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Foreword from the Principal

In November 2007, we published our first combined Equality Scheme. This revision encapsulates the progress we
have made against our objectives and reflects recent changes to the legislative and regulatory framework
surrounding equality and diversity. Our commitment to ensuring equality of opportunity for all sections of our
community remains: we want this scheme to not only set out how we will meet the requirements of legislation
but exceed them. Our vision for our work to ensure equality of opportunity is that the college will become a
leader in its field.

Action to promote equality of opportunity is at the heart of the college’s mission, vision and values. Our vision, a
dynamic college for aspiring communities, places us at the heart of our community’s regeneration and future
economic prosperity, we will not be able to achieve this vision if we do not provide for all sections of our
community and raise the aspirations, ambitions and life chances of all. It is our job to ensure that all sections of
our community regardless of their personal characteristics, beliefs or way of life are given equal opportunity to
succeed. We are an ambitious college and our strategic objective reflects this ambition: sustaining excellence:
reaching new heights. In 2008, the Ofsted inspectorate found the college’s response to equality of opportunity
outstanding; however we are not complacent, we know that we can still improve and in order to do so we must
reach new heights in both our commitment and action to ensure equality for all. Finally, our core values of
respect, responsibility and customer first has equality and diversity at their core; we will ensure that we not only
respect but celebrate difference, we will all take personal responsibility for acting on the objectives within this
scheme and finally by putting our customers first we will ensure that we respond to individual needs.

We must provide stretching and relevant education for all our learners, that not only enables them to succeed but
reach new heights in terms of their personal aspirations and goals, we must work with our supplier network to
ensure that our commitment to equality of opportunity is reflected within their own practices, we must work with
our employers and businesses to provide opportunities for those sections of our society who suffer disadvantage
and we must ensure that as an employer ourselves we have a diverse and vibrant workforce equipped with the
skills necessary to achieve our ambitions.

The goals that we have set ourselves within this scheme are challenging and are based on a comprehensive
assessment of our current position. We are determined that we lead by example and create a college that we can
be proud to work for and study in. Every one of us has our part to play, yes as senior managers we will provide
strategic direction, challenge and lead by example but every single employee and learner must be leaders
themselves if we are to succeed in our vision for equality and diversity within West Nottinghamshire College.

Asha Khemka OBE
Principal and Chief Executive
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Section A- Overview andBackground
Introduction

The Equality Scheme for West Nottinghamshire College sets out our approach to ensuring that the college
delivers for all sections of our community both in terms of our recruitment and achievement of learners and in
terms of our employment practices and promotion opportunities throughout the college.

In drafting the scheme’s main objectives and action plan we have undertaken a detailed data analysis related to
both learners and staff, some actions have been identified as a result of this analysis and in particular where we
may have a gap in achievement or are currently under represented by certain groups. In addition we have been
mindful of the need to proactively promote equality of opportunity and therefore have included actions that will
ensure that both our learners and staff are aware of the diversity and difference that goes to make up our society
and are equipped to work in such a diverse environment.

Ensuring that equality of opportunity is embedded within all facets of our organisation is a key priority and
actions identified within this scheme along with work to embed a set of core values will be the way in which we
achieve this priority.

The scheme has been divided into two main sections; the first section sets out the broad context in which the
college works, along with a statement of commitment against cross cutting themes such as impact assessment,
positive action and consultation and communication. The second section sets out the specific context and actions
for certain groups and finally appendices provide more detailed information about our equality policy framework,
our impact assessment and our published information.

We will consult widely on the contents of this scheme and in particular will agree this scheme with our recognised
trades union colleagues. We are committed to working in partnership with them to achieve our equality
objectives.

What do we mean by equality of opportunity?

Equality means treating everyone with equal dignity and worth regardless of particular characteristics. People
have different needs, situations and goals and it is our job to ensure that we meet them. Achieving equality
means the removal of discriminatory barriers that limit what people can do and often what they can be. We
recognise that people can experience inequality in a range of ways including:

e Access to services

e Outcomes

e The degree of independence

e In how they are treated by others.

The aim of this scheme is to ensure that we tackle these inequalities in a number of ways that are relevant for our
organisation.
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The legislative and regulatory framework

This scheme has been written in line with new legislation in the form of the Equality Act 2010. This act will
introduce a new single public sector duty for people who share the following protected characteristics

Age

Disability

Gender reassignment
Marriage/civil partnerships
Pregnancy and maternity
Race

Religion and belief

Sex

Sexual orientation

The public sector duty is:

1. To eliminate conduct prohibited by the Act.

2. To advance equality of opportunity between people who share protected characteristics and those that
do not.

3. To foster good relations between people who share protected characteristics and those that do not.

In fulfilling our duty under the Act we may have to treat some people more favourably than others for example in
making reasonable adjustments for people with a disability or in implementing positive action strategies to
address disadvantage or under representation.

Existing equalities legislation

Whilst the Equality Act 2010 extends the provisions of the law and is intended to simplify the current legislative
framework it does not replace all pieces of current legislation. General and specific duties related to race,
disability and gender are replaced by the single equality duty; however, we will be mindful of the need to comply
with continuing provisions within legislation where appropriate.

Regulatory framework — Ofsted requirements

The guide book for inspectors published in the summer 2009 sets out new requirements for inspectors in relation
to equality of opportunity. As well as making equality of opportunity a limiting grade it will also require
inspectors to make an assessment of how well an organisation promotes equality of opportunity and how well
they are working towards narrowing achievement gaps. This is a reflection of the positive duties enshrined within
the new Equality Act 2010.
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Sedion B- Our current position and context
Progress against oUgquality Schemeobjectives 20072010

Our Equality Scheme for 2007-10 set out clear objectives in relation to equality of opportunity what follows is a
summary of our progress against those objectives.

Embedding

Significant work has been undertaken in this regard. In 2008 we published a one world booklet that was
circulated to all staff and learners and throughout 2008 attached leaflets about different religions and beliefs to
pay slips. These publications have enabled staff and learners to gain a better understanding of diversity and
difference and helped them embed equality of opportunity in teaching and learning and business practice. In July
2009 the college held a ‘one world’ day comprising a range of training events and informative stalls focussed on
the area of equality and diversity.

An assessment of equality and diversity is now embedded within our lesson observation scheme and SAR process,
this reveals that whilst there is excellent or good practice in some areas of the college this is not consistent across
all schools of learning. School review processes now examine learners’ progress against a number of diversity
indicators and identifies any action necessary to address imbalances in performance or recruitment.

Our learner population is representative of the communities that we serve, in terms of Black Minority Ethnic
(BME) learners the college currently exceeds a local population of 3% by almost double. 15% of learners have a
declared disability and over 60% of them are female. Addressing any significant achievement gaps form a major
part of our objectives within this scheme.

In terms of our staffing profile, we have made good progress in increasing our BME staffing profile to around 5%.
We will continue to ensure that our staff group is representative of the learner population that we serve.

People Development

Equality and diversity training is mandatory for all staff. The college has seen an impact of this training in terms of
lesson plans and activity to support equality of opportunity within the curriculum and within support areas.
However further work needs to be done to capture those staff yet to receive training and development. Equality
of opportunity is a standard part of our learner induction. Moving forwards the college’s learning consultants
team will work with our teaching and learning staff to ensure that they embed the principles of equality and
diversity within their areas of study, we will build on the exceptional practice within some of our schools of
learning and ensure that this becomes the standard across the whole organisation.

