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Glossary 

The following terms are used in this report: 

The University or DMU - De Montfort University 
E&D - Equality and diversity 
EIA - Equality Impact Assessment

 

 

 

 

This report is confidential and is intended for use by the management and Governors of De Montfort University (the University) only. It forms part of our continuing dialogue with you. It 
should not be made available, in whole or in part, to any third party without our prior written consent. We do not accept responsibility for any reliance that third parties may place upon 
this report. Any third party relying on this report does so entirely at its own risk.  We accept no liability to any third party for any loss or damage suffered or costs incurred by it arising out 
of or in connection with the use of this report, however such loss or damage is caused. 

It is the responsibility solely of the University's management to ensure that there are adequate arrangements in place in relation to risk management, governance and control and also to 
ensure that there are adequate arrangements to promote efficiency, economy and effectiveness i.e. value for money (VfM)  
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1.1 Background 

Equality can be defined as the treatment of all persons and groups equally 
irrespective of race, disability, gender, religion/belief, sexual orientation 
and age, whereas diversity can be defined as the acceptance and respect of 
differences within and between groups of people.  

The Equality Act was approved in April 2010 and the main provisions of 
the Act came into force from October 2010.  The Act applies to all 
organisations that provide a service to the public or a section of the public 
(service providers)1. The Act requires De Montfort University (the 
University) to consider its equality and diversity (E&D) arrangement to 
meet the needs of nine 'protected characteristics' detailed in the Act2. 

1.2 Scope 

As part of our 2010-11 Internal Audit Plan we have agreed with the Audit 
Committee and management that we should carry out a review to assess 
the adequacy and effectiveness of the University's arrangements for E&D. 

The scope of this review is to assess the University's arrangements to 
manage the risk that E&D is not celebrated, promoted and encouraged 
which could result in poor progression rates, poor publicity and missed 
opportunities to enrich the lives of students and staff. 

Further details on responsibilities, approach and scope are included in 
Appendix A. 

 

1.3 Internal Audit Opinion 

 

Design effectiveness 

Overall, we have concluded that, in the areas examined, the 
risk management activities and controls are suitably designed 
to achieve the risk management objectives required by 
management 

G 

Operating effectiveness 

Those activities and controls that we examined were 
operating with sufficient effectiveness to provide reasonable 
assurance that the related risk management objectives were 
achieved during the period under review. 

G 

 
Refer to Appendix B for definitions of internal audit opinion and 
recommendation ratings. 

 

 

 

 

 
1 "Equality Act 2010: What do I need to know? A summ ary guide for public sector 
organisations", Government Equalities Office 
 
2 The Equality Act 2010 

1 Executive Summary 
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1.4 Key findings 

As a result of the work undertaken during the audit, we have raised one 
medium priority, two low priority and one information priority 
recommendations.  The medium priority recommendation is summarised 
below: 

• The University has incorporated an Equality and Diversity Checklist 
into the process for validating new academic courses; however a 
parallel process is not in place in the review process for existing 
provision.  A review process should be replicated within the periodic 
review process to provide assurance that the equality and diversity 
impact has been considered for all nine protected characteristics across 
all courses.  

 
Further details of our recommendations, including the low priority and 
information recommendations are provided in Section 2. 

1.5 Examples of Good Practice 

During our review we identified the following areas of good practice: 

• The University has an Equality and Diversity Committee responsible 
for the legislative and statutory compliance for the institution. 

• The University has produced Equality Schemes in relation to Gender, 
Disability and Race, publishing annual reports on each scheme via the 
University website. 

• In line with legal requirements from April 2012, the University is in the 
process of establishing and publishing its Single Equality Scheme for 
publication in April 2011. 

• Staff involvement groups are established in relation to disabled staff, 
black and ethnic minorities and lesbian, gay and bisexual staff. 

• Guidance on the completion of Equality Impact Assessments has been 
produced and ready for implementation across the University. 

• The University has a number of equality and diversity related kite 
marks, including Stonewall, Athena Swan and Disability Two Ticks, 
which demonstrate the strength of its arrangement in promoting E&D. 

 

1.6 Elsewhere in the sector 

We detail below other ways of working and commonly occurring issues 
that we have experienced during these reviews.  The following does not 
necessarily purport to be good practice but is included for your 
information and consideration. 

• All higher education institutions are required to develop and 
implement a Single Equality Scheme by April 2012 which identifies the 
institution's objectives and an action plan in respect of strengthening 
its E&D arrangements. As part of developing this, other institutions 
have sought to identify effective monitoring and reporting 
arrangements for the objectives including links to training for staff & 
Governor involvement and responses to non-compliance. 

