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York St John University (YSJU)

Disability Equality Scheme 
Overview of Disability Equality at YSJU


Our vision
1. The University fully supports the Government’s aims for disability equality.  In supporting such aims we acknowledge that for disabled people a successful engagement with higher education (as student , employee or visitor) can be a significant step towards social inclusion and a fulfilled life and we would wish to play a full part in helping sustain such an engagement.

2. We aspire to create an environment where students and staff are all able to benefit from a higher education based on individual choice and academic strength, irrespective of personal circumstance.  Our commitment to inclusivity, to our diverse community of learners and to our responsibilities to the wider community is enshrined in our Mission Statement, Corporate Aims, Brand Promise, Ethos Statement and Ethics framework.

‘York St John is committed to the provision of excellent, open and progressive higher education that embraces difference, challenges prejudice and promotes justice, and is shaped by York St John's Church foundation.’ Mission Statement

Context
3. Our tasks in implementing the Disability Discrimination Act 2005, are challenging as the following indicates.  There are 5.7 million (20% of the working population) with a disability.
  Whereas 2.3% of the 27,000 H.E. employees have a declared disability
 and 4.8% (40,000) of first year students in 2003-04 declared a disability.  Given this context, our Disability Equality Scheme (D.E.S.) identifies our proposed response to our responsibilities.


Aims
4. We aim to play our part in attracting and retaining more disabled students and staff and in promoting disability equality issues in the wider community.  To achieve this we will work with partner organisations locally and nationally such as Higher York, HEFCE, AbilityNet and the Higher York Assessment Centre; as well as student placement providers and representatives of local support networks for disabled people.  

5. In sustaining the above aims, we have ensured that the process by which we have formulated our DES has been scrupulous and systematic.  In adhering to best practice we have sought the help of local organisations supporting disabled people and disabled students and staff.  We have  supported our DES with a detailed Action Plan (see Appendix 1), which identifies specific outcomes, timescales and nominated leads.

Vision and University Background

General background

6.
‘York St John University has its roots in the 19th century commitment of the Church of England to create a cadre of Christian teachers whose mission was "to educate the masses"’
. Emerging from this initial mission YSJU has a long-standing history of extending higher educational opportunity to students who would not otherwise have enjoyed the benefits conferred by H.E. 

Today our programmes of study encompass the humanities and social sciences; business, professional health; performance; sport; the arts; theology and religious studies and teacher education.  The University regularly performs above national benchmark in terms both of widening participation (including disabled students) and retention.  
7.
Our original mission still resonates today. ‘the Archbishop of York, has guided us to a new sense of ethos and identity that will be meaningful, important and accessible to all members of the York St John community - students, staff and governors - and to those with whom we form partnerships in the wider world.’
  Our mission is to create and deliver a distinctive and progressive form of higher education that secures student success for a diverse community of learners.  YSJU places the student experience at the heart of its academic ambition and explictly enshrines in its draft values statement our commitment to:
· ‘Integrity and mutual respect
· Academic freedom and independence 
· Social justice for all’ 

-campus student experience alongside innovation in off-
8.
These commitments are further sustained by University ambitions in providing an extensive range of educational services in forms and structures which match students’ interests and requirements. Our Disability Policy, our Disability Statement, and our Student Service Strategy all make explicit reference to our commitment to the provision of such services. 
‘The purpose of this policy is to assert: an enabling and proactive 
approach to the educational development of all students whatever their 
individual differences.’ YSJU Disability Policy 
‘York St John University actively encourages applications from students with disabilities or specific learning requirements. Students and staff at University are committed to creating a positive atmosphere, which allows everyone to participate fully in all aspects of University life. YSJU Disability Statement

‘In aligning services to University ambitions and aspirations we need to prioritise the following:- 
· The provision and development of services which are appropriately enabling to students in their commitment to education.
· The provision of services which are accessible in their location(s), their forms of information, their forms of communication, their availability, their infrastructure and in their procedures and policies. 
· The development of services which are responsive to student requirements. ‘
YSJU Student Services Strategy
9
The University’s Human Resources Strategy includes specific reference to diversity issues including a specific strategic aim to increase the diversity of the workforce and ensure that staff are treated with respect and equity within fair employment practice.


Disability Services 
10.
YSJU maintains a strategic overview of disability issues through committee composition, management structure and service configuration.  All University committees are required, through their terms of reference, to consider the implications for equal opportunities. 

11.
The Disability Management Group (DMG) sits as a sub-group of the Student Experience Committee which is itself a committee of the Academic Board.  Its function is to provide the University with advice on the development of best practice on disability issues and to monitor the progress of such issues.  The membership of the DMG is constituted on the basis of the widest possible representation and includes disabled students and staff. It is chaired by a senior University Manager.

12.
For staffing issues, responsibility for the development of all HR Policies and Procedures including those relating to Disability issues, rests with the Human Resources Development Committee which is a sub-committee of the Governing Body.  An Equal Opportunities/Diversity Committee has been  established.  The draft terms of reference for this new Committee are currently under discussion and include the development, implementation and monitoring of all diversity-related HR Policies and Procedures.

13.
A senior manager is appointed as Student Disability Officer and has a responsibility for the oversight of all student disability issues.  The Disability Service comprises a full-time co-ordinator, an administrator, dyslexia tutors and disability support workers.  This team has a responsibility for the support of all disabled students and also support staff development on disability issues.  

14.
The University has 426 students registered with a disability.  This represents 7% of the University population and exceeds our current HECFE benchmark of 4.5%.  Our degree results over the past three years indicate that disabled students have an almost identical pattern of achievement to their non-disabled counterparts.  Statistical details of the student population (Oct 2006) are presented in Appendix 2. & 3

15.
The University currently employs 22 staff with a declared disability.  This represents 4.3% of substantive staff numbers (513).

Development of the DES: Involvement of Disabled People


Partner organisations

16.
In its initial stages the Scheme was developed in co-operation with Higher York
 Partners.  The process was managed by the Higher York Disability Management Group (HYDMG) which was comprised of service managers
 with responsibilities for disability issues from the four institutions.  In these planning stages the scheme was developed separately for staff and students.  This echoed the successful process by which YSJU had engaged with its Race Equality Scheme. The two strands were consolidated in the final stages.  

Experts on Disability Issues 
17.
In subscribing to best practice the HYDMG worked collaboratively with  regional representatives of charities for disabled people and local experts (see Appendix 4 for list of collaborators).  We were grateful for the commitment and engagement of this community who were fully involved from the commencement of Scheme development.  We made significant use of their expertise in shaping the overall structure of our DES as well as determining our approach to initial planning. 