Data interrogation

We have produced comprehensive and accessible data in relation to equality of opportunity. This is accessible
through the college’s data net and forms a part of data provided for school review. A comprehensive data report
related to both learners and staff has been used to identify areas for development within this scheme. The
equality steering group receives detailed data reports related to both staff and learners, this forms part of the
college’s overarching impact assessment of its actions in this area. From 2010 onwards these data reports will be
published both through our staffnet and wider college website. These data reports will be shared with the
college’s recognised trade unions on an annual basis through the Joint Consultation and Negotiation Panel (JCNP)
meetings.
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Communication and consultation

Robust consultative mechanisms with our recognised unions have been developed throughout the life of this
scheme. The equality steering group has been less effective and its format and makeup was reviewed in 2009.
This reformed group has met throughout 2010 and is an effective mechanism for monitoring progress and
ensuring that colleagues from across the organisation support objectives within this scheme.

Our externalcontext

West Nottinghamshire College is a large general further education college based within the ex-mining
communities for north Nottinghamshire. The area is characterised by low levels of attainment at 16 and high
levels of socio economic deprivation. At the heart of this community the college has a vision rooted in the need to
ensure prosperity and improved life chances for all within the community. The college provides high quality
education and training to over 20,000 learners.

West Nottinghamshire College serves the population of Mansfield and Ashfield and its environs, an area located
in the heart of Nottinghamshire which faces significant challenges in terms of low levels of achievement at GCSE
level, low levels of basic skills amongst adults and low aspirations amongst the community at large. 5% of the
community’s young people do not progress into any kind of education or training at 16 and only 20% of 18 year
olds progress into Higher Education.

In Mansfield only 38.2% of pupils left school with 5 or more GCSEs at C or above, in Ashfield, the picture, although
slightly better, is still well below the national and county averages at 40.5%.

In the last twenty years the area has seen massive economic change with the decline of the primary industries
which has contributed to large scale economic and social deprivation in the area. There are approximately 44,000
people who remain economically inactive and are on some form of income support, incapacity or disability
benefit. Of the worst 500 wards in the country, 37 are in Nottinghamshire and 8 in Mansfield. Mansfield is the
33" most deprived district in the country.

The areas surrounding Mansfield and Ashfield have been the focus for significant inward investment. Equipping
our young people and adults with the skills necessary to take advantage of these new opportunities will be of
paramount importance to the college moving forward.

The Mansfield and Ashfield area is not ethnically diverse; less than 4% of the local population are from BME
communities and this is reflected within the college’s own recruitment of learners and staff. North
Nottinghamshire is home to quite a large traveller and Eastern European immigrant community; this poses
particular challenges for the college in meeting these needs.

West NottinghamshireCollege

West Nottinghamshire College is a large Further Education College as constituted by the Further and Higher
Education Act 2002 and subsequent amendments through the Learning and Skills Act 2000. The Corporation
Board are responsible for the overall strategic direction and educational character of the college and for setting
the broad policy framework within which we work.

West Nottinghamshire College was formed in the 1970s from the merger of an Arts and Technology College which
dated back to 1904. The college has a vision to be “a dynamic college for aspiring communities”, with a mission
“learners at the heart of excellence”. Our three core values are: respect, responsibility and customer first.

The college has a number of curriculum specialisms that cover the broad range of occupational opportunities
open to both young people and adults. The college has a large employer engagement provision, including the
provision of over 1000 apprenticeships to young people and adults year on year.
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This affords the college the unique opportunity to work with both large and small local employers to advance the
principles of equality and diversity.

West Nottinghamshire College’s provision consists of:

e Business, Professional and Continuing Education;
e Health, Care and Education;

e Hospitality, Sports, Leisure and Travel Studies;

e Hair, Beauty and Complementary Therapies;

e Engineering and Transport Skills;

e Construction and Building Services;

e Academic Studies and Computer Science;

e Access and Inclusion; and

e C(Creative Arts.

This includes provision from entry to university level and covers a broad spectrum of ages and ability from 14 to
mature adult learners.

In addition to courses delivered through the college’s major sites, the college works in partnership with the local
community to provide a range of provision accessible at local level.

The college’s commitment to equality and diversity is well established within its corporate objectives and values.
The college has a cross college equality and diversity steering group tasked with responsibility for monitoring
progress in this area. The college does not have an equality and diversity manager as the responsibility sits with
all staff across the organisation. A strategic steer and oversight of equality and diversity within the college is
provided by the Director: Communications and Marketing who has significant knowledge and experience within
this area. The college’s most recent Ofsted report published in July 2008 awarded the college an outstanding for
equality of opportunity. The college’s latest self assessment report maintains this outstanding grade in this area.

At the heart of our vision and mission lies a belief that the potential of all people needs to be recognised,
respected and realised; that all people regardless of their personal circumstances have the absolute right to be
treated with dignity and respect. The ability to live and work in a diverse, challenging and changing world is the
key for success and fulfilment for individuals and organisations in the 21* century. Integral to this belief is our
Equality and Diversity Scheme and action plan which is supported by Corporation level commitment and is
championed by the Executive team.

Through valuing the diversity and difference of our learner and staff population, the college will be able to make
real strides in meeting Government targets for participation, skills and success. We believe it is the differences in
us all that help us to innovate and think creatively, as an organisation we need to harness the differences of all
our staff and learners to enable the college to respond creatively and positively to what is an unprecedented time
of change within the sector. In this sense, the business case for a clear and comprehensive approach to equality
and diversity is obvious; by valuing the difference of all our staff and learners we will ensure the future success of
both the college and our local community.

A full copy of the college’s action plan related to equality and diversity is included at the end of this Scheme in
table 1.
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The college as an employer

This Scheme not only covers our responsibilities as an education provider but as one of the largest employers
within the local area. We have an ambition to recruit, retain and develop high quality staff; that the college will
be the employer of first choice for the local community and beyond. The college currently holds the Investors in
People Standard as an external validation of our commitment to staff training and development. In 2009 and
again in 2010 the college was awarded a star rating in the national Best Companies scheme. In 2010, the college
was placed within the top 75 public sector organisations in which to work.

We will only achieve this vision if we embrace equality of opportunity and promote diversity and difference
within our staff group, it is this diversity and difference that will foster creativity and enable the college to meet
its overarching vision and strategic priorities. Specifically in relation to our role as an employer we will:

e Review our jobs regularly and remove any requirements that are unnecessary and may exclude certain
groups.

e Advertise our vacancies widely to attract a diversity of applicant.

e  Work proactively to address issues of under representation within our staff group.

e Encourage the development and progression of all staff to ensure that they actively contribute to the
college’s success.

e Ensure that our pay and reward processes are fair and address any issues that may exist in relation to
equal pay issues. We have a commitment to the implementation of job evaluation to achieve this aim.

e To provide managers with training to ensure that they manage staff fairly and treat staff with dignity.

e To support managers in the implementation of equalities legislation.

The college has a comprehensive HR Strategy; this is cognisant of this Equality Scheme and incorporates an
objective to be an exemplar of best practice in relation to equality and our role as an employer.

The college is committed to working in partnership and consultation with the recognised trade unions and will
consult with trade unions regarding the content and practical implementation of this Scheme.
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Section G-How will the college meet the specific duties set out within tiguality Act
Eliminating discrimination

The college operates a zero tolerance policy in relation to discrimination, we perceive this part of our equality
duty to be a minimum standard that all employees, learners, contractors and visitors to the college will achieve.

