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This paper focuses on the implications of adopting social audit approaches in
order to implement equality policies in Scottish FE colleges, exploring the tension
between surface compliance and deep institutional engagement. It provides a brief
overview of the Scottish further education context, before turning to a consideration
of social audit and equalities within the sector. The data reported comes from
a research study funded by the Scottish Further Education Unit which examined
college policies and practices in relation to equalities. The study involved analysis
of statistical data, a questionnaire survey of all Scottish colleges and in-depth case
VWXGLHVLQ¿YHFROOHJHV7KHSDSHUH[DPLQHVWKHSURVDQGFRQVRIVRFLDODXGLWDVD
PHDQVRIDFKLHYLQJLQVWLWXWLRQDOFKDQJHVLQWKH¿HOGRIHTXDOLW\
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This paper explores the impact of audit process on the implementation of equal
opportunity policies in Scottish Further Education (FE) colleges. It considers
whether a focus on legislation and the use of audit processes lead to effective
implementation at all levels, or to more limited surface compliance. Before
examining data from a research study the equality agenda, the Scottish college
context and the nature of new public management are examined.
Over the past decade, there has been a growing body of policy, legislation and
regulation focusing on equality issues emanating from the European Union, the
8.JRYHUQPHQWDQGWKHGHYROYHGMXULVGLFWLRQVRIWKH8. 0F.LH 5LGGHOO 
:LWKLQ*UHDW%ULWDLQDGLVFULPLQDWLRQODZUHYLHZZDVXQGHUWDNHQLQ
to explore the possibility of harmonising equalities legislation to cover the six
equality strands (gender, race, disability, age, sexual orientation and religion/belief)
UHFRJQLVHGE\WKH(8DQGFRYHUHGE\WKHQHZ&RPPLVVLRQIRU(TXDOLW\DQG+XPDQ
5LJKWV &(+5 %\WKHGXW\RQSXEOLFVHFWRUERGLHVWRSRVLWLYHO\SURPRWH
equality applied to race, disability and gender (but not age, sexual orientation and
religion/belief). In Scotland, equality policy has a wider ambit than the six strands
FRYHUHGE\WKH(TXDOLW\$FW7KH6FRWODQG$FWGH¿QHVHTXDORSSRUWXQLWLHV
in terms of ‘the prevention, elimination or regulation of discrimination between
persons on grounds of sex or marital status, on racial grounds, or on grounds of
disability, age, sexual orientation, language or social origin, or of other personal
attributes, including beliefs or opinions, such as religious beliefs or political
opinions’. This has led the Scottish Executive to be pro-active in encouraging
WKHPDLQVWUHDPLQJRIHTXDORSSRUWXQLWLHV %UHLWHQEDFK ZLWKWKH(TXDOLWLHV
Unit in the Scottish Executive charged with ensuring that all policy and legislation
is ‘equality-proofed’. To ensure compliance with the legislation, there is a growing
emphasis on social audit in the form of monitoring and target setting.
This paper draws on data from research commissioned by the Scottish Further
Education Unit (SFEU) to examine the development of equality strategies in
Scottish FE colleges, and the extent to which social justice goals can be achieved



through the application of social audit principles and practices (Riddell et al.
 )ROORZLQJ0DFND\DQG%LOWRQ  TXHVWLRQVDUHUDLVHGDERXWZKHWKHU
social audit approaches are able to bring about change within the deep structures
RILQVWLWXWLRQDOOLIHRUZKHWKHUVXFKDSSURDFKHVWHQGWRUHÀHFWVXUIDFHFRPSOLDQFH
:H ¿UVW SURYLGH DQ RYHUYLHZ RI WKH 6FRWWLVK IXUWKHU HGXFDWLRQ FRQWH[W EHIRUH
FRQVLGHULQJKRZLQVWLWXWLRQVDUHIXO¿OOLQJWKHLUQHZHTXDOLW\GXWLHVLQFOXGLQJWKHLU
responsibility to monitor progress.
Scottish Further Education: the wider context
6FRWWLVK )XUWKHU (GXFDWLRQ FROOHJHV FXUUHQWO\ QXPEHULQJ  ZHUH HVWDEOLVKHG
EHWZHHQ  DQG  \HDUV DJR 7KHLU WUDGLWLRQDO UDLVRQ G¶rWUH ZDV WR VHUYH WKH
needs of the Scottish economy, although recently there has been a greater focus on
building social capital, community regeneration and lifelong learning (e.g. Scottish
([HFXWLYH    )ROORZLQJ WKH LPSOHPHQWDWLRQ RI WKH )XUWKHU DQG +LJKHU
(GXFDWLRQ 6FRWODQG $FWWKH6FRWWLVK([HFXWLYHWRRNRYHUUHVSRQVLELOLW\IRU
the colleges from local authorities. Each college is now governed by a Board
of Managers and there is a strong emphasis on the adoption of private sector
management practices with a major focus on performance management.
 'DWD FROOHFWHG E\ WKH 6FRWWLVK )XQGLQJ &RXQFLO IRU )XUWKHU DQG +LJKHU
(GXFDWLRQ 6)()&QRZ6)&ZZZVIFDFXN VKRZWKDWLQWKHUHZHUHDWRWDO
RISHUPDQHQWVWDIIDQGWHPSRUDU\VWDIILQ6FRWWLVKFROOHJHV7KHUH
were more full-time permanent male members of staff than female and more parttime female members of staff on part-time contracts and there are considerable
JHQGHUGLIIHUHQFHVLQVHQLRULW\DQGVWDWXV7KHPDMRULW\RISULQFLSDOV RXWRI 
ZHUHPDOHLQDQGWKLVLQGLFDWHGOLWWOHFKDQJHIURPZKHQRXWRI
SULQFLSDOVZHUHPDOH7KHPDLQDUHDRIFKDQJHRYHUWKHSDVW¿YH\HDUVKDVEHHQ
DWGHSXWHSULQFLSDOOHYHOZLWKDQLQFUHDVHIURPWRRIIHPDOHVDWWKLVOHYHO
,QDURXQGRIVWDIIZHUHZKLWHWKHPDMRULW\6FRWWLVKZLWKDURXQG
from a non-white background. This is broadly in line with the proportion of black
and minority ethnic people (BME) in the general Scottish population. However,
WKH&HQVXVUHYHDOHGWKDWDKLJKHUSURSRUWLRQRIFKLOGUHQDQG\RXQJSHRSOH
in Scotland are from black and minority ethnic groups compared with older age
groups, and therefore a steady increase in the proportion of BME staff in further
education colleges would be expected in the future. There is currently a lack of
BME representation at senior level in FE colleges.
(www.sfc.ac.uk/statistics/stats_fe_facts.htm).
New Public Management, Further Education and Equality
6LQFH WKH PLGV SXEOLF VHUYLFHV LQ 6FRWODQG DQG WKH UHVW RI WKH 8. KDYH
been transformed by the advent of new public management (NPM). According to
1HZPDQ  WKHWHUP130UHIHUVWRDVHULHVRIUHIRUPVZKLFK