More precisely this expertise was used:


a) 
to determine and agree an approach to DES planning. 


b) 
to determine a generic structure for our DES 


b) 
to help shape the structure of our DES


b) 
in the provision of advice on the scoping of our DES


c)
 in the provision of individual consultancy


 
in establishing a network of experts for the future development of DES 


e) 
in scrutinising and endorsing final submissions



This twin strand approach, building on both the experience of our local HE/FE institutions and a regional expertise on disability issues was commended for its innovation by SKILL. It generated considerable advantages in that expertise on disability issues was efficiently utilised and best practice was gleaned from partners.  In passing, the knowledge generated by such a process was informally transferred to other regional institutions including Newcastle University.


Students and Staff
18.
In the secondary stages the four Higher York institutions pursued the detail of DES construction and validation separately.  YSJU engaged a working group (as a sub-group of its DMG) in ensuring that its DES was appropriately aligned to institutional mission and in ensuring that the scope of impact assessment and action planning took sufficient account of institutional practices and procedures and appointed an external consultant on disability issues as an impact assessor for both student and staffing issues.     

19.
By engaging as above and as recommended by best practice we assured ourselves of the following: 

· The planning process appropriately embraced disabled students,  and staff, representatives of a broad spectrum of organisations for disability and experts on disability issues

· The involvement of such expertise was focussed and proportionate, influential, transparent and accessible.

· We established fora of disabled people and ensured the continued involvement of representative groups 
· We ensured that the ongoing engagment with expert consultancy was built into business planning

· We ensured that such expertise was used in impact assessment and in ongoing monitoring of the Scheme during its lifetime


Impact Assessment 
20 Impact assessment is a process by which an institution’s policies, practices, provisions and criteria are systematically analysed to ensure that their potential or actual impact is understood.  In the construction of our DES we sought to ensure that our policies and practices did not disadvantage disabled people and we also sought to identify where they might better promote equality of opportunity. 
21.
YSJU pursued a standard process in firstly mapping all formal and informal policies, practices, procedures and criteria.  In ensuring that the extent of our scrutiny was sufficiently comprehensive we undertook an initial scoping exercise.  The content so established is presented in Appendix 5  while a description of a model process is attached in Appendix 6 
22.
We then identified, for both staff and students, those policies and procedures which we regarded as high priority and employed an external consultant on disability issues to conduct an initial impact assesment of these.  The outcomes
 from this assessment have been incorporated into action planning and the process of impact assessment has been embedded in University systems as a routine aspect of planning.  As a consequence all other policies have been identified as being of medium or low priority and will be impact-assessed during the lifetime of this Scheme and this process as it continues will adhere to standard practice and will involve data gathering in support of analyses; assessing impact and determining positive or adverse impact, the elimination of the latter; and the continued involvement of disabled people.


Action Planning
23.
The resultant action plan is contained in Appendix 1 

Gathering Information 


Employment data 
24
Arrangements for gathering information in relation to employment, and where appropriate, its delivery of education and its functions are made by the Human Resources Department and are currently reported to the Human Resources Development Committee and the Equal Opportunities and Diversity Committee which oversees the monitoring of specific HR Policies and Procedures.

Student Data
25 Data on students is maintained by the University Registry.  This information is regularly reported to Academic Board and its sub-committees including the Student Experience Committee and the Disability Management Group who monitor and consider such data on a regular basis.  Statistics maintained on students includes:

· Students by programme

· Students by level and mode of study

· Progression rates

· Withdrawal rates

· Degree classification

· % Distribution of student disability (HEFCE categories) 


Examples of this data are presented in Appendices 2 & 3 
26.
The monitoring and evaluation of the student experience, including the evaluation of disabled student issues, is secured by:

a. The National Student Survey

b. YSJU leavers’ survey

c. Individual monitoring of service data and individual service evaluations

d. Responses to complaints 

e. Regular local surveys of student perceptions

Implementing the Scheme 
27.
As indicated above, the DES includes an Action Plan which identifies specific actions, timescales and lead officers.  The lead officers have a responsibility for the implementation of the aspect which they direct.  The DES, as required, is endorsed at a senior level by the University Academic Board and Executive Group with specific sign-off by the Vice Chancellor and Chair of Governors.  As indicated below we have identified an annual reporting cycle which will assure the University of its adherence to planned actions and outcomes.


Annual reporting 
28.
The DES will be regularly scrutinised by the University’s Academic Board and its sub-committees to ensure its currency, compliance with stated actions and expected outcomes and consideration of the effectiveness of actions.  This will be achieved by a report to Academic Board at the conclusion of each year’s activity in December which will identify progress towards implementation.  It will be annually updated as a consequence of such scrutiny in preparation for a significant revision every three years 

Process for the development of the next version of the Disability 

Equality Scheme 

29.
As required, we will fully revise the Scheme on a three year cycle utilising:

· evidence on institutional performance

· the outcomes of ongoing impact assessment

· information on best practice in the sector

· the advice of our consultants 

· the advice of our disabled students and staff

· advice emerging from our partners including those representing 

disabled people.


Further Contact 
30.
Since we regard the ongoing evolution and development of this Scheme as a significant condition of its status we welcome comment on it particularly from disabled people.  If you have any contribution to make or any wish to be engaged with us in our work please contact or send your responses to:

Email:  f.coupar@yorksj.ac.uk
Telephone:  01904 876713

Minicom: 01904 612512/876480

Appendix 1  

Action plan 

Priority: High (H); Medium (M); Low (L)  Already undertaken in course of planning and pre-publication (U)

Admissions Manager = AM

Consultant  = C

Deans of Faculty = DOF
Deputy Deans = DD
Deputy Director of Student Affairs = DDOSA

Deputy Registrar Quality and Academic Standards = DRQ&AS

Deputy Vice-Chancellor = DVC

Director of Facilities = DOF

Director of Finance = DOFi
Director of Human Resources = DOHR

Director of Learning and Teaching = DOLT

Director of Marketing = DOM

Director of Student Affairs = DOSA

Disability Co-ordinator = DC

Disability Officer = DO

Evaluation Internship = EI 

Head of International Office = HOIO
Head of Research and Enterprise = HORE
Head of Staff Development = HOSD

Health and Safety Officer = H&SO
Pro Vice Chancellor = PVC
Registrar = REG

Students’ Union Disability Officer = SUDO

Students’ Union = SU

Vice Chancellor = VC
Action plan 

	SCOPE
	ACTIVITY /FOCUS
	ACTIONS
	LEAD
	WHEN/PRIORITY
	PERFORMANCE INDICATORS

	
	
	
	
