal assessors and for external assessors, including external examiners. At present no such guidance is provided by Oxford Brookes. The University is also audited by the QAA, regularly reviewed by OfSTED and subjected to external QA checks by professional bodies such as the British Psychological Society. The University is not responsible for training these external assessors but would wish to see the external bodies that do have responsibility providing training on issues related to inclusion and diversity.
BOX 12 – Good practice in the Annual Review process
	The School of Health And Social Care carried out an audit of their annual reviews to identify whether inclusion and diversity in the curriculum was adequately addressed. It was found that only a few programmes discussed inclusion and diversity. As a result for all annual reviews in 2005-6 the following section has been included in Quality enhancement:

· What strategies do you use to ensure that inclusion and diversity is a focus in teaching and learning? (E.g. consider the use of grading criteria, teaching methods, case studies used, and assessment methods.)


Responsibility for the scheme

Governors are responsible for establishing a Disability Equality Scheme and for monitoring its implementation.

The Vice-Chancellor is responsible for promoting the principles behind the Disability Equality Scheme both inside and outside the institution and for ensuring that managers fulfil their role in delivering Disability Equality within Oxford Brookes.

The Senior Management Team is responsible for providing leadership on the implementation, co-ordination, monitoring and evaluation of the action plan.

The Equal Opportunities and Diversity Manager is responsible for reporting on the overall implementation, monitoring and evaluation of the action plan.

Deans/Directors/Managers and Heads of Departments are responsible for putting the scheme into practice and for ensuring that their staff understand and implement the associated actions. They are also responsible for ensuring that action is taken against staff or students who discriminate for reasons of disability.

Teaching staff are responsible for ensuring that the content of their curriculum, teaching methods and materials, classroom values and assessments promote equality of opportunity and inclusive practice. 

All employees are responsible for promoting an inclusive working environment, and for not discriminating against anyone on the basis of disability. This will include taking up training and learning opportunities that further this goal.

Students are expected to ensure that their behaviour promotes positive relationships between people of all groups and for not discriminating against anyone on the basis of disability. 

Implementation and monitoring structures 
Disabled people have been instrumental in deciding on the priorities for the Action Plan through their involvement in the variety of consultation and engagement activities. Details of how the University intends to deliver the programme of actions identified in section 12 are provided in the Action Plan (section 17). 
Actions are focused around: senior management, involvement consultation and communication, training and awareness raising, data collection and usage, staff recruitment and support, the Student Disability Service, student admissions and support, teaching, learning and assessment, progression and achievement, curriculum structure, Quality Assurance, collaborative working and stakeholder engagement, collaborative arrangements and partnerships, contractors and Impact Assessment. Each action is assigned a success criteria, a lead member of staff and a target date for completion. 
Responsibility for monitoring the implementation of the action plan and for reporting on progress made against identified objectives lies with the Deputy Vice-Chancellor supported by the Equal Opportunities and Diversity Manager. The Action plan will be reviewed annually and a report sent to Deans and Directors and all relevant committees including Executive Board, Student Disability Group, Learning and Teaching Committee and the Board of Governors. 
Disabled people will be involved in the annual review process using the existing committee structure within the University and via the mechanisms for involvement and engagement identified during the development of the Disability Equality Scheme (e.g. through an annual consultation event with external disabled stakeholders).
Any additional areas for action identified through the Impact Assessment process will be included within the scheme and priorities for future action will be decide in consultation with disabled stakeholders.

Actions taken and progress against objectives will also be included in the University’s annual Diversity Report. The next Diversity Report will be produced in September/October 2007 to allow for reporting on a full academic year of activities included within the DES.
Communication and training

Effective communication and training have been identified as key components of providing an inclusive and supportive environment for disabled students, staff and stakeholders. Responsibility for progressing those elements of the action plan linked to communication, engagement and training lies with the University Equal Opportunities and Diversity Manager supported by the Student Disability Service and Corporate Affairs

Funding

Much of the funding to support the development of the Disability Equality Scheme during the academic year 2006-7 will come from the Equality and Diversity budget. It is anticipated that the majority of the funding will go towards awareness raising, training and further research. 

Additional activities that require an amount of money to be allocated to their development will, where possible be funded through existing budgets (e.g. work to improve access and egress on campus is being funded through the Hefce capital grant). 

Where activities have been identified and no funding is currently available it will be the responsibility of the School(s) and/or Directorate(s) where that activity is located to ensure that adequate financing is made available when drawing up the budgets for 2007-8 and succeeding years.

Action Plan

	Area/Specific Task
	Recommended Actions/Development
	Success Criteria
	Lead
	Timescale

	Senior management support and engagement
	Senior Management Team to provide leadership on the further development of the DES and the implementation, monitoring and evaluation of the Action Plan
	Clear guidance and support provided 
	Senior Management Team
	Immediate

	
	Consideration on the development of a University wide Inclusion and Diversity committee to ensure coherence in all activities related to the DES and EOD in general taking place within the University. the committee will support the Senior Management Team in the responsibility to monitor, evaluate and report on progress of the DES (within the wider context of Diversity) to Executive Board and the Board of Governors
	Rational for the development (or non-development) of the group clearly demonstrated and if appropriate group in place
	EOD Manager
	Work to commence Semester 2 2006/7

Decision made by start of semester1

2007/8

	
	Regular diversity updates for senior staff 
	All senior managers aware of legislative responsibilities, best practice and activities taking place internally to support EOD
	EOD manager
	Semester 2 
2006/7 and ongoing

	
	To investigate the possibility of setting up a separate fundraising project to raise external funds to support project activity within the field of disability services. Future project to be proposed to the campaign steering group
	Proposal in place
	Head of Disability Service/
Campaign Steering Group
	Proposal in place by end of academic year 2007/08

	Involvement Consultation and Communication 


	Produce the Disability Equality Scheme in a range of formats, publicise its existence and request feedback. 
	Staff, students and stakeholders are aware of the DES, and have the opportunity to read it and offer feedback
	Public relations/EOD manager
	December 2006

	
	Development of a guide for all new staff and students identifying support available both within Oxford Brookes and the surrounding area. 

Link into work already undertaken by the Student Disability Service
	Guide available in a range of formats for staff and students
	EOD manager /HR/SDS/PR
	In place for start of academic year 2007/8 

	
	Investigate the possibility of developing a Web resource or portal either within Oxford Brookes or county wide that allows individuals to post questions and identify examples of good practice 
	Results of investigation identify possibilities and way forward
	EOD manager
	End 07

	
	Develop a framework for ongoing consultation with staff and students
	Clear channels for communication and consultation in place and active
	Public Relations/ EOD manager
	In place for start of academic year 2007/8

	
	Continue to work in partnership with other representative bodies within Oxfordshire to ensure synergy in activities wherever possible
	Partnership work is ongoing, joint work takes place where possible
	EOD manager
	2 meetings every year 

	
	Continue to develop resources to ensure availability of information in accessible formats. Review current situation, especially with regard to Schools and Directorates with regard to availability of all resources in accessible formats. Identify point of contact within each S&D. 