reshaped the relations between public and private sectors, professionals and
PDQDJHUVDQGFHQWUDODQGORFDOJRYHUQPHQW&LWL]HQVDQGFOLHQWVZHUHUHFDVW
as consumers and public service organisations were recast in the image of the
EXVLQHVVZRUOG 1HZPDQ

The management of individual and organisational performance was increasingly
HPSKDVLVHG ZLWK LQGLFDWRUV EHLQJ XVHG WR DVVHVV SURJUHVV DJDLQVW SUHVSHFL¿HG
JRDOV 7KH µDXGLW VRFLHW\¶ GUDZLQJ RQ ¿QDQFLDO DXGLW ZDV H[WHQGHG WR SXEOLF
VHUYLFHV 3RZHU    5HJXODWRU\ V\VWHPV PHDQW WKDW PDQDJHPHQW FRXOG EH
devolved to local level whilst still being controlled from the centre. In addition,
accountability regimes were intended not only to ensure service effectiveness
DQGHI¿FLHQF\EXWDOVRWRDOORZFRQVXPHUVRISXEOLFVHUYLFHVWRFKRRVHEHWZHHQ
competing providers, thus fuelling markets. Public service professionals, rather
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than being distinct from managers, were increasingly co-opted into managerial
UROHV ([ZRUWK\  +DOIRUG    $FFRUGLQJ WR ZULWHUV VXFK DV %DOO  
this caused considerable psychological tension as devices such as appraisal and
inspection pressurised individuals to internalise responsibility for problems which
were often structural in nature.
There are ongoing debates about whether modes of working associated with
QHZPDQDJHULDOLVP &ODUNH 1HZPDQ VXFKDVHTXDOLW\DXGLWVDQGWDUJHW
VHWWLQJDUHFDSDEOHRISURPRWLQJVRFLDOMXVWLFHJRDOV &ODUNHet al([ZRUWK\
&Halford, 1999). On the one hand, critics of new public management maintain that
regimes which are intended to foster accountability and transparency may simply
be used to limit the creativity of professionals, distort performance by encouraging
minimal compliance with targets and ultimately breed a climate of mistrust (Ball,
 3RZHU    2Q WKH RWKHU KDQG SURSRQHQWV RI QHZ SXEOLF PDQDJHPHQW
argue that effective public services can only be delivered when appropriate goals
DQGYDOXHVDUHLGHQWL¿HGDQGWDUJHWVXVHGWRDVVHVVSURJUHVV
Despite the misgivings of some, it is evident that equality policy and practice is
increasingly couched within managerialist rhetoric and practice. For example, the
5DFH5HODWLRQV $PHQGPHQW $FWWKH'LVDELOLW\$FWDQGWKH(TXDOLW\
$FW  DOO SODFH D GXW\ RQ SXEOLF VHFWRU RUJDQLVDWLRQV WR DFWLYHO\ SURPRWH
equality. In order to demonstrate compliance with the legislation, institutions
must produce action plans which present data on the social characteristics of the
staff they employ, identify any disproportionalities with regard to recruitment and
promotion, and set targets for rectifying any inequalities, enabling progress to be
charted over time.
 (TXDOLW\ SROLFLHV LQ )( KDYH VLQFH WKH V EHHQ LQIRUPHG E\ EXVLQHVV
ethos and practice. Initially, the introduction of the Scottish Quality Management
System, the development of new Performance Indicators and the Investors in
People initiative provided the broad framework for equality policies. Subsequently,
FROOHJHV ZRUNHG WR WKH 6)()&+0,( 4XDOLW\ )UDPHZRUN   ZZZKPLH
gov.uk/publications.asp), and more recently have adopted the approaches set
out in government guidance on the new statutory duties. All of these schemes
were based on the premise that greater equality could be achieved by measuring
SURJUHVVDJDLQVWTXDQWL¿DEOHWDUJHWV0RUHUHFHQWO\*%GLVDELOLW\OHJLVODWLRQKDV
provided the framework within which FE colleges operate, and this too is framed
implicitly within a new public management discourse, since there is a requirement
WRGHPRQVWUDWHSURJUHVVDJDLQVWTXDQWL¿DEOHLQGLFDWRUV7KLVSDSHUZLOODGGUHVVWKH
following questions:




 +RZKDYHFROOHJHVUHVSRQGHGWROHJLVODWLYHUHTXLUHPHQWIRUHTXDO

opportunities policies and practices?
 +RZLVWKHDXGLWSURFHVVPDQDJHGLQUHODWLRQWRHTXDORSSRUWXQLWLHVIRU 
staff and who is involved in this process?
 7RZKDWH[WHQWDUHHTXDORSSRUWXQLW\SROLFLHVIRUVWDIIWUDQVODWHGLQWR

practice?

The Research Project
7KH SURMHFW ZDV FRQGXFWHG LQ ODWH  DQG FRQVLVWHG RI GRFXPHQWDU\ DQDO\VLV
of secondary sources, a survey questionnaire of all Scottish colleges and in-depth
interviews with a small number of staff in selected case study colleges (Riddell et
al. 
The questionnaires were administered to human resource managers since the
locus of responsibility for these policies appeared to lie with the Human Resources
Directorate. The questionnaire survey sought information relating to the nature of
current policies and methods used to disseminate information about EO policies to

56

staff, the analysis and monitoring of the policies and the impact of the monitoring
on policies, procedures and practices. The response rate was high for a survey with
three quarter of the questionnaires returned.
Five colleges, differing in size and geographic location, were invited to
participate in qualitative research on staff perceptions of equality policies in
SUDFWLFH&ROOHJHV$&DQG'ZHUHODUJHWUDGLWLRQDO)(FROOHJHVORFDWHGLQWKUHH
GLIIHUHQW6FRWWLVKFLWLHV&ROOHJH(ZKLOVWLQDFLW\ZDVVOLJKWO\VPDOOHUWKDQWKH
RWKHU WKUHH FROOHJHV  &ROOHJH % ZDV VPDOO UXUDO DQG RIIHUHG PDLQO\ ODQGEDVHG
courses. The staff interviews were organised by the contact person within each
FROOHJHDQGUHÀHFWHGGLIIHUHQFHVLQUROH VHQLRUPDQDJHUDFDGHPLFVWDIIVXSSRUW
staff).
In each college, about eight semi-structured interviews were conducted
LQYROYLQJDWRWDORIPHPEHUVRIVWDII7KHVHLQFOXGHGIRXUVHQLRUPDQDJHUV
support staff and 18 lecturing staff. Support staff included librarians, administrators,
FOHULFDOZRUNHUVDQGMDQLWRUV7KHPDMRULW\RILQWHUYLHZHHVZHUHDJHGEHWZHHQ
DQGDQGDOODSDUWIURPWZRZHUHZKLWH,QWRWDOPHQDQGZRPHQZHUH
interviewed and most had been in post for several years, the longest serving working
LQWKHVDPHFROOHJHIRU\HDUV7KHUHZHUHVHYHQWUDGHXQLRQUHSUHVHQWDWLYHV
The interviews explored staff knowledge and awareness of equal opportunities
SROLFLHVDQGWKHLULPSDFWRQFROOHJHFXOWXUHDQGHWKRV7RHQVXUHFRQ¿GHQWLDOLW\
quotes from individual members of staff indicate only which college they came
from and whether they were senior managers (SM), support staff (S), lecturing
staff (L) or trade union representatives (TU). Staff interviews were arranged by a
college contact and all staff were volunteers, therefore it is likely that interviewees
were those most kindly disposed to equalities policies. It may be that there would
have been more negative responses if staff had been randomly selected.
The following sections present data from the analysis of institutional policies,
questionnaire survey and case study interviews to examine the extent to which the
audit process has led to surface compliance with legislation or whether there is
evidence of practices developing as a result of the process.
Equal Opportunities Policies: strands covered and dissemination to staff
Data from the survey showed that gender and disability were covered by all
colleges and race was included by all but one the colleges (see Figure 1). However,
WKLVFROOHJHZDVLQWKHSURFHVVRI¿QDOLVLQJLWVUDFHHTXDOLW\SROLF\,QFRQWUDVWRQO\
 RI SROLFLHV GHDOW H[SOLFLWO\ ZLWK HTXDO SD\$URXQG  LQFOXGHG UHOLJLRXV
EHOLHIZKHUHDVRQO\RIWKHFROOHJHVGHDOWZLWKVH[XDORULHQWDWLRQ$JHZDV
LQFOXGHGLQHTXDORSSRUWXQLWLHVSROLFLHVLQDERXWRIWKHFROOHJHV$GGLWLRQDO
areas covered by some colleges included the rehabilitation of offenders, socioeconomic group and rurality. One college stated that trans-gender issues were
covered by the umbrella term sexual orientation.