	Yr 1
	Yr 2
	Yr 3
	

	POLICY SCRUTINY


	Policies, practices provisions and criteria 


	· Review all for their disability implications and dimensions
	DOSA
	L(U)
	L
	L
	Those with high relevance undertaken.  Work continues for remaining policies and new policies  

	language 
	All policies
	· Review/impact assess all significant policies for appropriate use of language
	C
	
	
	L(U)
	Changes to policies

	
	
	· Review/impact assess all remaining policies and continue to review all new policies 
	DOSA
	L
	
	
	Implement changes as identified by consultant

	CONSULTATION
	Consultation/ involvement of disabled students
	· Ensure the inclusion of the SU disability officer in the membership of all relevant committees and working parties and the wider engagement of disabled students in University decisions 
	DOSA
	
	
	L(U)
	TOR reviewed

	
	Consultation with experts
	· Continue engagement with experts
	DOSA/DOHR
	L(U)
	
	
	Resource established.  Expertise used for continued involvement in DES and in staff development

	LEARNING AND TEACHING
	
	
	
	
	
	
	

	examinations & assessments
	application for endorsement of adjustments/ deferral/mitigation /support
	· review mitigation processes to ensure that they are appropriately aligned to the requirements of disabled students. 
	DC
	
	M
	
	robust mitigating circumstances procedures generated

	
	examination/ assessment policy 
	· ensure that a disability perspective permeates examination/ assessment policy 
	DO/REG
	
	
	L(U)
	review

	
	relationship of adjustments to AON
	· review policy/process for validating adjustments to assessments relative to AON
	DC
	H
	
	
	report to DMG

	
	
	· ensure that the reality of adjustments matches intentions
	SUDO/SU
	
	M
	
	evaluate disabled student experience

	
	validation policy 
	· ensure that validation procedures require the consideration of disabled student requirements in the construction of assessment strategy 
	DO/ DRQ&AS
	H
	
	
	report to ASC

	
	validation events 
	· ensure that new programmes subscribe to the above and that assessment strategy commitments are fulfilled in programmes and modules 
	Chair of validation panel/ DRQ&AS
	
	
	
	monitor panel procedures on the basis of formal instructions

	delivery of learning support
	service standards 
	· ensure service standards address the requirements of disabled students 

· establish timescales for the speed of learning material delivery and point of delivery standards 
	DDOSA
	
	M
	
	establish service standards with a disability perspective

	
	mutual obligations
	· ensure that disabled students obligations for a responsible engagement with all services is formalised
	DC
	
	M
	
	Establish expectations by way of policy/learning contracts

	
	Information exchanges (with LAs and HY partners)


	· develop co-operative approach over training of support workers
	DC
	
	
	L
	Shared programme of training established

	
	accessibility of support materials
	· ensure the progressive availability of learning objects on the intranet– student can then decide what to do with information (e.g. read from edoc and send to translator).  
	DOLT
	M(U)
	
	
	Incorporation of appropriate advice in the L & T Strategy 

	
	establish support groupings
	· explore potential of buddying scheme for disabled students.
	DC
	
	M
	
	Report to DMG

	
	resource banking
	· establish central database of all electronic materials delivered for translation – explore this as an institutional or HY target.  
	DC
	
	
	L
	Establish data base in consultation with DOLT

	
	availability of resources
	· ensure appropriate timing of delivery of learning materials
	DC
	
	M
	
	Monitor timescales and report to DMG

	
	support worker availability 
	· ensure that support workers are sufficiently available to cope with emergency demand 

· explore possibility of a floating support worker 
	DC


	
	M


	
	Establish costs for business case

	
	support worker expertise
	· ensure appropriate level of skill and remuneration for support workers

· ensure training for support workers
	DC
	
	
	L(U)
	All roles HERA-ed and full training programme established. 



	
	continued relevance of AON


	· ensure there is sufficient flexibility to permit a review of support requirements
	DC
	
	
	L
	Monitor and report to DMG  

	
	learning infrastructure (IT)
	· ensure that the IT platform is robust enough to accommodate a range of appropriate software

· ensure that the IT platform is sufficiently flexible to accommodate individual differences

· ensure that specific accommodation is made to permit accessibility to IT services and equipment
	DOL&T
	H
	
	
	Report to DMG with a view to establishing practicabilities  

	
	learning infrastructure (non IT)
	· ensure that the content of all programmes is reviewed for implications for disabled students 
	DD/ DRQ&AS
	H
	
	
	At validation all new programmes scrutinised re appropriateness of content

	curricula
	programme construction -identify barriers - accept need for adaptation
	· ensure that guidelines are in place for programme construction identifying obligations re scrutiny of disability issues 
	DO
	
	
	L(U)
	review guidelines

	
	existing programmes 
	· ensure that all programmes are scrutinised for accessibility and disability 
	DC/DD
	M
	
	
	Identify and propose modifications re. any deficiency 

	
	
	· lay down guidelines for external  examiners re obligations under current legislation
	DRQ&AS
	M
	
	
	Guidelines produced

	DATA CONTROL AND SCRUTINY
	Confidentiality Policy


	· ensure continued applicability of confidentiality policy and process

· ensure scrutiny of data and trend analysis


	DC
	
	
	M
	Review policy and report to DMG

Regular reports to DMG



	data collection


	Data collection, disaggregation and usage issues which can inform the development of the University’s DES.
	· ensure that data collection is sufficiently refined to permit detailed scrutiny   
	REG/DOSA
	
	M
	
	Scrutinise data at DMG which will advise re. refinements 

	VALIDATION ARRANGEMENTS


	All partner organisations.

	· 
ensure all partner organisations are aware of obligations and that advice is contained in protocols
	DRQ&AS
	
	M
	
	Protocols and advice generated

	GRIEVANCE AND DISCIPLINARY PROCEDURES
	
	· ensure that due regard is given to timescales, communication issues and appropriate scrutiny for any disciplinary issue involving disabled students 
	DOSA/DC
	
	M
	
	Formalise support processes for any disabled student who is subject to disciplinary procedures

	RESEARCH AND KNOWLEDGE TRANSFER
	
	· ensure that any research staff are appropriately trained and advised re University policy
	HORE/DOHR
	
	M
	
	Include in university training

	
	
	· ensure that knowledge emerging from research undertaken by disabled students on behalf of the University is formally acknowledged.
	HORE
	
	
	L
	Establish policy

	ADMISSIONS
	Admissions policy
	· ensure the admissions policy is reviewed and scrutinised for its impact on disabled students 
	DC, DM, AM
	
	M
	
	Review and modify as necessary 

	
	Accessibility of open/visit days.

