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EQUALITY AND DIVERSITY IMPACT ASSESSMENT EXERCISE
JANUARY 2006 – AUGUST 2007


‘The University of Northumbria has embraced the Equality and Diversity agenda having led a project on Impact Assessment, re-established our key policies and implemented action plans to support new legislation and develop a new Equality and Diversity Strategy.

As Vice-Chancellor, I take my responsibilities very seriously and personally chair the University’s Equality and Diversity Committee.  Working with the Director of Human Resources and Director of Student Services, we want to promote diversity and inclusion to enable achievement of aspirations.

I am very proud of the Impact Assessment achievements and the work undertaken by the Human Resources Department to ensure both the University and the HE Sector have an effective process which is IT based and supports this key requirement of organisations.’

Professor Kel Fidler, Vice-Chancellor, Northumbria University

II. Methodology

In response to legislative and societal changes, Northumbria University has developed a formal process for Impact Assessment and contributed to the development of an e-tool (to capture date and record progress) to enable an equality and diversity Impact Assessment (IA) to be undertaken for all its staff and student activities. 

Communication was an integral aspect, staff and external bodies were engaged very early in the process.  Information was provided by leaflets, emails, staff newsletter articles and face to face meetings.  

Human Resources led this development and engaged Student Services and Academic Registry in piloting the activities associate with IA.  IA was undertaken in three stages:

· Primary IA - collection and prioritising of policies and analysis of available data.  

· Secondary IA - internal and external consultation covering all aspects of equality and diversity legislation.

· Full IA - presented recommendations for change / development.

The e-tool, developed with Trinity Development, enabled supported monitoring and reporting on the process.  University Committees, Academic Schools and Services all committed to the IA process.  All have developed staff to ensure IA activity is a key process embedded across the University.

External and internal consultation groups were created and facilitated.  Engagement with these groups continues. 

III. What worked well?

A strategic approach ensured engagement across the University.  The use of a robust process supported by a standardised analysis and data caption tool created confidence in the process and a uniform approach.  The time invested in training individuals in the ‘why’ before the ‘how’ enabled stakeholders to proceed with full confidence and understanding of the process and its effect on, and benefits for, the university.

The appointment of a Project Manager proved critical to ensuring all stages were achieved and successful.

IV. Key aspects which aided the transition from strategy to embedding

Key stakeholders across the university were engaged from the start, many of these at a senior level.  Open and continuous communication ensured all who were involved were aware of developments and could support each other, and brief all staff as appropriate.

The openness of the University consultation and the sharing of practices whether good or needing further development led to a transparent process that encouraged people to share experiences and information.

V. What didn’t work so well?

Although the project has been very positive, one difficulty was identifying the most relelvent community groups to engage in consultation.  When groups had been identified, it was often difficult to persuade them to be involved; some were suffering from consultation fatigue and did not have the resources to support us.  Some volunteer groups were unable to commit the time necessary for meaningful consultation. 

Once engaged, not all consultees were able to sustain continuous commitment to the exercise.  This was overcome by offering consultees benefits for supporting and continuing to work with the University.

VI. The impact of your project on the organisation

The project has raised the profile and reflected the commitment of the University to equality and diversity.  A greater understanding of responsibilities has been identified.  

The project has extended beyond legislative requirements to ensure all aspects of equality and diversity are treated the same.

The University has raised its profile, both internally and externally, and is now seen as an employer and learning provider who is open and receptive to feedback.

VII. Lessons learned – how successful do you think you have been in achieving your original objectives?

All original objectives have been achieved.  In conjunction with Trinity Development, the impact assessment process within Northumbria University has been developed and cascaded across the organisation.

Human Resources Department has concluded its primary, secondary and full impact assessments and lessons learnt have been disseminated. 

Consultees have been identified, engaged and developed to enable them to feel confident in the impact assessment process and their role within it.  The opportunities to continue to engage external consultees have reflected the success of this project.

Although the process was undertaken with some trepidation, Northumbria University is confident that equality and diversity impact assessment has benefited our approach to activities for staff and students.  This approach has raised the confidence of our staff in engaging in such activities.
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