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RACE EQUALITY POLICY

Date of most recent review:  December 2008
Date of next review:  December 2011
Responsibility:  Assistant Principal: Learning and Teaching
Approved by:  Board of Management

Please ask if you, or someone you know, would like this document in a different format or language.

1.0 
Introduction
1.1 Moray College is committed to promoting and maintaining an ethos which welcomes diversity and provides equality of opportunity. 

1.2 The college acknowledges the general duty to promote race equality and the duty’s aim to make race equality a central part of the way the college works, by putting it at the centre of policy making, service delivery and employment practice. 

1.3 The management of the college is totally opposed to racial harassment and will endeavour to support any student, member of staff or member of the public who feels that he or she has been a victim of such harassment. Racial harassment is likely to be considered as gross misconduct in terms of the Staff Conduct Procedure and the Student Disciplinary Procedure.

2.0    Scope

2.1 Under the general duty, the college must have ‘due regard to the need to’:

· Eliminate unlawful racial discrimination;

· Promote equal opportunities; and

· Promote good relations between people from different racial groups. 

2.2 The general duty is supported by a series of specific duties, which indicate how the college will actually meet the general duty. One of the specific duties is to publish a Race Equality Policy.

2.3   The former Commission for Racial Equality defines a policy as; 

‘…….. effectively a strategy, and a timetabled and realistic action plan’. 

2.4   The Race Equality Policy describes how the college plans to carry out each part of the specific duty by making arrangements for:

· assessing, consulting on and monitoring its functions for any adverse impact on promoting racial equality;

· publishing the results;

· making sure the public have access to its services; and 

· training staff.

3.0   References

3.1 The key references relevant to this policy are listed at Appendix 1.

4.0   Responsibilities

4.1   The Principal has overall responsibility for the College’s Race Equality Policy.

4.2 The Assistant Principal:  Student Services chairs the Equality, Diversity and Inclusion Committee. 

4.3 The Assistant Principal:  Learning and Teaching  is responsible for:

4.3.1 The review of the Race Equality Policy;

4.3.2 The production and monitoring of the Race Equality Action Plan;

4.3.3 The production of the Annual Report on the College’s performance in respect of the Race Equality Duty;

4.3.4 Ensuring consistency in the College’s approach to the six equality and diversity issues, and for ensuring the implementation and review of this policy.

4.4 The Head of Human Resources is responsible for ensuring good practice in employment-related matters, and for arranging relevant training on employment matters through the Professional Development Officer.

4.5 All staff who develop policies are responsible for ensuring that these are consistent with the Race Equality Policy.

4.6 Directors/Managers/Heads of Section are responsible for ensuring that staff in their area are aware of their responsibilities and discharge them appropriately.

4.7 All staff involved in selection of staff and/or students are responsible for  ensuring that the processes are conducted in such a way that neither direct nor indirect discrimination compromises the procedure.

4.8 All staff are responsible for accessing appropriate training and complying with the requirements of this policy, including reporting any instances of direct discrimination, and any concerns that an existing or proposed practice might result in indirect discrimination.  (Appendix 2 refers)

4.9 The Equality, Diversity and Inclusion Committee is responsible to the College Academic Council for overseeing the College’s approach to Race Relations, and for receiving monitoring reports.  The Remit and Membership of the Equality, Diversity and Inclusion Committee  is attached at Appendix 3.

5.0  
Arrangements
5.1.1 Assessing, consulting on and monitoring functions for any adverse impact on promoting racial equality.  
5.1.2 The Framework for the Development of Policies, Strategies and Procedures stipulates that all policies will identify the individuals/groups responsible for …..
“conducting impact assessments relating to Equal Opportunities issues, specifically gender, race, disability, age, sexual orientation, and religion or belief;

setting and monitoring performance Indicators and targets against which performance will be measured, including obtaining feedback from users of the service, and for reporting on performance against targets”

5.1.3 Consultation is undertaken in two main ways;

· Through the College’s engagement at all levels of the Moray Community Planning Partnership;

· Through representation of ethnic minorities and other expertise external to the College on the Equality, Diversity and Inclusion Committee.  This includes the Chair, The Scottish Highlands and islands and Morayshire Chinese Association.