Open days targeted for specific groups


	· Ensure that the requirements of disabled students are considered in the planning and organisation of open/visit days. 

· Ensure the accessibility of all open day information.
· Ensure that students involved in open/visit day planning and as ambassadors are appropriately representative of the University.
	DOM
	H
	
	
	Test feasibility by addressing issue with local contacts

Make information available in alternative formats

Have robust ad proactive processes for recruitment

	
	
	· make specific overtures to institutions for disabled students/experts on disability for their and their clients’ engagement with open days.
· establish a bank of expertise in the communities of/for disabled students and research potential new markets
	DOM/DC
	
	M
	
	Facilitate the engagement with local institutions/ organisations.

	
	encourage students to declare disability on a) application b) enrolment c) on course 
	· monitor procedures to ensure:

· confidence in confidentiality 
process

· confidence in the objectivity of 
the matriculation process and 
the separation of academic 
scrutiny from disability 
assessment
· confidence in the level of 
support available 
· confidence in the quality of pre-
entry advice.

· ensure that advice has 
sufficient impact to inform the 
above.
	DC
	
	M
	
	report to DMG

	
	
	· research issues of non-declaration
	DC/DDOSA
	
	M
	
	research outcomes  presented to DMG 

	
	Assessment of Need (AON) 
	· ensure that the benefits of AON are widely publicised including in outreach activity 
	DOM
	H
	
	
	AON process formalised as part of address in outreach presentations

	MILESTONES
	Key events which may impact differentially on a disabled student’s experience


	· ensure that all key events are audited for impact on disabled students (as below)
	DC
	
	M
	
	Present paper to DMG

	
	induction
	· ensure early/supported induction for disabled students where appropriate

· ensure facilitated induction for disabled students 
	DC/DDOSA

	
	
	L(U)
	Process reviewed and any changes accommodated in new arrangements

	
	arrival 
	· ensure the early provision of information about city/local accessibility and support
	DC/DOM
	
	
	L(U)
	Include information about local support networks and local accessibility in pre arrival information 

	
	year transition/progression assessment results – comparisons
	· scrutinise performance of disabled students and compare with general institutional population 
· intervene where necessary and revaluate adjustments and support
	REG

DC
	
	M
	L(U)
	Include data for scrutiny in annual quality report and at DMG

Respond with individual cases as appropriate 

	
	graduation/graduation ceremonies
	· ensure scrutiny of degree classification
· ensure physical accessibility of graduation event,  the accessibility of publicised information including signing for both practical and ‘promotional’ reasons
	REG/DC

DOM/REG
	
	M
	L(U)


	Include data for scrutiny in annual quality report and at DMG

All issues reviewed for issues of practicability, legality and explicit institutional commitment 

	
	life, non-education related milestones (bereavement, social) – relationship to student services
	· ensure appropriate understanding of the potential impact of non – education related events
	DC
	
	
	L
	Monitor performance intervene as necessary, and retain data on events 

	
	ensure flexibility to deal with any deterioration/change in performance as a consequence of life events  
	· ensure that information can be shared in confidence and that adjustments can be reassessed appropriately
	DC
	
	
	L
	Monitor performance and intervene as necessary

	PLACEMENTS
	Policy reviewed including obligations on placement provider.  


	· Generate new policy and include placement provider in development of policy 

· Sharing of good practice 

· Keep list of placements (where disabled students had good experiences)

· Engage in meaningful dialogue with placement providers.  

· Actively challenge

· Clarify role of institution/organisation


	DOSA

DOF

DOSA
	H

H

H
	
	
	Hold workshop (HY) with all interested parties to generate a new policy. 

Maintain database

Policy construction to identify and appropriately negotiate obligations for both University and placement providers 

	EXCURSIONS/ RECREATION


	Not mandatory /extra curricular events– advertising and 


	· Ensure the embedding of best practice and the accessibility for all institutional activity
	HOSD
	M
	
	
	All areas (including SU) to be advised on scope of legislation

	COUNSELLING


	Counsellor expertise

	· Ensure that the experience of counsellors matches the requirements of students – particularly on mental health issues
	DDOSA
	
	M
	
	Ensure that the counselling review considers the implications and staff are offered SD

	IAG


	Ensure accessibility of all IAG functions
	· Review locations of all IAG functions to ensure their accessibility 
	DDOSA
	
	
	L(U)
	All services located accessibly

	ADVOCACY

	Independent student advocates 


	· Ensure that we have established appropriate points of expertise for advocacy for disabled students
	DC
	
	M
	
	Establish data-base of contacts

	INDEPENDENT LIVING AGENDA


	Category or embedded in general policy


	· Ensure good relationships with community support networks
	DC
	
	M
	
	

	INTERNATIONAL STUDENTS


	Making students aware well in advance of obligations and entitlements
	· ensure information on services is available in advance 
	DDOSA
	
	
	L(U)
	Include on web site

	exchanges


	YSJU exchange partnerships   Ensure like-on-like exchanges? – should instead adequately prepare student to research what is available, level of support, resources etc.
	· ensure mutual obligations between exchange institutions are flagged and reviewed and that new exchanges make this explicit in agreements
	HOIO
	
	M
	
	Policy agreements established to new exchanges;  negotiation of agreements for established exchanges

	ESTATES AND PROCUREMENT
	
	
	
	
	
	
	

	Accommodation


	Physical Access Audit checklist construction, training of staff, implementation and review of recommendations
	· Ensure the annual view and update of the access audit and the use of appropriate expertise in all new build
	DOF
	H
	
	
	Access Audit progress reviewed annually by the DMG

New build protocols devised to ensure use of access experts 

	
	Room accessibility 
Suitability for users with guide dogs

RNIB provide audits
	· Ensure that all room profiles identify accessibility standards and specifications (suitability for users – e.g. guide dogs, loop systems etc)
	DOF
	
	
	M
	Database to include reference to accessibility specs

	estate
	Signage/orientation/
public facilities 
	· Ensure the accessibility and appropriateness of all signage; accessibility re. orientation and the accessibility of all public facilities. 
	DOF/DOM
	M(U)
	
	
	Involve interest groups in discussion re new signage

Implement outcomes of orientation review.

Report to DMG on implementation of access audit

	PARTNER-SHIP AND COMMUNITY LINKS
	
	
	
	
	
	
	

	
	
	· maintain contact with interest groups and experts 
	DOM/DOSA
	M
	
	
	Consolidate and extend contacts via Staff Development

	CHALLENGE
	
	· ensure that the University is prepared to operate as a champion for disability rights
	VC/DPV/PVC
	H
	
	
	Senor staff to endorse and have oversight of DES and action plan

	HEALTH AND SAFETY
	Health and Safety Officer and 

Health and Safety Committee (H&SC)
	· ensure engagement of H & S with and risk assessment process if coordinated with disability issues 
	H&SO/DC
	H
	
	
	H&SO as member of DMG. Risk Assessments undertaken for all significant disability related issues. 

