      [image: image1.jpg]«

Coatbridge College




Race Equality Scheme 

2010 – 2013

(This scheme covers the College’s commitment to race equality and our legal requirements to promote race equality)

Please contact:
Lorraine Sutherland

Head of Organisational Development
Telephone:
01236 707077 

Address:
Coatbridge College 
Kildonan Street 
Coatbridge 
ML5 3LS

Email:
lsutherland@coatbridge.ac.uk
Date issued:
November 2009

Revision date:
November 2013

This Race Equality Scheme is available electronically on the college website at www.coatbridge.ac.uk or by contacting Lorraine Sutherland. It is also available in alternative format that meets your needs e.g. Easy to Read, Large Print, Braille, Audio Tape, or arrangements can be for an explanation in your language other formats on request .
Coatbridge College

Race Equality Scheme

2010 – 2013

Contents

Page Number

Foreword by Principal 

SECTION ONE: INTRODUCTION

Introduction to Coatbridge College

SECTION TWO: EQUALITY VISION, VALUES AND PRINCIPLES

Our Vision

Commitment to equality

Race Equality roles and responsibilities

Why a Race Equality Scheme

Who is the Race Equality Scheme Intended for

What is meant by Race Equality?

Formulating the scheme

Legislative and social context

SECTION THREE: HOW THE COLLEGE WILL PROGRESS EQUALITY

Involvement, engagement and consultation of BME people
Gathering information and analysis

Monitoring of information

Publication of monitoring results

Monitoring categories

Identification of key functions relevant to equality

Equality impact assessments

Staff training and development

Student engagement

Procurement and partnerships

Communication and access to information

How the Race Equality Scheme will be monitored and reviewed

Resource allocation, strategic planning and control

SECTION FOUR: THE PUBLIC DUTIES

Evidencing good practice

Way Ahead

SECTION SIX: ACTION PLANNING AND EVALUATION

Reviewing the action plan

Revising the scheme

Evaluation of the scheme

RACE EQUALITY SCHEME ACTION PLAN

SECTION SEVEN: APPENDICES

Definitions
Current partnerships

Statistics

Equality Impact Assessments 

Consultation activities

Foreword by Principal and Chief Executive

Coatbridge College is committed to promoting race equality and warmly welcomed the introduction of the Race Equality Duty.  In support of our Mission, Vision and Strategic Aims we are pleased to be able to present our second Race Equality Scheme (RES).  The achievement of race equality is central to all our activities and we are committed to working in partnership in the positive promotion of race equality.

At Coatbridge College we recognise that we must strive to ensure that we: 

· Promote equality so that Black and Minority Ethnic (BME) people who study, work or visit Coatbridge College can enjoy their full human, social and political rights, free from discrimination.


· Challenge and eradicate discrimination against Black and Minority Ethnic people.


· Provide responsive and accessible services for all our stakeholders.


· Embrace diversity as a source of strength and opportunity.


· Promote equality for Black and Minority Ethnic people in all our activities.


· Ensure that our workforce reflects the diverse population of Coatbridge and North Lanarkshire and encourage exemplary employment practices.

The main aim of our RES is to make sure that race equality is not reliant on the commitment of a few individuals but is core to all aspects of how we conduct our business.  At its core is the continual involvement of Black and Minority Ethnic people.  I cannot stress enough how important it has been for perceptions to be challenged and for awareness to be raised.  The first RES review has been a learning process for us all, but through effective partnership, we look forward to working with all our Communities in delivering our commitment to race equality.
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John Doyle

Principal and the Chief Executive 

Section One: Introduction

Introduction to Coatbridge College

Coatbridge College is Scotland’s oldest Further Education College with over 100 years of experience in the delivery of vocational education and training.  Until the 1970s the College provided education and training, to the coal, steel and heavy engineering industry that made up the landscape of North Lanarkshire.  Today it provides more tertiary education with programmes in Science, Hairdressing, Beauty Therapy, Dental, Childcare, Health and Social Care, Performing Arts and Sound Technology.

A comprehensive range of demand-led programmes are available from Access and National Qualification level, to Higher National Certificate and Diploma to enable students to enter learning at a level which suits their needs.  Many students spend anything from two to four years at College progressing at their own pace with 32% of our full-time students articulating to higher education each year. 
The College is committed to the Scottish Executive’s Lifelong Learning agenda for our local community and this is evidenced in the wide age range of our students.

However, learning choices still reflect the national measures of participation i.e. majority white population are more likely to enter Higher Education than BME individuals for various reasons. Equally there are racial differences in learner’s subject choices.  In Further Education, women and men from all ethnic backgrounds are opting for traditional courses. 
The College also offers an extensive variety of programmes within the College and the community for students with additional support needs.  A major strength of the College is its Support for Learning Section comprising of well qualified and experienced staff.

The College has a Board led, comprehensive estates strategy integrated with its planning process and its strategic aims of “Widening Access and Participation” and “Partnership and Collaboration” and are pleased to announce the continuation of our ongoing estate refurbishment plan. The College is investing some £25 million to provide a fit for purpose campus accessible to all.

A range of local initiatives have taken place over the last three years including the development of an accessible Learning Services Centre, a national accredited Horizon Centre and attainment of Scotland’s 500th Learndirect centre. 