Figure 1: Equalities strands addressed in college equal opportunities policies
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The questionnaire responses also indicated that there were mechanisms for informing
VWDIIDERXWHTXDOLW\SROLFLHVDQGDQ\FKDQJHVWRWKHVHSROLFLHVRIWKHFROOHJHV
reported that they communicated all policies to staff, including management,
and provided training in equal opportunities for managers. It appeared that in
most colleges staff were informed about equality policies at induction or during
training although this meant that most communication was with new staff and
those attending training, with the attendant danger, particularly in the latter case, of
‘preaching to the converted’. Only a small number of colleges used departmental
or team meetings or trade unions to inform staff about equality policies, although
these may provide better opportunities for informal discussion. Other places where
information could be found, such as the staff handbook and/or the website, were
mentioned by about two thirds of colleges as means of communicating with staff.
However, it is evident that such mechanisms provide few opportunities for debate
and discussion.
The interview data indicated that staff were aware of the policies and also that
VRPH VWUDQGV RI HTXDOLW\ SROLF\ KDG D KLJKHU SUR¿OH ZLWKLQ WKH LQVWLWXWLRQ WKDQ
others:





$OWKRXJKWKHUHLVQRSDUWLFXODUSULRULWLVLQJQHJOHFWLQJRIDQ\DUHD,DPPRUH
DZDUHRIGLVDELOLW\DQGUDFH:LWKUHJDUGVWRWKHRWKHUDUHDVWKHSROLFLHVDUH
WKHUHRQWKHLQWHUQDOLQWHUQHWEXW,GRQ¶WNQRZ«3HRSOHQHHGVRPHWUDLQLQJ
RQWKHVHDUHDV,WLVQHFHVVDU\WRUDLVHDZDUHQHVVKHUHWRR &ROOHJH$/

Legislation was seen as a main driver for policy development:




New legislation on race and disability makes it necessary for the college to
GHYHORSSROLFLHVDERXWLW$JHLW¶VWKHUHEXWLW¶VQRWKLJKRQWKHDJHQGD
)URPWKHFROOHJH¶VSRLQWRIYLHZWKH(2SROLF\LQFOXGHVDOOVWUDQGVEXW
SHRSOH¶VDZDUHQHVVRIWKHVHVWUDQGVPD\QRWEHKLJK &ROOHJH$/

+RZHYHUVRPHLQWHUYLHZHHVIHOWWKDWVWXGHQWV±WKHFRQVXPHUV±ZHUHWKHPDLQ
UHDVRQIRUWKHGHYHORSPHQWRIHTXDOLW\SROLFLHV7KLVZRXOGLQGLFDWHWKHLQÀXHQFH
of the new managerialism where educational establishments are expected to run as
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businesses with students as the consumers and the top priority for the college is to
enrol students on courses.






«WKHPDLQSULRULW\LVGHOLYHULQJWKHFXUULFXOXPWRWKHVWXGHQWV±EXWLQ
GRLQJVR\RXKDYHWRHQVXUHWKDW\RXDUHQRWGLVFULPLQDWLQJDJDLQVWHLWKHU
VWDIIRUVWXGHQWV7KHSULRULW\LVJHWWLQJVWXGHQWVLQ>WRWKHFROOHJH@WRWHDFK
«ZHDUHQRWDFWLYHO\UHFUXLWLQJPLQRULW\JURXSVWKHUHLVQRWDUJHWLQJRI
VSHFL¿FJURXSV &ROOHJH%6

This emphasis on students was also noted in relation to equality training (see
Riddell et al DQGFRPPHQWVZHUHPDGHWKDWWKHH[LVWHQFHRISROLFLHVGLGQRW
necessarily lead to changes in practice.



<HVLQWHUPVRISROLFLHVEXWWKHUHLVWKHLVVXHRILPSOHPHQWLQJWKHSROLFLHV 
&ROOHJH&678

Whilst staff showed awareness of the policies there was far more limited evidence
for engagement with policymaking at grassroots level. There was a strong feeling
that policy formulation fell within the remit of senior management, and was of
no concern to staff at lower levels. Some were not concerned about their lack of
involvement:



1R>QRWLQYROYHG@,WKLQNWKHUHLVDFRPPLWWHH«LI,ZDVLQWHUHVWHGLQLW, 
FRXOGMRLQWKH(2FRPPLWWHHWKDWGHDOZLWKWKLV &ROOHJH&/

However, another member of staff felt that she would have welcomed the
opportunity to participate:






,SXWP\VHOIIRUZDUGWRORRNDWJRYHUQDQFHLQFOXGLQJHTXDORSSRUWXQLWLHV
SROLFLHV,GRQ¶WNQRZLIWKH\¶GOHWPHEHSDUWRIWKHIRUPXODWLRQSURFHVV
,MXVWGRQ¶WNQRZ6RPHWLPHVWKH\WHQGWRLQYROYHPRUHVHQLRUPHPEHUVRIVWDII
DQGQRWDOZD\VORRNDWWKHH[SHUWLVHLQWKHFROOHJH7KH\GRQ¶WDOZD\V
UHFRJQLVHH[SHUWLVHWKDWLQGLYLGXDOPHPEHUVRIVWDIIKDYH &ROOHJH&/

There was some evidence of trade union involvement, particularly in one college:



8QLRQRI¿FLDOVUHJXODUO\WDNHSDUWLQORRNLQJDWDQGLPSURYLQJDOOWKH
SROLFLHV7KH\DUHDFWLYHO\LQYROYHG &ROOHJH$/



Staff interview responses thus showed awareness of equality policies and they also
supported the documentary analysis showing greater emphasis on disability, gender
and race/ethnicity. Interviewees felt that, whilst the equality agenda was clearly
seen as important, the concern to maximise income might take priority. The trade
union representative quoted above noted that whilst it was vital to have policies
in place, this did not mean that implementation and action would automatically
follow. In addition, there was limited evidence for grassroots involvement in
development of policies. For some this was of no concern whilst others would like
to be involved but had not been included on the relevant committee.
Implementing and Monitoring Equality Policies
It was also evident from the survey that for recruitment and promotion monitoring
purposes, data were gathered principally in relation to gender, disability and race
(see Figure 3). Only a few colleges gathered data on religion and sexual orientation
which were regarded as lying within the private, rather than the public sphere.
So whilst there were written policies for some of the new strands, the monitoring
process covered only the old strands.
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Figure 3: Data gathered by HR for monitoring purposes

Policies were thus in place for the strands covered by legislation but a smaller
SURSRUWLRQ   KDG DQ DFWLRQ SODQ DQGRU DQ HPSOR\HH FRPSODLQWV SURFHGXUH
Additional documentary analysis from the case study colleges showed that four of
WKH¿YHFROOHJHVKDGDQDFWLRQSODQLQUHODWLRQWRUDFHDQGRQHKDGDQDFWLRQSODQ
in relation to disability. Typically, the race equality plans aimed to monitor and
review staff and student recruitment to identify any disproportionalities relative
to the wider population and to use the data to inform future strategic planning.
$FWLRQSODQVGLGQRWJHQHUDOO\LGHQWLI\TXDQWL¿DEOHWDUJHWVWREHUHYLHZHGZLWKLQ
D JLYHQ WLPHVFDOH EXW RIWHQ LGHQWL¿HG WKH WDVN RI HVWDEOLVKLQJ µPRQLWRULQJ DQG
effective evaluation procedures’ as one of their goals. There was no mention in
this documentation of positive action programmes to increase the participation of
particular groups of staff or students; however, there was some evidence for it from
the interview data (see p. 8).
Many of the colleges said that they would adapt work practices, for example,
making accessibility adjustments for disabled people and reducing working
hours for those with family or caring responsibilities. It was noticeable that staff
discussion or action groups were generally not used and the action plans reviewed
tended to be aspirational.
Very few complaints or grievances had been reported to the colleges (as the
employer) in relation to any of the equality strands in the past three years. Of those
reported four related to ethnicity, three to gender, and one to disability. One HR
manager declared that ‘most complaints are raised by students’. This suggests that
the notion of the student as customer has percolated into general awareness, but
staff were rather less likely to see themselves as having rights in this regard. Most
complaints and grievances were handled informally and investigations were carried
RXWLQWHUQDOO\&ROOHJHVUHSRUWHGWKDWURXWHVRIUHGUHVVVXFKDVLQWHUQDOHPSOR\PHQW
tribunals, external investigations or external tribunals had been used on only one
occasion or never, and only one college reported that formal grievances had been
increasing.
 &ROOHJHV ZHUH DVNHG DERXW WKH ORFDWLRQ RI UHVSRQVLELOLW\ IRU PRQLWRULQJ WKH
impact of equality policies. Since patterns of recruitment and promotion were
used as performance indicators in relation to equality policies, the college human
resources department was generally responsible for the gathering and analysis of
data. Information was subsequently disseminated to a range of college committees,


for example the equality and diversity committee, the senior executive team, and
the Board of Management. It appeared that most information dissemination was to
management committees particularly those involved in personnel, and grassroots
staff were not necessarily kept up to date with data and trends, nor were they
engaged in discussion of possibly controversial areas.
The majority of the colleges used the data collected on the social characteristics
of staff newly recruited or promoted when writing HR reports, for benchmarking
activities and to inform policy decisions. Around half of the colleges reported
VLPSO\NHHSLQJHTXDOLW\GDWDRQ¿OHZLWKRXWIXUWKHUDQDO\VLVDQGRQO\RQHWKLUGXVHG
information when setting targets for employment of under-represented groups.
To summarise, the survey data showed that colleges appeared to have made
considerable progress in the development of equal opportunities policies and their
information systems; however, formal data collection was restricted to areas which
were deemed to lie within the public domain and were covered, or were about
to be covered, by the public sector duty. There was clearly a greater degree of
nervousness in seeking data on the sexual orientation and religion and belief, which
were regarded as relating to the private sphere. Information about equality policies
was disseminated to staff through formal channels such as induction programmes
and handbooks, and there did not appear to be a great deal of grassroots engagement
ZLWKVXFKLQIRUPDWLRQÀRZV7KHPRQLWRULQJRIVWDIIFKDUDFWHULVWLFVZDVUHVWULFWHG
WR WKH DUHDV FXUUHQWO\ FRYHUHG E\ OHJLVODWLRQ DQG WKH LQIRUPDWLRQ ÀRZ LQFOXGHG
various tiers of management. Legislation was clearly driving an audit process that
had led to the development of policies that were required by law, there were systems
for monitoring equal opportunities in certain areas and staff were informed of the
policies. However, the monitoring process did not seem to feed into action plans
ZLWKFOHDUO\VSHFL¿HGWDUJHWVHJIRUUHFUXLWPHQWRUSURPRWLRQRIXQGHUUHSUHVHQWHG
groups. In a sense the audit process could be considered incomplete; in addition,
whilst staff were informed of policies it was not clear the extent to which policies
DIIHFWHGSUDFWLFHVDQGKRZPXFKLQÀXHQFHVWDIIKDGRQGHYHORSPHQWRISROLF\
The Daily Impact of Equality Policies
The interviews explored the extent to which staff felt that equality principles
FRYHULQJDOOWKHVWUDQGVZHUHUHÀHFWHGLQFROOHJHSUDFWLFHDQGHWKRVRQDQHYHU\GD\
basis. In relation to gender, there were mixed views. In two of the colleges there
had been an increase in the number of female staff in senior management, however,
this did not represent the national scene as there had been little change in the pattern
of women’s representation in senior management:



+LJKHUOHYHOSRVLWLRQVDUHPDLQO\IHPDOHHJ3ULQFLSDODQG9LFH3ULQFLSDO
6XSSRUWVWDIILVSUHWW\HTXDOO\GLVWULEXWHGPDOHIHPDOH &ROOHJH&6





/RRNLQJDWRXU¿JXUHVWKHUHDUHVOLJKWO\PRUHPDOHVLQSURPRWHGSRVWVEXW
PRUHDQGPRUHIHPDOHV&3'KDVHQDEOHGZRPHQWRJHWLQWRSURPRWHGSRVWV
)DPLO\IULHQGO\SROLFLHVKHOS &ROOHJH'60

It was acknowledged in the same college that there had been very little change in
the gender balance of staff in particular subject areas:



6WHUHRW\SHVLQYRFDWLRQDODUHDVDUHVWLOOWKHUHOLPLWHGFKDQJH7KHUHDUHQR
PDOHWHDFKHUVLQFDUHQRIHPDOHWHDFKHUVLQFRQVWUXFWLRQ &ROOHJH'60

There seemed to be a perception amongst staff that there were more women in
promoted post but statistical data does not fully support that. In addition, there is
FOHDUO\DJHQGHULPEDODQFHLQYRFDWLRQDODUHDUHÀHFWLQJWKHZLGHUODERXUPDUNHW
$VWKHGDWDRQSVKRZODERXUPDUNHWFRQGLWLRQVDUHDOVRUHÀHFWHGLQWKHW\SHRI
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contracts that men and women have with far more women on part-time contracts.
In spite of this, none of the colleges seemed to have any positive action plans to
encourage more women into the most senior positions or to deal with contractual
issues. This could suggest that whilst policies exist and monitoring takes place, there
is limited action taken to address more deep-seated structural gender inequalities.
 7KLVPRUHVXSHU¿FLDODSSURDFKWRLPSOHPHQWDWLRQZDVDOVRVXJJHVWHGLQUHODWLRQ
to disability and race. Generally staff felt that issues relating to disability had
been addressed, however, further discussion revealed that disability was viewed
narrowly in terms of physical impairment:
 7KHFROOHJHKDVUHVSRQGHGZHOOWRWKH''$WRLOHWVOLIWVDQGHYDFXFKDLUVLQ
 FDVHRI¿UHVHWFIRUGLVDEOHGVWDII2QHPHPEHURIVWDIIKDVDKHDULQJ
 LPSDLUPHQW &ROOHJH(/78
It was also noted by one respondent that adjustments had to be requested rather
than being automatically provided:




:HKDYHWKHIDFLOLWLHVDQGZRXOGDQWLFLSDWHLW6RPHWLPHVDGMXVWPHQWVDUHQRW
PDGHIRUPH ,KDYHDUWKULWLV ,KDYHWRJRDQGDVNDQGWKHQLWZLOOJHWGRQH
HJFROGQHVVRIURRPHWF &ROOHJH(6

Whilst in one college it was felt that there was good representation of BME staff,
this was not the case in the others. In particular, under-representation in senior
posts was noted:
 1RWKHUHLVPDVVLYHURRPIRULPSURYHPHQWKHUH:HKDYHRQO\RQHVHQLRU 
 OHFWXUHUZKRLV%0(3HUVRQDOO\,WKLQNWKDWLVVKRFNLQJ &ROOHJH$/
And:
 7KHUHLVQRWDJRRGUHSUHVHQWDWLRQRI%0(VWDII%XW«WKH%0(SRSXODWLRQ
 LQWKLVFLW\LVDURXQGWKDWLVPRUHRUOHVVWKHVDPHSHUFHQWDJHRI%0(
 VWDIIWKDWDUHHPSOR\HGLQWKHFROOHJH%0(VWDIIDUHEHWWHUUHSUHVHQWHGLQ
 SDUWLFXODUSRVWVEXWQRWDWGLIIHUHQWOHYHOV:HWULHGWRDGGUHVVWKLVE\DVNLQJ
 %0(VWDIIKRZWKH\SHUFHLYHWKHFROOHJH:HDOVRVHQGUHFUXLWPHQW
 LQIRUPDWLRQWRDOOHWKQLFPLQRULW\RUJDQLVDWLRQVLQWKHFLW\:HGRWU\WR
 SURPRWHWKHFROOHJHWRGLIIHUHQWFRPPXQLWLHV &ROOHJH&/
There is evidence of some positive action in relation to BME staff but a senior
manager in another college implied that colleges could not be expected to shoulder
responsibility for the low proportion of BME staff. In addition, there was a
suggestion that attitudes towards BME staff were not necessarily positive and that
measures to redress the imbalance were not needed:
 ,IHHOWKDWSHRSOHVKRXOGEHHPSOR\HGEDVHGRQDELOLW\0D\EHLWLV
 FRLQFLGHQFHWKDWSHRSOHZLWKWKHMREVDUHZKLWHDQGWKHUHZHUHQRµJRRG
 RQHV¶XQGHU%0(DSSOLFDQWV,WLVSUREDEO\QRWYHU\KHOSIXOWRSXVKZLWKRXW
 MXVWL¿FDWLRQ,WKDVWKHDGYHUVHHIIHFWLI\RXKLUHVRPHRQHMXVWIRUWKHLUFRORXU