H&SC advised about significant issues

	COMMUNIC-ATIONS AND PUBLIC AFFAIRS 
	Communications Policy 
	· establish the practicability and usefulness of establishing such a policy 
	DOM
	
	M
	
	review the feasibility of an ‘Alternative Communication Format Policy’ (ACPL) 

	
	Audit available providers/translators and local expertise/experience
	· ensure availability of expertise for e.g.  interviews and events.
	DOHR/DC
	L
	
	
	Generate data bases of available experts and local expertise 

	COMMITTEE WORK– 
	Terms of reference 

	· ensure that committee structure and TOR appropriately reflect statutory responsibilities 
	REG
	
	
	L(U)
	Continuously review

	MARKETING PUBLICITY 
	Publications
	· ensure that all publicity materials meet accessibility standards 
	DOM
	H
	
	
	Maintain accessibility of website; and other publications and ensure availability of alternative formats

	
	Events
	· ensure all events meet accessibility standards
	DOM
	H
	
	
	Review processes for ensuring accessibility of events 

	INFORMATION AND ICT
	Information policy 

IT policy 
	· ensure policy construction and revision involves input from appropriate interest groups 
	DOLT/DOM
	
	M
	
	Construct/review  policy with appropriate scrutiny by DMG

	STRUCTURE OF MANAGEMENT, DISABILITY SUPPORT AND SCRUTINY
	support arrangements

and service structure 

	· ensure the continued appropriateness of service arrangements


	DDOSA/DC
	
	
	L(U)
	Report on current arrangements to DMG


	STAFF
	
	
	
	
	
	
	

	RECRUITMENT & SELECTION POLICY & PROCEDURE
	Formulation of roles and developments of Job Descriptions
	· Ensure that the format of Job Descriptions and process for their development take appropriate consideration of potential disability issues
	DDHR
	M
	
	
	Changes to document made and communicated as necessary.

	
	Production of Job Specifications
	· Ensure that the format of Job Specifications is appropriate 

· Ensure that only appropriate criteria are set and that these take account of potential discrimination on the grounds of disability
	DDHR
	M
	
	
	As above.

	
	Placing of Job Advertisements
	· Review current procedure for the placing of Job Advertisements with a view to considering a broader range of publications
	DDHR
	M
	
	
	Evidence of a review and implement changes.

	
	Disability ‘Two-Ticks’ symbol (including the Guaranteed Interview Scheme) 
	· Review the use of the ‘Two-Ticks’ symbol and ensure that all requirements of the scheme are being met

· Where any further changes are required, production and implementation of an action plan to address these
	DDHR

DDHR
	
	H
H
	
	Written report on the review of the symbol responsibilities.  Agreement and implementation of an action plan to address on an ongoing basis.

	
	Wording of Job Advertisements
	· Review the contents / wording of Job Advertisements (including the display of the ‘Two-Ticks’ symbol)
	DDHR
	H
	
	
	Any changes agreed and implemented.

	
	Methods of receiving Job Advertisements
	· Review current options for the submission of Job Advertisements to ensure that there is sufficient flexibility to meet the needs of disabled applicants
	DDHR
	
	H
	
	Revised, more flexible arrangements implemented as needed.

	
	Short listing Process
	· Review the procedure for the assessment of applications against criteria within Job Specifications to include consideration of whether the current process (and supporting paperwork) is sufficiently flexible
	DDHR
	M
	
	
	Changes to document made and communicated as necessary.

	
	Selection methods (including interviews, presentations, accommodation and testing
	· Ensure that the selection process and tools used are appropriate for all applicants and offer sufficient flexibility (where required) for disabled applicants
	DDHR
	
	H
	H
	Written review of alternative methods carried out and agreed.

	
	Occupational Health Checks – pre-employment
	· Ensure that the current process for pre-employment health checks reflects and facilitates appropriate support for disabled staff
	DDHR
	
	M (U)
	
	Contain within current review of Occupational Health Services currently being carried out.

	
	Induction processes
	· Ensure that Induction processes (central and local) for disabled staff are appropriate to individuals needs

· Ensure that the University Induction process for all staff includes awareness of disability issues, as appropriate 
	HSD

HSD
	H (U)
H
	
	
	Include within review being carried out in Staff Development.  Include specific reference to disabled staff.

	DEPLOYMENT OF STAFF
	Contractual arrangements
	· Ensure that contractual arrangements consider the needs of disabled staff and applicants as appropriate 
	DDHR
	
	M
	
	Amend contractual arrangements as necessary.  HR staff to received training in this area.

	
	Flexible working hours and arrangements
	· Review current policies and procedures for flexible working to ensure these meet the needs of disabled staff
	DHR
	
	
	M
	Review documentation to ensure issues related to disabled staff are addressed.

	
	Staff workload 
	· Ensure there are arrangements in place for fair and reasonable distribution of work for all staff
	DHR
	
	M
	M
	Ongoing issue – to be addressed on case by case basis.

	
	Practical ergonomic issues
	· Review processes to ensure disabled staff have access to practical / ergonomic support as necessary
	DDHR
	
	H
	
	Policy / procedure implemented.  Training to take place for HR staff.

	
	Reasonable adjustments
	· Ensure that reasonable adjustments are made through all employment / HR processes
	DDHR
	H
	
	
	Application of existing policies on reasonable adjustments.  Collation of central information on adjustments made to demonstrate compliance.

	
	Health and Safety 
	· Review current H&S arrangements as necessary.
	HSO
	
	
	
	

	
	Sickness absence monitoring 
	· Ensure that there are robust processes for the monitoring of sickness absence and that these take into account disability issues
	DDHR
	
	M
	
	Review sickness absence policy and processes as needed.

	SUPPORT FOR STAFF
	HR Department support / expertise in employment of disabled people
	· Develop further knowledge / skills within the HR Team in the employment of disabled people

· Ensure that the HR Department provides an appropriate level of support to disabled applicants and staff
	DHR / HSD

DHR / DDHR
	H
H
	H
H
	H
H
	HR team to receive training on disability issues related to employment and how HR can support disabled applicants and staff.

	
	Line Management support for disabled employees 
	· Develop further knowledge for line managers in the employment of disabled people

· Ensure that relevant support is provided by line manager to disabled staff
	DHR / HSD


	H
	
	
	Development programme for managers on the employment of disabled people.