The College operates within an atmosphere where people feel safe to disclose, where difference is respected and diversity celebrated.  The College’s annual graduation ceremony for Higher National Certificate and Diploma (HNC/D) students is totally accessible to all.  Programmes at levels lower than HNC/D also celebrates success through College celebrations and certification.  Students have the opportunity to “Start Anytime” at Coatbridge College rather than have just one opportunity to start in August of each year.  We place employability and citizenship at the core of every programme and engage with local employers to find work placements for students with additional support needs.  These local employers include organisations such as B&Q, Diawa, and the College itself.

All students on commencement of programmes are core skills profiled and, where necessary, personal learning support plans are produced, monitored and evaluated.  The College has a robust planning process with annual self-evaluation and each year creates a three year rolling strategic plan and one year operational plan.  The College’s mandatory staff development review process ensures staff have the opportunity to upgrade skills and develop their continued professional development.  

The College has a Faculty of Learner Services that focuses on all aspects of the students’ learning experience needs.  This Faculty begins its association with students at pre enrolment, continually working with them throughout their course of study.  This function works in partnership with external agencies such as Social Work, Routes to Work, Learn Direct, Job Centre Plus and many more.

Just over 4,000 people in North Lanarkshire consider themselves to be of non-white ethnic background, representing 1.3% of the population. This is below the Scottish figure of 2%, but shows an increase from around 2,600 in 1991. The largest non-white ethnic groups within North Lanarkshire are Pakistani with 0.5% of the population, Chinese at 0.2% and Indian at 0.2%. (Source: 2001 Census Information).
Currently the total percentage of Black Minority Ethnic (BME) students at the College is 1%. This is below the Scottish Funding Council nationwide average of 4%, and the nationwide average of 3%. This percentage is closer to the North Lanarkshire average of 1.3%. 

Approximately 10% of White students withdraw from courses. The same approximate percentage of 10% applies to Black Minority Ethnic (BME) students. External data from the SFC shows that BME students in the UK tend to have a higher withdrawal rate than White students. This is not the case at Coatbridge College which could indicate a positive impact of Coatbridge College’s policies and practices.
Currently the majority of staff is White Scottish (90.34%). This percentage is similar to the national average, where 88% of those living in Scotland are from a White Scottish background. 1.05% of staff are from a Black Minority Ethnic (BME) background. This is lower than the North Lanarkshire average of 1.9%, and the Glasgow average of 5.5%. A total of 0.86% of applications received by the College are from BME applicants.

Section Two: Race Equality Vision, Values and  

   
                Principles
Our Vision 

The Board of Management’s vision for Coatbridge College is of “a vibrant and responsive organisation acknowledged for its outstanding education and training.”

From that, our mission statement confirms that we “place learners at the heart of everything we do”.

In achieving our mission, the College has, at its core, values as follows:

· To manage the College ethically, openly and in an accountable manner


· To create an accessible environment in which staff, students and stakeholders feel welcomed and valued


· To enable our learners to achieve their goals and maximise their potential


· To invest in our staff


· To practice open communication and constructive self-evaluation


· To promote purposeful working relationships with external organizations


· To improve the quality of our services

Our Strategic Development Plan 2009-2012 describes how we will continue to develop our College through the next 3 years. Our mission is to “place learners at the heart of everything we do”. The following 6 Strategic Aims and 29 supporting Strategic Objectives provide the direction and framework for that to be achieved.

The College’s performance and rate of change over the last three years has been extensive and hugely encouraging. The sustainable return to a sound financial footing has been supported by the development of a quality culture which has evolved from an aspiration for the College to measure itself against best practice to one where it wishes not to follow, but to lead.

Led by the Board of Management, the planning process, including all strategic and operational plans are influenced and informed by the needs of our many stakeholders, local and national. In response to the dynamic environment in which the College operates and in support of effective governance, the Board of Management annually reviews the College’s Strategic Aims and Objectives. An essential aspect to the process is the monitoring and evaluation of progress in the attainment of agreed targets and of their impact. This is seen as a key element to the College’s long term sustainability and together with risk strategies and analysis will be further developed over the life of the Strategic Plan.

One of the main key activities to be further progressed is our Self Evaluation Strategy, from the Boardroom to the Classroom. It must be linked to how students learn and how we teach. To do that we must all understand how learners’ learn.

Coatbridge College has the following aims and strategic objectives from the strategic development plan

1. Widening access and participation

Aim: The College will strive to increase participation in Lifelong Learning for all members of the community.

Strategic Objectives:

· To work with partners to continue to develop resources to improve the Core Skills and Citizenship of adults and young people accessing lifelong learning.

· To develop and continually review the curriculum to ensure it continues to meet client needs.

· To offer the curriculum in a flexible and responsive manner to accommodate the needs of the learner, employer and wider community.

· To promote access and enhance support for disadvantaged and disabled students, including those identified in the national More Choices More Chances Strategy.

· To provide a comprehensive guidance support service to all students.

· To evolve the College Information and Communication Technology strategy to meet the learning and support needs of the College community.

· To promote the range of funding services available to students and employers to encourage and support participation in lifelong learning.

2. Quality

Aim: The College will provide its learners with high quality programmes and services in the pursuit of excellence within an environment of continuous improvement.

Strategic Objectives:

· To meet the performance standards required to achieve and surpass national quality standards.

