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1. What is this guidance and who is it for? 
 
This guidance is intended to help people working in the post-16 education sector in Scotland, 
including Further Education (FE) colleges, Higher Education (HE) institutions and public sector 
community learning providers, to meet the requirements of the Gender Equality Duty (GED). It may 
also be useful to voluntary sector learning providers who wish to consider gender equality issues. 
This guidance explains what the GED is and how it is likely to affect the post-16 sector in particular. 
It includes examples of gender equality issues which have particular relevance to this sector, and 
examples of developing good practice from within the sector in Scotland. 
 
Other useful information on the GED includes the Scottish Code of Practice, which unlike this 
guidance has formal legal status, and EOC guidance on generic requirements such as gathering 
and using information, employment and Gender Impact Assessments, which are referenced 
throughout at relevant points.  Themed Scottish guidance is also available for pre-16 education 
providers and for local authorities, as well as for agencies working in the health and criminal justice 
fields. 
 
 

2.  A vision for gender equality in Scottish education 
 
The GED requires Scottish colleges, universities and adult education bodies not just to eliminate the 
sex discrimination which we know still exists in our education system, but also to take steps to 
actively promote sex equality through the work that they do. 
 
Further and higher education in Scotland is a modern success story.  Around half of young people 
in Scotland participate in HE alone before they are 21. It is vitally important that post-16 
education delivers for women and men equally.  We know that FE and HE bodies aim to provide 
their students with the best education to enable them to make the most of opportunities in life.  
Many institutions are already recognising and tackling inequalities.  We believe that by taking 
account of the impact of gender on students' choices, attainment and career opportunities, colleges 
and universities can achieve even more to remove barriers and to promote equality of opportunity.  
The GED fits with the aims and aspirations of our educators.   
 
 

Explanation of Terms 
 
Formal Legal Status  This means that the Code of Practice can be used as evidence in a court of 

law and covers the legal requirements of the duty. 
 
Sex  Refers to how we are born and to describe the biological and physical 

differences between women and men.  
 
Gender  Refers to the wider social roles, attitudes, values and behaviours attributed 

to women and men by society which structure men’s and women’s lives.  For 
example, traditionally, a gender role would suggest that women should look 
after children, while men continue to go to work.   
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It should help us achieve a Scotland where: 
 

� Women and men choose to take up learning opportunities which fit with their aspirations 
and abilities and are not tainted by gender assumptions  

� Women and men participate equally in post-16 education and achieve the success they 
individually deserve  

� Women and men experience quality in their education and take the skills they learn into 
our workplaces 

� Excellence in promoting gender equality is recognised by funding regimes and quality 
assurance mechanisms 

� We have a gender-balanced education workforce at all levels and across subject areas 
and all staffing functions. 

� National education policies explicitly recognise and address gender differences and 
inequalities, supporting the professionals on the ground.  

 

For suggestions of actions that education bodies could prioritise to help deliver these outcomes, see 
sections 4 and 5 below. 
 

 
3.  An introduction to the GED 
 

� The genesis of the legislation 
 
Public sector duties to promote equality are not a new concept. The GED follows the race and 
disability duties and is part of a new movement away from individuals taking legal cases after 
discrimination has occurred, to public authorities taking proper responsibility for promoting a more 
just and equal society. The principles of the gender duty fit with the wider public service reform 
agenda in Scotland in terms of delivering accountable, world-class services that are designed and 
delivered around the individual user’s requirements. 
 
Ultimately, the GED can be seen as recognition that despite thirty years of sex equality legislation 
too little has been achieved in eradicating sex discrimination and sexual harassment, unequal pay, 
pregnancy discrimination, occupational segregation and other gender inequalities.  Women and 
men continue to experience disadvantage in the workplace both in the private and public sectors 
and boys' and girls' experiences in childhood can be very different due in part to persistent gender 
stereotyping and unequal treatment of the sexes.  

Explanation of Terms 
 
Occupational Segregation  When women and men are employed in different jobs in 

the workplace or when men or women predominate a 
particular job, such as men in the construction industry and 
women in the childcare sector. 
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Women and men have different needs from public services and access them in different ways, but 
little has been done to design services which recognise and are flexible enough to meet these 
different needs. The GED aims to change that. The aim is better public services for all. 
 
The GED aims to improve services, policies and practices for all men and women and is not 
focused on tackling any particular disadvantaged group. Once priorities for action have been set, 
based on evidence, certain groups might be targeted, such as low-paid women or under-attaining 
young men, but the aim at the outset is not to focus on any one group over another or to make 
assumptions about who should be the priority group. The duty is about taking steps to promote 
gender equality for all.      

 
� Summary of the legislation: General and specific duties 

 
The Gender Equality Duty (GED) was created by the Equality Act 2006. This Act amends the Sex 
Discrimination Act 1975 to place a statutory duty on public authorities, when carrying out their 
functions, to have due regard to the need to: 

� eliminate unlawful discrimination and harassment; and  
� promote equality of opportunity between men and women.   