All aspects of this scheme will support the college in achieving this aspect of our public sector duty. We have a
number of policies, procedures and processes in place to ensure that as we have an understanding of the rights of
individuals to study and work in an environment free from harassment and discrimination and that we have
robust mechanisms in place for the reporting and acting on complaints of discrimination and harassment. These
policies, procedures and processes include:

e Harassment and dignity at work policy

e Fair recruitment practices

e  Fair recruitment and admissions processes for learners

e Mandatory training and development for all employees to the college

Reporting incidents

The college has robust and confidential mechanisms in place to enable staff and learners to report incidents of
discrimination. The confidentiality of the individual will be maintained as will the individual be protected from
any reprisals as a result of their complaint. Complaints against members of staff should be made to the college’s
HR team and about learners to the college’s learner services team.

In 2009/10 the college had four reported incidents of racial or homophobic bullying. From feedback from
learners it would appear that low level inappropriate or homophobic comments are common place across the
college, this is a factor that is well known within the whole education sector and as a result the college will
instigate a positive campaign about the use of language and homophobic bullying throughout the life of this
Scheme. Similarly in an area where less than 4% of the population are from BME communities the college must
find ways to actively and positively promote diversity and difference in relation to race.

Advancing equality of pportunity

The achievement of this duty is enshrined within the college’s vision, values and mission. The college will work
hard to ensure that each individual reaches their full potential regardless of their personal characteristics or socio-
economic status.

The college will make all reasonable adjustments to its provision, teaching and learning resources, access and
other publications to enable equal access for all individuals and groups.

Within the college’s context advancing equality of opportunity includes the following core foci:

e Ensuring our staff body is representative of the communities that we serve

e Ensuring that young people not engaged in education, employment or training (NEET) are provided with
innovative ways of reengaging through the college’s Ashfield Centre.

e Ensuring our young people are enabled to progress to Higher Education through the provision of locally
accessible and relevant HE programmes.

e Ensuring that our college embraces diversity and difference and celebrates it at every available
opportunity.

e Ensuring that equality and diversity is embedded within the college’s curriculum offer, teaching and
learning practice and core business processes.

e By promoting careers and courses to underrepresented groups.
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Fostering good relations

The college will proactively promote equality and diversity. It will ensure that our learners and staff have an
understanding and appreciation of the diversity and difference that goes to make up the society in which we live
and work. The college will achieve this part of its equality duty by:

e Ensuring that a celebration of diversity is embedded within teaching and learning and our cross college events
and activities.

e Providing resources on the college’s intranet and enable understanding and therefore help to foster good
relations.

e Working in partnership with other organisations and individuals to ensure that our learners and staff are
exposed to diversity and difference.
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Section D- Assessing the impact of our work

Under new equalities legislation, the college is under a legal obligation to undertake impact assessment and
monitor its progress towards the implementation of its action plan. The College has developed an impact
assessment process and templates for use across the college and these are attached at Appendix B.

In conducting its impact assessment the college is committed to consulting with a wide range of bodies and
individuals, including representatives from those groups likely to be affected by the policy (eg people with
disabilities, women, BME communities), the recognised trade unions and other agencies who work to advocate
on behalf of a number of groups.

The college’s work is organised into the following key departments/functions which are overseen at Director or
Associate Director level:

e Teaching and Learning

e Quality and Performance

e Business Development and Commercial Enterprises
e Customer Services and Estates Management

e Human Resources and People Development

e Finance and Funding

e Strategic Planning and Curriculum Development

e Communications and Marketing

e (Capital Projects

e |ICT and Learning Resources.

We have developed our procedures for impact assessment covering all the above broad areas as follows:

e Our procedure, attached at Appendix B sets out the process for initial and full impact assessment.

e We have completed a review of all existing policy and procedure in 2007, these impact assessments are
currently being reviewed with an aim to have them completed by the end of 2011.

e Decisions and actions to be taken as a result of this impact assessment will be reported annually as part of
our review of this Scheme and progress against specified actions.

e We will maintain a central record of all impact assessments and will publish the outcome of impact
assessment and action to be taken as a result on our staff intranet and website.

The information that is available to us is attached to this Scheme as Appendix C. We will use this information as
part of our impact assessment to help us identify barriers to access, differences in opportunities, attainment and
success rates of both employees and learners. This information will predominantly be used as part of our self
assessment processes.

The college will embed impact assessment within its self assessment processes and will develop templates for use
within all teams. The results of these impact assessments will be shared with staff, learners and other
stakeholders and will form the basis of on-going action planning across the college.

In order to help with the monitoring process the college has developed an equality and diversity report which will
cover key data in relation to protected characteristics and socio-economic status. This report is used by teams in
their self assessment process and is used by the senior management team as a mechanism to gauge progress
against objectives and outstanding issues.

The college has embedded an assessment of equality and diversity within learning and teaching observations for
2007-08 onwards. The learning consultants team will work with tutors to ensure that equality and diversity is
embedded in our teaching and learning practice across the college.
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Finally an assessment of achievement gaps and the schools of learning promotion of equality of opportunity will
be incorporated within the school review process undertaken three times per year. As well as the outcomes of
lesson observation we will provide teams with equality and diversity reports which break down participation,
retention and success data by gender, race and disability.
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Section E Consulting on and communicating our objectives

The college is committed to consulting with all stakeholders in relation to its equality and diversity objectives.
The college will publish this Scheme in draft form and invite comment from a range of stakeholders both
internally and externally.

The college has reviewed the membership and terms of reference for its equality and diversity steering group
with the aim of creating a more robust and effective means of consulting on and monitoring the implementation
of this Scheme.

The college is committed to consulting and communicating with its learners over a range of issues and will use
established mechanisms for learner consultation to review and monitor its Equality and Diversity Scheme. The
college has agreed a comprehensive Learner Voice Strategy. This will be the major mechanism by which we
consult and listen to our learners.

In addition, the college’s Students’ Union will elect an Equality and Diversity Officer who will work with managers
in the development and implementation of a range of activities to promote equality and diversity across the
college.

The college will consult with its recognised trade unions at regional and local level.

We will conduct an annual staff perception survey that will contain key indicators around how staff feel valued
and whether they feel respected within the work environment.

We will utilise learner survey information to gather information about learners’ perceptions of the college and
how effective our commitment to equality and diversity has been embedded across our learner population.

The college has identified the key partners with whom it will develop its approach to equality and diversity:

e Employees

e learners

e Recognised trade unions and their elected officials
e Local schools

e Adult and Community Learning Service Nottinghamshire
e Connexions

e Local District and County Councils

e Job Centre Plus

e The Skills Funding Agency

e The Network for Black Professionals

e The Equalities and Human Rights Commission.

Publications policy

We will ensure that this Scheme and appendices are accessible by publishing them electronically on the intranet
and website. We will include a feedback form as part of this electronic communication to enable members of the
public and all internal stakeholders to feedback comments and suggestions for improvement. We will make this
Scheme available on request in alternative formats to meet individual needs.

We will produce an executive summary of this Scheme for distribution to all staff and learners to ensure that
everyone is aware of our commitment and their responsibilities in meeting these commitments.
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Section F Positive action

The college will engage in a number of positive action measures to ensure that we address issues of
underrepresentation and in some cases to help the college address achievement gaps of specified learners.

Underrepresentation within the curriculum

Our data analysis shows us that we have underrepresentation in specific curriculum area as follows:

e Males entering childcare and hairdressing and beauty therapy
e Females entering construction and engineering.

Through the college’s marketing efforts and in particular through the work of the schools liaison team we will
work to promote such careers for young people making decisions at years 10 and 11.

We will implement a number of strategies within our curriculum to address any issues of underrepresentation.
These measures will include positive action strategies in the recruitment of positive staff role models and the
provision of additional support for those learners identified as at risk.

Section G Using procurement to improve equality of opportunity

As a major buyer of services both locally and nationally, the college is afforded the opportunity to promote
equality of opportunity through it supply chain. All suppliers who contract for services with the college will be
required to comply with our Equality Scheme and its objectives, evidence of our suppliers’ commitment to
equality will be sought at tender stage and prior to them being approved on our supplier database.