	
	Occupational Health
	· Explore the potential development of Occupational Health Services to enhance support available to disabled staff
	DDHR
	
	M(U)
	
	Include within the review of Occupational Health services currently ongoing.

	
	Other Support including counselling and other Health Benefits 
	· Explore the development of an overall ‘support’ service for disabled employees 
	DHR / DDHR
	M
	M
	
	Report on recommended support mechanisms.

	REWARD AND RECOGNITION
	Pay and grading structures 
	· Ensure that the University’s pay and grading structures (including arrangements for Market Pay, progression and protection) do not result in any discriminatory impact upon disabled staff
	DHR / DDHR
	M
	M
	M
	Evidence of disability issues being considered when pay structures are developed and reviewed.

	
	Employee Benefits
	· Review the current provision of ‘other’ employee benefits as required
	DHR / DDHR
	M(U)
	
	
	Include reference in work currently being undertaken.

	
	Recognition of achievements
	· Ensure that any staff recognition schemes / projects apply to all groups of the staff community
	DHR
	
	M
	
	Included appropriate scope within documentation.

	STAFF DEVELOPMENT
	Raising disability awareness
	· Develop a programme of staff development activity to ensure that staff across the University are aware of disability issues

· Disability Equality Training for line managers to address specific issues raised in the impact assessment of HR policies and procedures.

· Disability Equality and related risk assessment training to ensure correct route is taken where an employee is experiencing difficulty.

· Training for managers and HR staff on the practical assistance available to employers.


	HSD

HSD

HSD

DHR / HSD
	H
H

	H
M

	
	Development events and processes implemented and monitored by Staff Development.

Specific training carried out and evaluated.

Focused training to have taken place as needed.

Training for HR staff delivered.

	
	Staff Development for disabled staff
	· Ensure that there is sufficient flexibility in the modes of delivery of staff development activity to meet the needs of disabled staff
	HSD
	M
	M
	M
	Evidence of flexibility in all training delivery.

	MONITORING
	Clear monitoring process
	· Agree through HRDC the content and frequency of monitoring reports (to include information on the number of disabled applicants and staff)
	DHR
	H
	
	
	Agreed monitoring reports presented and considered by HRDC on regular basis.

	HR POLICY REVIEW
	Review the following HR policies / procedures to ensure that disability issues are fully addressed:


	· Grievance Procedure

· Disciplinary Procedure (including code of conduct)

· Probation Procedure

· Appraisal Procedure

· All EO / Diversity Policies / Procedures

· Dignity at Work / Harassment Policy and Procedure 

· Redeployment / Redundancy

· Capability Procedure

· Management of Sickness Absence

· Open Files Policy – to ensure information can be presented in necessary formats.


	DHR / DDHR
	M

	M
	M
	Evidence that policies / procedures have been reviewed and that any necessary changes are implemented.

	STAFF SURVEY
	Access the outcomes of the 2006 Staff Survey
	· Develop an action plan to address the outcomes of the 2006 Staff Survey including and specific issues relating to disability
	DHR
	M
	
	
	Inclusion of disability issues within agreed action plan as appropriate.

	HR STRATEGY
	Development of HR Strategy 2006-08
	· Ensure that disability issues are addressed within the University’s 2006-08 HR Strategy
	DHR
	H
	
	
	Ensure specific inclusion within HR strategy.

	CONSULTATION
	Ensure that disabled staff are consulted on appropriate developments to HR policies and processes
	· Need to include the membership of the two current Joint Consultative Committees
	DHR
	
	M
	
	Written review of consultation processes considered by JCC and HRDC.


Appendix 2
YSJU  students have the following conditions in the following proportions 
Out of a total of 426 students:

Specific Learning Difficulties: 


62.3%

Mobility problems




9.5%

Medical conditions




13.6%

Mental Health Difficulties



7.1%

Hearing difficulties




2.4%

Unseen difficulties




1.5%

Visual impairment




3.6%

Other






1.3%

The students are on the following programmes

Occupational Therapy



20.1%

Theatre, Film and Television


8.1%

Performance





8.0%

History





7.1%

QTS






7.5%

Sport 






8.1%

Theology 





8.0%

Counselling





6.8%

Art and Design




7.0%

English Literature




7.2%

Management Studies



3.5%

Language and Human Communication

1.0%

Physiotherapy




2.6%

PGCE






2.9%

American Studies 




0.6%

Comparative Media                                           
1.2%

Foundation Rehabilitation                                  
0.3%             

Appendix 3
	York St John University
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	 
	 
	Arts
	Business & Communication
	Education & Theology
	Health & Life Sciences
	Joint Honours
	Exchange
	University Total

	Student Population:
	
	
	
	
	
	
	

	01 October 2006
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	 
	 
	Number
	%
	Number
	%
	Number
	%
	Number
	%
	Number
	%
	Number
	%
	Number
	%

	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Student Total
	 
	1,314
	22%
	974
	17%
	1,742
	30%
	1,271
	22%
	486
	8%
	66
	1%
	5,853
	100%

	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Mode
	Full time
	1,243
	95%
	481
	49%
	932
	54%
	948
	75%
	481
	99%
	66
	100%
	4,151
	71%

	 
	Part time
	71
	5%
	493
	51%
	810
	46%
	323
	25%
	5
	1%
	0
	0%
	1,702
	29%

	Level
	Undergraduate other
	40
	3%
	357
	37%
	510
	29%
	42
	3%
	0
	0%
	66
	100%
	1,015
	17%

	 
	Undergraduate First Degree
	1,210
	92%
	418
	43%
	717
	41%
	1,085
	85%
	486
	100%
	0
	0%
	3,916
	67%

	 
	Postgraduate
	64
	5%
	199
	20%
	515
	30%
	144
	11%
	0
	0%
	0
	0%
	922
	16%

	Fee Status
	Home
	1,294
	98%
	802
	82%
	1,705
	98%
	1,261
	99%
	483
	99%
	1
	2%
	5,546
	95%

	 
	Overseas
	20
	2%
	172
	18%
	37
	2%
	10
	1%
	3
	1%
	65
	98%
	307
	5%

	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Gender
	Female
	844
	64%
	695
	71%
	1,401
	80%
	877
	69%
	339
	70%
	45
	68%
	4,201
	72%

	 
	Male
	470
	36%
	276
	28%
	341
	20%
	394
	31%
	146
	30%
	21
	32%
	1,648
	28%

	Age
	Young
	1,034
	79%
	335
	34%
	638
	37%
	677
	53%
	404
	83%
	31
	47%
	3,119
	53%