 
These are the requirements of the general duty and are the core of the gender equality duty.  
 
Unlawful discrimination means: 

� direct and indirect discrimination against women and men, in employment and education, in 
goods, facilities and services and in the exercise of public functions;  

� harassment, sexual harassment and discrimination on the grounds of pregnancy and 
maternity leave;  

� discrimination on the grounds of gender reassignment in employment and vocational training;  
� direct and indirect discrimination in the employment field on the grounds that a person is 

married or a civil partner;  
� victimisation.  

 

All public authorities in Scotland, from 6 April 2007, must be able to evidence progress towards 
eliminating discrimination, as well as promoting equality between women and men.  This requires 
public bodies to analyse which of their activities (employment, policy-making, service delivery, 
regulatory etc) could make a difference to gender equality, and to prioritise action to achieve clear 
outcomes. 

 
Explanation of Terms 
 
Gender Reassignment The process or steps, taken under medical supervision, of 

reassigning a person’s gender by changing physical, social 
or other characteristics. For example, this may include 
hormone therapy or sex change operation. 
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To support progress in delivering the general duty, there is also a series of ‘specific duties’, which 
apply to listed public authorities, as specified in the order made by Scottish Ministers.  These set out 
the exact steps those authorities should take to help them meet the general duty.  

The specific duties require listed bodies to:  
 

By 29 June 2007  
 

1. Gather information on how their work affects women and men 

2. Consult employees, service users, trade unions and other stakeholders such as College 
Board or University Court members and the National Union of Students 
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impact of policies and practices on both sexes and use this information 

s 

. Publish a ge ort annually and review progress every three years.  

7. Publish an equal pay policy statement (for listed bodies with 150+ staff) and report on 
progress every three years. 

A range of education-related bodies are covered by the requirements of the specific duties: 
 

 colleges 

ish Executive departments like SEED or SEETLLD and 

 Scottish Qualifications Authority 

 
 

 

3. Assess the different 
to inform their work 

4. Identify priorities and set gender equality objective

5. Plan and take action to achieve those objectives 

6 nder equality scheme, rep
 

By 28 September 2007 
 

 

� universities 
� further education
� local authorities 
� Scottish Further and Higher Education Funding Council 
� Scottish Ministers (including Scott

agencies like HMIE) 
� Learning and Teaching Scotland 
�

 
 
 
 
 
 
 
 
 

Explanation of Ter

A scheme put in place by the employer, which sets

ms 
 
Equality Scheme  out their 

 
Gender Impact Assessments s, 

 results education authorities should 
redesign their services to meet the need of men, women and 
transsexual people.  

gender equality goals. It includes tasks and timeframes and the 
individual(s) responsible for delivering each goal. 

An assessment of planning, service and employment policie
paying specific attention as to how the services impact on 
gender.  Based on the
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rities etc 

ay specify that they must act to eliminate discrimination and promote gender equality. 

mbedded within another strategic document, such as a 
niversity or college's strategic plan. 

 
� Gender equality schemes 

 

s, one of your obligations will be to produce a gender equality 
cheme.  Your scheme must set out: 

 
�  gender equality objectives, and what evidence has been used to develop 

� rms of employment (if the organisation 

n gender equality 
� what action you will take to meet your objectives over the next three years. 

uccess indicators that the EOC will be looking for will include: 
 

gement onwards. 

� anisation to meet the duty (for example training, or 

�  that are measurable and timebound, to be achieved within the three year 
cycle of the scheme. 

 
Setting priorities 

vidence-based approach to developing objectives. This means looking at relevant statistics and  

 
Voluntary organisations delivering adult education services will not be directly covered by the duty,
although their grant funding terms, service level agreements or contracts with local autho
m
 
The gender equality scheme can be e
u
 

 

What are they? What do they need to contain?  
 
If you are covered by the specific dutie
s

the organisation’s
these objectives 
how you will gather information to monitor change, in te
is responsible for employing staff) and service delivery 

� how you consulted staff, unions and service users in setting objectives 
� how you will assess the impact of the public bodies’ policies and practices o

 
S

� evidence of commitment at all staffing levels, from senior mana
� evidence of the link to corporate priorities and business plans 
� lead staff members with clear responsibilities for taking action  
� resources made available where needed, e.g., for consultation or information-gathering 

measures to build the capacity of the org
internal quality assessment processes) 

� separate action plans for individual departments, where relevant 
� details of how impact assessment will be incorporated into future planning 
� details of how the public body will ensure the duty is met in procurement and partnership work. 

indicators of progress

 

 
The GED does not specify a particular focus for your work. It is up to the individual institution, in 
consultation with stakeholders, to select priorities for action. Public bodies should take a careful, 
e
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g the areas of the public bodies’ work 
at could make the greatest difference to gender equality.  

 
ed priority areas, linking to existing priorities for education, are set out in sections 4 and 5 

elow. 

he 

ress 
ade towards these outcomes, and not merely against paperwork and processes created. 

e 

st 

e.  Never 
uty requires public bodies to act to promote equality, as well as to end 

iscrimination. 

r 

 
o help with this, section 4 below 

ives some suggested priorities and some useful facts for each.   