	All resources available in a range of formats. Point of contact for information/guidance on producing information in different formats clearly identified at University wide level and within Schools & Directorates


	Corporate Affairs/EOD/Individual schools & directorates 
	ongoing

	
	Guidelines produced that identify accessibility requirements of web pages produced in Schools and Directorates
	Guidelines in place
	Corporate Affairs
	Academic year 2007/8

	Training and awareness-raising
	Conduct an audit of training activities and needs, University wide and within Schools & Directorates.
	Audit completed
	EOD manager/ EODCs
	End semester 2 2006/7

	
	Design a co-ordinated programme of training and guidance. Ensure issues raised during the consultation period (e.g. Customer service attitudes and understanding) are covered within the training plan and guidance documents. 
	Programmes in place 

Individuals are aware of their rights and responsibilities and transfer their learning into practice 
	EOD manager / SDS/EODCs
	Programme in development by start of academic year 2007/8

Training/guidance ongoing

	
	Develop individual initiatives to include:

· Annual diversity training and/or updates for senior managers 

· Awareness raising interventions for line managers on the nature and range of disability including guidance on supporting disabled staff

· Development of inclusive student/customer service training for support staff (with disability as a key element)

· Awareness raising for HR staff as to issues and support available including guidance on supporting disabled staff

· Training/guidance for Quality Assurance assessors

· Personal tutors
	Interventions developed and integrated into programme. 

Learning is transferred into practice


	EOD manager
	2 phases 

Phase 1 in place start of academic year 2007/8

Phase 2 in place for start of academic year 2008/9

	
	Develop a range of training guidelines to ensure best practice is demonstrated in all training delivered by OCSLD and others.
	Best practice demonstrated by OCSLD staff
	OCSLD
	Summer 2007

	
	Develop inclusive practice guidelines for managers and support staff 
	Guidance written and circulated
	EOD manager/EODCs
	End semester 2 2006/7

	
	EOD training identified as a requirement in PDRs to encourage attendance at training
	PDRs specifically consider EOD training
	Director HR/Deputy Director OCSLD
	changes in place for start of academic year 2007/8

	Data collection and usage
	Additional information to be sent out to all staff to coincide with the launch of the scheme. Information to identify who’s covered by disability legislation, highlight the rights of staff under the ‘Two Ticks’ commitment, emphasise the University’s commitment to Disability Equality, identify reasons why disclosure could be of benefit to individuals and explain how staff can disclose
	Information circulated to all staff

Levels of disclosure are improved
	PR/HR/EOD manager
	January 07

	
	Produce a matrix identifying timeframe for filling in the gaps with regard to data availability and quality

for staff
	Matrix in place, timeframes for improvement clearly laid out
	Director of HR
	Summer 07

	
	Produce a matrix identifying timeframe for filling in the gaps with regard to data availability and quality

for students 
	Matrix in place, timeframes for improvement clearly laid out
	Director of ASA
	Summer 07

	
	Review staff and student monitoring categories with a view to ensuring that as far as possible comparisons between the two data sources are possible and that the categories used provide the quality and depth of information needed
	Review conducted with effective monitoring requirements clearly identified
	Director of ASA/HR/EOD manager
	Summer 07

	
	Ensure data are produced in a format that allows for easy access and analysis and provides information that is of value for evaluation and monitoring
	Management information is produced which effectively identifies potential issues and thereby supports improvements

Processes are in place for considering the information and taking appropriate improvement actions
	ASA/CA/HR

	End 2007

	Physical Environment
	Ensure that the University’s master-planning process improves accessibility by the co-location of services used by students and by taking a strategic approach to future development. Consultation with students, staff and the local community is a key part of the initiative.
	Interim and final reports by consultants RMJM specifically consider accessibility. Student Disability Service is relocated. Student-facing services are co-located.
	Director EFM
	Ongoing

	
	Carry out scheduled programme of improvements to access and egress financed by HEFCE Capital Grant. Works include rollout of coloured signage across all sites. Ensure strategy and improvements are well publicised
	Works completed
	Deputy Director EFM
	Ongoing

	
	Review accessible parking facilities at all sites, commencing with Marston Road, and review arrangements for disabled parking permits. 
	Review conducted, outcomes implemented.
	HR/EFM
	End 2007

	Staff Recruitment
	Review the content and location of advertising and supporting material. 
	Review conducted, outcomes clearly identified
	EOD manager
	Summer 07

	
	Develop a checklist of potentially exclusionary criteria to be used by the HR team to provide feedback on Job Descriptions and Person Specifications
	Checklist developed

Feedback provided
	OCSLD/HR managers
	End 2007

	
	Circulate information to all staff to ensure they understand and apply the principles of the ‘Two Ticks’ commitment and appreciate the principles of, and support available through, Access to Work
	Staff understand and comply with the responsibilities of the ‘Two ticks’ commitment and understand Access to Work
	EOD/HR managers
	Summer 07

	
	Identify an in-house expert to assist disabled applicants where necessary, including providing information on Access to Work and Two Ticks 
	Clear source of expertise identified and their existence is publicised
	Director HR
	End 2007

	Staff support
	Identify how and within what time frame a clearly identified location for high quality support and advice for staff is going to be provided.
	Review conducted and methodology identified

support systems in place 
	Director HR
	1 Summer 2007

2 End 2007

	
	Ensure that managers comply with the principles of the University’s ‘Two Ticks’ commitment when conducting PDRs for disabled staff
	PDRs of all disabled staff take into consideration ‘Two ticks’ requirements
	HR/Line managers
	April/May 07

	
	Provide training for managers concentrating on attitudes towards disability and supporting disabled staff with a particular focus on the benefits of flexible working 
	Training designed, developed and delivered
	EOD manager
	End 2007

	
	Produce a range of guidance sheets on providing an inclusive working environment for managers and other staff based on the sheets produced for academic staff
	Sheets available in a variety of formats
	EOD manager/EODCs
	Summer 2007

	
	Undertake further research to explore issues raised by disabled employees in the staff satisfaction survey in order to identify possible actions and solutions
	Research conducted

report written & actions / solutions identified
	EOD Manager
	1 end 2007

2 April/May 2008

	
	Provide and publicise a separate email address for staff queries about making adjustments and any disability related queries
	Email address in place & publicised
	EOD Manager/PR
	Summer 2007

