
GENDER 
ACTION PLAN               

A dedicated approach to 
equality for women and men, 

that is values led and 
people centered



We want to encourage 
everyone to be who they 
are at work; when people 
can be themselves they 
enjoy coming to work, 

perform better and have 
greater job satisfaction.   

“
“



Commitment to Gender Equality 
The Education Authority is committed to a truly diverse and inclusive workplace. This includes a commitment to 
gender equality. The development of this Gender Action Plan was a commitment made in the Equality Action Plan 
2018-2022. It is value led and people centred; enabled by the corporate values of: openness, respect, reflection, 
responsibility, excellence and equality. 

The Plan also aligns to the EA 10 year Strategic Plan and the organisation’s strategic objectives. It will run for 3 
years (2019-2021) aligned to the wider EA Equality Action Plan. 

The Gender Action Plan will deliver change and positive outcomes for women and men across three thematic 
areas, namely; (i) developing diverse leaders, (ii) engaging staff and (iii) supporting and enhancing staff 
experiences. 

The Equality Unit will be responsible for monitoring the delivery of the actions.  However, Line Managers will be 
key to the delivery of this action plan and the Equality Unit through our Business Partnering Structure will support 
them to do so.

The delivery and promotion of the Plan will result in positive outcomes on gender equality for the Education 
Authority; promoting diversity and inclusion in the workplace. 

We want to encourage everyone to be who they are at work; when people can be themselves they enjoy coming 
to work, perform better and have greater job satisfaction.

Matthew McDermott 
Head of Equality and Human Rights  1



Our aim is to achieve broadly equal outcomes for women and men in the workplace. Regardless of 
gender, everyone will have the same access to opportunities. This could range from promotion at 
work to accessing policies for work-life balance. 

Evidence demonstrates that to achieve this a number of things are required: 

• Workplaces pay men and women equally;
• Barriers to the full participation of women in the workplace are removed;
• Access to all jobs, including leadership roles, regardless of gender is guaranteed; and 
• No discrimination on the basis of gender across the organisation. 

This will require an assessment of, and action to address, any structural or legacy issues that may exist 
across EA. 

Our Aim
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Achieving gender equality is important for workplaces not only because it is ‘fair’ and ‘the right thing to 
do,’ but because it is also linked to better performance. Workplace gender equality is generally associated 
with:

• Improved productivity;
• Increased organisational performance; 
• Better employee retention; and
• Enhanced organisational reputation. 

It is proven that any positive action measures to advance gender equality and diversity in the workforce 
benefits everyone.

Embedding EA values and changing the culture of the organisation will be key to the success of this plan. 
The employee voice will be central to how this plan evolves and the impact it will have. 

Case for Change 

Work-life Balance
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Employees who had access to work-life balance measures and felt that their organisations genuinely 
cared about their work-life balance had higher levels of engagement and were more likely to go the 
extra mile for their employer. They were more likely to recommend their employer as a good place to 
work, and were more likely to put in discretionary effort.
 
Modern Families Index 2018, Working Families



Flexibility 
Flexibility is particularly important to younger workers, with work-life balance scoring higher than salary and 
benefits (Deloitte Millennial Survey 2018). 

Ninety two per cent of Generation Y (people born between 1980 and 2000 and have grown up almost 
entirely in the digital age) identify flexibility as a top priority when selecting a workplace. 
UK Commission for Employment and Skills

83% of employers offering flexible working saw an increase in productivity.  
Flexible: Friend or foe? Vodafone 2018

Culture 
A culture that recognises gender-based barriers for men and women, and seeks to develop a truly inclusive 
workplace will yield better results. 

Fifty five per cent of millennial fathers admitted they were not confident enough to speak to their employers 
about reducing their hours spent in the office. Forty-two per cent said they felt resentful towards them as a 
result.    Working below potential: women and part time work. Sheffield Hallam University 2006

In the mid-1980s, close to half the public agreed “a man’s job is to earn money; a woman’s job is to look 
after the home and family”. Just 13% subscribe to this view now. 
British Social Attitudes 30, National Centre for Social Research, 2013
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EA is committed to building an organisation that has a truly regional focus, is innovative and forward-looking 
and delivers excellent education services for all. 