There is mutual membership of relevant Committees between the College and The Moray Council which provides the College with access to local intelligence and contacts.  This relationship informs College strategic and operational planning, and is supported by Council representation at the specific Strategic Planning event each session.  Important information on ethnic minority population has been published for each local area.  A Communication and Consultation policy will be introduced which will include reference to the use of partnership approaches to communication, consultation and involvement with ethnic minorities.

5.1.3 
For students, monitoring data is produced for consideration by the Equality, Diversity and Inclusion Committee covering the following aspects:

· Applications for courses/modules/subjects

· Conversion rates

· Retention rates

Monitoring data will be produced covering the following aspects:

· Course transfers

· Students’ achievements

· Work placements

· Racial harassment

For staff, monitoring data is produced for the Equality, Diversity and Inclusion Committee and the Staffing Committee of the Board of Management covering the following aspects:

· Applications and appointments

· Participation in training and development

· Staff Reviews

· Disciplinary and Grievance Procedures

· Promotions

· Harassment and Bullying 

· Reasons for leaving

Monitoring data will be produced covering the following aspects:

· Selection methods

· Types of contracts

· Grade

· Position

· Length of service

5.2 Publishing the results.

5.2.1  The college will publish:

· Its Race Equality Policy
· Its Annual Report

· A summary of all assessments, monitoring and consultations on the website and in other media as appropriate.  The college will make sure that the information it publishes is accessible and widely available.  The College Annual Report will include the results of the monitoring information.

There is mutual membership of relevant Committees between the College and The Moray Council which provides the College with access to local intelligence and contacts.  This relationship informs College strategic and operational planning, and is supported by Council representation at the specific Strategic Planning event each session.  Important information on ethnic minority population has been published for each local area.  

5.2.2 The College will build on the initial work undertaken to implement the approaches contained in the SFEU initiative “Quality and Equality of Learning and Teaching Materials” as the key strategy for ensuring the appropriateness of all curriculum materials and approaches.

5.3 Making sure the public have access to its services.

5.3.1 College services are promoted through electronic means and the various media.  Key documents contain the invitation prominently:

“Please ask if you, or someone you know, would like this document in a different format or language.”

5.3.2 The College has sourced translation services which can be deployed quickly to respond to a request for translation of a document.

5.4 Training staff
5.4.1   It is essential that all our staff have a good, basic knowledge of the Race Relations Amendment Act. They should also have the chance to acquire specialist knowledge, which may be necessary to carry out their specific tasks.

          General training is provided for all staff (including the Board of         Management) to make sure they are aware of the general and specific duties, and how these affect them and their work. All staff receive such training, which is an aspect of induction training for all new staff. Further sessions will also be run for current staff to make sure they are familiar with the duties.

5.4.2   Specific skills training has been provided for:

· Those who will be developing and putting into practice aspects of the Race Equality Policy

· Those who are decision makers on policy

· Those who are involved in selection of staff and/or students.

Skills training includes:

· Monitoring for both employment related and service functions

· Carrying out impact assessments and 

· Consultation

5.4.3   All training and development will be subject to evaluation.  

Individual objectives for training on equality and diversity are addressed at staff career interviews.

5.4.4 The college is committed to sustaining its recognition as an Investor in People.

Appendix 1

RACE EQUALITY POLICY

Race Relations Act 1976

Race Relations (Amendment) Act 2000

Appendix 2

DEALING WITH RACIAL INCIDENTS/HARASSMENT

Indirect Discrimination

All staff have a responsibility to report instances of discriminatory practices or behaviour.  It is important to emphasise that this responsibility extends beyond the reporting of specific instances of inappropriate behaviour and includes indirect discrimination. All staff should be encouraged to reflect on the potential adverse impact arising from:

Policies;

Procedures;

Publications;

Learning and teaching materials and approaches;

Existing practices.