 

 
research, as well as national and local policies, and identifyin
th
 
Institutions should consider what gender equality objectives are most relevant to the needs of 
students and clients, and what gender equality goals will promote equality for staff members. Some
suggest
b
 
The point of producing the gender equality scheme is to bring about change.  It is important that t
scheme focuses on actions and outcomes – specific identifiable improvements in policies, in the 
way services and outcomes are delivered for students and in outcomes for staff. The success of 
education bodies' fulfilment of the duty will be measured by the EOC in terms of actual prog
m
 
We recognise that organisations are at different starting points in terms of gender equality. Som
already have a good understanding of gender issues and are making progress in tackling the 
inequalities that exist. Others have not given sufficient consideration to gender equality in the pa
and will have more difficulty in meeting the requirements of the GED. In all cases, what is most 
important is that organisations, whatever their starting point, seek to continuously improve their 
policies and practices in terms of gender equality and to achieve real and visible chang
forget that the d
d
 
Education bodies might not be able to take actions to improve all of their functions in a single 3-yea
cycle of the gender equality scheme, but there is a continuing duty of improvement, which means 
prioritising functions with the most relevance to gender equality.   Fulfilling GED requirements will 
depend on continuous improvement being made against evidence based and reasonable priorities.  
It is recognised that a number of education bodies are trying to address inequalities, and the aim of
the duty is to accelerate and give a focus to existing good work.  T
g
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Developing Good Practice: University of Edinburgh pilot project

The University of Edinburgh was one of a range of public bodies which piloted the GED
to assist the EOC in understanding how organisations would respond to the new duty. 
After an extensive process of consultation and analysis of qu

 

antitative and qualitative 
ata, the University identified three priority areas for action: 

 
 

� female academic career progression in science. 

 

which might not be met, and has made good progress in meeting its current priorities.  

d

� occupational segregation in staffing 
� male undergraduate achievement in science 

 
The University was very happy with the steer from the EOC that it would be more useful
to identify a smaller number of clear and achievable priorities than to set many targets, 
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Consultation 

s. It is also vital that they consult relevant stakeholders in deciding on their gender 
quality goals. 

or organisations in the post-16 education sector, key stakeholders might include: 
 

 of staff  

members 

d other grant-awarding bodies 

unity. 

� The National Union of Students (NUS) 

E 

ority 
nd Learning and Teaching Scotland, to link with the goals of the pre-16 education sector.  

ill 

clude a gender equality element within a standard consultation on their corporate plan. 

 
 

to 

 
act of parenting and caring responsibilities on the ability of people to take 

art in these meetings. 

ally have been 
onsulted, such as visitors, potential staff and potential students from your area. 

 

 
Organisations are required to set out arrangements for consulting on the preparation of gender 
equality scheme
e
 
F

� members
� learners 
� College Board or University Court 
� College or HEI policy committees 
� Research Councils an
� Inspectorate bodies  
� the local comm
� Trade Unions 

 
It may be useful to consult other local partners including local schools and other local FE and H
providers. As well as looking at national policies and strategies for HE and FE, it might also be 
useful to consider the priorities of national agencies such as the Scottish Qualifications Auth
a
 
Consultation can be a significant task for public bodies and for the people they consult.  Often it w
be sensible to join up consultation with other organisations targeting similar groups, or with your 
existing consultation/planning processes, to minimise consultation fatigue.  For example, colleges 
and universities in the same city or region could join together to consult; or national agencies could 
in
 
It is important that the arrangements institutions put in place to consult on their gender 
equality schemes and goals also take account of the need to promote gender equality. For example,
when setting out arrangements to consult with students, staff or the local community, organisations
should pay attention to the need to consult with women as well as men. Education bodies need 
put in place consultation arrangements that allow the greatest number of people to participate, 
including disabled women and men, ethnic minority women and men, or lesbian, gay, bisexual or 
transsexual women and men of all ages. If organisations use consultative forums or meetings, they
need to consider the imp
p
 
It may be worth thinking about how to engage with groups that might not tradition
c
 
The Disability Equality Duty requires involvement of disabled people to a higher degree. 
Involvement of disabled people is a hard won concept, which clearly reflects the history of disable
men and women's experiences in terms of being excluded from the design and delivery of public 

d 

ervices and policies.  Involvement requires a different approach from consultation. Learning from  s

http://www.drc-gb.org/employers_and_service_provider/disability_equality_duty.aspx
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ood 

onsultation, but the benefits could be significant in terms of better service delivery and design. 

 
Gathering and using information 

hat the 

vidence, to 
enchmark their own current position, and consider the implications for their objectives. 

hed on 

aff 

al sources on education, 
nd the extent to which gender disaggregated information is available. 

