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GSA’S EQUALITY OUTCOMES 2017-21 
 
 

1. An organisational culture in which respect for self and others is understood and practiced; where 
identity-based ignorance or prejudice is challenged and confidence promoted. 

 
2. An inclusive and accessible environment in which the diverse needs of students are systematically 

anticipated and provided for. 
 

3. An increase in the number of students from currently under-represented groups and achieving 
successful outcomes. 

 
4.  A fair pay and career progression framework which underpins equality of opportunity for all, actively 

works towards reducing the gender pay gap and addresses occupational segregation. 
 

5. An increased number of people from diverse ethnic and cultural backgrounds contributing to learning, 
teaching and research at GSA and engaging with diverse local communities. 

 
 
 

This plan is structured as follows: 

Introduction                                                                                                                                          Page 2 
GSA equality related roles and responsibilities.                                                 
 
Equality Outcomes                                                                                                                              Page 3-5 
These are each linked to strategic relevance and the measures to be used in 
assessing GSA’s success in achieving that equality outcome in statutory  
reporting 2019 and 2021. 
 
Action plans 2017-18                                                                                                                          Page 6-13                                                                                                                         
These are provided by Owners and Co-owners of each Equality Outcome with 
measures of success for activities undertaken in 2017-18: 
 

• Registrar and Secretary          Page 6-8 
• Deputy Director (Academic)                                                    Page 9-10 
• Director of Strategy and Marketing                                                     Page 11-12 
• Director of Finance and Resources                 Page 13-14 

 
GSA’s Equality Outcomes Plan published April 2017 is appended for information. 
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INTRODUCTION 
 
GSA’s Equality Plan 2017-18 is the starting point for systematic progress in delivering GSA’s Equality 
Outcomes 2017-21. The plan is underpinned by GSA’s now embedded approach to equality 
mainstreaming and clearly defined senior level ownership and responsibility for the delivery of 
equality impact assessment and equality outcomes. 
 
Progress will be reported to the Board of Governors in October 2018. 
 
 
 
EQUALITY RELATED ROLES AND RESPONSIBILITIES AT GSA 
 

• The Board of Governors must assure itself that GSA is compliant with the Equality Act 2010 
and meets the requirements of the Public Sector Equality Duty and the Scottish Specific 
Duties. 

 
• The Director of GSA is responsible for providing leadership and ensuring that compliance 

with the Equality Act 2010 and delivery of the Public Sector Equality Duty and the Scottish 
Specific Duties is integral to GSA’s strategic aims and are delivered across all activities and 
functions. 

 
• The Registrar and Secretary is responsible for briefing the Director on the requirements of 

the Equality Act 2010, the Public Sector Equality Duty and the Scottish Specific Duties and for 
formal institutional reporting, including to the Board of Governors. 
 

• The Equality Lead (Head of Student Support and Development) is responsible for the 
development of institution-level policy and guidance on the systems, mechanisms and 
measures required to demonstrate compliance. The Equality Lead is the primary source of 
advice for equality matters at GSA and is responsible for drafting appropriate formal reports, 
in consultation with the Registrar and Secretary.   

 
• Members of the GSA Executive Group reporting to the Director are responsible for ensuring 

that institution-level policy is implemented and delivered effectively within the areas for 
which they have leadership and management responsibility. GSA Executive Group Members 
are responsible for the development and implementation of relevant local-level measures to 
ensure alignment with institution-level policy and compliance with the Equality Act 2010 in 
the delivery of the activities within their remit.  

 
• Members of the Executive Group reporting to the Director are responsible for confirming 

annually that institution-level policy, for example Equality Impact Assessment, and 
applicable local measures, are being systematically implemented within the areas for which 
they have leadership and management responsibility. 
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GSA EQUALITY OUTCOMES 2017-2021 
 
EQUALITY OUTCOME 1: 
An organisational culture in which respect for self and others is understood and practiced, and where identity-based ignorance or prejudice is challenged and 
confidence promoted. 
EQUALITY OUTCOME CO-OWNERS: 
 
1(a) Registrar and Secretary 
1(b) Deputy Director ( Academic)  

MEASURES OF PROGRESS/SUCCESS: 
• Implementation of a policy framework which effectively support the resolution of conflict at 

local level and disciplinary action where appropriate, resulting in the potential for an increase 
in recorded complaints. 

• Student feedback, indicating confidence in engaging with diversity and mechanisms available 
for resolving complaints and raising issues. 

• Attendance at relevant staff training and development events recorded and evidencing 80% 
attendance for all relevant staff groups. 

• Staff feedback that confirms awareness and confidence in working with ignorance and 
prejudice appropriately. 

• Increased staff awareness and confidence: feedback Staff Survey 2018 and 2020. 
• Evidence of development and sharing good practice in Programme Monitoring and Annual 

Reports. 
 

STRATEGIC RELEVANCE: 
Outcome agreement – Gender plan 
Changing the Culture – UUK Taskforce 
Student Experience 
Staff Experience 
Learning and Teaching Enhancement Strategy 
Research and Enterprise Strategy 
HR Excellence in Research Action Plan 
Mainstreaming Equality  
GSA Equality Outcome: 2 
 
EQUALITY OUTCOME 2: 
An inclusive and accessible environment in which the diverse needs of students are systematically anticipated and provided for. 
 