• Links to the local community, including schools, councils and colleges 
are being used to create diversity forums to which are aimed at 
identifying priorities and to promote involvement in events.  
Development of such links can enhance the University's reputation 
and develop networks with other responsible organisations. 

• Equality impact assessments are regularly used to perform risk 
assessments and understand the potential negative impact of policies 
and practices; for universities these are often performed in relation to 
learning and teaching activities.  The identification and promotion of 
the positive impact of courses is often limited and under utilised as 
part of academic planning and the marketing of courses. 

 

1.7 Acknowledgement 

Our audit covered a range of staff within the University.  We would like to 
take this opportunity to thank those staff for their assistance and co-
operation during the course of the audit. 
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2.1 Incorporating equality and diversity assessments into periodic review processes (Medium) 

Finding and Implication Proposed action Agreed action (Date / Ownership) 
The University has introduced E&D assessments, which must be 
completed during the validation process of a new programme of 
study.  The assessment uses an Equality Checklist.  The Checklist, 
together with the issued guidance, promotes a consistent 
University wide approach which includes consideration of all nine 
protected characteristics.  Our review of the assessments found 
them to be an effective way to demonstrate that E&D issues had 
been considered during curriculum planning. 

The University undertakes a mandatory period review to evaluate 
existing programmes and subject areas at least once every six 
years for all areas.  However, reviews and re-validations of existing 
programmes and subject areas do not require the same 
assessment to be made on the impact on all of the protected 
characteristics.  The University's "A Guide to Periodic Review" 
issued by the University Department for Academic Quality (DAQ) 
provides guidance on the arrangements for disabled students, but 
there is no wider consideration for meeting the needs of all nine 
protected characteristics. 

This creates the risk that the design of current academic provision 
may not meet the needs of all protected characteristics, which 
could result in the University potentially failing to comply with 
legislation, which could have a negative impact on the University's 
reputation.          

Equality and diversity assessments should be 
incorporated into the periodic review process for 
existing academic provision and should correspond 
with the requirements of the Equality Checklist that 
is used as part of the programme validation 
process. 

Action  

Since the audit, this recommendation 
has been addressed.  The new guide 
to periodic review states that “Periodic 
review provides an opportunity to 
reflect on all of the provision under 
review, including how the curriculum 
and learning opportunities meet the 
needs of all students, including those 
with protected characteristics”.   

Subject teams are requested to reflect 
on how well their provision works for 
such students including capture of 
feedback from students.  Where 
teams have been involved in 
responding to Equality Impact 
Assessments they are asked to refer 
to this and provide evidence as 
appropriate. 

Owner:  Head of Department of 
Academic Quality 

Date for implementation: No further 
action required. 

2 Detailed Findings 
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2.2 Gaining assurance over the completion of equality impact assessments (Low) 

Finding and Implication Proposed action Agreed action (Date / Ownership) 
An Equality Impact Assessment (EIA) is a tool to identify whether 
or not policies, services and procedures are having an adverse 
impact on those protected groups identified in the Equality Act 
2010.  As the owners of policies, services and procedures, Deans 
and Directors are responsible for the completion of EIAs in their 
area. 

The University has recently reviewed and approved its guidance on 
the completion of EIAs and is in the process of rolling out the 
revised guidance across the University.  The guidance has been 
developed and agreed by the EIA project working group (a sub-
committee of the Equality and Diversity Committee). 

We reviewed the guidance in place confirming that it includes the 
following: 

• Communicates organisational approach to completing EIAs; 
• Promotes a consistent methodology and framework; 
• Articulates clear data quality and reporting standards; and 
• Identifies policy consultation and assessment guidelines. 
 
We identified that currently there is no consistent process for senior 
management to provide assurance that EIAs have been completed 
for all necessary areas.  While we noted that the Equality and 
Diversity Adviser receives copies of most completed EIAs there is 
a risk that not all policies, services and procedures have been 
suitably equality impact assessed. 

We recommend that on a termly basis, positive 
confirmation of which EIAs have been undertaken 
during the period is provided to the Equality and 
Diversity Committee together with detail of the 
outcome.   

A rolling action plan should also be established, 
identifying priorities for existing policy reviews and 
progress against the plan should be reported. 

This will support complete and timely publication of 
EIAs on the University website in line with its 
Communication Strategy. 