, 
 

s and 
nges due to the size of the institution and the volume of data to be 

ollected and managed.  

hallenges. See our generic guidance on 
formation gathering for more information on this.  

 
A single equality scheme? 

 to 
x 

 accounted 
r, and we can clearly see that the requirements of the gender duty are being met. 

 
the required involvement of disabled people, involving members of equality groups would be g
practice for the production of all three equality schemes.  This could incur greater costs than 
c
 

 
Organisations will need to set evidence-based gender equality objectives, making sure t
priorities that are chosen are founded on existing evidence and research, as well as on 
stakeholders' views.  It may be sensible for organisations to join together to gather this e
b
 
A wide range of gender disaggregated statistics on education and training are already publis
a regular basis, including data on participation, subject choices and adult learning. Data on 
academic staff in FE and HE has been published on an ad hoc basis, and detailed data on HE st
are regularly collected by the HE Statistics Agency (although not regularly published). It is clear 
therefore that the post-16 education sector is starting from a relatively good position in terms of 
gathering and using information. A summary of existing Scottish statistic
a
 
However, not all organisations will currently have in place systems to collect the data that is needed
or sometimes it may be collected but not disaggregated by gender or other equality strands which
would allow for greater understanding of multiple discrimination. In some sections of the post-16 
sector, such as the adult and community learning sector, information and data gathering may pose 
a greater challenge due to the sporadic nature of client contact with learning services. College
HEIs may also face challe
c
 
Public bodies will need to work to overcome these c
in
 

 
Some education bodies may wish to publish one single document which addresses their actions
meet the three public sector equality duties (race, disability and gender) or which covers all si
equality strands (including sexual orientation, religion and belief and age).  The EOC has no 
objection to this providing that the distinctions between the duties are recognised and
fo
 
 
 

Explanation of Terms 

Gender Disaggregated Statistics 

difference in results between men and women. 

 
Data that has been collected and analysed by 
gender, such as surveys, which would highlight any 
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the difficulties faced by male and female learners from different ethnic groups or with 
isabilities.  

 the commonalities and differences between the duties, you may wish to 
fer to this document

 
There may be some advantages to producing a single equality scheme as this may allow better 
recognition of the complexities of people's identities. Men and women are not homogenous groups
and the interactions between someone's gender and their age, sexual orientation, or disability for 
example might lead to multiple and complex discrimination.  A single scheme to address multiple 
inequalities might better capture the work that is required to tackle persistent problems of multiple 
discrimination in the post-16 education sector, such as the low levels of participation in learning by 
adult men or 
d
 
For more information on
re . 

sult the guidance for all three equality duties if they decide to publish a 
ingle equality scheme. 

Monitoring and reviewing 

ality duty. This need not be a lengthy document; indeed the regulations ask for 
"summary report". 

on of your first gender 
uality scheme. The first scheme must be published by 29 June 2007. 

 
e incorporated into 

nother strategic document such as a College or University Strategic Plan.  

and 

goals and to 
ecide, in consultation with stakeholders, on their priorities for the next three years. 

 
Public bodies should con
s
 
 
 
 
 
 

 
 
 
 
 
 

Developing good practice: Equality Forward 
 

 The Scottish Funding Council for FE and HE has established a new body to promote 
equality in the Scottish FE and HE sectors called ‘Equality Forward’. This body will ta
a holistic approach to equality and will work across the strands. This will allow much 
more effective work to tackle multiple discrimination than was prev

ke 

iously possible, due to 
different funding regimes and initiatives for each equalities area.   

 

Organisations will need to report annually on the actions that they have taken or intend to take to 
meet the gender equ
a 
  
The first report must be published no more than a year after the publicati
eq
  
Reporting annually on actions will help organisations to monitor progress towards their gender 
equality goals and to review the actions set out in their action plan to ensure that they continue to
be the best way to meet their gender equality goals. The annual report can b
a
 
The actions set out within the scheme must be achieved within three years of the scheme's 
publication.  Public bodies must review their gender equality scheme at least every three years 
publish a revised scheme. The reviewing process is an opportunity for institutions and national 
bodies to evaluate progress made towards the achievement of their gender equality 
d
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Gender impact assessments 

 
 

ell as future developments. This will include asking questions of new or 
xisting policies such as: 

 

�  different 

� entionally disadvantage people of one sex or the other, or 
transsexual people? 

 
ents from the 

utset. It can also help in identifying areas for positive action to promote equality.  

olicies which could benefit from gender impact assessment might include: 
 

ss 

ring quality of institutions 
� Employment and recruitment policies. 

ontinuous 
provement across the education body and to build into self-assessment processes.  

sessment, including a worked example 
om a local public body, is available in separate guidance. 

ctive 

e 
 

ot to include an equal pay objective within their scheme 
ill need to justify their reasons for this. 

 
Gender Impact Assessment (GIA) is a key stage in the development of the Equality Scheme.  Public
bodies in the post-16 education sector will have to assess the impact on gender equality of existing
policies and practices as w
e

� Does the policy further gender equality? 
� Does the policy reinforce gender stereotypes? 