Learning and Sharing Best Practice
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Many large Northern Ireland employers in both the public and private sector have progressed 
gender equality in their workplaces by adopting gender action plans. Many of these employers 
report increased confidence throughout their workforce, increased uptake of work-life balance 
initiatives across genders and as a result of these, better retention in the workforce. 

As part of the delivery of this plan, we will continue to work with and engage in knowledge 
exchanges with those organisations, seeking to advance gender equality across Northern Ireland.

This includes linking with the Working Families Index, Diversity Mark NI, Stonewall and Building 
Inclusive Leaders Programme.



The Education Authority is the single biggest employer in Northern Ireland with over 36,000 colleagues.

EA employs considerably more 
females than males 26489 to 5255.

[This excludes (non-peripatetic) 
teaching staff who are currently 
exempt from fair employment 
monitoring – 2017 report]

FEMALES

MALES

7% of males 
employed in EA 
are employed 
in senior grades 7%

4 out of 5 Executive Directors are female

   
   

  M
ALES

3%   
   

   
    

    
      

              FEM
ALES

Assistant Directors  - 8 women and 9 men 

Chief Executive

17%

83%

compared with 
just 3% of the 
female workforce.   
[January 2019]
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(i) Developing Diverse Leaders
 For EA, leadership is an attitude. It is a behaviour derived from our core values. Every colleague in 

the organisation has the potential and opportunity to be a high-performing leader. 

 To develop diverse leaders, EA will: 

• Develop a mentoring process and supporting skills that fits the organisation; 

• Enhance and embed a manager / employee relationship through a robust and effect one to one 
process;

• Develop a programme for staff which brings our values into action; 

• Be inclusive in our communications, both internally and externally, to ensure we reflect the 
gender diversity of our organisation; 

• Run initiatives during the lifetime of this plan that encourage men and women to apply for non- 
traditional roles within EA;

• Identify senior female leaders to take part in the Building Inclusive Leaders Programme. 

The Way Forward 
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(ii)  Engaging Staff
 EA will ensure the voice of the employee is central to the implementation of this plan. 
 An inclusive culture is key to achieving our aim. 
 
 To do this, EA will: 

• Develop a gender network to support the implementation of the plan; 

• Develop a wider network of gender champions across the organisation that are 
supported to transform the culture;

• Support the celebration of key dates in the calendar, with adequate resourcing;

• Develop a staff satisfaction survey across EA which explores differences in experiences / 
outcomes based on gender.
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(iii)  Supporting and Enhancing Staff Experiences 
 Ensuring that our staff have positive experiences and are working in a truly inclusive and flexible 

environment is a key pillar of the Gender Action Plan.  This involves managers engaging and 
making consistent decisions that best meet the needs of the organisation.

 To achieve this, EA will: 

• Regularly report progress against these actions through the EA governance structures, 
including at Board level;

• Gather robust and up to date data to support and monitor the effectiveness of the gender 
action plan;

• Clarify and repackage EA family-friendly policies and procedures so staff are aware of the 
flexible working provisions available and managers are aware how to implement them; 

• Encourage the uptake of shared parental leave and flexible working policies by men in the 
organisation; 

• Develop a health and wellbeing hub that will promote flexible working as a key part of 
positive health and wellbeing;

• Identify and fill policy gaps, including but not limited to, a domestic and sexual violence 
policy, a transgender employment policy and a menopause policy for staff;

• Develop a code of practice for sexual harassment in the workplace.



The EA Equality Unit will be responsible for monitoring the delivery of the EA Gender Action Plan.

Over the three year course of the plan the unit will provide: 

• Progress reports to the Human Resources and Legal Services Directorate Management Team 
every 6 months;

• Progress reports to the Corporate Leadership Team (Directors and Chief Executive) annually;

• Progress reports to the Trade Unions annually;

• Annual Progress Reports to the EA Board;

• Progress will be published annually as part of EA’s Statutory Reporting Process.   

Implementation and Monitoring 
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EA Equality Unit
Tel: 028 90 564 213    

Email: equality.unit@eani.org.uk