EQUALITY OUTCOME CO-OWNERS: 
 
2(a) Deputy Director (Academic) 
2(b) Director of Finance and Resources 

MEASURES OF PROGRESS/SUCCESS: 
• Student feedback confirming that needs related to protected characteristics are being 

systematically delivered within the mainstream learning environment at programme and 
course level. ( Student Staff Consultative Committees; NSS/PTES/ARDR) 

• Consideration of equality demonstrated in all stages of decision making and development of 
GSA Estate. 

• Due regard to the PSED evidenced in capital bids and allocations with positive impact. 
 

 

STRATEGIC RELEVANCE: 
Student Experience 
Learning and Teaching Enhancement Strategy 
Estates Strategy, 
Mainstreaming Equality 
GSA Strategic Plan. 
Procurement 
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EQUALITY OUTCOME 3: 
An increase in the number of students from currently under-represented groups and achieving successful outcomes. 
 
EQUALITY OUTCOME CO-OWNERS: 
 
Deputy Director (Academic) 
Director of Strategy and Marketing 

MEASURES OF PROGRESS/SUCCESS: 
• Increase in applications from males with proportionate admissions 
• Improved gender balance in all programmes and no programme with a gender balance of less 

than 25% male or female 
• Attainment gap for gender maintained 
• Reduction in GSA’s BAME attainment gap  
• Increase in applications from BAME groups with proportionate admissions 
• Increase in the number of BAME students attending Open Studio programmes 
• Improve gender balance in Open Studio programmes 
 

STRATEGIC RELEVANCE: 
GSA Strategic Plan 2015-2018 and 2018-2021 
SFC Outcome Agreement 2015-2018 and 2018-2021 
SFC Gender Plan 
Scottish Government Post 16 Learner Journey 
Commission for Widening Access 
GSA Widening Participation Strategy 
GSA Recruitment Strategies 
GSA Articulation Strategy 
GSA Fair Admissions 
Student Experience 
Learning and Teaching Enhancement Strategy 
EQUALITY OUTCOME 4: 
A fair pay and career progression framework, which underpins equality of opportunity for all, actively works towards reducing the gender pay gap and addresses 
occupational segregation. 
 
EQUALITY OUTCOME CO-OWNERS: 
 
4(a)      Registrar and Secretary 
4(b)(c)  Deputy Director (Academic) 

MEASURES OF PROGRESS/SUCCESS: 
• Feedback from the Staff Survey July 2018/July 2020  
• Equal Pay Review March 2019/March 2021 evidencing reduction in gender pay gap and 

occupational segregation 
• Research data on research active staff 
• REF Equality Group data on REF Participation 
• Human Resources data on Readerships and Professorships 
• Improved gender balance in academic career progression  
 
 
 
 

STRATEGIC RELEVANCE: 
Public Sector Equality Duty – Statutory 
GSA Strategic Plan  
SFC Gender Plan,  
Human Resources Operational Plan 
Research Strategy 
HR Excellence in Research Action Plan 
GSA Equality Outcome: 1 
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EQUALITY OUTCOME 5: 
An increased number of people from diverse ethnic and cultural backgrounds contributing to learning, teaching and research at GSA and engaging with diverse local 
communities. 
 
EQUALITY OUTCOME CO-OWNERS: 
 
5(a) Deputy Director (Academic) 
5(b) Director of Strategy and Marketing 

MEASURES OF PROGRESS/SUCCESS 
• Research Office data on SKI events and mentoring participation 
• HR Excellence in Research deliverables 
• Visiting staff data 
• Programme level development reflects increased engagement with diverse histories and 

perspectives: evidenced in programme and course specifications and reported through PMAR 
• Increase in the number and diversity of visitors to GSA’s cultural engagement activities – 

Exhibitions, Public lectures, Mackintosh Tours and Open Studio with positive evaluation. 
• Delivery of GSA cultural engagement activities beyond our campus through partnership and 

local engagement 
 

STRATEGIC RELEVANCE: 
GSA Strategic Plan 2015-2018 and 2018-2021 
Outcome Agreement 2015-18 and 2018-2021 
Student Experience 
Learning and Teaching Enhancement Strategy 
GSA Research Strategies 
HR Excellence in Research Action Plan 
Scottish Government Cultural Strategy 
GSA Exhibitions Strategy 
GSA Exhibitions Audience Development Plan 
GSA Enterprises Tours Strategy 
 
 
 
 

 

 

 

 

 

 



 6 

GSA EQUALITY OUTCOMES 2017-2021                                                                                                                       

 
REGISTRAR AND SECRETARY: PLAN 2017-18                                                                                                                                                                         EQUALITY OUTCOME 1a. 
Action Delivery of Action 

(e.g. HofS/PL) 
Timescale Reporting Route 

(Statutory Reporting 2019 and 2021 – 
Annual Progress Report to the Board) 

Measures of Impact of Action 

Training/briefings for staff in dealing with complaints at 
both front line and investigation stage to support the 
application of the GSA Complaints Handling Procedure, 
including logging complaints. 
 

Deputy Registrar December 2017 • Quarterly complaint report 
issued to Executive Group 
members  

• Annual report to the 
Executive Group and  Board 
of Governors 

• Monitoring of number of 
complaints recorded. 

• Identification of themes and 
outcomes. 

• Monitoring of attendance 
at staff training with 80% of 
the relevant staff group 
having undertaken the 
training. 