Is there evidence to suggest that boys and girls or men and women have
needs, experiences, concerns or priorities in relation to this policy area? 
Could the policy unint

 
This might seem challenging, especially to education bodies that are at different starting points in 
relation to equality impact assessments and who are not familiar with this approach to policy and 
practice development.  However, many public service providers already recognise that GIA (and 
broader equality impact assessment, which looks across the equality strands) is a useful tool to help 
organisations to identify unexpected negative impacts on men and women. It helps public bodies to
avoid unintentional discriminatory practices, and to build equality into new developm
o
 
P

� Policies for widening acce
� Student welfare policies 
� Methods of assessing learners 
� Methods for self-assessment and ensu

 
The outcomes from gender impact assessment can also be useful learning to support c
im
 
Detailed information on how to conduct a Gender Impact As
fr

 
Publishing an Equal Pay policy – What do you need to do? 

 
Under the specific duties, all listed public bodies need to consider including an equal pay obje
in their gender equality scheme.  This means that each public body will need to undertake a 
process of determining whether their policies and practices are contributing to the causes of th
gender pay gap.  This should be done in consultation with employees, trade unions and other
stakeholders such as College Board or University Court members and the National Union of 
Students.  Public bodies which choose n
w
 



 
In addition, by 28 September 2007, those education bodies with 150 or more full time equivalent 
staff will be required to publish a statement outlining their policy on equal pay between men and 

omen.  They will need to report on this statement within three years. w
 
For more information on equal pay, and a model equal pay policy, see our Scottish Code of 
Practice on the Gender duty.  There is also useful advice in our Code of Practice on equal pay, 
nd our guidance on meeting the gender duty in employment. a

 
Transsexual /Transgender aspects 

 
The gender equality duty incorporates a statutory duty to pay due regard to the need to eliminate 
discrimination and harassment towards transsexual, and potential transsexual staff.  Although the 
gender duty does not explicitly require the promotion of equality of opportunity between 
transsexual/transgender and non-transsexual people, people working in public authorities should aim 

 do this as a matter of good practice.  to
 
The term transsexual is usually used to describe a person who intends to undergo, is undergoing or 
has in the past undergone gender reassignment (which may or may not involve hormone therapy or 
urgery), and it is this individual who receives protection under the law. s

 
Transgender people (those people who identify their gender to be different from the physical one into 
which they were born) who choose not to undergo medical treatment and simply live their life in their 
ew gender are not subject to the same legal protections as transsexual people. n

 
The post-16 education sector, to meet its obligations under this aspect of the GED, needs to ensure 
that all staff working in the sector, regardless of their gender identity, do not suffer discriminatory 

eatment at work and are able to reach their full potential. tr
 
For more information on this aspect of the legislation, please refer to our guidance on 'The Gender 
Equality Duty and Transsexualism in Employment'.  

 
Enforcement 

 

The EOC, and after October 2007, the Commission for Equality and Human Rights (CEHR), will have 
formal powers of enforcement which they will use if they have evidence that public authorities are not 
taking action required by the GED. Enforcement can be by judicial review or compliance notices. For 
etailed information on enforcement issues, see the Scottish Code of Practice. d
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Explanation of Terms 
 
Transgender  People who identify their gender to be different from the physical one into which they 

were born but who choose not to undergo medical treatment and simply live their life in 
their new gender are not subject to the same legal protections as transsexual people. 

 
Transsexual  A person who intends to undergo, is undergoing or has in the past undergone gender 

reassignment (which may or may not involve hormone therapy or surgery), and it is this 
individual who receives protection under the law. 

 
CEHR Commission for Equality and Human Rights (CEHR) is a new organisation that will 

bring together the three current commissions, Equal Opportunities Commission, 
Disability Rights Commission and Commission for Race Equality as well as additional 
areas of discrimination: age, sexual orientation, religion and belief and human rights. 
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wn 

es an 
he assessment process, informing their judgements on what constitutes good 

performance.   

 Single Sex Services 

y, 

r to provide training to men or women 
nly.  However, these exceptions do not extend to recruitment. 

ining 

n in similar employment were comparatively small at any time during the preceding 
elve months.   

g 

mily responsibilities.  Education bodies may provide single sex training if it is based on 
the following: 

 
� ed on job sampling, work experience, ‘taster days’ with employers 

�  counseling and guidance for working women, or for those wishing to return to 

� Retraining into areas of skills shortage. 

he 
 framework 

hich describes how the full range of Scottish qualifications relate to each other.     

 
 the 

g the GED and ensuring gender equality in all policies, services and 
mployment practices.  