	Student Disability Service 
	To review the funding streams for funding the provision of services to students with disabilities
	Review of funding takes place
	Head of SDS
	Summer 2007

	3 
	To ensure that the location of the Student Disability Service is considered throughout the campus Master Planning exercise
	All student facing services are in accessible locations
	Director of EFM
	2008/09

	4 
	Review and develop the provision of services for disabled students at satellite campuses
	Accessible services for disabled students at all campuses
	Head of SDS
	2007/08

	5 
	To use the launch of the DES as an opportunity to publicise the roles and responsibilities of the SDS. 
	Staff understand the roles & responsibilities of the SDS
	Head of SDS/PR/EOD manager
	Semester 2 2006/7

	
	Develop student support plans 
	Plans in place
	Head of Student Services
	Semester 1 2007/8

	
	Review current procedures for sharing information on disabled students, including the dissemination of information on medical certificates
	All staff that interact with a student have the information required to make appropriate adjustments for them.
	Head of SDS
	Semester 2 2007/08

	6 
	To review staffing levels within the SDS
	Plan produced that identifies staffing needs
	Head of SDS/Director of ASA
	Summer 2007

	Student Admissions and access
	Review updated procedures for supporting disabled applicants and students to ensure that they are comprehensive, co-ordinated and clear
	All procedures are comprehensive, co-ordinated and clear
	Head of student

services
	Summer 2007

	7 
	Widening participation for disabled students projects to be sponsored by both the Widening Participation Project and the Student Learning Experience Strategy
	Projects approved 
	WP Project Exec, 

Head of Student Experience
	Summer 2007

	Student guidance and support 
	Identify and publicise best practice in personal tutoring (including investigating the possibility of allocating personal tutors before arrival) 
	Personal tutoring system effectively supports disabled students
	Head of Student Services
	Semester 2 2007/08

	Teaching learning and assessment 
	To develop inclusivity checklists for use at the design and validation and review stages for courses, 
	All courses are able to demonstrate how they have considered the needs of all student groups
	Head of Brookes Student Learning Experience/APQU
	academic year 2007/8

	
	Deans to ensure that all staff understand the meaning of an inclusive curriculum and that teaching staff provide an inclusive curriculum for their students
	All curriculum design can demonstrate its inclusive nature
	Deans
	Semester 2 2007/08

	
	To identify and publicise best ways of supporting disabled students in small group work
	Disabled students are able to fully participate in small group work
	Head of Brookes Student Learning Experience
	Semester 2 2007/08

	
	To ensure that teaching staff use appropriate mechanisms, including personal development plans to support disabled students and to raise awareness amongst all students of disability and offer them the opportunity to reflect on disabled students needs
	Awareness of the needs of disabled students amongst staff and students
	Head of Brookes Student Learning Experience
	Semester 2 2007/08

	Teaching learning and assessment 


	To identify and publicise best practice with regard to supporting disabled students on field trips
	All staff demonstrate best practice and make reasonable adjustments in the development of field trips
	EODCs
	Academic year 2007/8

	8 
	To explore the possibility of creating ‘virtual field trips’ for students who are unable to undertake a planned trip.
	Review takes place outcomes and way forward clearly identified
	EODCs/E-learning 
	Academic year 2007/8

	9 
	To identify and publicise best practice with regard to supporting disabled students on Work Placements
	All staff demonstrate best practice and make reasonable adjustments in the development of Work Placements
	School Placement Officers
	Academic year 2007/8

	10 
	Publicise the existing guidelines on the creation of accessible on-line learning materials
	All staff are aware of guidelines
	Head of Media Workshop/School Learning technologists
	Semester 2 2006/7

	
	IPS Committee to explore the introduction of an additional PIP page for disabled students to allow for more proactive sharing of information on appropriate and successful adjustments
	Additional PIP page in place
	IPS/ BSWG
	Academic year 2007/8

	
	All Schools without EODCS have a clearly identified internal location for advice and guidance on making appropriate adjustments for students
	Location of School expertise identified and publicised
	Deans
	Academic year 2007/8

	
	The importance of making appropriate adjustments for disabled students embedded within the PGCTHE programme
	All staff who undertake the PGCTHE can demonstrate their understanding of ‘appropriate adjustment
	Leader of PGcert
	Academic year 2007/8

	
	To ensure all classroom tests conform to the University guidelines on alternative assessment arrangements
	all classroom tests to conform to the University guidelines on alternative assessment arrangements
	Deans
	Semester 2 2006/7

	Progression and achievement
	Ensure data are produced in a format that allows for easy access and analysis and provides information that is of value for evaluation and monitoring of progression and achievement
	Management information is produced which effectively identifies potential issues and thereby supports improvements

Processes are in place for considering the information and taking appropriate improvement actions
	ASA/CA/HR
Inclusion and Diversity committee
	End 2007

	
	Investigate the feasibility and effectiveness of a range of methods for monitoring progression
	Investigation identifies most appropriate method
	Head of SDS
	Academic year 2007/8

	Curriculum structure
	Research to be undertaken to identify the full impact of semesters on disabled students and what actions can be taken to remove them
	Issues identified and actions recommended
	EOD Manager/

Head of SDS


	Research to be undertaken S2 06/7 and S1 07/8. 

implementation S2 07/8 

	Quality Assurance
	Increase the explicit focus on Inclusion and Diversity in the Annual Review process 
	Inclusion and Diversity are covered in detail in the annual review process
	Deans/EODCs
	Academic year 2007/8

	
	Ensure Inclusion and Diversity are considered in the validation of new programmes and the periodic review of existing programmes via the introduction of diversity checklists both for programmes within Oxford Brookes and those offered by collaborative institutions within and beyond Britain.
	Checklists are in place 
	APQU
	Academic year 2007/8

	
	Develop guidance for internal and external assessors and examiners employed by Oxford Brookes
	Guidance is in place 
	EOD Manager/APQU
	Academic year 2007/8

	
	Raise the University’s concerns re the need for inclusion and diversity training for external assessors not linked to Oxford Brookes to appropriate bodies 
	Concerns forwarded to appropriate body
	APQU
	S2 2006/7

	Collaborative working and stakeholder engagement
	Continue to work in partnership with other representative bodies within Oxfordshire to ensure synergy in activities wherever possible
	Structures for partnership activity are in place, collaborative working takes place
	EOD Manager
	Ongoing

	
	Develop a framework for ongoing consultation with external stakeholders:
	Clear channels for communication and consultation in place and active
	EOD Manager
	Framework in place summer for start of academic year 07/08

	Collaborative arrangements and partnerships 
	LPAG to draw up specific criteria to be included as part of all partner contracts that identify how and from what source Oxford Brookes University enrolled disabled students will be supported.
	Criteria in place
	LPAG
	Semester 2 06/07

	
	All agreements with collaborative institutions (whether UK based or overseas) to include an operations manual that requires the partner institution to comply with UK disability equality legislation
	Manual in place
	Director ASA/Legal Services
	Academic year 2007/8

	Contractors
	Audit and review contract agreement procedures to ensure that they identify the University’s expectations with regard to Equality and Diversity.
	Contract agreements meet university requirements with regard to EOD
	Legal Services/Deans Directors
	Academic year 2007/8

	Impact assessment
	Information is systematically collected and analysed in order to identify any disparities or disadvantage created by existing policies and practices and to take action to remove them.
	Progress and outcomes of IA clearly demonstrated at each stage. 