· To identify and benchmark national and international Best Practice in pursuit of educational excellence.

· To promote staff development through personal and continuous professional development activities to support the achievement of the College’s Strategic Objectives.

· To develop the College facilities and estates to create a high quality learning environment accessible to all.

· To develop a culture of self-evaluation focused on continuous improvement to enhance the retention and attainment of students and their overall learning experience.

3. Knowledge, innovation and enterprise

Aim: The College will promote skills development, enterprise and innovation to individuals, schools, social partners and employers to support the continued development of an internationally, competitive economy.

Strategic Objectives:

· To develop a provision which supports the future skills needs of individuals, social partners and public and private employers.

· To develop the College/school vocational education provision in response to Scottish Government aspirations and strategies.

· To develop new routes to vocational training to provide employers with a skilled competitive workforce.

· To continue to develop an environment that sustains a culture of innovation and enterprise for all staff and students.

· To continue to develop partnerships to support skills development, innovation and enterprise for a global economy.

4. Collaboration and Partnership

Aim: The College will increase local, national and international partnerships and collaborative activities.

Strategic Objectives:

· To develop strategic alliances with local authorities, support agencies and the business community as an aid to the attainment of its strategic aims.

· To continue the development of national and international partnerships in support of the College, staff and the community which it serves.

· To maximise opportunities for income generation and growth.

· To collaborate with College partners researching, developing and delivering services in support of Strategic Aims and Objectives.

5. Finance and resource management

Aim: The College will maintain financial viability and maximise new opportunities by the effective and efficient utilisation of resources.

Strategic Objectives:

· To secure additional income streams and external funding to meet agreed targets to improve long term financial sustainability and to counter declining Scottish Government and ESF Funding.

· To attain agreed SUM’s targets effectively and efficiently.

· To implement the College’s agreed Estates Strategy within agreed timescales and budget.

· To ensure staffing and resources match curriculum development and support needs.

· To operate within an environmentally focused context in support of the community which it serves and of which it is part.

6. Governance, planning and leadership

Aim: The College will develop through the implementation of sound governance, planning, leadership and effective management.

Strategic Objectives:

· To develop the College Board, Management Team and staff within an environment of positive critical self-evaluation and best practice.

· To develop and implement its planning process and associated resource management to maintain strategic focus, manage risk and sustain growth.

· To embed equalities in all aspects of planning and day-to-day activity.

Commitment to equality

As its primary Strategic Aim, the College strives to widen access and participation in lifelong learning for all members of the community. In realising this key Strategic Aim, the College sets out to accommodate all its potential and existing students, staff and stakeholders by taking account of individual learning needs regardless of race, disability, gender, sexual orientation, religion or belief and age. This Aim is fulfilled through a comprehensive quality audit process where the Quality Audit team, working in partnership with the Access and Inclusion group, Curriculum Teams and College Support functions, ensure the Curriculum and College Services remain accessible to all learners regardless of race, disability, gender, sexual orientation, religion or belief and age.
The College believes that in removing barriers to education and that by taking proactive action, this will enable progress towards achievement of its Strategic Aims and Objectives. In broad terms, this proactive approach will open the Curriculum and provide a high quality learning experience to all individuals regardless of race, disability, gender, sexual orientation, religion or belief and age.

The College is committed to continuous quality improvement in relation to equality, and the elimination of all forms of discrimination, proactively promoting equality and creating an inclusive environment for all who learn and work in the College. The College believes that everyone should have access to the educational and work opportunities provided by the College and we aim to create barrier-free learning and working.  
The College’s policy and practice in relation to equality for all people and the development of the Race Equality Scheme and Action Plans is based upon the removal of any barriers to discrimination and harassment, creating equality of opportunity, and taking proactive action for equality for all.

The College has had Race, Disability and Gender Equality Schemes in operation for a few years. These will be replaced by a Single Equality Scheme which will incorporate all the equality legal obligations and is linked to the College strategic planning cycle. Through the execution of the Single Equality Scheme and Action Plan over the next three years, the College will, through a rigorous monitoring and evaluation process, ensure anti-discriminatory practice, equality of opportunity for all, ensure involvement for all in relation to decisions that directly affect them, and ensure the College Curriculum and services remain accessible offering benefit and choice to all.
The College also has an Equality, Diversity and Inclusion Policy which is designed to enhance the student learning experience by explaining how we will promote equality at Coatbridge College, ensuring opportunity and removing barriers to education, training and employment.

Our strengths in relation to our students are as follows:

· Positive images of men and women in non traditional subject areas and jobs are displayed and promoted as part of College events

· College Nursery facilities are provided to students, with financial support

· Timetables take into account the needs of carers

· Good promotion of the full range of College courses in schools and local communities and with employers

· Female and male school pupils from all ethnic backgrounds are encouraged to undertake taster sessions in non traditional vocational areas

· The contribution men and women from all ethnic backgrounds can make in non-traditional subject areas is promoted with employers

· Good embedding of equality and diversity and the themes of Every Child

· Matters in subjects and in tutorials, with a comprehensive programme during induction that covers rights and responsibilities and promotes positive attitudes about gender, sexuality, age, disabled people and different racial, ethnic and cultural groups

· Good promotion of our Anti Bullying Policy in induction

· Bullying and harassment are not tolerated

· Timely advice and guidance is provided to students at risk of dropping out or failing through Learner Services; male students participate in this programme which may help to address male under achievement

· Students are represented on College Committees and at Board meetings and their views are regularly sought through other forums

· Good analysis of satisfaction rates for student focus groups and surveys for male and female students

· Regular target setting and monitoring of progress towards targets set for recruitment, retention, achievement and success rates for female and male students, which will include representation from BME communities: these are reported on sessionally and published annually.