 
 
Funding bodies like SFC clearly also have a role to play, and they are bound by the duty in their o
functions.  They will need to build the requirements of the gender equality duty into their funding 
strategy.  Likewise quality assurance bodies like QAA should aim to ensure that the duty becom
integral part of t

 

 
It is unlawful for education bodies to discriminate against women or men, either directly or indirectl
in the way they treat or admit students.  Under the Sex Discrimination Act (SDA) there are limited 
exceptions to allow public bodies in the post-16 education secto
o
 
Exceptions where providing single sex services are permissible include providing access to tra
and facilities to fit women or men for particular work.  For example, it would be permissible to 
encourage women only to take advantage of training opportunities for particular work, where the 
numbers of wome
tw
 
It is also lawful to provide single-sex training to women or men who have a particular need for trainin
to fit them for employment, because they have been out of full-time employment while carrying out 
domestic or fa

training which is bas
or work shadowing. 

� training in a skill, for example carpentry or computer programming 
career
work. 

 
. Gender and post-16 education – some key challenges 4

 
Education in Scotland has always enjoyed a high status and been seen as a crucial part of the 
social fabric with a significant role to play in shaping and developing Scottish society. The Scottish 
post-16 sector has certain distinct characteristics which have led to worldwide acclaim, such as t
highly flexible four-year honours degree and a single unified credit and qualifications
w
 
Scottish colleges, universities and community learning providers offer opportunities for men and 
women to learn, to develop as individuals and to become effective contributors to society. They also
employ large numbers of people in a wide range of roles. It is therefore crucial that they rise to
challenge of implementin
e
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here are significant gender-related inequalities in Scottish post-16 education. For 
xample: 

 
Access, subject choices and success rates 

 
� 

men 

s widened from almost no difference in 1994-95 to 10.4 

� 
 

ducation to higher education, not least due to 

� 

o 

ring, 

 than 

r 
en made up 94% of 

childcare students but only 4% of mechanical engineering students.  

ther areas of concern include: 
 
� demic career progression of women in SET (Science, 

ges 

pastoral/counselling services 
en learners 

� Gender bias in assessment methods. 
 

Workforce 

e responsive to the different needs and experiences of men and women. These 
hallenges include: 

 
� h 

ss likely than men to be senior academics: only 14% of professors and 20% of senior  

 
 
Currently t
e
 

Women are participating in further, higher and adult learning in greater numbers than men. 
Women are 25 per cent more likely to enter HE in Scotland than men. The gap between 
and women in the age participation index – the main measure of participation for young 
Scots entering full-time HE – ha
percentage points in 2003-04. 
Inadequate provision of childcare is still a significant barrier to female learners with family 
responsibilities, which particularly affects women from less affluent backgrounds or who are
seeking to make the transition from further e
inconsistencies between funding regimes.  
There are still marked gender differences in learners' subject choices, which stem partly from 
the persistence of stereotypes about what males and females are suited to. These reflect the 
different subject choices which are made in the pre-16 sector. In the HE sector, there are n
subjects where numbers of students split evenly between men and women. Instead, there 
are three broad groups: subjects where 60-90% of students are men (including enginee
physical sciences and mathematical sciences); subjects where the split is around 60% 
women to 40% men (including medicine and social studies); and subjects where more
65% of students are women (including creative arts and design, biological sciences, 
education and subjects allied to medicine). In the FE sector, women and men are opting fo
‘traditional’ vocations for their gender – for example, in 2004/05, wom

 
O

The low numbers and poor aca
Engineering and Technology) 

� The low numbers of young men studying modern langua
� Differential retention rates for male and female learners 
� Unequal access to or uptake of student support and 
� Differential attainment by men and wom

 

 
In terms of its workforce, the post-16 sector has some difficult challenges ahead if it is to become 
more equal and mor
c

Properly rewarding and promoting women in the sector. Women in the HE sector are muc
le
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�  

ther roles in 

� 

 culture in 

� 
comprised only 

31% of academic staff on permanent contracts in Scottish HEIs in 2003/04. 

Oth
 

sentation in decision making and policy structures 

� Equal pay for work of equal value 

has been little national activity focused on the issue 

s 
tended to deliver.  We expect the focus to be on outcomes, not on documents and procedures.  

suggested areas of focus for 

t 

lp 
areas within the post-16 education sector 

here we would expect the GED to achieve change. 

 
lecturers in Scotland are women, even though women account for around 40% of academic 
staff in Scottish HEIs. Four out of 20 SFC-funded HEIs in Scotland have women principals. 
Tackling the gender segregation in the support staff workforce. The University of Edinburgh
when piloting the GED found that men were dominant in servitorial roles and women in 
clerical roles and this pattern is doubtless repeated elsewhere in the sector. O
areas such as cleaning and catering are also highly segregated by gender.  
Tackling pregnancy and maternity discrimination. The voluntary and community learning 
sector has around ten times as many female workers as males but many of these are 
employed on short-term contracts funded by charities or short-life projects so ensuring best 
practice in handling maternity can be problematic. The long-hours, research-driven
universities can also mitigate against good practice in handling maternity issues.  
Tackling the uneven distribution of temporary and fixed term contracts. In the HE sector, 
women are more likely than men to have non-permanent contracts. Women 

 
er areas of concern include: 

� Sexual and sexist bullying and harassment 
� Unequal access to or uptake of flexible working patterns 
� Unequal repre
� Unequal pay 

 
Although many of these issues have been well discussed and some, such as the lack of 
progression of women to senior management and senior academic posts, are long-established, 
there has not yet been enough concerted action to embed gender equality into education systems 
and structures.  The Scottish Funding Councils concluded in their report on widening access, 
Learning for All", that “It is noticeable that there "

of gender.”  
 