Identified actions included within the action plan
	Impact Assessment Action Team
	Ongoing

	Secretary of State actions, with dates notified 
	In some areas the University has concerns about processes and procedures that it feels do not fully support the goal of disability equality but has no ability to take action to improve them. The University will raise these issues With the Secretary of State. 
Currently issues to be raised are:

· The length of time it takes many students to get assessed for DSA and then receive their funding

· Access to DSA for part-time and postgraduate students

· Funding to support the needs of disabled international students

· How students on exchange programmes abroad are supported

· The need for external assessors to be trained to ensure they fully understand good practice in regard to equal opportunities and diversity

· The impact of professional bodies’ identification of ‘fit to practice’ criteria on the Universitys ability to offer places on courses to students with certain disabilities.

· The need for all work placement locations to make reasonable adjustments for disabled students.


F. Appendices
Appendix A - Staff survey 2005
Comparison of responses between those who indicated they had a disability compared to those who indicated they did not 

Questions highlighted below are those where disabled respondents were more than 5% points less satisfied with their experience than other respondents. All figures show the percentage of respondents
Pay and conditions
	Q1.1 
	I feel fairly paid in relation to people doing similar jobs for other employers

	
	
	Disabled
	Other

	
	Agree strongly
	7
	9

	
	Agree
	43
	49

	
	Disagree
	25
	27

	
	Disagree Strongly
	19
	10

	
	No Response
	7
	5

	
	
	+7% Disagree

	Q1.2
	I feel fairly paid in relation to other staff at the University, doing the same job

	
	
	Disabled
	Other

	
	Agree strongly
	5
	8

	
	Agree
	55
	57

	
	Disagree
	23
	19

	
	Disagree Strongly
	15
	11

	
	No Response
	3
	5

	
	
	+8% Disagree

	Job satisfaction

	Q2.18
	I feel my experience is valued by my colleagues

	
	
	Disabled
	Other

	
	Agree strongly
	23
	21

	
	Agree
	59
	66

	
	Disagree
	15
	9

	
	Disagree Strongly
	1
	1

	
	No Response
	3
	2

	
	
	+6% disagree

	Q2.21
	I have a clear understanding about what I'm expected to achieve in my job

	
	
	Disabled
	Other

	
	Agree strongly
	25
	23

	
	Agree
	51
	64

	
	Disagree
	16
	10

	
	Disagree Strongly
	4
	1

	
	No Response
	4
	2

	
	
	+9% disagree

	Q2.24
	I feel I have had to put in a lot of extra time within the last 12 months to meet the demands of my workload

	
	
	Disabled
	Other

	
	Agree strongly
	31
	34

	
	Agree
	40
	28

	
	Disagree
	16
	29

	
	Disagree Strongly
	4
	2

	
	No Response
	9
	7

	
	
	+9% Agree

	Physical Environment

	Q3.3
	My campus/building has adequate facilities for a satisfying work environment.

	
	
	Disabled
	Other

	
	Agree strongly
	4
	6

	
	Agree
	39
	47

	
	Disagree
	29
	30

	
	Disagree Strongly
	20
	11

	
	Not applicable
	4
	3

	
	No Response
	4
	4

	
	
	+8% Disagree

	Q3.5 
	(b) How satisfied are you with the ventilation in your working environment

	
	
	Disabled
	Other

	
	Very
	7
	15

	
	Fairly
	45
	48

	
	Not Very
	24
	24

	
	Not at all
	20
	11

	
	Not applicable
	3
	1

	
	No response
	1
	1

	
	
	+9% Unsatisfied

	Q3.5 
	(d) How satisfied are you with the rest are/canteen in your working environment

	
	
	Disabled
	Other

	
	Very
	7
	11

	
	Fairly
	25
	32

	
	Not Very
	31
	27

	
	Not at all
	29
	22

	
	Not applicable
	7
	5

	
	No response
	1
	3

	
	
	+11% Unsatisfied

	Health Safety & Welfare

	Q4.5a 
	I am not aware of others experiencing bullying

	
	
	Disabled
	Other

	
	Agree
	55
	60

	
	Disagree
	44
	38

	
	No response
	1
	1

	
	
	+6% Disagree

	Q4.6
	I do not feel stressed because of work

	
	
	Disabled
	Other

	
	Agree
	31
	39

	
	Disagree
	65
	59

	
	No response
	4
	

	
	
	+6% Disagree

	Q4.7
	Working at Brookes I am treated with respect by other staff

	
	Percentage of respondents
	

	
	
	Disabled
	Other

	
	Agree
	77
	85

	
	Disagree
	21
	13

	
	No response
	1
	3

	
	
	+8% Disagree

	Communications and Staff involvement

	Q6.1
	Useful sources of information

	
	
	Disabled
	Other

	
	Web site/internet
	63
	50

	
	
	+13%

	Q6.2
	I am involved in decisions that affect me in my own area of work

	
	
	Disabled
	Other

	
	Agree strongly
	20
	20

	
	Agree
	51
	56

	
	Disagree
	25
	18

	
	Disagree Strongly
	4
	5

	
	No Response
	
	1

	
	
	+6% Disagree

	Q6.4
	I feel that there are adequate opportunities to raise points of concern

	
	
	Disabled
	Other

	
	Agree strongly
	16
	14

	
	Agree
	53
	59

	
	Disagree
	27
	19

	
	Disagree Strongly
	4
	5

	
	No Response
	
	2

	
	
	+7% Disagree

	Q6.5
	I feel able to voice my opinions

	
	
	Disabled
	Other

	
	Agree strongly
	19
	18

	
	Agree
	57
	65

	
	Disagree
	20
	13

	
	Disagree Strongly
	3
	2

	
	No Response
	1
	2

	
	