Implementation of a quarterly report to be shared with 
all Executive Group members, including a summary of 
complaints and their outcomes, thus increasing staff 
awareness and an opportunity for sharing of best 
practice. 

Deputy Registrar October 2017 • Quarterly complaint report 
issued to Executive Group 
members  

• Annual report to the 
Executive Group and Board 
of Governors 

• Identification and 
monitoring of the nature of 
complaints/common 
themes and the areas they 
relate to, for example, 
complaints related to 
identity based experience. 

Revised Student Conduct Policy aligned with the 
Universities UK Taskforce recommendations, with 
specific reference to gender based violence, 
harassment and hate crime affecting university 
students.  
 
Develop a comprehensive matrix for staff training and 
development. 

Deputy Registrar November 2017 • Annual report to Executive 
Group  

• Annual Report to Senate 

• Evaluate effectiveness and 
identify areas for further 
development 

• Use qualitative and 
quantitative data to assess 
impact and support 
mainstreaming. 

• Use qualitative and 
quantitative date to inform 
targeted awareness and 
training. 

• Monitor, record and report 
of student conduct cases. 
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REGISTRAR AND SECRETARY: PLAN 2017-18                                                                                                                                                                         EQUALITY OUTCOME 1a. 
Action Delivery of Action 

(e.g. HofS/PL) 
Timescale Reporting Route 

(Statutory Reporting 2019 and 2021 – 
Annual Progress Report to the Board) 

Measures of Impact of Action 

Staff training/guidance to support the application of the 
student conduct policy framework. 

Deputy Registrar March 2018 • Annual report to Executive 
Group 

 

• Monitor feedback from 
students and staff to ensure 
consistent application of 
policy. 

• Monitoring of attendance 
at staff training with 80% of 
the relevant staff group 
having undertaken the 
training. 

Complete review and build on policy and procedural 
framework relating to staff conduct: 
• Staff Recruitment and Selection 
• Dignity and Respect at Work and Study 
• Disciplinary and Grievance 
• Employee Support 
• Capability Policy. 

 

Head of Human 
Resources 

October 2017 • Trade Union Forum 
• Human Resources 

Committee 
 

• Monitoring of use of policy 
framework and issues 
arising 

• Staff consultation/feedback 

Increase staff awareness of their responsibilities and 
build confidence and skill in working with diversity, 
promoting respectful environments, responding to 
complaints and challenging unacceptable behaviours 
through development and delivery of GSA’s Institutional 
Staff Development Strategy. 
 

Head of Human 
Resources 

Institutional Staff 
Development 
Strategy 
implementation 
from January 2018 

• Executive Group 
• Trade Union Forum 
• Human Resources 

Committee 
 

• 80% Staff engagement 
• Staff evaluation 

Introduce tailored development opportunities for 
managers that support effective delivery of the policy 
framework and promote awareness, skills and 
confidence in challenging prejudice and promoting 
respectful environments and relationships. 
 
 

Head of Human 
Resources 

Institutional Staff 
Development 
Strategy 
implementation 
from January 2018 

• Executive Group 
• Trade Union Forum 
• Human Resources 

Committee 
 

• Full engagement 
• Managers evaluation 
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REGISTRAR AND SECRETARY: PLAN 2017-18                                                                                                                                                                         EQUALITY OUTCOME 4a. 
Action Delivery of Action 

(e.g. HofS/PL) 
Timescale Reporting Route 

(Statutory Reporting 2019 and 2021 – 
Annual Progress Report to the Board) 

Measures of Impact of Action 

Position paper from the Head of Human Resources to 
the Director of GSA on the issues arising from the Equal 
Pay Review and Trade Union Forum in relation to 
equality and career progression. 

Head of Human 
Resources 

Paper to Director 
August 2017 

• Executive Group 
• Trade Union forum 
• Human Resources 

Committee 
 

Strategic approach to 
addressing gender pay gap and 
career progression for all staff 
defined. Enabling planned 
action to be developed and 
implemented. 

Improve monitoring and data collection on staff 
development undertaken and outcomes of that 
development. 
 

Head of Human 
Resources 

Implementation 
from January 2018 

• Trade Union Forum 
• Human Resources 

Committee 
 

Increased data on: 
• Nature of development 

undertaken 
• Patterns of engagement in 

staff development across 
all roles and areas. 

Implement systematic and mandatory training in 
respect of Staff Recruitment and Selection with specific 
reference to occupational segregation and unconscious 
bias. 
 

Head of Human 
Resources 

Implementation 
from January 2018 

• Trade Union Forum 
• Human Resources 

Committee 
 

Monitoring and data analysis in 
relation to vertical and 
horizontal occupational 
segregation: 
• Role definition and 

requirements 
• Application data 
• Shortlisting data 
• Starting point on pay 

grade. 
Support senior staff reporting to the Director to address 
any gender pay gap or occupational segregation within 
their areas of responsibility through provision of data to 
inform planning and decision making and specifically 
when recruiting to senior positions. 