Our strengths in relation to our staff are as follows:

· QELTM support to equality proof our learning and teaching material 

· “Family Friendly” policies are being reviewed and implemented

· Bullying and harassment are not tolerated and the College’s Bullying &

· Harassment Policy is currently under review to take on board best practice in this area

· Very good representation of females at senior and middle management levels, and will be taking positive action to ensure representation from all ethnic backgrounds, through our recruitment drive

· The College’s mandatory staff development review process ensures staff have the opportunity to upgrade skills and develop their continued professional development.

· All staff undergo mandatory, access and inclusion and equalities training on an annual basis. The College invests and will continue to invest in bringing in specialist expertise to deliver these programmes. 

· All staff at Coatbridge College also have to undertake an Enhanced Disclosure Scotland check on a regular basis.

The College has a variety of mechanisms in place whereby staff, students or our stakeholders can highlight any areas of concern with a view to these being resolved by the College.

These are as follows:

· An agreed staff Grievance Policy and Procedures

· An agreed Student Complaints Procedure

· A Customer Charter that allows external and internal stakeholders to make a complaint via a variety of methods e.g. via email, letter, by telephone, or in person. As part of its Charter mark accreditation, the College regularly reviews the number of complaints it receives.

Through the execution of the Race Equality Scheme and Action Plan over the next three years, the College will, through a rigorous monitoring and evaluation process, ensure anti-discriminatory practice, equality of opportunity for Black and Minority Ethnic people, increased independence and choice for Black and Minority Ethnic  people, involvement in decision making so that Black and Minority Ethnic people are consulted before decisions are made which affect them and, in addition, take account of the needs, abilities and rights of Black and Minority Ethnic people to ensure the College Curriculum and services remain accessible offering benefit and choice to all.

Race Equality roles and responsibilities
The College Board of Management, its staff, together with its trade unions, EIS and Unison, are committed to equality. The College Board of Management is responsible for ensuring that the College’s Race Equality Scheme and Action Plan is set within the context of the equality legislative framework. 

The Principal and Chief Executive has overall responsibility for equality and diversity and is responsible for ensuring that staff within the College implement the Race Equality Scheme and the monitoring and evaluation of progress against the Action Plan. 

The College Management Advisory Committee (CMAC) Chaired by the Principal and Chief Executive consists of the Senior Management Team of the College and it provides the strategic steer for the College’s Race Equality Scheme and is responsible to the College’s Board of Management for:

· Providing a clear vision for, and shared understanding of equality.

· Creating learning and working environment for staff and students which is free from discrimination.

· Challenging and eradicating inequality and discrimination.

· Providing high quality and responsive provision, services and support that meet the needs of all staff, students and service users.

· Providing an environment in which it is safe to disclose and difference is respected.

· Embracing and celebrating the diversity of students, staff and local communities.

· Promoting equality for all staff, students and stakeholders in policies, procedures, plans and practices.

· Ensuring that the student body and workforce reflect the diverse communities of

Coatbridge, North Lanarkshire and beyond.

· Involving all staff, students and stakeholders in securing improvements to programmes, services and the learning and work environment.

· Achieving the actions and targets set out in the Race Equality Scheme Action Plan and ensuring that there are sufficient financial and other resources to support the achievement of the Action Plan.

· Providing a high quality and responsive curriculum, effective services and support

arrangements to meet the needs of our staff, students and service users.

The College Management Advisory Committee (CMAC) are responsible for ensuring that managers and staff within their Faculties/Departments deliver high quality provision, support and services that meet the needs of all students, staff and stakeholders and promote equality and eradicate discrimination.

All Managers at the College are responsible for ensuring that the staff they manage have a clear vision and shared understanding of what the College is aiming to achieve through its Race Equality Scheme and Action Plan. All staff and managers are responsible for ensuring that:

· Discrimination on grounds of gender is eliminated.

· Equality is promoted in all activities.

· Provision, services and support are responsive to the individual needs of students, staff and service users.

· Targets for improvement are achieved.

The College has set up an Equality, Diversity and Inclusion Group to champion the accessibility of the College curriculum and services and drive forward the Race Equality Scheme Action Plan. The Head of Organisational Development is the Chair of the College’s Equality Diversity and Inclusion Group and reports to the Learning & Teaching Group, CMAC and the Board of Management on the progress made against agreed targets.

All class representatives are provided with SPARQS training which provides resources to aid in the execution of their roles in supporting class groups. A key aspect of this training is to consider quality assurance and enhancement, ensuring that students have the opportunity to pass on concerns to the appropriate groups within the College. The Student Affairs Committee provides the forum for the Student Association to communicate concerns over equality issues to the College Management and Advisory Committee and regular focused meetings are arranged to facilitate such collaboration.

Student Union representatives will be involved in the Equality, Diversity and Inclusion Group to ensure their role is clear and effective in supporting and representing students in the area of equality. Information is disseminated to both staff and students on equalities matters in a variety of formats e.g. through information leaflets, via student/staff handbooks, etc.