Action  

A rolling annual action plan will be 
provided to the Equality & Diversity 
Committee, which will be monitored 
on a quarterly basis 

Owner:  Equality and Diversity 
Adviser 

Date for implementation:  
November 2011 
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2.3 Incorporating equality and diversity into the University's training programmes (Low) 

Finding and Implication Proposed action Agreed action (Date / Ownership) 
Ensuring that staff are aware of the relevant equality and diversity 
legislation and the University's commitment to diversity is a key 
element of creating a culture which promotes equality and diversity. 

Equality and diversity is currently incorporated into a number of 
training areas, including: 

• Annual presentations to update on legislative requirements; 
• Staff induction sessions; 
• Recruitment and selection training; 
• Learning and teaching practices updates; and 
• Leadership and management development programme. 
 
In addition this is supported by e-learning modules on an online 
Diversity Learning Zone (which will be incorporated into the new 
equality and diversity website). 

There is, however, no training provided to raise awareness of 
generic equality and diversity issues which could create the risk 
that staff (in particular line managers and programme managers) 
may not be fully aware of their responsibilities and obligations. 
Such training would cover issues relating to individuals' rights and 
responsibilities and any legal obligations.  This type of training is 
common at other universities and helps to embed equality and 
diversity in the culture of the institution. 

This would support the implementation and embedding of the 
Single Equality Scheme (SES) currently under development at the 
University. 

We recommend that specific equality and diversity 
training is developed to support the creation of a 
positive culture around equality and diversity. 

Action 

An equality and diversity 
development programme will be 
commissioned to ensure relevant 
staff have at least a basic 
awareness of relevant duties. 

Owner:  Director of HR 

Date for implementation:  
Development programme to 
commence before November 2011 
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2.4 Improvement of current communication systems (Information) 

Finding and Implication Proposed action Agreed action (Date / Ownership) 
Communication relating to equality and diversity is a key challenge 
for the University in meeting its legislative and welfare obligations. 

At the time of the audit, the University was developing an improved 
website for communication of equality and diversity arrangements 
to staff, students and third parties.  In supporting this, a 
communication strategy is under development to improve the 
process for: 

• engaging with student groups which represent the protected 
characteristics for policy and process decisions 

• ensuring consistent engagement from staff in both the existing 
and new staff involvement groups 

• identification and promotion of equality and diversity events. 
 
We are pleased to note that the University is taking steps to 
improve arrangements in this area, including engagement by 
Student Services with societies to encourage involvement groups 
for students and plans to publish an equality and diversity calendar 
on the improved website. 

In the absence of these controls there is however a risk of 
reputational damage if the University is to able to meet its 
legislative obligations and strategic commitments. 

We agree with the University's focus on improving the 
communication arrangements and should incorporate 
the following into its plans: 

• Prioritisation of processes to engage with 
students to establish involvement groups; and 

• Establishing a structured approach to staff 
involvement groups, publishing the meeting 
timetables and discussion topics to promote 
engagement. 

 

N/A 
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Approach 

Our audit was carried out in accordance with the guidance contained 
within the Government’s Internal Audit Standards and the Auditing 
Practices Board’s ‘Guidance for Internal Auditors’. We also had regard to 
HEFCE's Code of Audit Practice (2009) and the Institute of Internal 
Auditors’ guidance on risk based internal auditing (2005). 

Our internal audit approach is based upon the underlying principles of the 
UK Corporate Governance Code, as revised in 2010, together with the 
associated Turnbull Committee guidelines on internal control (2005) that 
require management to identify, assess and manage the risks that are 
significant to the achievement of the organisation’s overall business 
objectives. We will also have regard to the HM Treasury Management of 
Risk Guidance (2001). Our role as internal auditor is to provide objective 
and independent assurance to the Audit Committee and management that 
it is doing so successfully for each of the areas being audited. 

As part of our 2010-11 Audit Plan, we agreed with the Audit Committee 
and management that we should carry out a review of the University's 
equality and diversity arrangements to further inform our ongoing 
understanding of the University’s key internal control activities. 

Our aim in completing this audit was to ensure that the University has 
appropriate arrangements in place to identify, manage and report on risk.  

We achieved our audit objectives by: 

• agreeing the principles and benefits of effective equality and diversity 
arrangements with management; 

• meeting with key staff to gain an understanding of the arrangements in 
place, building upon the information we have already gained through 
our audit planning process; 

• reviewing key documents that support the processes in place; and  

• comparing existing arrangements with established best practice and 
other guidance. 

 
The findings and conclusions from this review will support our annual 
opinion to the Audit Committee on the adequacy and effectiveness of 
internal control arrangements. 

Responsibilities 
It is the responsibility of management to ensure that there are adequate 
controls and activities in place to ensure that the University's business 
objectives can be met and that the risks to the University are minimised. 
Based on the work we have carried out, we provide an objective 
assessment of the adequacy and effectiveness of controls and activities 
established by management to manage the identified risks to the 
University. 