Head of Human 
Resources 

Implementation 
from August 2017 

• Trade Union Forum 
• Human Resources 

Committee 
 

Devolved plans in place and 
evidence of consistent 
recruitment practice: 
• Role definition and 

requirements 
• Application data 
• Shortlisting data 
• Starting point on pay 

grade. 
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DEPUTY DIRECTOR (ACADEMIC): PLAN 2017-18                                                                                                                                                                         EQUALITY OUTCOME 1b. 
Action Delivery of Action 

(e.g. HofS/PL) 
Timescale Reporting Route 

(Statutory Reporting 2019 and 2021 – 
Annual Progress Report to the Board) 

Measures of Impact of Action 

Ensure that GSA’s strategies for Research and 
Enterprise and for Learning and Teaching encourage an 
inclusive studio culture in which collaborative dialogue 
and critique supports students in their creative 
engagement with self and difference, diversity and 
equality. 

DD(A), HoSs, 
HoDs, PLs 

Ongoing SSCCs, Boards of Studies, UPC Quality Enhancement Plans 
SSCC feedback 
NSS/PTES/ARDR feedback 

Ensure GSA’s strategies for Research & Enterprise and 
for Learning & Teaching include specific actions and 
ambitions at the service of an inclusive and accessible 
learning, teaching and research environment. 

DD(A), HoSs, 
HoL&T, HoR&E 

June 2018 Boards of Studies, UPC, REC, 
Executive Group, Council 

GSA academic strategies are 
cognisant of and supportive of 
constructive action to eliminate 
identity-based ignorance and 
prejudice. 

Build and share good practice examples of pedagogic 
and curriculum approaches in Schools which encourage 
creative approaches to supporting confident 
engagement with diversity, difference and prejudice. 

HoSs, HoDs, PLs 2017-18 onwards UPC 
Academic Council 

PMAR pinpoints examples of 
good practice in Schools. 
Staff Development programmes 
include examples of good 
practice. 

 
DEPUTY DIRECTOR (ACADEMIC): PLAN 2017-18                                                                                                                                                                         EQUALITY OUTCOME 2a. 
Action Delivery of Action 

(e.g. HofS/PL) 
Timescale Reporting Route 

(Statutory Reporting 2019 and 2021 – 
Annual Progress Report to the Board) 

Measures of Impact of Action 

Maintain difference, diverse representation, challenge 
and debate through a wide-ranging programme of 
visiting speakers and visiting staff for the benefit of 
GSA’s students and staff. 
     

HoSs, HoR&E, 
HoL&T, Student 
President 

2017-18   Senior Management Teams, 
Boards of Studies 

Programmes of visiting 
speakers and range of visiting 
staff are diverse, ensuring 
difference is mainstreamed in 
GSA’s learning environment. 

Staged rollout of Personal Tutor Scheme. 
 

DD(A), HoSs, 
HoDs/PLs 

Semester 1 2017-
2018 

L&T EWG, BoSs, UPC, Council Positive evaluation and 
feedback from students on 
programme level support. 

Build on work undertaken to date develop a baseline of 
systematic practice harmonised across programmes 
which anticipates diverse student learning needs. 

DD(A), HoS’s 2017-18 LTEWG 
UPC 
Council 

Student feedback  
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DEPUTY DIRECTOR (ACADEMIC): PLAN 2017-18                                                                                                                                                                     EQUALITY OUTCOME 3.                                                                                
Action Delivery of Action 

(e.g. HofS/PL) 
Timescale Reporting Route 

(Statutory Reporting 2019 and 2021 – 
Annual Progress Report to the Board) 

Measures of Impact of Action 

Define and implement planned action to address 
current and potential gender imbalance in 
undergraduate and postgraduate programmes. 

DD(A), DSM,  2017 -21 Boards of Studies; UPC; 
Executive Group, SFC 

Improvement of gender 
representation evidenced in 
equality monitoring and 
programme level data. 

Ensure Equality Impact Assessments are utilised to 
identify and remove barriers to GSA achieving plans in 
respect of increasing numbers of under-represented 
students and in respect of the academic attainment of 
under-represented groups. 
 

HoSs, HoDs/PLs Ongoing with 
annual review at 
PMAR 

BoSs, UPC, PMAR, REC, Council EIAs, QEP’s  

DEPUTY DIRECTOR (ACADEMIC): PLAN 2017-18                                                                                                                                                                     EQUALITY OUTCOME 4b. 
Within the remit of academic areas work to ensure 
equality of opportunity for all staff in respect of 
participation in L&T and R&E activities as relevant to 
role profiles. 
 

DD(A), HoR&E, 
HoL&T 

Annually in June REC, UPC, Executive Group, 
Council, APWG 

Annual Research Plans, Activity 
Planning. 

DEPUTY DIRECTOR (ACADEMIC): PLAN 2017-18                                                                                                                                                                     EQUALITY OUTCOME 4c. 
Achieve a gender balance amongst GSA’s Professoriat 
by way of mentoring and support in the framing of 
applications to GSA/GU research and leadership routes. 
 

DD(A), HoHR Ongoing REC, UPC, Executive Group HR data on readerships and 
professorships. 

DEPUTY DIRECTOR (ACADEMIC): PLAN 2017-18                                                                                                                                                                     EQUALITY OUTCOME 5a. 
Encourage through the GSA LTES a wide-range of 
academic perspectives from permanent and Visiting 
Staff to ensure that GSA’s learning environment 
benefits from an increased number of staff from diverse 
ethnic and cultural backgrounds.  
 