	+8% Disagree

	Q6.6
	Most people feel able to speak their minds about the way things are done in the university

	
	
	Disabled
	Other

	
	Agree strongly
	9
	7

	
	Agree
	49
	55

	
	Disagree
	31
	27

	
	Disagree Strongly
	9
	5

	
	No Response
	1
	6

	
	
	+8% Disagree

	Q6.8
	If I want to put forward new ideas or suggestions for improvement I know how to do so

	
	
	Disabled
	Other

	
	Agree strongly
	9
	14

	
	Agree
	64
	68

	
	Disagree
	20
	14

	
	Disagree Strongly
	7
	1

	
	No Response
	
	3

	
	
	+7% Disagree

	Q6.9
	I am confident my ideas or suggestions will be listened to

	
	
	Disabled
	Other

	
	Agree strongly
	8
	10

	
	Agree
	45
	47

	
	Disagree
	32
	29

	
	Disagree Strongly
	13
	10

	
	No Response
	1
	5

	
	
	+7% Disagree

	Q6.10
	I am confident I will get feedback on my ideas or suggestions 

	
	
	Disabled
	Other

	
	Agree strongly
	7
	9

	
	Agree
	41
	45

	
	Disagree
	37
	33

	
	Disagree Strongly
	13
	9

	
	No Response
	1
	5

	
	
	+8% Disagree

	Staff development

	Q7.7
	I feel that I am given the same opportunities to develop as other staff

	
	
	Disabled
	Other

	
	Agree strongly
	7
	12

	
	Agree
	59
	62

	
	Disagree
	19
	13

	
	Disagree Strongly
	5
	4

	
	No Response
	11
	9

	
	
	+7% Disagree

	Q7.12
	I’m able to access development opportunities externally to assist in my professional development

	
	
	Disabled
	Other

	
	Agree strongly
	5
	7

	
	Agree
	39
	42

	
	Disagree
	33
	32

	
	Disagree Strongly
	11
	5

	
	No Response
	12
	14

	
	
	+7% Disagree

	Work Life Balance

	Q8.2
	The University provides good support to help me balance work and personal commitments

	
	
	Disabled
	Other

	
	Agree strongly
	8
	11

	
	Agree
	52
	54

	
	Disagree
	27
	21

	
	Disagree Strongly
	8
	5

	
	No Response
	5
	9

	
	
	+9% Disagree

	Q8.2
	Everyone’s treated equally with regard to helping balance work and personal commitments

	
	
	Disabled
	Other

	
	Agree strongly
	9
	7

	
	Agree
	44
	49

	
	Disagree
	28
	24

	
	Disagree Strongly
	12
	8

	
	No Response
	7
	12

	
	
	+8% Disagree

	Q8.6
	Have you made use of the policy on the request to change hours and patterns of work?

	
	
	Disabled
	Other

	
	Yes
	35
	26

	
	No
	41
	48

	
	Not applicable
	19
	17

	
	No response
	5
	8

	
	
	+9% yes

	Q8.6
	Have you been refused the right to work flexibly

	
	
	Disabled
	Other

	
	Yes
	9
	1

	
	No
	43
	20

	
	Not requested
	43
	71

	
	No response
	5
	8

	
	
	+8% refused


Appendix B - Quantitative results from staff questionnaire on disability

Circulated to all staff in September 2005

For a copy of the questionnaire visit : http://www.brookes.ac.uk/services/hr/eod/disability/questionnaire.pdf
Profile of respondents
Question 1 – do you consider yourself to be covered under the DDA definition of disability?
Response levels to the survey were good. In total approximately 12% of staff completed the questionnaire. Responses from staff indicating they had a disability were particularly high. Over 18% of respondents indicated they had a disability as compared to just 2.2% of all staff. (Table 1)
Table 1 – initial breakdown of respondents

	
	Respondents
	Total of regular workforce (July 05)
	Percentage of staff

	Yes
	50
	49
	102%

	No
	223
	2194
	10.2%

	Total
	273
	2243
	12.2%

	Disabled respondents as a percentage of totals 
	18.3%
	2.2%
	


Question 2 – Nature of identified disabilities
The most common type of disability identified was a mobility/physical disability. Progressive disabilities, Dyslexia and Mental Health difficulties accounted for a further 48% of respondents. (Table 2)
Table 2 – breakdown of respondents by nature of the disability

	
	Number
	Percentage

	Mobility/physical disability
	16
	32%

	Progressive disability/chronic illness (e.g. MS, Cancer)
	9
	18%

	Dyslexia
	8
	16%

	Mental Health difficulty
	7
	14%

	Deaf/Hearing Loss
	2
	4%

	Blind/partially sighted
	1
	2%

	Other/Not disclosed
	7
	14%


Just over two thirds (67.4%) of all respondents and just over 60% of disabled respondents were female (Table 3). These are slightly higher proportions than female staff account for within Brookes as a whole.
Table 3 - Gender of respondents
	
	All respondents
	Disabled respondents
	Other respondents
	Regular workforce (July 05)

	
	No
	%
	No
	%
	No
	%
	No
	%

	Male
	73
	26.7
	17
	34.0
	56
	25.1
	895
	39.9

	Female
	184
	67.4
	31
	62.0
	153
	68.6
	1348
	60.1

	Not known
	16
	5.9
	2
	4.0
	14
	6.3
	0
	

	TOTAL
	273
	100.0
	50
	100.0
	223
	100.0
	2243
	100.0


A quarter of respondents chose not to identify whether they were academic or support staff. Of the remainder just under 50% identified themselves as support and just over 22% said they were academic (Table 4). Excluding the ‘not knowns’ the proportions are very similar to those within Brookes as a whole.
Table 4 – Role of respondents
	
	All 

respondents
	Disabled respondents
	Other respondents
	Regular workforce 

(July 05)

	
	No
	%
	No
	%
	No
	%
	No
	%

	Academic
	61
	22.3
	13
	26.0
	48
	21.5
	809
	36.1

	Support staff
	131
	48.0
	22
	44.0
	109
	48.9
	1434
	63.9

	Not known
	81
	29.7
	15
	30.0
	66
	29.5
	
	

	TOTAL
	273
	100.0
	50
	100.0
	223
	100.0
	2243
	100.0


Question 3 – How far do you feel the following support the needs of disabled staff? 
Staff were asked to indicate how far they felt a list of identified individuals (and University policies and procedures in general) supported the needs of disabled staff on a scale of 1 to 5 where 1 = very unsupportive and 5 = very supportive. 