During the course of our review we have conducted interviews and, where 
necessary, testing/verification work to support our assessment of the 
adequacy and effectiveness of current arrangements.  

A Internal audit approach 
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It is our reporting protocol to balance our reporting of positive practice 
with areas for attention. This enables the University to build upon its 
strengths, whilst focusing upon key findings and associated 
recommendations, which if acted upon, should enhance the control 
environment and improve the management of key risks. 

This report is part of a continuing dialogue between the University and 
ourselves. For this reason, we do not consider it appropriate for the report 
to be made available to third parties. Nor do we accept responsibility for 
any reliance that third parties may place upon the report. 

Please refer to our letter of engagement for full details of responsibilities 
and other terms and conditions. 

Scope 

As part of our 2010-11 Internal Audit Plan we have agreed with the Audit 
Committee and management to carry out a review to assess the adequacy 
and effectiveness of the University's arrangements for E&D.  

The scope of this review has been to assess the University's arrangements 
to manage the risk that E&D is not celebrated, promoted and encouraged 
which could result in poor progression rates, poor publicity and missing 
the opportunity to enrich the lives of students and staff. 

Specifically, our review has assessed the University's arrangements in 
relation to the following key sub-risks: 

• The University may not have appropriate policies and procedures in 
place to promote equality and diversity resulting in a failure to meet 
legislative and regulatory requirements; 

• The University's activities to promote equality and diversity both as 
part of and in addition to its curriculum may not be coordinated in a 
strategic manner resulting in the inefficient delivery of initiatives; and 

• The University may be ineffective at communicating its equality and 
diversity initiatives to staff and students, resulting in a failure to 
nurture a culture of equality and diversity within the University. 

 
We have not previously reviewed De Montfort University's equality and 
diversity arrangements. 

Additional information 

Client staff 

The following staff were consulted as part of this review: 

• Equality and Diversity Adviser 

• Director of Human Resources 
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Internal audit opinion  

Design effectiveness Opinion 

Overall, due to [describe the reasons why an opinion cannot be reached] we have not been able to form an opinion on whether the internal controls 
examined have been designed to achieve the risk management objectives required by management 

No opinion can be 
given 

Overall, we have concluded that, in the areas examined, the risk management activities and controls are suitably designed to achieve the risk management 
objectives required by management 

G 

Overall, we have concluded that, except for the specific weaknesses identified by our audit, in the areas examined, the risk management activities and 
controls are suitably designed to achieve the risk management objectives required by management [Following this opinion, key actions that are 
required/have been taken to achieve the risk management objective are set out] 

A 

Overall, we have concluded that, in the areas examined, the risk management activities and controls are not suitable designed to achieve the risk 
management objectives required by management. [following this opinion the key actions that are required to achieve the risk management objectives are 
set out]  

R 

Operating effectiveness Rating 

those activities and controls were operating with sufficient effectiveness to provide reasonable assurance that the related risk management objectives were 
achieved during the period under review 

G 

Except for [set out key controls that were found not to be operating effectively, and where we were unable to identify compensating controls] those activities 
and controls that we examined were operating with sufficient effectiveness to provide reasonable assurance that the related risk management objectives 
were achieved during the period under review. 

[following this opinion the key actions that need to be taken to address the weaknesses identified are set out] 

A 

those activities and controls that we examined were not operating with sufficient effectiveness to provide reasonable assurance that the related risk 
management objectives were achieved during the period under review 

[following this opinion the key actions that need to be taken to address the weaknesses identified are set out] 
R 

B Definition of  internal audit opinion and ratings 
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Audit issue rating 

Within each report, every audit issue is given a rating.  This is summarised in the table below.   

Rating Description Features 

High 
Findings that are fundamental to the management of risk in the 
business area, representing a weakness in control that requires 
the immediate attention of management 

• Key control not designed or operating effectively 
• Potential for fraud identified 
• Non compliance with key procedures / standards 
• Non compliance with regulation 

Medium Important findings that are to be resolved by line management. 

• Impact is contained department and compensating controls would 
detect errors 

• Possibility for fraud exists 
• Control failures identified but not in key controls 
• Non compliance with procedures / standards (but not resulting in key 

control failure) 

Low Findings that identify non-compliance with established 
procedures. 

• Minor control weakness  
• Minor non compliance with procedures / standards 

Information Items requiring no action but which may be of interest to 
management or best practice advice 

• Information for department management 
• Control operating but not necessarily in accordance with best 

practice 
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