College staff members at all levels have a responsibility to understand, recognise and accept individual responsibility for equality and diversity within the College. This means not discriminating against others, whether intentional or not, and taking action if the need arises as well as supporting the organisation’s schemes, procedures and practices on equality and diversity. 

Why a Race Equality Scheme

The Race Equality Scheme is a 3-year plan whose focus includes impact assessment of all functions and policies to ensure they pay due regard to the needs of Black and Minority Ethnic people, and include action plans with timescales to redress any perceived/identified discrimination.

By producing and publicising the Scheme, Coatbridge College demonstrates its commitment of ensuring Black and Minority Ethnic students, staff and their families are treated equally and that equality for is embedded into the culture of the college

The Race Equality Scheme, which is part of the college’s wider commitment to equality and diversity issues, focuses specifically on race equality, as stipulated in the Race Relations Act 1976, as amended and it sets out the Coatbridge’s position on race equality.

The Scheme is integrated with other College-wide strategies, policies and procedures such as:

· Access and Inclusion 


· Learning and Teaching


· Learning Support and Extended Learning Support


· Core Skills 


· Equal Opportunities


· Quality Enhancement and Assurance

The Scheme identifies processes and procedures towards promotion of race equality across the board in regards to the way barriers are identified and removed, encouraging access for Black and Minority Ethnic students, staff and their families to education and employment practices.

The process will reflect the following:

· The colleges priorities in relation to race equality
· How we plan to improve the accessibility to our system

· The timescale to achieve improvements

· What we expect the impact and outcomes to be

Who is the Race Equality Scheme Intended for?

The Race Equality Scheme , which has been developed in consultation with Black and Minority Ethnic students, staff and internal and external support groups for Black and Minority Ethnic people is intended to inform all departments within the college, the local community, our partners and relevant stakeholders, including services that the College commissions.

The implementation and monitoring of the Scheme across the College will be overseen by the Equality, Diversity and Inclusion Group, who have overall responsibility as “gatekeepers” of the Equalities agenda. This group is chaired by the Head of Organisational Development.

What is meant by Race Equality?

The College uses the following definitions to define its race equality work from the former Commission for Racial Equality glossary.

Race - The Race Relations Act uses ‘race’ both to  describe the catch-all class that receives protection under the Act, that is, ‘racial group’, and as one of five sub-classes that fall within it. The courts and employment tribunals have not so far been called on to define the term.

Racial group - Racial groups are groups defined by racial grounds i.e. race, colour, nationality (including citizenship) or ethnic or national origins. All racial groups are protected from unlawful racial discrimination under the Race relations Act. Romany Gypsies, Irish Travellers, Jews and Sikhs have been explicitly recognised by the courts as constituting racial groups for the purposes of the Race Relations Act. A person may fall into more than one racial group; for example, a ‘Nigerian’ may be defined by ‘race’, ‘colour’, ‘ethnic or national origins’ and ‘nationality’. Ethnic groupThe courts have held that a person’s actual racial group may be irrelevant to the way they are treated, and that their racial group may be defined by a discriminator’s perception of, or (incorrect) assumptions about, their ethnic or national origins.

Ethnic group - Defined by the House of Lords as a group that regards itself or is regarded by others as a distinct community by virtue of certain characteristics that will help to distinguish the group from the surrounding community. Two of these characteristics are essential:

· a long shared history, of which the group is conscious as distinguishing it from other groups, and the memory of which it keeps alive; and 

· a cultural tradition of its own, including family and social customs and manners, often but not necessarily associated with religious observance. 

Other relevant characteristics (one or more of which will commonly be found) are:

· either a common geographical origin or descent from a small number of common ancestors; 

· a common language, not necessarily peculiar to the group; 

· a common literature peculiar to the group; 

· a common religion different from that of neighbouring groups or from the general community surrounding it; and 

· being a minority or being an oppressed or a dominant group within a larger community, for example a conquered people (say, the inhabitants of England shortly after the Norman conquest) and their conquerors might both be ethnic groups. Although the House of Lords emphasised the need to interpret the word ‘ethnic’ relatively widely, in a broad, cultural and historic sense, it also observed that ‘the word “ethnic” still retains a racial flavour’. On this basis, tribunals and courts have proceeded to rule that the English, Scots and Welsh, among others, are not racial groups by virtue of distinct ‘ethnic origins’

Nationality - An aspect of a person's identity (see Citizenship above), conveying rights and duties, and defined by a specific legal relationship between an individual and a state, through birth or naturalisation, which is recognised by that state. Article 2 of the European Convention on Nationality defines ‘nationality’ as ‘the legal bond between a person and a state’ which ‘does not indicate the person’s ethnic origin’.

National origins - National origins are not limited to ‘nationality’ in the legal sense of citizenship of a nation state, which an individual acquires at birth or through naturalisation. The Scottish Court of Session defined ‘national origins’ as ‘identifiable elements, both historically and geographically, which at least at some point in time reveals the existence of a nation’. National origins may include origins in a nation that no longer exists (Czechoslovakia, for example), or in a 'nation' that was never a nation state in the modern sense, such as 'the Basque nation' or 'the Iroquois nation’.