The college has to have regard for probity and the safeguarding of public funds in its procurement processes and
procedures and as such the procedures we do have in place to approve suppliers are particularly robust. We will
work with small and minority businesses to encourage them to apply to work with the college and will support
them to meet our requirements.
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Section H- Soecific action we will take for identiied groups
Socieeconomic factors

The external environment in which the college works makes meeting the needs of individuals from socio-
economically deprived areas essential. The college’s vision is rooted in the belief that the college has a role to
play in addressing socio-economic disadvantage and in so doing improving the life chances of individuals and the
prosperity of the whole community.

53% of the college’s learner population in 2008/09 came from a ward that attracted a funding uplift as a result of
its socio-economic disadvantage, over half of the college’s 16-18 learner cohort are eligible for Education
Maintenance Allowance (EMA) support. The college monitors the success of learners from disadvantaged areas
and for 2008/09 there was a slight (3%) achievement gaps between learners from wards attracting an uplift and
those that were not from these wards. Whilst this gap is not significant at this time, the college will keep a close
eye on the data in the future and take action were it is felt necessary. There are a number of strands of the
college’s activity that support this element of the scheme:

e Not in Education, Employment or Training (NEET) project — the college has a successful centre dedicated
to young people suffering socio-economic disadvantage who have disengaged from education and
training. The Ashfield centre has attracted over 200 learners in the last two years and has success rates of
over 85% and progression rates over 90%.

o Through the college’s schools liaison and community development teams we actively engage with
individuals and communities from areas of socio-economic deprivation, the use of positive role models in
the form of both staff and learners helps encourage underrepresented groups into mainstream provision
at the college.

e The expansion of the college’s HE provision has been specifically targeted at local people who would
otherwise not engage with higher level study.

e The college has an expanding apprenticeship programme with elements targeted at NEET young people
and young people from deprived areas. The programmes give young people real job opportunities and
help to break the cycle of worklessness prevalent in the local community served by the college.

e The Inspire and Achieve Foundation is a charitable foundation established by the college’s Principal
specifically aimed at serving the needs of the young people suffering from socio-economic disadvantage.
The charity aims to inspire young people to achieve through the provision of high quality provision such
as that at the college’s Ashfield centre.

The college provides a number of support mechanisms including financial support mechanisms for learners
suffering socio-economic disadvantage, these support mechanisms are intended to support the retention of
learners by enabling financial support for travel and course materials. In addition, the college operates a free bus
service for learners that enables those travelling to college from outlying districts to access the college’s services.
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Age

In 2008, the numbers of young people on school rolls begins to fall off dramatically; as a result we live in an
increasingly ageing society. Ensuring that opportunities are offered to all members of the community to
contribute regardless of age will be of paramount importance in this context.

The average age of college employees is 43 and over 50% of our learners are over the age of 19. The college has a
range of options to encourage adult learners back into work, however pressures on adult learning funding and on
funding to support training in the workplace are likely to have a negative impact on the ability of the college to
continue to offer as full a range of provision as it currently does. This is an issue that is affecting colleges
nationally and is subject to a national campaign led by the Association of Colleges.

In terms of achievement our adult learners tend to be more successful than our 16-18 year old learners.
However, there is no achievement gap by age when looking at long qualification success rates. The achievement
gap by short courses is explained in large part by the high levels of adult learners who take these types of course
either through the workplace or directly through college.

The college’s HR policies will reflect this commitment and will not discriminate on the grounds of age in our
recruitment and selection or progression processes. We will encourage the full commitment and contribution of
all staff regardless of age.

As an education provider it is our duty not only to eliminate discrimination but to foster an appreciation of people
of different ages and as such we will celebrate the success of learners and staff regardless of age.

The college provides education and training for a wide range of age groups and is committed to ensuring
educational opportunities are available for all people within the community regardless of age. We will work
actively with community groups and others to tackle the basic skills deficits within the adult population and will
examine ways in which we can use our fee policy and other measures to encourage participation in education by
adults.
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Disability

The college believes that disability equality is much more than providing physical access to its buildings. The
college will strive to create an atmosphere where the contributions of all our staff and learners are valued and
celebrated and that learners and staff with learning difficulties and/or disabilities (LDD) are provided with
appropriate support, including adaptive equipment and special examination arrangements and in no way feel
isolated from college life on account of their LDD.

The college actively recruits staff with disabilities and seeks the advice of the Additional Learning Support (ALS)
team to ensure that staff are appropriately guided to be successful in their new roles. 4.3% of staff have declared
a disability. The college has achieved the positive about disabled people kitemark. We will guarantee all
applicants with a disability who reach the requirements of the job an interview.

There is currently no achievement gap within this area of the college’s work; learners who declare a disability on
the whole do better than learners who do not.

3.9% of staff have not declared their disability status, which is a significant decrease on previous years. The HR
team are working on amendments to disclosure procedures for staff to encourage more applicants and staff to
disclose their disability status. One such amendment will be making the completion of equal opportunity
monitoring forms mandatory on application for a job to the college.

In line with paragraph 11(a) of this Scheme, the college will ensure that managers are aware of how to manage
staff who either are or become disabled. This means training managers to become aware of how to make
reasonable adjustments and providing them with readily available sources of relevant information.

The college has a disability statement outlining the range of services to LDD, which encapsulates its commitment
to ensuring equality of opportunity. Overall the college recruits over 20,000 learners per year, 10.0% of which
declared that they have a LDD. We supported over 1,000 learners through additional learning support.

There are three key strands which demonstrate our commitment to inclusive learning:

e BAY6 - established as a place designed and partly managed by learners with LDD with shops and facilities
including a coffee lounge, craft company, art rental, recycle station and a swap book shop just to name a
few. Learners with LDD have had access to developing this provision and the learning and skills needed to
make it successful. BAY6 is used by a wide variety of agencies and local people who visit the facilities. A
member of staff from BAY6 won a prestigious National Star Award from the Quality Improvement Agency;

e A sstrong partnership with NORSACA the national agency established to further the life chances of people
placed on the autistic spectrum;

e Additional Learning Support - the ALS team won the Beacon Award (Mencap and RNIB) Inclusive Learning
Award for Learners with LDD.

The college collects data about its learners on enrolment and at points throughout the year. The data is used to
ensure that the college is achieving its aims in relation to equality of opportunity generally and specifically in
relation to this section to ensure that the college achieves equality of opportunity for its learners with a disability.

The college has a number of measures in place to ensure that LDD are given the chance to realise their potential
and succeed within the college:
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1)

2)

3)

4)

Improvements to physical access to the college, including improvements to signage, ramp access and lifts
across the college’s estate. We provide limited free specialist transport to and from college and for inter-
site travel which enables access across all provision and sites.

The provision of an additional learning support team who work with learners to assess need and
negotiate support strategies which enables success.

The provision of a range of specialist teams to support learners with the following difficulties:

emotional and behavioural difficulties;
Autistic Spectrum Disorder;

mental health;

visual impairment;

hearing impairment;

physical disability;

dyslexia.

Provision of specialist advice and guidance for LDD issues which includes:

health, wellbeing and mental health;
counselling;

learner advisers;

information, advice and guidance;
finance and transport;

careers guidance.
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Gender reassignment

The college is committed to ensuring we promote and protect the dignity and confidentiality of those staff and
learner members who may be gender reassigned or undergoing gender reassignment therapy. We will:

e Provide access to toilet and other facilities and services appropriate to the gender reassignment.

e Provide time off for employees or learners needing to attend medical or therapeutic sessions within work
or college time.

e If appropriate establish support groups within the college or refer individuals to support groups outside of
the college environment.

e Provide confidential advice and guidance to both learners and staff as and when required.