 
 
 

HoSs, HoDs/PLs Ongoing with 
annual review 
through PMAR 

BoS, UPC, Council, Executive 
Group 

HR data on staff roll and on 
Visiting Staff. 
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DIRECTOR OF STRATEGY AND MARKETING: PLAN 2017-18                                                                                                                                                EQUALITY OUTCOME 3. 
Action Delivery of Action 

(e.g. HofS/PL) 
Timescale Reporting Route 

(Statutory Reporting 2019 and 2021 – 
Annual Progress Report to the Board) 

Measures of Impact of Action 

Implement and continue to monitor and develop Fair 
Admissions Strategy. 

Head of Schools 
Programme 
Leaders 

Systematic 
improvements and 
enhancements from 
2017/18 application 
cycle 

Executive group 
UPC 
Academic Council 
 

Application, admission and 
offer processes which are 
student focused and take 
cognisance of contextual 
factors. 

Equality Impact Assessment of Recruitment materials.  Head of Student 
Recruitment and 
International  
Communications 
Manager 

EIA July 2018 with 
outcomes 
Implemented from 
Academic Year 
2017/18 

 Materials (digital and physical, 
visual, written, video and oral 
content) which is reflective of a 
diverse, open and accessible 
institution. 

Review home/RUK recruitment strategies.    
 

Recruitment 
Manager (Head of 
Student 
Recruitment and 
International)  

Portfolio review 
undertaken in 
2017/18 with 
implementation 
from AY 2018/19 

Admissions Target Group 
Executive group 

Enhanced recruitment activity 
within 
schools/colleges/geographic 
areas with large numbers of 
home-domiciled BAME 
students. 

Implement UK Articulation Strategy. Articulation and 
Progression 
Manager (Head of 
Professional and 
Continuing 
Education) 

Strategy being 
implemented from 
2017 onwards 

Executive Group 
UPC 
Academic Council 

Development of articulation 
routes from colleges in core UK 
cities with large populations of 
BAME students. 

Open Studio Portfolio Review.  
 

Head of Continuing 
Education (Head of 
Professional and 
Continuing 
Education) 

Portfolio review 
undertaken in 
2017/18 with 
implementation 
from AY 2018/19 

Executive Group Development of new leisure 
and pre-degree programmes 
which are specifically designed 
to: 
- target issues of gender 
imbalance  in undergraduate 
degree programmes   
- present a breadth of cultural 
and creative perspectives.   
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DIRECTOR OF STRATEGY AND MARKETING: PLAN 2017-18                                                                                                                                                EQUALITY OUTCOME 5b. 
Action Delivery of Action 

(e.g. HofS/PL) 
Timescale Reporting Route 

(Statutory Reporting 2019 and 2021 – 
Annual Progress Report to the Board) 

Measures of Impact of Action 

 
Exhibitions Department continue to curate a diverse 
programme to a diverse audience. 

 
Exhibitions Director 

 
On-going from 2017 

 
Annually to Executive Group  
Report on cultural engagement 

 
Diversity of programme in 
relation to artists, curators and 
subject. 
 
Increased diversity of audience.  

Review of GSA Public Lecture Series to present a diverse  
range of speakers and subjects. 
 

Director of Strategy 
and Marketing 

Review 2017-18  Annually to Executive Group  
Report on cultural engagement 

Demonstrable balance and 
representation.   

Ensure the development of new Open Studio 
programmes which present a breadth of cultural and 
creative perspectives and are delivered by staff that 
actively demonstrate that diversity. 
 

Head of Continuing 
Education (Head of 
Professional and 
Continuing 
Education) 

Portfolio review 
undertaken in 
2017/18 with 
implementation 
from AY 2018/19 

Executive Group  
UPC  
Academic Council 

Improvement in diversity of 
Open Studio staffing profile. 

GSA Enterprises to increase number of tour guides from 
diverse backgrounds to better reflect the diversity of 
GSA student community. 

GSAe General and 
Commercial 
Development 
Manger  

From 2019 when 
new Tour routes in 
Mackintosh 
operational 

Annual report to the Executive 
Group 

Improvement in diversity of 
GSAe Tour Guides. 

Through Open Studio Portfolio review develop new 
programmes which can be delivered in partnership 
and/or locally across Glasgow representing a diverse 
cross-section of Glasgow’s established and newer 
communities. 
 

Head of Continuing 
Education (Head of 
Professional and 
Continuing 
Education) 

Portfolio review 
undertaken in 
2017/18 with 
implementation 
from AY 2018/19 

Executive Group 
UPC  
Academic Council 

Development of programme of 
locally delivered content. 
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DIRECTOR OF FINANCE AND RESOURCES: PLAN 2017-18                                                                                                                                                   EQUALITY OUTCOME 2b. 
*Approved by the Executive Group December 17: subject to Board approval March 2018. 
Action Delivery of Action 

(e.g. HofS/PL) 
Timescale Reporting Route 

(Statutory Reporting 2019 and 2021 – 
Annual Progress Report to the Board) 

Measures of Impact of Action 

Ensure that there is funding available within the annual 
budget to cover the purchase of essential equipment 
(through Student support) for disabled students. 

Director/Deputy 
Director of Finance 
and Resources 

Ongoing with 
annual review 

Business Committee Positive feedback from students 
in respect of non DSA funded 
provision of equipment. 

Within the annual Capital Budget, ensure that systems 
are in place to ensure that due regard to the PSED has 
been given in bids and budget allocation.   
 