The College refers to Minority Ethnic people as people from communities in Lanarkshire and beyond who may be disadvantaged because of skin colour, race, language, culture or religion. The term Black is not a descriptor of the skin-colour of people of African and Caribbean origin only, but is used to encompass all visible minority ethnic people of diverse identities and backgrounds, who experience inequality and discrimination because of their race, colour, nationality, culture, language or religious status.
Formulating the Scheme

The College has embraced the spirit of consultation and involvement with its staff and students in relation to equality. An external specialist equality and diversity consultant was commissioned to review the previous scheme and support this process of creating the new Race Equality Scheme. This enabled professionalism, impartiality and a clear and transparent process to continue to be embedded into the College.

The following methods were used to get a clear picture as to where the College is with regards to race equality:

· The use of an equality questionnaire to all staff.

· Race specific and general focus groups with students and staff.

· One to one interviews with staff and students.

· Same sex interviews.

· Trade union consultation in relation to equality.

The Equality, Diversity and Inclusion Group which comprises key management, academic and support staff plus students and has collaboration with external stakeholders and organisations. This involvement will ensure maximum coverage and representation across the College. The Equality, Diversity and Inclusion Group is accessible to students and staff who wish to discuss how a particular policy or its implementation impacts on them. They will update the College Management Advisory Committee on a regular basis

The purpose of the Equality, Diversity and Inclusion Group was to meet on a regular basis until the Race Equality Scheme and Action Plan were finalised. Thereafter they will meet monthly to review the implementation of the Race Equality Action Plan. The College has embedded continuous consultation with staff, students and stakeholders throughout the year and in addition will have specific consultations each semester for each equality area.

Legislative and social context

The Race Relations Act 1976 amended in 2000 gives public authorities, which included Universities and Colleges, a statutory general duty to promote race equality.

The aim of the Duty is to make racial equality central to the way public authorities work, and to put it at the heart of policy making, service delivery and employment practices. The act also required the preparation and publishing of a Race Equality Scheme which outlined how these duties would be met.

The General Duty

The College’s Race Equality Scheme is set within the context of the Race Relations

Act 1976 amended in 2000. The College has due regard of the need under the general duty to:

· Eliminate unlawful racial discrimination

· Promote equality of opportunity and

· Promote good race relations between people from different racial groups

The Specific Duties

The College also has due regard to the specific duties under the general duty which are to:

· Prepare and publish a Race Equality Scheme which includes an Action Plan, showing how it will meet its general and specific duties and setting out its race equality objectives

· Collect and publish admissions and employment data

· Consult stakeholders (i.e. BME employees, service users and others, including trade unions) and take account of relevant information in order to determine its race equality objectives

· Assess the impact of its current and proposed policies and practices on race equality

· Implement the actions set out in its scheme within three years, unless it is unreasonable or impracticable to do so

· Report against the Scheme every year and review the Scheme at least every three years

Section Three: How the College will progress equality
Involvement, engagement and consultation of Black and Minority Ethnic People
As mentioned before the College has embedded continuous consultation with staff, students and stakeholders throughout the year and in addition will have specific consultations each semester for each equality area.

The College has recently created a Faculty of Learner Services that enables it to focus on all aspects of the students’ learning experience needs.  This Faculty begins its association with students at pre enrolment, continually working with them throughout their course of study.  This function works in partnership with external agencies such as Social Work, Routes to Work, Learn Direct, Job Centre Plus and many more. 

The College has over many years worked with external organisations for Black and Minority Ethnic people.  These partnerships provide specific services to Black and Minority Ethnic people.
In terms of equality impact assessment involvement and consultation, the College recognises that consultation is a crucial step in this process, and goes beyond simply informing people of what will happen. Instead, it will help the College to fully determine the impact of a practice, and involve people in deciding the best way forward.

The College will continue to seek advice of Black and Minority Ethnic people on the process of their involvement to ensure that it is genuine and effective through the ongoing work of the Equality, Diversity and Inclusion Group.

Quality Improvement Procedures, encompassing all College activity, involves staff and students in the process of self evaluation in order to enhance the student learning experience.


· Feedback from partner organisations is part of the self evaluation process

· Community and Partnership meetings

· Trade union and student union meetings

Gathering information and analysis

The Principal and Chief Executive has responsibility for overseeing the gathering of all data. Directors/Faculty Directors/Heads of Department are responsible for gathering and analysing information related to students. The Head of Organisational Development is responsible for gathering and analysing information related to staff.

We have reviewed the College documentation with a view to ensuring that disclosure and confidentiality issues are addressed and to enable full monitoring and evaluation to apply. It should also be noted that the College has separate staff and student induction procedures that encourage disclosure and will enable additional support needs to be considered. E.g. learning needs etc.

The Principal and Chief Executive has responsibility for ensuring that monitoring takes place at organisational level and each Directors/Faculty Directors/Head of Department has responsibility for monitoring the areas within their Faculty/Department.  Regular reports on the progress in achieving targets set in College plans are made by the Principal and Chief Executive to the Board of Management, HR Committee, Student Affairs Committee, Equality Diversity and Inclusion Group.  The information gathered informs the development of the College’s Operational Plan and is reviewed as part of the monitoring of the Plan and through the self evaluation process.  Course reviews and section evaluations include a review of equality and diversity; more specific reference to the Race Equality Scheme will be incorporated into these processes.  All managers and staff are responsible for contributing to these processes and for securing improvements in the provision, services and support they deliver.