The confidentiality of individuals is of paramount importance in this regard and as such we do not collect data in
relation to this characteristic.
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Race

The college’s own community and the community that it serves are not particularly ethnically diverse. We believe
our responsibilities in promoting race equality and celebrating racial difference are all the more important
because of this. We need to ensure that our learners and staff are equipped with a knowledge and appreciation
of racial difference to enable them to engage as effective global citizens.

Within the local population, less than 4% of residents are from BME backgrounds. Within the college, 6.8% of on-
campus learners are from BME backgrounds and 4.8% of staff have declared they are from a BME background. In
Mansfield 4% of the local community are from BME backgrounds and in Ashfield the figure is 2%. The college will
work to ensure that its learner profile at least matches that of the Mansfield community and that its staff profile
matches that of the learner population. The target for our staff profile is an aspirational one and as such we will
employ a number of strategies to make this a reality, including a number of positive action initiatives to
encourage the employment of BME staff within high profile and visible positions.

In 2008/09 the college identified an achievement gap between its white and non white 16-18 learners. This is the
first year that such a gap has been apparent. For 16-18 year olds, non white learners success rates are 12% below
those of their white counterparts. Further analysis has shown that this is an issue within the achievement of
these learners, affecting 49 learners in total for the year. Analysis by school of learning has revealed that there is
no pattern to under achievement. As a result, the college’s Learners’ Directorate has instigated a number of
measures, including monitoring progress and retention of learners in 2009/10 and the implementation of a range
of positive action strategies to address this balance. Ensuring that this achievement gap is narrowed is a key
priority identified within the college’s quality improvement plan and on the college’s risk register. In 2009/10 this
gap closed.

The college has a number of ways in which it currently promotes race equality within the college. The
methodologies ensure that the college complies with the positive duties in relation to the promotion of racial
equality and good relations between people of different racial groups:

e Monitoring of data by racial origin related to a range of factors for both staff and learners (see Appendix
C). In 2009/10 the college reviewed ethnicity categories used as part of its monitoring procedures. In
order to reflect a relatively large learner population from Eastern European origin this has been added as
a category under ‘white’. The same amendment has been made to staff data to ensure that the two data
sets remain consistent.

e The use of positive action as appropriate to encourage a wide range of applicants for both employment
positions and courses.

e The use of non-stereotypical images in all materials it produces for learners and staff and the use of
images that promote a positive understanding of different cultures and racial groups.

e Embedding equality and diversity within the curriculum, including the introduction of specific training
sessions for teaching staff introduced in 2009/10.

e The use of enrichment activities including learner trips and visits.

e The celebration of cultural and religious festivals within the college.

e The hosting of a ‘one world’ equality and diversity event at the college.

e The college has developed good links with local community leaders.

e The college has established a rolling programme of mandatory training delivered by a nationally
recognised external provider.

e At staff induction sessions.

e Visual promotional material on display at the college’s premises.
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Religion and belief

The college will seek to promote equality of opportunity between all learners and staff regardless of their religion.
In line with the Equality Act 2006, the College defines religion and belief as:

e Religion means any religion.

e Belief means any religious or philosophical belief.

e Areference to religion includes a reference to a lack of religion.
e Avreference to belief includes a reference to a lack of belief.

The college celebrates religious, cultural and other festivals throughout the year and will ensure that learners and
staff are provided with an understanding and appreciation of different religions and their contribution to our
society. We have developed good relationships with local religious groups throughout the area. In order to help
coordinate this activity we have a cultural and religious events group.

In 2009/10 the college launched a multi-faith room at its Chesterfield Road site, this is a room that is accessible
for staff and learners and is proving popular amongst English for Speakers of Other Languages (ESOL) learners on
that site. In addition, the college welcomed a voluntary chaplain to the college. This individual will conduct
sessions with learners and staff and has been tasked with creating greater links with the local faith community
through the Mansfield and Ashfield inter-faith network of which he is a member.
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Sex

The college will seek not only to eliminate sex discrimination, but also to create a working and a learning
environment based on good relations between women and men. To this end, the college undertakes to provide
diverse, non-stereotypical images of women and men in any material which it produces for learners and staff.
The aim is to create a positive inclusive ethos where issues of gender discrimination and stereotyping can be
discussed openly, with a shared commitment to challenging and preventing sexism and sex discrimination, to
respecting diversity and difference and to encouraging good relations between men and women.

The college’s gender profile for staff is 63% female and 37% male (2009/10). This has remained consistent for the
previous three years. The learner gender profile is 50% female and 50% male.

Within the curriculum teams there are issues of representation amongst males and females in the areas of Hair
and Beauty, Childcare, Engineering and Construction. The college will attempt to address the gender imbalances
within these areas, through the promotion of career options for both males and females and will consider other
positive action measures such as dedicated curriculum or specialist centres to attract young males and females
into non-traditional industries. The college will consider positive action measures in the recruitment of staff to
these areas to provide positive and non-stereotypical role models for all learners. The college has applied for
funding to support the encouragement of more female applicants into engineering, with a particular focus on
apprenticeships. The college will link with the WISE (Women in Science and Engineering) programme to promote
female only work experience opportunities and female only careers events to encourage more applicants within
this area.

An analysis of learner success data reveals an achievement gap between female and male learners, with female
learners doing better than their male counterparts. This gap narrows by age but at 16-18 the gap currently stands
at 3%. Our analysis has revealed that this is an issue of achievement as opposed to retention. Whilst this is in line
with national trend, the college has developed an action plan to address issues, which includes the identification
of specific support for male learners and a HR strategy to employ positive male role models in some areas.

The college will ensure that all staff, regardless of gender will have equal access to training, promotion and other
aspects of career development. Where issues are identified through our impact assessment, we will consider
positive action measures to address any gender imbalances or other issues.

The college has done a preliminary analysis of pay information across the college. Specific level or type of role
pay is consistent across gender. The college does employ more females within lower paid administrative roles.
Our senior management team is 50% female and 50% male. The college has recently undertaken an equal pay
audit. Where we identify genuine issues of equal pay, we will take steps to address these issues. Some steps have
been taken to address some equal pay issues particularly in terms of the leave entitlement of support and
teaching managers; leave entitlement between these two groups of staff is now consistent. In examining ways in
which to address this seeming pay differential, the college will consult with recognised trade unions and has a
commitment to implementing job evaluation to achieve this.

The college will ensure that all staff are treated fairly in relation to caring responsibilities and will work with staff
that may need to work flexibly in order to meet these caring responsibilities to find a solution that meets the
needs of the individual and the college.
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Sexual orientation

The college will seek to actively promote equality of opportunity between all learners and staff regardless of their
sexual orientation.

The college defines sexual orientation as an individual’s sexual orientation towards:

e Persons of the same sex as him or her;
e Persons of the opposite sex; or
e Both.

The college has provided resources for the establishment of a Lesbian, Gay, Bisexual and Transgender (LGBT)
group which will provide a confidential and safe support mechanism for LGBT staff and learners. The Students’
Union (SU) is supporting one of the college’s learner advisors who have taken a lead with this group.