The GED should change that: but education providers should be clear that written policies on their 
own will not be enough to deliver the real change to services, policies and practices that the GED i
in
 

 
5. Making the change - some 
gender equality objectives… 
 
The challenges set out above are discussed in more detail in this section, with some suggested 
areas for education bodies to prioritise in terms of the gender equality objectives they could set ou
in their schemes. Of course, it is up to each further and higher education body to look at national 
and local evidence and consult stakeholders to set objectives.  And only individual bodies can 
decide for themselves what actions they can take within three years to make a difference and he

eet their objectives.  However there are some clear m
w
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� Widening Access 

ption in their family or community, largely due to poverty. This work has mostly been 
ender-blind.  

he 
 and 

nt action was needed to address the low participation and retention rates 
r men in FE and HE.   

ed at addressing these concerns would help to promote participation 
by a wider range of learners. 

� Schools-College partnership work and occupational segregation 

se 
rning to school pupils, through for example new ‘Skills for 

ork’ courses, which are accredited.  

 

dates working towards Early 
ducation and Childcare Intermediate 1 and Intermediate 2 are male.  

is with action to ensure that partnership work of 
this kind is a positive contributor to gender equality. 

� Learning, teaching and assessment 

 from 

c 

nonymous marking is still not consistently used in the HE sector despite considerable evidence  

 

 
Arguably, past work on widening access to further, higher and adult learning has not focused 
sufficiently on gender, due to a very narrow focus on communities of social disadvantage and 
deprivation. The aim has been to attract into post-compulsory education people for whom this is not 
the traditional o
g
 
The EOC believes that to be as effective as it can be, a widening access strategy must address t
gender dimension and the different barriers to participation in learning encountered by men
women, such as the childcare needs of female single parents or the pressure to be in paid 
employment that faces many male potential learners. The SFC “Learning for All” report concurred 
with this, noting that urge
fo
 
A gender equality objective aim

 
 

 
In recent years there has been increased emphasis in the post-16 sector on collaboration between 
different learning providers, and one particular development in this area has been the increased u
of FE colleges to provide vocational lea
W
 
The uptake of these new courses has been high: approximately 1500 young people (mainly in S3
and S4), 28 colleges and 145 schools across 21 education authorities have been involved in the 
first year, and a further 4000 are expected to participate from August 2006. However, the uptake 
has also been highly gendered. In the first year of the pilot 2% (19) of candidates working towards 
Construction Crafts at Intermediate 1 are female while 2% (12) of candi
E
 
Joint working between schools and colleges could create new chances for young people to try out 
work areas which they might not previously have considered, and to break down persistent gender 
stereotypes about certain types of job. Schools and colleges could work together to build a common 
objective to support wider choice, and to underpin th

 
 

 
Organisations in the post-16 sector adopt a wide range of methods of learning, teaching and 
assessing learners, appropriate to the wide range of learners they have contact with, who vary
adults undertaking basic education in literacy and numeracy to students undertaking honours 
degrees or postgraduate qualifications. It is a sector which is well used to adapting its pedagogi
methods to learners’ needs, abilities and circumstances, and yet this adaptability is not always 
found in terms of meeting the needs of both genders and of transsexual learners.  For example, 
a



 18

 
ce 

s assessment with more intensive examinations and how these impact on men and 
omen.  

 

ity, such as 
achability’, which although focused on disability could be used for broader purposes. 

 
 

 
ics 

f 
search for the RAE as their male colleagues who have not had time out of the workforce.  

might perpetuate certain inequalities in employment (short-term contracts, 
o maternity pay etc).  

an 
l only be awarded to bodies which have proved themselves as stringent on 

ender equality.  

ents of the 
them to do research better and provide better employment conditions for 

searchers.   

 
� 

the 
internal self-

ssessment processes which have been developed as part of this cultural shift.  

 
arning 

 
that its use prevents deliberate or unwitting discrimination against female students or students from
certain other backgrounds. There is also ongoing debate in the sector about the need to balan
continuou
w
 
The GED is an opportunity for organisations to look afresh at these issues and to assess whether
their teaching materials and approaches, and assessment methods, perpetuate or tackle gender 
inequalities. There is scope for learning from initiatives focused on other areas of inequal
‘Te
  

� Research 
 
Some organisations in the post-16 sector see themselves primarily as research institutions, with 
teaching of secondary importance. There are significant gender issues associated with this, not 
least because the main determinant of research funding, the Research Assessment Exercise (RAE)
has historically been poor at recognising gender equality aspects. For example, female academ
who have taken maternity leave have been expected to submit the same number of pieces o
re
 