	 
	Mature
	278
	21%
	631
	65%
	1,095
	63%
	592
	47%
	80
	16%
	35
	53%
	2,711
	46%

	 
	Not known
	2
	0%
	8
	1%
	9
	1%
	2
	0%
	2
	0%
	0
	0%
	23
	0%

	Disability
	Known to have a disability
	115
	9%
	65
	7%
	115
	7%
	98
	8%
	32
	7%
	1
	2%
	426
	7%


Appendix 4
Memberships

Higher York Learners and Support Group
Finlay Coupar  
YSJUC

Steve Page

York University
Paul Gilfoyle

York College

Jill Ellis

Askham Bryan

Claire Newhouse 
Higher York
Higher York Disability Management Group
Finlay Coupar
YSJUC

PennThomas

York University 

Pat  Rose  

York College

Bob Houseman
Askham Bryan

YSJU Disability Management Group Working Party

Finlay Coupar   
Director of Student Affairs and Student Disability Officer 

Liz Maynard  
Disability Coordinator


Kate Eveleigh  
Students’ Union Disability Officer
Anne Parkin- 
Disability Unit Administrator

Stephen Friend
Senior Lecturer

Peter Gray

Deputy Dean Faculty of Health and Life Sciences

Kevin Colbert 
AbilityNet 

External Experts

David McCormick  
Education Officer SEN City of York Council*

Elvira Haeussler, 
RNIB 

Tom Wrynne 
Catholic School for the Deaf

Beccy Oughton
Beaumont College, Lancaster (Scope Rep)
Dr John Rack
Dyslexia Institute

Ruth Schofield  
LSC

Michael Handsford
Mind

Kevin Colbert 
AbilityNet
Appendix 5
Areas identified for scrutiny: students
· Examinations – formal process for application for /endorsement of adjustments/deferral/mitigation/support – policy – relationship to AON

· Assessments- formal process for application for /endorsement of adjustments/deferral/mitigation/support- policy 

· Admissions - accessibility of information – separation of academic scrutiny from disability assessment – policy. relationships  with specialist institutions and expert fields.  ‘declaration issues’- for impact assessment

· Milestones  - assessment of impact of key events – induction /year transition / assessments/ placements graduation, accessibility of ceremonies including graduation.  Impact of life events

· Delivery of learning/support – (resources and personnel – learning contracts and mutual obligations) – policy /service standards. Speed of learning material delivery and point of delivery review ‘contracts’ . IT

· Curricula – relate to validation and the need to ensure accessibility of all aspects of the curriculum

· Placements – policy 

· Accommodation – accessibility and scope – number and type of rooms for disabled students.
· Policy scrutiny – all policies

· Validation arrangements – policy scrutiny of new programmes 
· Data control and scrutiny – confidentiality policy; scrutiny of data for trends and response- where when. Range of resources and their location related to trends

· Data collection – undertaken for comparison

· Student retention – comparison and intervention

· Excursions – policy and exclusion/ related to placements
· Counselling – (availability and expertise of staff) possibility of shared resource being identified 

· Recreation accessibility (SU involvement)

· social services – and relationship 

· Estates- 

· Signage 

· Orientation

· Public facilities

· Accessibility of IAG functions

· Committees – terms of ref

· Structure and management of disability support and scrutiny – committees, support units, executive structure, responsible personnel.

· Advocacy – support for students in dispute with the University – use of  external experts 

· Health and Safety and risk assessments

· Independent Living – 
· International students – policy and transparency with regard to costs and services

· Exchange students - policy and transparency with regard to costs and services

· Challenge flag and embed the need for all institutions  to act as a point of challenge, promotion and advocacy for e.g. placement providers 
Areas identified for scrutiny: staff

· Recruitment & Selection:



· How roles are formulated – job descriptions etc.
· Person Specifications – are there areas for review in the setting 
of requirements for roles before recruitment process?
· Where do we advertise jobs?
· Use of the two-ticks disability symbol and full compliance with all 
requirements
· Wording of advertisements and general accessibility issues
· Methods for receiving applications – is there sufficient flexibility?
· Shortlisting process – how do we measure applicants against 
the agreed criteria
· Guaranteed interview scheme (two-ticks)
· Methods for selection – interviews, presentations, accommodation used, testing of all types, other selection techniques used.
· Occupational health checks before appointment
· Induction processes – local and central
· Deployment:

· Contractual arrangements
· Flexible working hours and arrangements
· Workload issues 
· Practical ergonomic issues and specific support for disabled 
staff
· Reasonable adjustments under DDA
· H&S issues?
· Leave arrangements – monitoring of sickness absence
· Support for Staff

· HR support & expertise in employment of disabled staff

· Line management support

· Use and role of occupational health

· Counselling support

· ‘Health benefits’

· Are we providing enough and the right sort of support for staff?

· Reward & Recognition

· Salary / Grading structures including starting salaries and 
progression

· Other employment benefits

· Recognition of achievements

· Staff Development

· For staff across the University on disability issues
· For disabled staff – is there enough flexibility in modes of 
delivery, timing etc.
· Monitoring 

· Information on disabled applicants and staff.
· Disciplinary issues / grievances etc.
· Clarity on what we should be monitoring, how and how often
· Role of HRDC and Exec
· HR Policy Review

· Grievance

· Discipline / Conduct

· Performance Management

· Probation

· Appraisal

· EO / Diversity generally 

· Dignity at Work

· Redeployment / Redundancy

· Communication

· Alcohol and Drugs

· Capability

· Management of Sickness Absence

· Other issues

· Outcomes of staff survey 2006

· Establishment of EO Committee

· Development of HR Strategy 2006-08

· Implications of self-assessment tool from 2007 onwards

Appendix 6
IMPACT ASSESSMENT 

The following advice emerges from ‘Conducting impact assessments for equal opportunities in higher education’ HEFCE 2004/37 Good Practice.  

Impact Assessment as defined is a process by which an institution reviews all established and new:

· policies 

· practices

· provisions  

and 

· criterion 

for their differential impact (real and potential) on identifiable groups of people (here – the disabled and members of ethnic minorities). It should be noted that both the Race Equality Scheme RES) and the DES have implications for our responsibilities for and to staff, students, visitors and collaborators.