The college will eliminate all forms of direct and indirect discrimination against married persons and civil partners.
In 2010/11, the college will conduct a positive campaign against homophobic bullying. National research

indicates that bullying of this nature is a particular issue within schools and as such the college will proactively
work with our learner body to help them understand the impact of their words and actions on others.
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Sectionl - Action Plan 2010/11
Table 1

Action

' Objective

Diversity Area | Theme

General Communication and Ensure that learners are engaged e Embed equality and diversity within learner Learners contribute to the | Director:
Consultation with the college’s Equality Scheme. surveys. college’s Equality Scheme, | Communications
e Embed equality and diversity within college and their feedback leads and Marketing
learner voice focus groups. to improvement.
e Embed equality and diversity within course
review with learners.
e Ensure representation on college’s equality
steering group.
e Organise training in equality and diversity for
learner reps.
General Embedding/People Equality and diversity is embedded ¢ Schools of learning have bespoke training in 100% of schools have Heads of School,
Development across the curriculum. this area. completed 2010/11. Associate
e Equality and diversity is embedded within the Lesson observation Director: Quality
lesson observation processes. paperwork includes and Performance,
e An audit of schemes of work is undertaken to equality and diversity. Director:
ensure that equality and diversity is a part of 100% of schemes of work | Curriculum and
the curriculum. include equality and Standards
e Support is offered to schools of learning diversity.
through the QTLP team. Mentoring for tutors
e Equality and diversity is embedded within the | found satisfactory in
teaching and learning strategy. lesson observation
e Equality and diversity is embedded within the | Process.
QA/Ql frameworks
General Embedding Impact assessment is embedded as | e Impact assessment procedure launched with 100% of policies and Director:
a core process within all teams. CMG. procedures have been Communications
e Impact assessment completed by CMG for impact assessed by and Marketing
policy and procedure within their areas. appropriate manager.
General Embedding/People Employer and provider partners e Responsibilities included within contracts and 100% of partners and Associate
Development are aware of their responsibly handbooks. employers aware of their Director: Quality
towards equality and diversity. e Training provided for partners. responsibility. and Performance,
e Assessment of progress embedded within the Director:
partner reviews. Employer
Engagement
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Diversity Area \ Theme Obijective

Disability Data Reduce number of not knowns for e Make completion of monitoring form Less than 5% of unknowns | Director: Human
staff disability. mandatory on application. for staff disability. Resources

e Campaign amongst existing staff to collect data
through an update to MyHR.

e Release MyHR data to sessional staff and ask
them to update the status.

e Clear information circulated as to the reasons
why the college wants the data.

Disability Embedding Ensure that additional learning e Review current ALS offer and plan for Director:
support provides for learners with expansion in 2010/11. Curriculum and
literacy and numeracy needs. e Write ALS strategy. Standards

Race Embedding Ensure our staff profile matches e Instigate positive action strategy to encourage | Staff profile meets learner | Director: Human
that of the learner population. more BME applicants to the college. profile by end 2012. Resources

e Offer traineeships and internships to BME
individuals in high profile positions.

e Work with community groups to encourage
applicants from the BME community.

Race Data Reduce the number of not knowns | e Make completion of ethnicity monitoring Not knowns reduced to Director: Human
for staff applicants. information mandatory on application. less than 5% for staff Resources

applicants.

Race Embedding Reduce the achievement gap e Close monitoring of in year retention through Close the achievement Heads of School,
between white and non white school review. gap from 13% in 2008/09 | Director:
learners. e Mentoring and coaching to be offered to to 5% in 2009/10 to 0% in | Curriculum and

learners deemed to be ‘at risk’. 2010/11. Standards
e Early intervention strategies to be engaged for
those learners deemed to be at risk.

Race Data Ensure that categorisation of Introduce Eastern European as a data category in Director:
ethnicity accurately reflects the 2010/11. Communications
college population. and Marketing

Gender Embedding Encourage male and female e Use positive role models in marketing and Increase male/female Heads of School,
learners into non-traditional communications materials. representation in Director:
occupational areas. e Use role models in schools liaison visits. Construction, Engineering, | Curriculum and

e Offer gender specific work experience or taster | Hair and Beauty and Standards
sessions within college. Health Care and
e Work with employers to recruit non-traditional | Education by 5% by 2012.
apprentices in targeted areas.
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Diversity Area | Theme

' Objective

e Promote success of female/male learners

within the media.

Gender Embedding Reduce the achievement gap Close monitoring of in year retention through Reduce achievement gap Heads of School,
between male and female learners. school review. from 3% to 1% in 2009/10 | Director:
Mentoring and coaching to be offered to and then to 0% in Curriculum and
learners deemed to be ‘at risk’ 2010/11. Standards
Early intervention strategies to be engaged for
those learners deemed to be at risk.
Explore positive action strategies to recruit
positive male role models within the
classroom.
Age Embedding Implement positive strategies to Implementation of the vision apprenticeship Recruit an additional 1500 | Director:
tackle issues of youth scheme aimed at 16-18 year olds. 16-18 apprentices by Employer
unemployment. 2012. Engagement
Age Offer adult learning opportunities. Work with the AoC and others in campaigns to Director:
protect adult learning. Communications
Promote the success of adult learners through and Marketing
adult learners’ week.
Religion and Embedding Introduce multi-faith chaplain. Launch chaplaincy service. Director:
Belief Promote the service to learners and staff. Communications
and Marketing
Religion and Embedding Introduce faith room. Launch faith room. Director:
Belief Promote the faith room with learners and staff. Communications
and Marketing
Religion and Communication and | Promote different faiths with Organise celebration of faith festivals Director:
Belief Consultation learners and staff. throughout the year. Communications
Create strong links with Mansfield Interfaith and Marketing
Network and other faith groups.
Provide enrichment opportunities for learners
to understand different faiths.
Sexual Communication and Undertake positive campaign to Introduce materials and training resources for Director:
Orientation Consultation/ stop homophobic bullying. use within the classroom. Communications

Embedding

Celebrate LGBT month.
Introduce positive poster campaign across the
college.

and Marketing
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Diversity Area | Theme

' Objective

e Provide staff development for staff to
challenge inappropriate language within the
classroom.

Socio-economic | Data Ensure that the college has robust e Include EMA recipients and WP uplift factor in Data on socio economic Director: Human
status data collection and analysis to track data reports. factors to be included Resources,
the progress of learners who may within the data pack Associate
be disadvantaged. 2010/11. Director: Quality
and Performance
Socio-economic | Embedding Ensure positive role models within | e Develop positive case studies for use in the Director:

status

the staff and learner groups.

promotion of education and training
e Develop a positive action strategy for the
recruitment of staff.

Communications
and Marketing,
Director: Human
Resources
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AppendixA —Equalityand DiversityPolicy Statement

L

westnottinghamshire college
A dynamic Colleg#or aspiring communities
EQUALITY AND DIVERSITY POLICY

INTRODUCTION

West Nottinghamshire College is committed to promoting a culture that respects the diversity and difference
across our society and community. Our aim is to develop an environment, which treats individuals with dignity
and respect.

The college aims to ensure that all individuals and groups it has contact with ie learners, actual or potential
employees, Governors, contractors, visitors, parents and carers have their individual needs met regardless of:
age; disability; family responsibility; marital status; race; colour; ethnicity; nationality; religion or belief; gender;
sexual orientation; trade union activity; unrelated criminal convictions; or other irrelevant criteria.

Challenge is one of the college’s values and we believe that our commitment to equality and diversity lies at the
heart of challenging behaviour, attitudes and beliefs.

PRINCIPLES

We believe that all forms of prejudice and discrimination are unacceptable. In recognition of the fact that they
can take a variety of forms, depending on the group against whom they are directed, the college will develop a
framework of procedures, designed to ensure that discrimination will not take place will take action
discrimination does occur.

. The college will seek to challenge inequality, prejudice and discrimination.

. The college embraces diversity in all its aspects and aims to reflect, at every level, the community it serves.