It may be appropriate for staff with such concerns to resolve the matter locally and informally by speaking directly to the individual concerned.  If this does not address the issue staff should report the matter to the Assistant Principal:  Learning and Teaching who will investigate.

Direct discrimination

Harassment is not mentioned in the 1976 Act but Tribunals have established that harassment can be construed as ‘less favourable treatment on racial grounds’.  Case law has also established that a single incident can be regarded, as harassment i.e. there does not need to be repeated harassment after someone has asked for it to stop.

Moray College as an employer and provider of services must not assume there is no problem of harassment. People may put up with it because:

· They feel too intimidated to do anything about it

· They may be afraid of reprisals

· They may not want to make a fuss, especially if they think they will not be understood or believed

· They may think that nothing will be done about their complaint

· They may not know how to go about making a complaint

There is no hard and fast definition of racial harassment
. It can range from persistent and vicious racial abuse (A Hussain v. Westcroft Castings) to more subtle forms of harassment that are equally distressing and that can create an intimidating and unpleasant atmosphere at work: racist ‘jokes’, banter, insults, taunts, gibes, literature and graffiti; shunning people because of their race, colour, nationality or ethnic background; excluding them from conversations; making racist insinuations; being condescending or deprecating about the way people dress or speak.

The above list is not exhaustive and the most important rule for employers and providers of services faced with complaints of racial harassment is that the perception of the person who feels harassed must be central to the consideration of any complaint of harassment.

Racial harassment will be dealt with in the context of existing disciplinary procedures for staff and students. Any member of staff or student who feels they have been subject to harassment should use the College Grievance and Complaints procedures respectively.

If a member of staff or student feels the need for informal and confidential support before potentially making a formal complaint an appointment may be made as follows:

Students – Student Advice Manager
Staff – Head of Human Resources

Appendix 3

REMIT AND MEMBERSHIP OF EQUALITY, DIVERSITY AND INCLUSION COMMITTEE

Membership:

1 Union representative from each of Unison, EIS/CLA

2 members of Board of Management

2 student representatives

Registry Officer

Head of Human Resources

Student Advice Manager

One staff representative from Marketing

2 non-management support staff

2 Lecturers

Learner Support Co-ordinator

2 Senior Managers – one to take overall responsibility for the effective implementation of Equal Opportunities and one to Chair the meetings

Up to 3 co-opted external members to reflect key stakeholders and/or those with particular expertise in the area of equalities

In constituting this group care must be taken to ensure (in so far as it is practicable) appropriate balance in terms of race, gender, disability or any other factor, which may form the basis for discrimination.

Context: The group has the overarching responsibility of ensuring that the college meets its statutory obligations within the terms of the relevant ‘rights’ legislation and supports the college in its efforts to eliminate unlawful discrimination, promote equality of opportunity and promote good relations between people from different groups. The group should also monitor and review the college’s inclusion strategy and action plan. This will extend to all groups including those with statutory protection.

Remit: 

To review and revise the college Equalities policies and inclusion strategy as appropriate.

To prepare an anti-discriminatory practice statement within the context of the college’s commitment to inclusiveness and widening access. 

To ensure monitoring of the recruitment and career development of staff by racial group, gender, disability , age and any other appropriate factor.

To ensure that arrangements are established and sustained (by ethnic group, gender, disability, age, sexual orientation, religion or belief) to monitor and analyse grievances, disciplinary action, staff review, training, dismissals and other reasons for leaving.”

To ensure monitoring by racial group, gender, disability, age and other appropriate factor of the recruitment of students.

To take all reasonable steps to ensure that students are not disadvantaged throughout their time at college (and post exit) by virtue of race, gender, disability, age or any other factor, which may form the basis of discrimination.

To ensure that the College’s Equality Policy and related strategies, impact assessment and monitoring are reviewed in its Annual Report.  

To ensure that awareness raising and/or training is provided to all staff and students.

To ensure that all such awareness raising and/or training is evaluated.

The Equality, Diversity and Inclusion Committee reports directly to the College Academic Council.

�  CRE, ‘Racial Harassment at Work’, 1995.
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