The impact assessment process is guided by principles of relevance and proportionality and involves five stages as below:

Method
1 mapping

1.1
Identify all formal and informal policies, practices, procedures and criteria
1.2
Establish who is responsible for implementation

1.3
Establish relevance to disability equality and prioritise as High, 
Medium or Low involving representative of the target 
community in the process
1.4
Determine if there is scope for promoting the particular element 
of equality within the policy, practice, procedure or criterion
In undertaking this, the implication is that this map will be available for continuing impact assessment 
2
data/evidence gathering 

2.1
Identify what data/evidence is required to assess impact 
2.2
Identify what data/evidence is available and what further data/evidence needs to be gathered
2.3 Use a mixture of quantitative and qualitative data/evidence and ensure data/evidence is reliable and valid
3 assess impact

3.1
Determine if policy, practice etc has any positive impact

3.2
Determine if policy, practice etc has had or is likely to have an adverse 3.3
impact on disability equality on the basis of the information gathered

3.4
Determine nature of the adverse impact

4.
eliminate adverse impact

4.1
Investigate why adverse impact had occurred/was likely to occur

4,2
Find measures to eliminate or reduce adverse impact

4.3
Amend policy or practice as appropriate

4.4
Assess changes for adverse impact
5
involve the target community at all stages of the process
5.1
Ensure that the target community with a range of perspectives are involved
5.2 Use a variety of accessible methods for consultation
Appendix 7

MAPPING PHASE 1B
Initial investigations for the implementation of the Disability Equality Scheme (DES) within York St John University (YSJU) and the subsequent impact upon Student Services, HR and other departmental policies, procedures and practices

Policy scrutiny document produced by David J. McCormick BA (HONS), 
Dip CG acting as a Disability Consultant to YSJ University
November 2006

1.
Introduction
This document has been written in the light of the incoming legislative requirements being placed upon all public bodies to produce a Disability Equality Scheme (DES) with a clear 5 stage process which incorporate assessing the current impact of existing polices, procedures and practices in operation and identifying areas of potential barrier and/or discrimination on the grounds of disability followed by the construction of an action plan which identifies the proposed remedies for the removal of potential barriers and/or disability discrimination.  

This action plan is based upon an initial audit of existing procedures and practices for all aspects of YSJU activities in consultation with a cross-section of staff and disabled students and input from appropriately experienced disability consultants.  This initial audit will then need to be followed up by a more in-depth series of impact assessments upon existing polices which define and direct such practices and procedures.  These series of assessments will need to identify whether the current wording and format of key policy documents and their linkage to this public body’s DES run the risk of creating/reinforcing barriers to access for all potential or current disabled students or employees and recommendations as to how these policies might be altered or improved to remove such barriers and any subsequent incidence of disability discrimination.

The production of this public body’s DES is in line with the general disability equality duties (DEDs) which form part of the incoming Part 5A of the Disability Discrimination Act (DDA (1995) which will come into force as from 4th December 2006 for all public bodies.  These general duties cover 6 key areas and require all public bodies to have due regard to:

· Promoting positive attitudes towards disabled people

· Promoting equality of opportunity

· Encourage participation by disabled persons in public life

· Eliminate disability-related harassment

· Eliminate unlawful discrimination – ‘institutional disablism’*

· Take steps to meet disabled people’s needs, even if the requires more favourable treatment.

These general DEDs build upon existing sections of the DDA – employment (Part 2), the provision of access to goods, facilities, services and premises (Part 3) and education (Part 4 – now covered by the Special Educational Needs & Disability Act (2001)) but with a new approach.  This new approach focuses upon the promotion of organisational change via the identification and removal of physical/environmental, organisational/structural and attitudinal barriers.   This in turn, requires all public bodies to meet the specific DED for the production, implementation and review of a DES and working action plan.  

These general and specific DEDs are all about public bodies doing what they should already be doing in terms of promoting solid disability equality and thereby promoting social justice for all, but in a better and more evidence-based format.  The development of the DDA and the implementation of these equality duties have been directly influenced by the lessons taken from the Race Equality Duty.  

2.
Terms of reference

This first policy scrutiny document forms part of the impact assessment mapping process.  It will attempt to link the current policy documents which feature within the ‘Document Directory’ covering aspects linked with:

· Student Services

· Programme and Module approval

· Collaborative Provision

· Assessment Handbook

· Student Recruitment and Admissions

· Academic Student Support and Guidace

· Academic Appeals and Student Complaints

· Research

· Data Protection

· Physical Resources

· Teaching and Learning

In order to keep the focus of this policy scrutiny document sharp and concise, all analysis, findings and recommendations will centre on the following criteria:

· Use of Language – how appropriate is the language currently being used in the 2 sets of handbooks and related documentation being assessed in terms of working to remove barriers to access for all potential and existing disabled employees.**

· Linkage to existing DEDs/DES – How do these current policy formats link across to the action points featured in the current DES and the general DEDs (see Section 1 of this report) and what general findings and recommendations can be suggested in order to ensure that these policies meet the requirements of the general DEDs?

· Subsequent departmental implications (Student Services, HR, other) – What are the implications in terms of staff training and development and related resource implications for YSJU’s departments if the DES action plans are put into place?

*
-
The term ‘institutionalised disablism’ recognises that within some public bodies; policies, procedures and practices may have evolved which may conspire to create barriers of a physical/environmental, structural/organisational or behavioural/attitudinal nature which create and reinforce disability discrimination.  The institution and individuals therein may or may not be aware or purposefully set out to create such barriers and discriminatory practices but nevertheless, these disabling effects are present within the institution concerned.

Disabling effects in this context, relates back to the Social Model of Disability from which this paper was written from.  The impairment or medical condition of the individual concerned remains constant but the disabling effects of the barriers identified can be removed or their effects reduced sufficiently to promote equity of opportunity and access for all.

**
-
Potential and existing disabled employees relates to the current and evolving definition of disability as outlined within the current DDA (1995) definitions with its recent amendments.

Appendix 8
Categories of Disability
The University subscribes to the legal definition of disability.  For data- collection purposes we utilise the UCAS categorisations of disability as below

· specific learning difficulty (e.g. dyslexia)

· blind or partially sighted

· deaf or hard of hearing 

· wheelchair user or mobility difficulty

· Autistic Spectrum Disorder or Asperger Syndrome

· mental health difficulties

· unseen difficulties

· multiple disabilities

· a disability not listed above (including long-standing illness or health condition such as cancer, HIV, diabetes, chronic heart disease, or epilepsy )

� British Labour Force Survey


� HESA staff record 2003-04


� University web-site ‘About Us’


� University web-site ‘About Us’


� Draft Values Statement. 


� , Higher York is a Higher Education Funding Council Lifelong Learning Network linking the providers of Higher Education in York, namely; York St John University, the University of York, York College and Askham Bryan College


� Finlay Coupar Director of Student Affairs YSJU


  Penn Snowden Manager of Disability Services York University


  Pat Rose Learning and Teaching Support Manager York College


  Bob Houseman Section Leader supported Learning Askham Bryan College


� David McCormick’s description of process is included in Appendix 7
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