Director/Deputy 
Director of Finance 
and Resources 

Systems in place 
2017-18 and 
ongoing 
implementation 

Business Committee Positive feedback from staff 
and students 

Address occupational segregation within domestic and 
janitorial teams working closely with Human Resources 
to develop and implement a plan. 

Head of Estates Plan in place 
September 2018 for 
ongoing 
implementation 

HR Committee 
Executive Group 

Occupational segregation 
addressed with impact on GSA 
gender pay gap (vertical) 

Commission an independent review of the estate in 
order to develop an access and inclusion plan for 
systematic implementation. 
  

Head of Estates Review 
commissioned by 
June 2018 with 
delivery 2018-19. 

Executive Group • Student consultation 
• Positive student /staff 

feedback 
• Reduction in adhoc 

measures 
Systematic inclusion of equality consideration in estates 
development strategy 

Director of Finance 
and Estates 

Systems in place 
and implemented 
September 2018 

Executive Group 
Estates Committee 
Board of Governors 

Evidence of equality 
consideration in all aspects and 
stages of the decision making 
and development process 

Audit and implement a review of the management of 
facilities and buildings to ensure access and inclusion 
mainstreamed into facilities management and 
associated roles. 

Deputy Head of 
Estates 
(maintenance) 

Review complete 
September 2018  

Estates Committee 
Executive Group 

• Positive feedback from staff 
and students 

• Reduction in the number of 
issues relating to facilities 
raised through the help 
desk. 

Role related development for Estates/facilities  teams 
on equality to raise awareness and relevance to role. 

Deputy Head of 
Estates 

July 2018 HR Committee • Positive feedback from staff 
and students 

• Reduction in issues arising 
through the helpdesk. 
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Deliver Equality Impact Assessment schedule (OHS Plan 
2017/18) on all new and existing policy and procedure.  
 

 
Health & Safety 
Officer 

 
August 2018 

 
Executive Group 
OHS Committee 

 
Monitoring of OHSMS policy 
and procedural implementation 
and issues arising  

Develop systematic mechanism(s) to ensure that the 
requirement for contractors to demonstrate how they 
will deliver the PSED is included within contracts and in 
all tender exercises as part of the award criteria. 
 
 
Monitor  delivery of the PSED throughout the lifetime of 
the contract as part of the contract management 
process undertaken by procurement and relevant 
stakeholder for high risk/value contracts 
 

Head of 
Procurement/ 
Supplier/ 
Stakeholder 

Ongoing for each 
tender 

Procurement Annual Report :- 
• Executive Group 
• Audit committee 

• Staff and students report 
positive experience of 
working with and alongside 
contractors 

• Delivery of contract 
evidences consideration of 
equality at all stages of 
decision making with 
positive equality impact  
Evidenced by measures 
relevant to and included in 
the delivery of each 
contract.  

Develop guidance on assessing equality relevance in 
procurement and the inclusion of the PSED in contracts 
and award criteria. 
 
Training to all departments on all aspects of 
procurement including the relevance of Equality, 
Diversity and PSED. 

Head of 
Procurement 

FY 17/18 APUC Shared Service Report :- 
• Executive Group 
• Audit Committee 

• Attendance by all relevant 
staff by March 2019 

 
• Monitoring of equality 

performance indicators in 
contracts indicates 
mechanisms are effective 
and delivering PSED. 
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EQUALITY OUTCOMES 2017-21 

GSA’s Equality Outcomes 2017-21 build on the progress, development and learning achieved in both 
mainstreaming equality and working to achieve equality outcomes over the last four years. They   
encompass ongoing work and ensure prioritisation of specific areas of activity that will contribute to 
further progress.  

Through shared and individual senior level responsibility GSA is mainstreaming its approach to 
achieving equality outcomes 2017-21 therefore ensuring that activity to deliver these outcomes 
takes place and is supported by relevant development across all functions alongside the institutional 
strategy and areas of targeted progress set out in the table below 

Progress in defining, and the impact of delivering, activities to achieve equality outcomes will be 
monitored and reported in GSA’s next annual Equality Report to the Board of Governors in October 
2017. 
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GSA EQUALITY OUTCOMES 2017-2021 
 

 

 

 

NO. OWNERSHIP, ACTION, AND PROGRESS 
REPORTING ON BEHALF OF DIRECTOR 

AREAS FOR 
DEVELOPMENT 

RATIONALE/IMPACT 
EVIDENCE BASE 

PROTECTED 
CHARACTERISTIC 

GROUP 

KEY ACTIONS 
(Owners will locally define sub-actions in order to enable progress) 

Equality Outcome 1: 
An organisational culture in which respect for self and others is understood and practiced, and where identity-based ignorance or prejudice is challenged and confidence promoted. 
 