Using the mean score as a guide Equal Opportunities and Diversity Coordinators were identified as the most supportive group of staff by both disabled respondents and other staff. Disabled respondents felt that students and Deans and Directors were the least supportive groups. (Table 5 and Chart 1).
Table 5 - How far do you feel the following support the needs of disabled staff? 

(Mean score where 1 = Very unsupportive and 5 = Very supportive)
	
	Respondents who indicated they are disabled
	Other Respondents

	Equal Opportunities and Diversity Coordinators 
	4.1
	4.1

	Work colleagues
	4.0
	3.9

	Line managers
	3.8
	3.8

	Policies and Procedures
	3.8
	3.8

	Human Resources staff
	3.8
	3.8

	Other staff
	3.7
	3.6

	Students
	3.3
	3.5

	Deans and Directors
	3.2
	3.6


Chart 1 – supporting the needs of disabled staff
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This perception of lack of positive support from senior managers, especially by disabled staff, is something we will need to address in our Disability Equality Scheme (DES). The legislation requires us to positively promote support for disabled staff and students and it is essential that senior managers are seen to be supportive of any actions identified and taken as part of the DES.
Question 4A – How important do you feel the following are to the participation of disabled staff at Oxford Brookes?
Respondents were asked to indicate how important they felt a range of factors were to the participation of disabled staff at Oxford Brookes on a rating of 1 to 6 where 1 = not at all important and 6 = very important (Table 6).

Over two thirds of disabled respondents gave access to support and advice, working practices, the physical environment and transport the highest importance rating of 6. Close to or just over 60% of disabled respondents also indicated that policies and procedures and communication were ‘very important’
Both disabled staff and other respondents gave the physical environment a high importance score. Disabled respondents however were more likely to rate access to support and advice, working practices, communication and policies and procedures as ‘very important’ than other respondents (Chart 2).
Table 6 - How important do you feel the following are to the participation of disabled staff at Oxford Brookes?
	
	Not at all important 1
	2
	3
	4
	5
	Very important 6

	
	Percentage of respondents

	Access to support & advice
	Disabled
	
	
	
	8.3
	20.8
	70.8

	
	Not disabled
	
	1.0
	3.5
	12.9
	30.3
	52.2

	Working practices
	Disabled
	
	
	4.1
	6.1
	20.4
	69.4

	
	Not disabled
	
	
	4.4
	17.2
	27.5
	51.0

	Physical environment
	Disabled
	
	
	2.1
	2.1
	29.2
	66.7

	
	Not disabled
	
	0.5
	3.9
	5.3
	21.8
	68.4

	Transport
	Disabled
	
	
	4.3
	8.5
	21.3
	66.0

	
	Not disabled
	
	1.0
	5.4
	12.2
	24.4
	57.1

	Communication
	Disabled
	
	2.2
	2.2
	8.7
	26.1
	60.9

	
	Not disabled
	
	2.5
	10.0
	23.9
	32.3
	31.3

	Policies & procedures
	Disabled
	
	
	4.3
	8.5
	27.7
	59.6

	
	Not disabled
	
	3.4
	8.3
	19.0
	35.6
	33.7

	Assistive technology
	Disabled
	
	
	
	17.8
	28.9
	53.3

	
	Not disabled
	
	1.5
	2.5
	15.3
	34.0
	46.8

	Training & development
	Disabled
	2.0
	
	4.1
	22.4
	22.4
	49.0

	
	Not disabled
	
	2.0
	6.4
	19.8
	35.6
	36.1

	IT
	Disabled
	
	2.2
	4.3
	8.7
	39.1
	45.7

	
	Not disabled
	
	1.5
	5.4
	28.1
	36.9
	28.1

	Annual review process
	Disabled
	2.2
	4.3
	13.0
	10.9
	23.9
	45.7

	
	Not disabled
	2.5
	3.5
	16.4
	25.4
	29.4
	22.9

	Application process
	Disabled
	2.1
	
	6.3
	25.0
	27.1
	39.6

	
	Not disabled
	1.5
	3.0
	11.5
	15.5
	31.5
	37.0


Chart 2 – importance to the participation of disabled staff at Oxford Brookes?
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Taking a mean importance score where 1 = Not at all important and 6 = Very important access to support and advice, the physical environment and working practices all score 5.6 with disabled respondents (Table 7). It is clear that whilst providing a suitable physical environment is very important to the participation of disabled staff at Oxford Brookes we should not focus on this at the expense of other key factors such as support and advice and promoting positive working practices.
Table 7 – Mean importance scores where 1 = Not at all important and 6 = Very important
	
	Disabled respondents
	Other 

respondents

	Access to support & advice
	5.6
	5.3

	Physical environment
	5.6
	5.5

	Working practices
	5.6
	5.3

	Transport
	5.5
	5.3

	Assistive Technology
	5.4
	5.2

	Policies & procedures
	5.4
	4.9

	Communication
	5.4
	4.8

	IT
	5.2
	4.8

	Training and Development 
	5.1
	5.0

	Application process
	4.9
	4.8

	Annual review process
	4.9
	4.4


Question 4B – How satisfied are you with your experience of the following?
Following the question on importance staff were asked a parallel question to indicate how satisfied they were with the same range of factors on a rating of 1 to 6 where 1 = not at all satisfied and 6 = very satisfied (Table 8). 
Table 8 - How satisfied are you with your experience of following
	