. The college will treat all individuals with respect and dignity and seek to provide an environment free from
harassment, discrimination and victimisation. The college will not tolerate any form of discriminatory

behaviour.

. Reasonable adjustments will be made to arrangements and premises to ensure access.

. The college will publish an Equality Scheme that sets out it vision and objectives in relation to equality and
diversity.

RESPONSIBILITY

The Corporation Board

Is responsible for overseeing the college’s progress towards the objectives within this Equality and Diversity
Scheme and for approving the Equality Scheme and related action plan.
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The Principal
Is responsible for the ensuring equality and diversity is championed at the highest level within the organisation.

The Director: Communication and Marketing

Is the Executive team sponsor of equality and diversity and as such will chair the college’s equality forums and
ensure that managers across the college are committed to ensuring inclusion and access for all.

All managers

Will be accountable for the implementation of equality and diversity objectives within their teams and for
championing the vision and principles of equality and diversity with their staff and learners.

Individual members of staff

All staff are responsible for the implementation of and support for the college’s equality and diversity policies and
action plan. It is up to them to challenge inappropriate, discriminatory and damaging behaviour as well as
celebrating equality and diversity in their day to day roles across the college. Staff have a responsibility to
contribute to the establishment of an equality and diversity action plan and to work with managers through
formal and informal consultation mechanisms to ensure that our commitment to equality and diversity enshrined
within this Scheme is translated into meaningful action across the college.

All learners

Our learners are responsible for ensuring that they abide by the college’s policy in relation to equality and
diversity and respect difference and diversity within the college. They have a responsibility to provide feedback
to the College on its policies and their practical implementation across the College. They have a responsibility to
challenge inappropriate behaviour amongst their peers in a constructive manner.

MONITORING

We will monitor progress towards our equality and diversity objectives on at least an annual basis.

COMPLIANCE

Failure to comply with this policy will be taken very seriously and could result in disciplinary action being taken.
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AppendixB —ImpactAssessment processes and procedures

1.

Legal requirement foan Equality Impact Assessment

The Equality Act 2010 requires public authorities to conduct an Impact Assessment upon its current or draft
policies, practices, functions and services to assess impact on grounds of race, disability or gender.

What is an Equality Impact Assessment?

The purpose of an Equality Impact Assessment (EqlA) is to improve the work of the College by making sure it
does not discriminate and that, where possible, it promotes equality. It is a way to make sure individuals and
teams think carefully about the likely impact of their work on equality target groups and take action to
improve policies, services, strategies, procedures and functions. It involves anticipating the consequences of
policies and projects on the target groups and making sure that, as far as possible, any negative
consequences are eliminated or minimised and opportunities for promoting equality are maximised.

Examples okquality areas

Age- The definition of age groups will need to be sensitive to the policy under consideration. For example,
employment policies and practices may focus on older groups, perhaps in relation to a retirement policy.
However a learner services attendance policy may be focused towards 14-19 learners.

Gender— Men (including boys), Women (including girls) and Transgender people.

Disability— Persons with a disability as defined within the Disability Discrimination Acts 1995 and 2005 such
as those with hearing impairment, visual impairment, physically disabled, learning disability or mental health
problems.

Racialgroup — A group of people defined by race, colour, nationality and ethnic or national origins. Examples
include; Romany Gypsies, Jews, Sikhs, Chinese, Indian, Pakistani, Bangladeshi, Black African, Black Caribbean,
White, Irish, Welsh, Turkish, Greek Cypriot, mixed ethnic group, any other ethnic group/nationality.

Faith/religion - Religion or belief is any religion, religious belief or similar philosophical belief but does not
include any philosophical or political belief unless it is similar to a religious belief. A religious belief is likely to
include some form of collective worship, a clear belief system or a profound belief affecting the way of life or
view of the world. Non-belief is also covered by the regulations. Examples include; Buddhism, Christianity
(Protestant, Catholic etc), Hinduism, Atheist, Agnostic etc, any other religion.

Sexualorientation — As defined under the Employment Equality (Sexual Orientation) Regulation 2003:
- Orientation towards persons of the same sex (gay/lesbian)

- Orientation towards persons of the opposite sex (heterosexual)

- Orientation towards persons of the same sex and the opposite sex (bisexual).

Why is it necessary to conduct an impact assessment apart from legal reasons?

Work has an impact upon other employees no matter what role people are in. Whilst it is right to stay within
the law, it is also imperative that people receive fair and equal treatment.

Promoting fairness and equality, ensuring discrimination does not take place and promoting good relations
between employees of different groups is crucial for the organisation to be at its best in relation to providing
quality public services and policies.
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An Impact Assessment

The Impact Assessment is an assessment of the impact of current, intended or draft policies, programmes or
services for any adverse, negative or detrimental outcomes for specific groups of individuals.

The purpose of the Impact Assessment specifically to the college is to improve the work carried out by
ensuring that it does not discriminate and that the promotion of equality is achieved for both learners and
employees.

Whento conduct an Impact Assessment
An Equality Impact Assessment should be carried out when:

e Developing a new policy, service, strategy, procedure or function.

e  Reviewing existing policies, procedures, functions.

e A policy, procedure, function or strategy has been identified as requiring an EqlA by partnership
working, internal service functions, senior management team or the Board of Governors.

All managers are responsible for incorporating equalities into their policies, procedures, functions or
strategies, and for assessing the equalities impacts. This should be a continuous cycle, starting at the very
beginning of the process. If there is any doubt as to whether a policy, strategy requires initial screening,
managers should contact a member of the equality and diversity steering group.

The Equality Impact Assessment consists of two parts:

1. Theinitial screening process.
2. The more thorough full assessment if the initial screening has identified an adverselnegative impact.

What is meant by “I mpact?”?
The College will look at two possible impacts in its assessment:
1. A negative or adverse impact:

This is an impact that could disadvantage one or more equality groups. This disadvantage may be
differential, where the negative impact on one particular group of individuals or one equality group is
likely to be greater than on another. The Equality Impact Assessment provides an opportunity to assess
this.

For example: an event that was held in a building with no induction loop facilities would have a negative
or adverse impact on some attendees with a hearing impairment.

2. A positive impact:

An impact that could have a positive impact on one or more equality target groups, or improve equal
opportunities and/or relationships between groups. This positive impact may be differential, where the
positive impact on one particular group of individuals or one equality group is likely to be greater than on
another.

For example: A targeted training programme for black and minority ethnic women, would have a positive
differential impact on black and minority ethnic women compared with its impact on white women and
all men. It would not, however, necessarily have an adverse impact on white women or men.
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10.

Initial screening

This part of the Equality Impact Assessment form should be completed during the development or review
stage before approval for the policy, service, strategy, procedure or function. Once initial screening has been
completed, a full assessment is only required if two or more of the following apply:

e  Any equality group was identified as being disadvantaged or negatively impacted by the policylstrategyl
project.

e The impact was assessed as of high significance.

e The impact was not intentional and/or illegal, i. discriminatory under anti- discrimination legislation.

Full Impact

This part provides an opportunity to assess the evidence for a possible negative impact. It ensures that
research and consultation with the equality target groups has been carried out and leads to an improvement
plan aiming to minimise the negative impact and, where possible, maximise the positive impact. The EqlA
improvement plan template lists any recommendations that have been identified to improve the policy,
procedure, function or strategy as a result of the EqlA along with the resources and timescales needed to
achieve them.

Process of an Impact Assessment

Impact Assessments should follow a *two-stage process as follows:

Stage 1-Initial Assessment which enables areas of priority to be highlighted.
Stage 2-Full Impact Assessment of those areas highlighted as High Priority at Stage 2.