Alignment with PSED: Eliminate Discrimination, Foster Good Relations Strategic Relevance: Mainstreaming Equality, Student Experience, Learning and Teaching, Staff Experience, 

Community Engagement 

1a 

• Deputy Director (Academic) 
• Deputy Director (Innovation) 
• Director of Development 
• Director of Finance and Resources 
• Director of Strategy and Planning 
• Registrar and Secretary 

Systematic challenging of 
discriminatory behaviour 

• Complaints 
• Staff feedback 
• Student 

Discipline 
• Staff Discipline 
• EIA themes 
• Student 

feedback 
 

Sex 
Race 

Sexual orientation 
Gender 

reassignment 
Age 

Religion/ belief 
Disability 

• Review policy framework for student conduct. (R&S) 
• Review policy framework for staff conduct. (R&S) 
• Consistently apply frameworks for student and staff conduct and 

complaints.  
        (All) 

1b 

• Deputy Director (Academic) Student confidence in 
engaging with difference, 
diversity and equality in 
their work with others 

• Adopt learning and teaching approaches and engagement which 
builds student confidence in working appropriately with others. 
(DDA)      
                                                                                       

    

• Deputy Director (Academic) 
• Deputy Director (Innovation) 
• Director of Development 
• Director of Finance and Resources 
• Director of Strategy and Planning 
• Registrar and Secretary 

Staff confidence in 
engaging with difference, 
diversity and equality in 
their work with others 

• Evidence leadership and management in promoting positive staff 
engagement in order to build confidence in working appropriately 
with others. (All) 

 
 
 
 

Indicators and measures of impact: 
To ensure shared and individual senior level ownership and accountability for the delivery of and 
engagement with mainstreaming activity, plans and measures of impact will be defined by the senior 
members of staff identified above. Plans and progress will be reported to the Board in October 2017 
as part of GSA’s annual Equality Report. 
 
 

 
Rationale and evidence base: 
This outcome is a continuation of our ambition and work  to achieve GSA’s equality outcomes 
2013-17 no’s 1,2 and 7, building on studio based learning’s potential to foster good relations 
as identified by programme level equality impact assessment. Achieving this outcome will set 
the institutional context for the development of skills to challenge antilocution and 
contemporary forms of prejudice. (EHRC 2016) and align closely with GSA’s work in response 
to Changing the Culture (UUK Taskforce 2016) which addresses gender based violence, 
harassment and hate crime. 
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NO 
 
 

OWNERSHIP, ACTION, AND PROGRESS 
REPORTING ON BEHALF OF DIRECTOR EQUALITY OUTCOME RATIONALE/IMPACT 

EVIDENCE BASE 

PROTECTED 
CHARACTERISTIC 

GROUP 

KEY ACTIONS 
(Owners will locally define sub-actions in order to enable progress) 

Equality Outcome 2: 
An inclusive and accessible environment in which the diverse needs of students are systematically anticipated and provided for. 
 

Alignment with PSED: Advance Equality, Eliminate Discrimination Strategic Relevance: Student Experience, Learning and Teaching, Estates Strategy, Mainstreaming Equality, GSA 
Strategic Plan. 

2a 

 
• Deputy Director (Academic) 
 

Systematic anticipation of 
diverse learning needs 
within the learning and 
teaching environment 

• Programme 
EIAs 

• Attainment 
data 

• Student 
Feedback 

• Staff Feedback 
• Visitor 

Feedback 
• IRF themes 
• Personal 

Egress Plans 

All 

• Further develop and deliver inclusive learning and teaching across 
GSA programmes. (DDA) 

2b 

 
 

• Director of Finance and Resources 

 
An estate environment 
which is accessible and 
meets the needs of 
people from protected 
characteristic groups 

Disability 
Religion/belief 

    Sex 
 Gender 

   Reassignment 
Pregnancy and 

Maternity 

• Develop a systematic approach to ensuring that the Estates and its 
facilities are appropriate. (DFR) 

 
 
 
 
 
 

 
Indicators and measures of impact: 
To ensure shared and individual senior level ownership and accountability for the delivery of and 
engagement with mainstreaming activity, plans and measures of impact will be defined by the senior 
members of staff identified above. Plans and progress will be reported to the Board in October 2017 
as part of GSA’s annual Equality Report. 
 
 

 
 

 
Rationale and evidence base: 
This outcome will build on and systematically consolidate best practice and learning from 
working with the diverse needs of students as evidenced through IRF’s/EIA’s. Ensuring that 
the estate and its facilities are inclusive and accessible will contribute to the achievement of 
Equality Outcome 3 2017-21.  The systematic anticipation of diverse need within curriculum 
design, delivery and programme level support will address attainment gaps at local and 
institutional level and will support alignment and delivery of TEF requirements. 
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NO. OWNERSHIP, ACTION, AND PROGRESS 
REPORTING ON BEHALF OF DIRECTOR 

EQUALITY OUTCOME RATIONALE/IMPACT 
EVIDENCE BASE 

PROTECTED 
CHARACTERISTIC 

GROUP 

KEY ACTIONS 
(Owners will locally define sub-actions in order to enable progress) 

Equality Outcome 3:  
An increase in the number of students from currently under-represented groups and achieving successful outcomes. 
 
Alignment with PSED: Advance Equality Strategic Relevance: GSA Strategic Plan, SFC Gender Plan, SFC Outcome Agreement, Widening Participation. 

Recruitment, Fair Admissions, Student Experience, Learning and Teaching. 
 • Deputy Director (Academic) 

 
 

• Director of Strategy and Marketing 
 

 
See above. 
 

• Application, 
offer, 
enrolment, and 
attainment 
data 

 
Sex 

Race 

• Define and deliver a student gender plan in line with SFC 
expectations. (DDA) 
 

• Define and deliver appropriate parallel actions regarding race. 
(DSM) 

 
 

Indicators and measures of impact: 
To ensure shared and individual senior level ownership and accountability for the delivery of and 
engagement with mainstreaming activity, plans and measures of impact will be defined by the senior 
members of staff identified above. Plans and progress will be reported to the Board in October 2017 
as part of GSA’s annual Equality Report.   
 