Other problems associated with a strong research culture include reliance on funding from grant-
awarding bodies which 
n
 
However, it is increasingly likely that funding for research from certain sources such as Europe
funding bodies wil
g
 
Organisations with a strong research function should consider how fulfilling the requirem
GED can help 
re
 

Continuous improvement and quality assurance 
 
In HEIs and colleges there has recently been a marked move away from rigorous and frequent 
external audit to developing internal cultures of enhancement and improvement, which lessen 
need for external interventions. The GED is an opportunity to further improve the 
a
 
Organisations should consider how the quality assurance or enhancement processes they use can 
build in aspects which will assist in fulfilling the requirements of the GED. They should look at how
inspection and audit bodies’ frameworks such as HMIE’s ‘How Good is our Community Le
and Development?’ address gender equality issues and consider how best to respond.    

 

 
nding regimes which inform their provision. The GED should be built into this work and the goals  

 

� Strategic planning 
 
Organisations working in the post-16 sector are well used to planning for the future. Colleges and 
HEIs already produce strategic plans which address the changing environments, demographics and
fu
 

http://www.hmie.gov.uk/documents/publication/hgio2cld.pdf


 

 19

et under the Equality Scheme should cohere with the wider strategic aims of the 
rganisation.  

 
� Employment 

t-16 

 absence, with a largely female workforce, whose 
mployment conditions are often less than ideal.  

yment 
le as well as at the services they provide, when setting their gender equality objectives.  

su t-related gender equality objectives will include: 
 

e work for women and men 

� steps to protect transsexual staff from discrimination and harassment.  

guidance on how public authorities can implement the gender duty in their 
employment functions.  

 
� Procurement 

welfare services. They should bear in mind that the gender duty means that they will have to pay  

 
and priorities s
o
 

 
As discussed in the ‘Gender and education – key challenges' section, the workforce in the pos
education sector is seriously gender imbalanced and affected by both vertical and horizontal 
segregation. In HE, women and men are segregated by subject and seniority; in FE the same 
pattern exists, exacerbated by the serious sex segregation found in vocational learning; and in adult 
and community learning males are notable by their
e
 
An organisation with deeply unequal pay and employment practices is unlikely to promote greater 
equality for its clients and in its services. Education bodies should be looking at their emplo
ro
 
Is es to consider for employmen

� steps to ensure equal pay 
� steps to provide flexible work options such as part-tim
� steps to recruit and retain more men into the sector 
� steps to properly reward women working in the sector at all levels 

The EOC has produced 

1

 

 

 

 
  
 
 
 

Developing good practice: Cardonald College 

Cardonald College in Glasgow operates a people-centred approach within its 
employer function, focussing on work-life balance, which has led to developments 
such as the introduction of paid parental and emergency leave and an annual ‘health
day’ and free massages for employees.  

 
the 

rincipal won the Lloyds TSB and Working Families 
‘Britain’s Best Boss’ Award.  

Staff turn-over and absenteeism is low, 
college has received an excellent HMI report, and teacher/ student relations are 
strong. In 2004, the college p

 

Organisations in the post-16 education sector are directly responsible for purchasing a wide range 
of goods and services, including cleaning services, construction, recruitment through agencies, or 
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 equality of opportunity for 

tice by looking at our Code of Practice. Detailed guidance 
n procurement will be available from.  

. Useful links

Ge
 
 

k/

 

due regard to the need to eliminate unlawful discrimination and promote
women and men in the way in which they procure goods and services. 

ou can find out what this means in pracY
o
 
6  
 

neral sectoral bodies 

� Universities Scotland  
http://www.universities-scotland.ac.u

 
  Colleges � Association of Scottish

http://www.ascol.org.uk/
 
� g Partnership Scottish Adult Learnin

http://www.salp.org.uk/
 
� uncil for FE and HE Scottish Funding Co

http://www.sfc.ac.uk/
 
HM Inspectorate of Edu� cation (HMIE) 

.gov.uk/http://www.hmie
 
� 

and/default.asp
QAA Scotland 
http://www.qaa.ac.uk/scotl

 
� Learning Link Scotland 

www.learninglinkscotland.org.uk
 
Centre for Education for Racial Equa� lity in Scotland (CERES) 
http://www.education.ed.ac.uk/ceres/T

 
� ges Union (UCU) Universities and Colle

http://www.ucu.org.uk/
 
� nd (EIS) Educational Institute of Scotla

http://www.eis.org.uk/latest.htm
 

ational Union of Students�  
.co.uk/

N
http://www.nusonline
 

NISON Scotland � 
ww.unison-scotland.org.uk/

U
http://w
 

MB � 
rg.uk/

G
http://www.gmb.o
 
T&G Scotland  � 

mepage.asp?NodeID=42540http://www.tgwu.org.uk/Templates/RegionHo
 
  Congress (STUC) 

http://www.stuc.org.uk/
� Scottish Trade Unions
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