&ROOHJH(/
And:
 $IHZ>%0(VWDII@WKHUHDUHQRWWKDWPDQ\EXWWKDW¶VQRWQHFHVVDULO\DEDG
 WKLQJ &ROOHJH$6
Awareness in relation to religion and belief focused almost entirely on provision
IRU0XVOLPVWKRXJKLQRQHFROOHJHWKHUHZDVDPHQWLRQRIVHFWDULDQFRQÀLFW$JDLQ
provision was seen as adequate by some, since prayer facilities were available:




<HVWKH5DFLDO(TXDOLW\2I¿FHULV$VLDQ0XVOLPKHEULQJVUHOLJLRXVHYHQWV
WRWKHDWWHQWLRQRIWKHPDQDJHPHQW7KHUHLVQRSUD\HUURRPEXWVWDIIZRXOG
JHWOHDYHOHFWXUHUVDVZHOO &ROOHJH(60






7KHFROOHJHLVVLWXDWHGQHDUDPRVTXHZKHUHVWDII>FDQJRDORQJ@7KHUHLV
DOVRWKHSRVVLELOLW\WRJHWDURRPIRUSUD\LQJ7KHUHLVDJRRGDWPRVSKHUH
KHUH &ROOHJH(/

However, another member of staff in the same college felt that there was a lack of
in-depth awareness of issues in relation to religion and belief:





<HVDQGQRVWDIIGRQ¶WUHDOO\WDONDERXWUHOLJLRQWKHUHLVDKLJKOHYHORI$VLDQ
SRSXODWLRQRIVWXGHQWVDQGVWDII$W5DPDGDQWKH\DUHDOORZHGWRJRWRWKH
PRVTXH:KDWSHRSOHIHHOSULYDWHO\LVDQRWKHUWKLQJ7KLVSDUWRIWKHFRXQWU\
KDVDORWRIWKH&DWKROLF3URWHVWDQWWKLQJ &ROOHJH(/78

This sense that there was a difference between what was seen on the surface and
deeper attitudes also emerged strongly in relation to sexual orientation. This was
regarded as a sensitive topic pertaining to the private sphere of people’s lives, and
should therefore not impinge on work activity.





,GRQ¶WWKLQNWKHZRUNSODFHLVWKHULJKWSODFHWRWDONDERXWVH[XDOLW\LWGRHVQ¶W
VWULNHPHDVDWRSLFWKDWSHRSOHZRXOGGLVFXVVLQWKHZRUNSODFH«7KHUHDUH
KRPRVH[XDOVLQWKLVFROOHJHDQGLWKDVQHYHUFDXVHGDQ\SUREOHPV
&ROOHJH'/





1RWDZDUHRIDQ\PHPEHURIVWDIIEHLQJRSHQO\JD\KDYHQ¶WEHHQKHUHYHU\
ORQJ/HDGVPHWRVXVSHFWWKDWLW¶VQRWVRPHWKLQJWKH\FKDWDERXWLQWKH

FROOHJH &ROOHJH(60

The survey data suggested that colleges were reluctant to gather data on sexuality
and this reluctance to engage with the issues was also evident amongst staff.
However, the extent to which colleges will be able to ensure equality in this area
may be hampered by this reluctance to be open about the issues.
Engaging Hearts and Minds
7KHUHZHUHFRQÀLFWLQJYLHZVDERXWWKHH[WHQWWRZKLFKLQWHUYLHZHHVIHOWWKDWVWDII
in general engaged with equality issues. Some felt that it was not seen a top priority
and, as can be seen from above, the focus on students and teaching may serve to
make equalities for staff less important:



6RPHGRVRPHGRQ¶W,W¶VGRZQWRDWWLWXGHV7KHFROOHJHLVGRLQJZKDW>LW@
FDQ &ROOHJH'6





,WKLQNWKHUHDUHYDU\LQJGHJUHHVRIµEX\LQ¶VRPHVWDIIDUHPRUH
DZDUHVXSSRUWLYHWKDQRWKHUV6RPHVWLOOWKLQNLWLVDQXQQHFHVVDU\
GLVWUDFWLRQIURPWKHFRUHLVVXHVRIWKHFROOHJH &ROOHJH(60




3HRSOHSUREDEO\WKLQN>(2@LV«LPSRUWDQWEXWLW¶VQRWDWWKHWRSRIWKH
DJHQGD« &ROOHJH&/

A further reason for the lack of staff engagement was a general lack of awareness
of minority group experiences:








7KHPDLQREVWDFOH>WRLPSOHPHQWDWLRQRI(2@LVWKDWVWDIIPD\QRWKDYHDQ\
SUREOHPV,I\RXKDSSHQWREHWKHULJKWDJHKDYHWKHULJKWFRORXUQR
GLVDELOLW\«\RX¶UHVRUWHG7KDW¶VZK\LWLVQHFHVVDU\WRKDYHPRUHWUDLQLQJ
WRVHOOWKHQHHGIRUVXSSRUWIRUDOO(2DUHDV%HFDXVHµQRUPDO¶SHRSOHDUHQRW
DZDUHZKDWWKHVHLVVXHVUHDOO\PHDQDQGKRZWKH\DIIHFWWKHSHRSOHFRQFHUQHG
DQGKRZWKH\FDQEHDQREVWDFOHIRUSHRSOHDSSO\LQJIRUMREVDQGSURPRWLRQ
 &ROOHJH$/
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In contrast to this, a number of members of staff indicated that the colleges were
trying actively to promote the equality agenda. One of the colleges had recently
DSSRLQWHGDQHTXDOLW\RI¿FHUZKRZDVZRUNLQJRQUDLVLQJWKHSUR¿OHRIHTXDOLWLHV
issues within the colleges. One college had undertaken research to explore
how they could encourage more applications from BME staff. However, when
interviewees were asked about the extent to which staff in general were aware of
and supported equalities issues, there was a sense that there was limited ‘buy-in’
and that, amongst teaching staff, there were other priorities.
&21&/86,21

The aim of this paper was to consider the impact of the social audit process on the
implementation of equal opportunities for staff in Scottish colleges by considering
the following questions:




 +RZKDYHFROOHJHVUHVSRQGHGWROHJLVODWLYHUHTXLUHPHQWIRUHTXDO

opportunities policies and practices?
 +RZLVWKHDXGLWSURFHVVPDQDJHGLQUHODWLRQWRHTXDORSSRUWXQLWLHVIRU 
staff and who is involved in this process?
 7RZKDWH[WHQWDUHHTXDORSSRUWXQLW\SROLFLHVIRUVWDIIWUDQVODWHGLQWR

practice?

&RQVLGHULQJWKH¿UVWTXHVWLRQLWFRXOGFOHDUO\EHDUJXHGWKDWFRQVLGHUDEOHSURJUHVV
has been made in relation to formulating equality policies in Scottish colleges.
There have been some limited changes with regard to the representation of women
in senior management positions, and all colleges now have equality policies in
place and are engaged in some form of monitoring. Discussions with staff revealed
VRPHGHJUHHRIFRQ¿GHQFHWKDWFROOHJHVZHUHSOD\LQJWKHLUSDUWLQZRUNLQJWRZDUG
a more equal society, and responsibility for residual inequalities could not be laid
at their door. However, the extent to which this permeates practice across all areas
is unclear.
In relation to the second question, monitoring of equal opportunities is taking
place and action plans are being developed. However, recruitment data tend not to
be systematically analysed and the patterns in staff recruitment are not fed back to
staff. In addition, action plans are often couched in rather vague terms and generally
do not include targets derived from the quantitative data which are available. From
one perspective it could be argued that that audit process is having a benign impact
but that it is not fully embedded. Proponents of social audit might also argue
that once target setting becomes more precise, then the system will become more
effective.
Responding to the third question, a more critical look at the data suggests that
there is still further work to be done in terms of embedding awareness of equality
issues in everyday practice and ensuring that staff are actively engaged with the
issues, so that compliance does not remain at a minimal level. In most colleges,
responsibility for equality tended to lie with senior managers, with the human
resources directorate taking the lead in formulating and monitoring policy. Whilst
there is clearly an important role to be played by human resources staff, the danger
is that other staff may come to regard equality issues as lying outwith their domain.
,QIRUPDWLRQ DERXW UHFUXLWPHQW DQG SURPRWLRQ SDWWHUQV GLG QRW ¿OWHU GRZQ WR
academic and support staff and there was little evidence of active staff engagement.
There was a strong suggestion that the homogeneity of staff, particularly at senior
levels, might lead to a lack of awareness of structural inequalities. Some issues were
viewed rather narrowly, for example, in some colleges it was felt that the provision
RIDSUD\HUURRPZDVVXI¿FLHQWWRDGGUHVVSUREOHPVUHODWLQJWRGLVFULPLQDWLRQRQ
the grounds of religion or belief. Perhaps most importantly of all, staff felt that
time pressures within the college meant that core activities such as teaching had to
take priority over more peripheral issues such as promoting equality.


Questions arise about the effectiveness of applying new public management
approaches to the equality agenda. On the one hand, advocates of equality and
human rights have grounds for great optimism in that their concerns are no
longer seen as marginal to the mainstream political agenda. Despite the problem
associated with the culture of audit embodied in new public management, there
remain strong arguments for using targets to monitor progress towards equality.
For example it is easy for institutions to express a rhetorical commitment to
equality, but unless hard evidence is gathered against benchmarks over time, these
FRPPLWPHQWV PD\ EH VXSHU¿FLDO  :KLOVW WKLV VWXG\ VKRZV FOHDUO\ WKDW GDWD RQ
equalities are now being gathered, it is evident that in many institutions they are
not being closely interrogated and used to inform future strategy. A commitment
to gather hard evidence signals a new seriousness in relation to achieving greater
equality, but clearly there is a danger that the adoption of managerialist approaches
may reduce the equality agenda to an area where formal compliance is prioritised
RYHUVHURXVGHEDWHDQGV\VWHPLFFKDQJH0RUOH\  IRUH[DPSOHDUJXHGWKDW
if the equality agenda associated too heavily with quality audit it may become yet
another form of regulation and surveillance. However, equality movements have
always been driven by a desire for social transformation, and preserving this spark
will obviously be a major challenge as the new layers of legislation and regulation
come into force.
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