Rationale and evidence base:  
Evidence indicates under representation of BAME groups and of males/females at GSA and 
within programmes. Achievement of this outcome will increase representation and extends 
the ambition of equality outcome 8 2013-17, to include gender. Data points to a steady 
decline in applications from males and to the under representation of males or females within 
specific programmes.  GSA’s ambition is to promote equality of access and outcome and a key 
aspect of achieving this equality outcome will be a narrowing of the attainment gap for BAME 
students at GSA which is currently 18% (UK Domiciled) in favour of White students.  
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NO OWNERSHIP, ACTION, AND PROGRESS 
REPORTING ON BEHALF OF DIRECTOR 

EQUALITY OUTCOME RATIONALE/IMPACT 
EVIDENCE BASE 

PROTECTED 
CHARACTERISTIC 

GROUP 

KEY ACTIONS 
(Owners will locally define sub-actions in order to enable progress) 

Equality Outcome 4:  
A fair pay and career progression framework, which underpins equality of opportunity for all, actively works towards reducing the gender pay gap and addresses occupational segregation. 
Alignment with PSED: Eliminate Discrimination, Advance Equality Strategic Relevance: GSA Strategic Plan, Outcome Agreement, SFC Gender Plan, Human Resources Strategy, 

Research Strategy. 
 
 
 

4a 

 
• Registrar and Secretary 

 
 
 
 
 
See above 

 
• Salary data 

 
 
 
 
 
 
 
 

Sex 
  

 

• Fulfil statutory duty regarding publication of Equal Pay Review and 
Statement. (R&S) 

 
• Following completion of the Equal Pay Review, propose actions for 

agreement by the Executive, Director, and Board (where 
appropriate). (R&S) 

 
• Ensure appropriate consultation with the Trade Union Forum (R&S) 

4b • Deputy Director (Academic) • Research 
Excellence 
Framework: 
Equality Impact 
Assessment 
actions 

 
• Develop and deliver a plan to increase the proportion of female 

staff submitting research for audit and inclusion in REF 21. (DDA) 

4c • Deputy Director (Academic) • Professorial 
nominations 
exercise data. 

• Develop and deliver a plan to increase the number of female staff 
with professorial title. (DDA) 
 
 

 
Indicators and measures of success: 
To ensure shared and individual senior level ownership and accountability for the delivery of and 
engagement with mainstreaming activity, plans and measures of impact will be defined by the senior 
members of staff identified above. Plans and progress will be reported to the Board in October 2017 
as part of GSA’s annual Equality Report. 

 
Rationale and evidence base: 
Addressing pay gaps is a statutory duty and a continuation of development work undertaken 
at GSA to deliver equality outcomes 4 and 5 2013-17. Achievement of this outcome will 
address the interrelating factors that contribute to vertical and horizontal occupational 
segregation including career development, progression and representation as evidenced in 
GSA equality monitoring data, the Equal Pay Review and the outcomes of the Staff Survey 
2016. GSA’s Equal Pay Review has identified structural factors contributing to GSA’s  overall 
gender pay gap of 15.5%, occupational segregation within the grading structure and at senior 
staff level.  The need  for continuing work to be undertaken to improve the quality of the data 
and analysis currently available is also acknowledged. 
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NO OWNERSHIP, ACTION, AND PROGRESS 
REPORTING ON BEHALF OF DIRECTOR 

EQUALITY OUTCOME RATIONALE/IMPACT 
EVIDENCE BASE 

PROTECTED 
CHARACTERISTIC 

GROUP 

KEY ACTIONS 
(Owners will locally define sub-actions in order to enable progress) 

Equality Outcome 5: 
An increased number of people from diverse ethnic and cultural backgrounds contributing to learning, teaching and research at GSA and engaging with diverse local communities. 
 
Alignment with PSED: Advance Equality, Foster Good Relations Strategic Relevance: GSA Strategic Plan, Student Experience, Learning and Teaching, Community Engagement, Open 

Studio, Exhibitions and Events 
5a • Deputy Director (Academic) See above • Student 

Feedback 
• EIA Themes 
• Staff data 
• Community 

Feedback 

Race • Develop and deliver a plan to increase the number of people from 
diverse and cultural backgrounds contributing to learning, teaching 
and research. (DDA) 

5b • Director of Strategy and Marketing See above Race • Develop and deliver a plan to increase GSA’s engagement with 
diverse local communities. (DSM) 

 
Indicators and measures of success: 
To ensure shared and individual senior level ownership accountability for the delivery of and 
engagement with mainstreaming activity, plans and measures of impact will be defined by the senior 
members of staff identified above. Plans and progress will be reported to the Board in October 2017 
as part of GSA’s annual Equality Report. 

 
Rationale and evidence base:   
Staff data shows that 92% of staff at GSA identify as White with 4% identifying as BAME. The 
appointment of people from BAME groups has increased from 10% of BAME applicants to 
almost 20% of BAME applicants. Progress is limited by a low staff turnover however student 
feedback and EIA themes have identified that visible representation of different histories, 
contributions and appropriations within academic disciplines contribute to an inclusive 
curriculum. In this respect this is a continuation of equality outcomes 6 and 7 2013-17 and will 
contribute to the achievement of equality outcomes 2 and 3 2017-21. 
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