	Not at all satisfied 1
	2
	3
	4
	5
	Very satisfied 6

	
	Percentage of respondents

	Communication
	Disabled
	10.9
	15.2
	19.6
	28.3
	19.6
	6.5

	
	Other
	5.6
	16.1
	27.8
	29.4
	17.8
	3.3

	Annual review process
	Disabled
	9.5
	14.3
	21.4
	23.8
	19.0
	11.9

	
	Other
	5.0
	11.0
	23.8
	29.3
	26.5
	4.4

	Transport
	Disabled
	7.3
	14.6
	43.9
	19.5
	9.8
	4.9

	
	Other
	4.6
	12.6
	32.2
	28.2
	16.7
	5.2

	Physical environment
	Disabled
	6.4
	12.8
	27.7
	21.3
	23.4
	8.5

	
	Other
	4.9
	15.8
	27.7
	27.2
	19.0
	5.4

	Working practices
	Disabled
	4.2
	14.6
	16.7
	20.8
	29.2
	14.6

	
	Other
	2.8
	8.3
	16.1
	23.9
	33.9
	15.0

	Policies & procedures
	Disabled
	2.3
	6.8
	13.6
	43.2
	27.3
	6.8

	
	Other
	2.8
	8.3
	22.8
	37.2
	25.0
	3.9

	Access to support & advice
	Disabled
	2.2
	23.9
	17.4
	26.1
	21.7
	8.7

	
	Other
	4.0
	6.3
	24.1
	33.3
	26.4
	5.7

	Training & Development
	Disabled
	2.1
	10.6
	17.0
	19.1
	38.3
	12.8

	
	Other
	2.2
	6.1
	23.3
	30.0
	26.7
	11.7

	Assistive Technology
	Disabled
	
	2.5
	22.5
	27.5
	32.5
	15.0

	
	Other
	1.9
	4.3
	28.6
	37.9
	22.4
	5.0

	IT
	Disabled
	
	2.2
	15.6
	33.3
	37.8
	11.1

	
	Other
	1.1
	3.4
	18.4
	37.4
	34.5
	5.2

	Application process
	Disabled
	
	
	16.7
	19.0
	42.9
	21.4

	
	Other
	2.3
	4.0
	18.5
	28.9
	36.4
	9.8


Communication was the area where the greatest numbers of staff said they were ‘not at all satisfied’. This was true for both staff who had indicated they had a disability and other staff, though those with a disability were more likely to indicate they were not at all satisfied. This was also true for a number of other areas (Chart 3).
[image: image5.emf]Percentage of staff not at all satisfied with the following

0.0 2.0 4.0 6.0 8.0 10.0 12.0

IT

Assistive Technology

Application Process

T&D

access to support & advice

Policies & proceedures

working practices

Physical environment

Transport

Annual review process

Communication

percentage

Disabled staff

Other staff


Chart 3 – Satisfaction with University services and environment

Table 9 (below) looks at levels of dissatisfaction at levels 1 and 2 combined. It is interesting to note that while only a small proportion of disabled respondents (2.2%) give access to advice and support the lowest rating of 1 a very significant number (23.9%) rate it only at level 2, a far higher proportion than is seen for other respondents. Taking levels 1 and 2 together dissatisfaction is also very high for communication for both disabled and other respondents.

Continuing to look at levels 1 and 2 combined the biggest gaps in satisfaction levels between disabled staff and other staff are in the areas of access to support and advice, the annual review process and working practices (chart 4)
Table 9 – Dissatisfaction at levels 1 and 2
	
	1
	2
	Total of level

1 and 2

	
	
	Percentage of respondents

	Access to support & advice
	Disabled
	2.2
	23.9
	26.1

	
	Other
	4.0
	6.3
	10.3

	Communication
	Disabled
	10.9
	15.2
	26.1

	
	Other
	5.6
	16.1
	21.7

	Annual review process
	Disabled
	9.5
	14.3
	23.8

	
	Other
	5.0
	11.0
	16.0

	Transport
	Disabled
	7.3
	14.6
	21.9

	
	Other
	4.6
	12.6
	17.2

	Physical environment
	Disabled
	6.4
	12.8
	19.2

	
	Other
	4.9
	15.8
	20.7

	Working practices
	Disabled
	4.2
	14.6
	18.8

	
	Other
	2.8
	8.3
	11.1

	Training & Development
	Disabled
	2.1
	10.6
	12.7

	
	Other
	2.2
	6.1
	8.3

	Policies & procedures
	Disabled
	2.3
	6.8
	9.1

	
	Other
	2.8
	8.3
	11.1

	Assistive Technology
	Disabled
	
	2.5
	2.5

	
	Other
	1.9
	4.3
	6.2

	IT
	Disabled
	
	2.2
	2.2

	
	Other
	1.1
	3.4
	4.5

	Application process
	Disabled
	
	
	

	
	Other
	2.3
	4.0
	6.3
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Chart 4 – Dissatisfaction at levels 1 and 2 with University services and environment
Looking at mean satisfaction scores a slightly different pattern emerges. The relative differences suggest that in some areas (access to support and advice and working practices for example) respondents’ experiences are very variable. This highlights the importance of offering a consistent quality of service across the University. Other research conducted internally looking at overall staff experiences of work-life balance has emphasised the role of line managers as ‘gatekeepers’ of the policies and procedures. It is important that all line managers have the training and understanding needed to ensure that disabled staff are supported in using flexible working policies and practices wherever necessary and possible.
Table 10 Mean satisfaction scores where 1 = Not at all satisfied and 6 = Very satisfied

	
	Disabled respondents
	Other respondents

	Transport
	3.2
	3.7

	Communication
	3.5
	3.5

	Annual review process
	3.6
	3.7

	Access to support & advice
	3.7
	3.9

	Physical environment
	3.7
	3.6

	Working practices
	4.0
	4.2

	Policies and procedures
	4.1
	3.9

	Training and development 
	4.2
	4.1

	Assistive Technology
	4.4
	3.9

	IT
	4.4
	4.2

	Application process
	4.7
	4.2


Chart 5 (below) compares disabled respondents mean levels of importance with mean levels of satisfaction helping to identify the ‘gaps’. A number of areas had higher importance levels than satisfaction levels, the most significant gaps were in the areas of Transport, access to support and advice, communication and the physical environment.
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Chart 5 – Disabled respondents -importance versus satisfaction 

Question 5 – how far do you feel the following impact on the participation of disabled students at Oxford Brookes?

Respondents were asked to indicate how important they felt a range of factors were to the participation of disabled students at Oxford Brookes on a rating of 1 to 5 where 1 = a serious barrier and 5 = of significant benefit (Table 11 and Chart 6).

A number of respondents didn’t answer this question – perhaps because they felt they weren’t qualified to comment. Of those who did more rated the teaching environment a serious barrier to participation than any other factor.
Table 11 – how far are the following factors a barrier or a benefit to the participation of students at Oxford Brookes?

	
	Serious barrier
	Limited barrier
	No impact
	Some benefit
	Significant benefit
	No response

	
	Percentage of respondents

	Teaching environment
	11.0
	29.7
	9.2
	9.5
	4.8
	35.9

	Field trips
	7.7
	27.8
	9.5
	9.5
	3.3
	42.1

	Group work
	4.8
	18.7
	17.2
	17.9
	5.1
	36.3

	Sports facilities
	4.0
	19.4
	16.8
	12.1
	3.7
	44.0

	Accommodation
	3.7
	21.2
	12.8
	15.4
	6.2
	40.7

	Social environment
	3.3
	20.5
	16.5
	13.9
	4.0
	41.8

	Computing/library
	2.6
	18.7
	16.5
	20.5
	5.5
	36.3

	Enrolment and induction
	2.2
	17.6
	19.8
	17.9
	6.2
	36.3

	Assessment/exams
	1.8
	16.8
	23.1
	15.4
	5.5
	37.4

	Application process
	1.5
	11.0
	29.3
	15.4
	4.4
	38.5

	Student Disability Service
	0.7
	3.3
	7.0
	23.8
	25.2
	39.9

	Learning and Teaching
	0.4
	14.3
	19.4
	21.2
	7.0
	37.7

	Curriculum
	0.4
	9.5
	31.1
	16.5
	4.4
	38.0


Chart 6 – How far are the following a serious barrier to the participation of disabled students
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The Student Disability Service was the only area where a substantial number of respondents (25.2% of all respondents and 40% of those who answered the question) indicated that the factor was a significant benefit to the participation of disabled students.