Students

All students on commencement of programmes are core skills profiled and, where necessary, personal learning support plans are produced, monitored and evaluated.  The College has a robust planning process with annual self-evaluation and each year creates a three year rolling strategic plan and one year operational plan.  

The College currently gathers internal and external relevant information for equality to assist in its equality work.

This includes the following:

· Recruitment, retention, achievement and success rates for all students.

· Feedback from student surveys for male students compared to female students.

· Progression rates of students are monitored and evaluated robustly through the College’s planning process.

· Admissions: applications made, offers made, enrolment, course and subject sector

· Views of all applicants.

· Recruitment, retention and achievement rates by gender, disability, level and subject

· Sector area.

· Value added and distance travelled.

· Attendance.

· Trips, work experience and enrichment activities.

· Bullying and harassment.

· Improvements in the quality of service, such as the prevalence of adjustments.

Performance indicators such as retention and achievement rates for students are monitored and evaluated through the annual subject area review. This evaluation forms a major part of the College’s planning process and enables changes to be made to the curriculum and how it is delivered. All students are evaluated in terms of performance against all other class members. Some students may be following specifically designed, discrete programmes, and this may involve setting softer targets or personal goals rather than nationally agreed performance indicators. Where this is the case, personal goals are agreed with each individual and a personal learning plan is created. Their performance against these targets is constantly monitored through regular meetings and targets are either achieved or revised.

The College seeks feedback over the course of each session as part of the curriculum self evaluation process. Every effort is made by specialist staff to ensure the reporting mechanism meets the needs of all its students. Improving retention rates for all students, and as a consequence success rates is one of the priorities set out in the Race Equality Scheme and action plan.

Staff

The College collects, analyses, reports on and publishes data for the recruitment of male and female staff. The College workforce statistics show the following:

· Recruitment and selection: through the Equal Opportunities monitoring form, data is captured regarding the number of applications received in respect of a vacancy, the numbers selected for interview, details of the appointment, gender, the type of contract, types of job and salary level.

· Staff Development and Promotion Opportunities: Staff Development Review records are kept but are currently not analysed in relation to gender and this is an area for improvement.

· Career Development: Data is currently captured in relation to who applies for training, who is offered training, types of training attended, levels of satisfaction of training.

· Pay – the College does keep data in relation to what men and women earn but is not currently analysing such data to identify whether there is any gender pay gap i.e. differences in the average pay of men and women.

· Working Hours – the College captures data in relation to the working hours of men and women but the information is not evaluated to establish if there is any imbalance.

· Bullying and Harassment: Data is currently captured in relation to who has made a complaint, the nature of the complaint and any recommendations arising out of the process. 

· Grievance: Data is currently captured in relation to who has made a complaint, the nature of the complaint and any recommendations arising out of the process. 

· Capability: A policy is currently being developed by the College that will provide a comprehensive supportive framework for how the College will deal with any capability issues.

· Disciplinary action: Data is currently captured in relation to who has made a complaint, the nature of the complaint and any recommendations arising out of the process

· Levels of satisfaction/views of staff: The College is currently developing a strategy in this area and recognises that improvements can be made that include the capturing of comprehensive data, including gender.

· Staff turnover rates: Key performance indicators in this area are published regularly to the Board of Management. 

· Exit Interviews: The College is currently developing a strategy in this area and recognises that improvements can be made that include the capturing of comprehensive data, including gender.

Monitoring of information 

The Principal and Chief Executive has responsibility for ensuring that monitoring takes place at organisational level and each Director/Faculty Director/Head of Department has responsibility for monitoring the areas within their Faculty/Department. Regular reports on the progress in achieving targets set in College plans are made by the Principal and Chief Executive to the Board of Management, HR Committee, Student Affairs Committee and the Equality, Diversity and Inclusion Group.

The information gathered informs the development of the College’s Operational Plan and is reviewed as part of the monitoring of the Plan and through the self evaluation process.

Course reviews and section evaluations include a review of equality and diversity. All managers and staff are responsible for contributing to these processes and for securing improvements in the provision, services and support they deliver.

Publication of monitoring results

All monitoring information will be published in the annual report and this will be made available on the College website and through relevant bulletins in the College.

Monitoring categories

The following categories are used to collect information relating to race equality in the College

Scottish 

English 

Welsh – White 

Irish 

Any other White background 

Any Mixed background 

Indian 

Pakistani 

Chinese 

Any other Asian background 

Caribbean

Africa – Black, Black Scottish or Black British 

Any other Black background 

Any other background - other Ethnic Background
Refused

Unknown

Identification of key functions relevant to race equality

The key functions for enabling race equality for staff, students and stakeholders in the College are as follows: 

· Student enrolment
· Student retention
· Student achievement
· Employee resourcing

· Employee retention
· Employee progression

· Community relations

Equality impact assessments

Coatbridge College has a commitment to embedding equality and diversity in all of its activities. This is both a statutory and a strategic commitment; including a consideration of equality in the organisation’s services is not simply a matter of compliance with legislation – it is a way of ensuring that the College itself creates an environment where staff and students can reach their potential and which is free from harassment and promotes equality of opportunity.