Stage 2 only requires completion if any negative impacts are identified in Stage 1.

On completion of either stage one or two the ImpaAssessment must be countersigned by the Director
Communicatiors and Marketing.
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Equality Impat Assessment process flowhart

Does the policy, programme, service, or
function require an EIA?

YE

S NO

) )

Carry out Stage 1 EIA

No further action necessary

A

4

Has a high negative/adverse impact
been identified for any group?

YES
v

NO
v

Conduct Stage 2 EIA

Not necessary to conduct Stage 2 EIA

A4

Have changes been identified to reduce

discrimination and promote equality?

YES

|

NO

l

Complete action plan/implement action Seek advice from equality and diversity
group

A\ 4
Publish EIA
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Guidance notes for Impact Assessmdntms

1.

What are the main functions, policies, practices and services?

A function is the key duty or aim which can be defined through the policy, practices and services in order to
achieve its purpose or intended outcome.

What is the purpose of the policy and what are the intended outcomes?

Policies should have set aims and objectives. Intended outcomes are the outcomes that you would expect to
be achieving in accordance with the policy.

Implementation date?

The date the policy was implemented.

Who does it affect?

Services users i.e. learners, staff and other stakeholders, or others as appropriate.
Consultationprocess?

What process for consultation to the groups involved has been undertaken and when? The purpose of the
consultation is to outline to the specific groups how the implementation of the policy will affect them and
seek their views and raise awareness between the groups.

Communication andawareness?

How are any changes/amendments to the policy communicated? How is the policy made aware to all
concerned?

How to complete the high/low, positive/negative impacts table
Positive Impacts

The policy/service may have a positive impact on any of the equality groups outlined in relation to
promoting equal opportunities and equality, improving relations within equality target groups, providing
target need services to highlighted groups. An example of this would be if a targeted training programme for
black and minority ethnic women had a positive impact on black and minority women, compared with its
impact upon white women and all men. It would not, however, necessarily have an adverse impact on white
women or men.

Negative Impacts

The policy/service may have a negative/adverse impact upon any of the equality target groups outlined ie
disadvantage them in any way. An example of this would be that if an event were to be held in a building
with no loop facilities a negative/adverse impact would occur for attendees with a hearing impairment.

Initial Screening

This part of the Equality Impact Assessment form should be completed during the development or review
stage before approval for the policy, service, strategy, procedure or function. Once initial screening has been
completed, a full assessment is only required if two or more of the following apply:

e Any equality group was identified as being disadvantaged or negatively impacted by the
policylstrategylproject.

e The impact was assessed as of high significance.

e The impact was not intentional and/or illegal, ie discriminatory under anti- discrimination legislation.
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Completing an EqlA is similar to a risk assessment as it involves predicting and assessing the implications of a
policy, service, strategy, procedure or function on a wide range of people with different needs. Furthermore,
this should not be carried out in isolation, but with the support and advice of others. Effective consultation
with stakeholders is a key ingredient in conducting EqlAs.

At the screening stage, we should be assessing obvious negativelpositive impact or gaps in knowledge about
likely impact. It should be a relatively short process which makes use of previous consultation results,
personal knowledge and experience, research and reports, internet searches, internal and external specialist
advice, staff with previous experience of similar strategies or projects etc. In Part 7 it should be noted if
there is a lack of data or information concerning a particular area, but this should not be a reason to stop the
process. If the likely impact on a particular group is unknown, then action needs to be taken to acquire this
information.

Full Impact

This part provides an opportunity to assess the evidence for a possible negative impact. It ensures that
research and consultation with the equality target groups has been carried out and leads to an improvement
plan aiming to minimise the negative impact and, where possible, maximise the positive impact. The EqlA
improvement plan template (see Part 15) lists any recommendations that have been identified to improve
the policy, procedure, function or strategy as a result of the EqlA along with the resources and timescales
needed to achieve them.

Consultation involves engaging with representatives from equality groups who are likely to be affected by
the policy, strategy or project. This could include engaging with staff and members, staff networks or trade
unions, other public bodies or voluntary and community groups. It is important to ensure sufficient time and
resources are dedicated to the consultation process to encourage full participation, particularly by those we
have traditionally failed to reach. For further guidance on consultation please refer to the consultation
strategy. This outlines the core principles and practice for consultation and engagement with staff, partners,
stakeholders and members of the public.

The public will be able to examine completed EqlAs if they request to see them and summary information
about EqlAs is available on the college website. Publishing the results of EqlAs is key to establishing
accountability and maintaining public confidence. It will demonstrate that the College is committed to
promoting equality, monitoring, assessing and consulting on the effects of its policy, service, strategy,
procedure or function.
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AppendixC—Information in relation to equality and diversity

The following provides a list of information sources that will contribute to impact and self assessment and will be
used to monitor our progress towards achieving our diversity and equality objectives. Data marked with an * is
being developed and will be available as part of the equality data pack during 2007-08.

Learner Data

Participation

e  Enrolment data broken down by ethnicity, gender, declared disability and age

e  Analysis of enrolment data by above groups and level of study*

e Analysis of enrolment data by above groups and curriculum area

e Analysis of enrolment data by above groups and mode of study

e Applicants broken down by ethnicity, gender and declared disability as compared to enrolments*
e  Enrolment analysis by learner postcode to indicate widening participation factors*

Retention

e Analysis of learner attendance by ethnicity, gender, declared disability status and age*

e Inyear retention analysed by ethnicity, gender, disability, age

e Numbers of learners in receipt of additional learning support compared to those declaring a disability*
e  Numbers of learners in receipt of EMA/Adult Learning Grant (ALG) allowance*

Achievement/attainment/success

e Achievement rate broken down by ethnicity, gender, disability and age
e  The above analysed by level of study*

e The above analysed by curriculum area

e Success rates broken down by ethnicity, gender, disability and age

e  The above analysed by level of study*

e The above analysed by curriculum area

Progression/destination

e  Destination data broken down by ethnicity, gender and disability*

Satisfaction/perception

e  Learner complaints broken down by ethnicity, gender, declared disability and age

e  Learner disciplinaries broken down by ethnicity, gender, declared disability and age*
e  Learner satisfaction survey broken down by ethnicity, gender, disability and age

e  The above analysed by curriculum area

e  The outcomes of learner voice focus groups

e The results of specific focus groups around respect and equality and diversity
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Employee Data

Recruitment — organisational diversity

e Numbers of staff analysed by ethnicity, gender, disability status and age
e  The above analysed by department/team

e Numbers of applicants analysed by ethnicity, gender, disability and age*
e  Numbers of new appointments by ethnicity, gender, disability and age*

Job role

e  Numbers of staff analysed by ethnicity, gender, disability status, age and contract type (support,
management, delivery)
e Numbers of staff analysed by ethnicity, gender, disability status, age and full/part-time

Pay and reward

e An analysis of equal pay for work of equal value

e Numbers of staff analysed by ethnicity, gender, disability, age and salary band
e  The above broken down by contract type

e The above broken down by length of service

e Incremental awards analysed by ethnicity, gender, disability and age*

e  The promotion and progression of staff

Training and development

e  People development attendance broken down by ethnicity, gender, disability, age*
e  External course support broken down by ethnicity, gender, disability, age*

Satisfaction and perception

e  Staff perception survey results analysed by ethnicity, gender, disability, age and compared to college and
national benchmark

e  Staff grievances analysed by ethnicity, gender, disability, age*

e  Staff disciplinaries analysed by ethnicity, gender, disability, age*

e Leavers analysed by ethnicity, gender, disability, age*

e Analysis of exit interviews and highlight any issues in relation to respect and value
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