A duty under the new legislation is to positively promote the rights and participation of disabled students. The responses indicate there is work to do in identifying how a number of factors highlighted in the survey do this.
Q6 – How far do you feel the following impact on the participation of disabled members of the local community who wish to use the facilities at Oxford Brookes?
Respondents were asked to indicate how important they felt a range of factors were to the participation of disabled members of the local community at Oxford Brookes on a rating of 1 to 5 where 1 = a serious barrier and 5 = of significant benefit (Table 12).

As with question 5 a significant percentage of respondents didn’t answer this question.
The majority of respondents felt that the factors identified were likely to have no impact on, or other some benefit to the participation of disabled members of the local community. Access to facilities was the area where the greatest number of respondents felt that there could be a barrier to participation.
Table 12 - how far are the following factors a barrier or a benefit to the participation of disabled members of the local community?
	
	serious barrier
	limited barrier
	no impact
	some benefit
	significant benefit
	No response

	
	Percentage of respondents

	Policies & Practices
	2.93
	5.86
	23.44
	23.08
	3.30
	41.39

	Awareness within Community
	2.93
	6.23
	23.08
	21.25
	5.13
	41.39

	Access to facilities
	3.30
	12.45
	18.68
	20.15
	5.49
	39.93


Question 7 – What do you feel are the key areas of University activity that the scheme needs to focus on? (Tick any that apply)
Respondents were asked to indicate from a list that they felt were key areas of activity that the University needed to focus its attention on with regard to delivering equality for disabled staff, students and other stakeholders. They were allowed to tick as many factors as they wanted. (Table 13 and Chart 7)

Almost two-thirds (64%) of disabled respondents indicated that consultation was an area the scheme needed to focus on and over 50% that the physical environment should be addressed. Over a third of disabled respondents also indicated that services for staff and students (40%) Human Resources (38%) and staff development and training (36%) were key areas for the scheme to focus on.
Table 13 - Key areas of University activity that the scheme needs to focus on
	
	Disabled 

respondents
	Other 

respondents

	
	No.
	%
	No.
	%

	Consultation
	32
	64.0%
	130
	58.3%

	Physical Environment
	28
	56.0%
	156
	70.0%

	Services for staff & students
	20
	40.0%
	71
	31.8%

	Human Resources
	19
	38.0%
	50
	22.4%

	Staff Development & Training
	18
	36.0%
	72
	32.3%

	Academic Areas
	15
	30.0%
	76
	34.1%

	Monitoring/impact assessment
	11
	22.0%
	60
	26.9%

	Communication & marketing
	10
	20.0%
	47
	21.1%

	Relations with the community
	6
	12.0%
	50
	22.4%

	IT
	6
	12.0%
	34
	15.2%

	Research strategy
	2
	4.0%
	14
	6.3%
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Chart 7 – Key areas of focus for the University DES 

Appendix C – Attendees at joint consultation event 8 June 2006
· Autism Family Support
· Blind in Business
· Dialability
· Henley Access Group
· Oxford Brookes University Student Disability service
· Oxford Brookes University student representative
· Oxford City Council
· Oxford Deaf and Hard of Hearing Centre
· Oxfordshire Community for Voluntary Action
· Oxfordshire Council of Disabled People
· Oxfordshire County Council
· Oxfordshire Dyslexia Association
· Oxfordshire Employment Service
· Oxfordshire Older People’s Panel
· Oxford University Dyslexia Forum
· Oxford University Students’ Union
· OXRAD sports centre
· Multiple Sclerosis Society (Oxford & District branch)
· Shopmobility
· South Oxfordshire District Council
Appendix D - Glossary of terms and abbreviations

	Access to work
	Access to Work provides advice and practical support to disabled people and their employers to help remove barriers to employment

	APQU
	Academic Policy and Quality Unit at Brookes

	ASA
	Directorate of Academic and Student Affairs at Brookes

	BSL
	British Sign Language

	BSLES
	Brookes Student Learning Experience Strategy

	BSWG
	Business Systems Working Group at Brookes

	CA
	Directorate of Corporate Affairs at Brookes

	CDPR
	Centre for Diversity Policy Research at Brookes

	DDA
	Disability Discrimination Acts 1995 and 2005

	DRC
	Disability Rights Commission

	DSA
	Disabled Students’ Allowance

	ECU
	Equality Challenge Unit

	e-learning
	the delivery of learning via electronic media such as the internet 

	EFM
	Directorate of Estates and Facilities Management at Brookes

	EOD
	Equal opportunities and diversity

	EODC
	Equal Opportunity and Diversity Co-ordinator for school/directorate at Brookes

	FTE
	full-time equivalent

	HEFCE
	Higher Education Funding Council for England

	HEI
	higher education institution

	HESA
	Higher Education Statistics Agency – collects, analyses and reports on statistics for higher education in the UK

	HR
	Directorate of Human Resources at Brookes

	IPS
	Information Processes and Systems Committee at Brookes

	LPAG
	Learning Partnerships Advisory Group at Brookes

	OCSLD
	Oxford Centre for Staff and Learning Development at Brookes

	OFSTED
	Office for Standards in Education – aims to improve the standard of education by regular inspection, public reporting and advice. Ofsted is responsible for assessing the quality of initial teacher training.

	PDP
	Personal Development Planning

	PGCTHE
	Postgraduate Certificate in Teaching in Higher Education

	PIP
	Personal Information Portal – allows students and staff at Brookes to access personal and course information online.

	PR
	Public Relations Office at Brookes

	QAA
	Quality Assurance Agency for Higher Education

	SDG
	Student Disability Group at Brookes

	SDS
	Student Disability Service at Brookes

	SENDA
	Special Educational Needs and Disability Act 

	SpLD
	Specific Learning Disability e.g. dyslexia, dyscalculia

	SMT
	Senior Management Team at Brookes

	Two Ticks
	Positive about Disabled People / Two Ticks commitment – employers who display the symbol have signed up to take certain positive steps to employ disabled people.

	WP
	Widening Participation 



































� Disability Rights Commission Disability Briefing; Oct 2002


� regular recruitment excludes staff on casual or hourly paid contracts
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