Considering the impact of the College’s policies and practices on different groups of people is not a “new” process for the College – meeting the needs of a diverse group of people, and improving services for those people is already a priority for the College. The duty to undertake impact assessments simply means that the College needs to do this in a more systematic way so that the College can provide evidence that it is meeting its legal obligations.

The public equality duties with regards to race, gender and disability include the obligation to impact assess practices and policies to ensure that they are not discriminating against equality groups, and that equality is promoted wherever possible. In practical terms, it is a way of making sure that services are improved so that everyone can receive equal benefit.

The statutory duty to impact assess currently covers only the three equality areas of race, gender and disability. The Single Equality Bill should extend this duty to cover sexual orientation, religious belief and age discrimination. The Single Equality Bill should be implemented by 2011, by which time the College will extend this process to include all equality strands.

In the meantime, the College intends to change its information systems to capture monitoring data in respect of sexual orientation and religious belief and continue to prevent discrimination and promote equality in these areas by implementation of the College’s Equality, Diversity & Inclusion Policy.

The College wish to implement a transparent process which is based on a “best practice” approach. The process will be consultative, whereby staff, students and partners are involved in the design and outcomes of the assessments. It is also important that by the end of the implementation process, staff are competent in producing their own assessments, and therefore capability building through training has been built into the agenda.

The College have appointed independent specialist consultants to review current practice and assist with the introduction of this process within the College.

An impact assessment scrutinises a particular area of activities to identify if there is any potential or actual negative impact on an equality group. If this is the case, an organisation should take action to minimise that impact, as well as considering ways to further promote equality.

While the College has not yet implemented a formal assessment process, much work has been done on minimising negative impacts, and considering ways to further promote equality. 

The College’s method of assessment in summary will be:

Stage 1: Screen the practice area for relevance to equality - The College will decide which practices are priorities for ensuring that equality of opportunity is provided and promoted.

Stage 2: Gathering Information and Facilitating Involvement - The College will establish what information has been collected, and what information needs to be collected. The evidence which will be used includes:

· The College’s monitoring data

· Census data

· Data from the Scottish Funding Council

· Results from formal involvement and consultation activities

· External research

· Information from particular groups and organisations working directly with particular equality groups

Stage 3: Assess Impact - The College will assess and analyse the practice in terms of the positive or negative impact it may have and its potential to cause unlawful direct or indirect discrimination, or whether any opportunities to promote equality have been missed. Draft assessments will be distributed to staff, students and partners.

Stage 4: Action Planning - The College will establish what practical actions are required to reduce or remove any adverse or negative impact and what actions will be taken to help promote equality. Action points will be developed and added to the College’s Single Equality Scheme, and the College’s Equality, Diversity and Inclusion Group will ensure that action takes place, and will report on action taken. In order to ensure a transparent process, all documentation will be published on the College’s website.

The College wishes to ensure that this is not a “tick box” exercise, and that the results of assessments facilitate real change. With this in mind, the College has considered which areas are highly relevant in ensuring equality of opportunity, and should be assessed as a priority. This consideration was based on:

· The College’s Mission Statement, namely: “To place learners at the heart of everything we do”. This emphasizes the focus on the College on developing a providing support for learners.

· The College’s Strategic Plan, in which a key activity is to increase the retention, achievement and attainment of learners across the curriculum. The Plan also states an intention to target appropriate provision at people in disadvantaged communities, and those at greatest risk of social exclusion.

· The purpose of Further Education in general, which is based on enabling and equipping learners to deploy to their best effect their talent, knowledge, resourcefulness and creativity. 

Taking this into account, the College wishes to focus on the following areas in this process:

(a) Recruitment of Students: ensuring that students from all equality groups are attracted to the College, aware of the additional support services available, and do not suffer any detriment at application. This assessment will include a review of the College’s website, prospectus and other promotional material.

(b) Attainment: ensuring that students from all equality groups are receiving the support they need to achieve their full potential, and that adjustments are made to minimize any negative impacts.

(c) Retention: ensuring that students from all equality groups are receiving the support they need to continue their education at the College. Internal and external research shows that particular equality groups, including people with a disability, tend to have a higher withdrawal rate. The College wishes to address this and mitigate any negative impact.

(d) Complaints: ensuring an environment where students can prosper without risk of harassment or discrimination.

(e) Recruitment of Staff: ensuring that the College is doing the best it can to provide a diverse work force which will further embed equality in the curriculum.

(f) Staff Grievances and Disciplinary Actions: ensuring an environment where staff can work without risk of harassment.

These areas have therefore been identified as highly relevant, and as part of the consultation process, the College invites comments on whether these areas are appropriate, and which further areas can be added to the process.

In the identification of the highly relevant areas to be assessed, the College has carried out Stage 1 of this process. The College has also made progress with Stage 2, where a document identifying the information which is needed to carry out full assessments has been produced and distributed internally. 

Impact assessments have been carried out on the following areas and the proposed actions will be included in the Race Equality Scheme Action Plan.

Student admissions

Student achievements

Student retention

Staff recruitment and selection

Staff grievances

Staff disciplinary 

Timetable for Identifying Priorities for Impact Assessments

2009
Development of tools, briefings

Training, screening of all functions, policies and processes for disability equality relevance across all policies and procedures


Reporting progress and findings, and make appropriate revisions to the scheme on a yearly basis and ultimately every three years

2010
Publishing findings and action plans, and celebrate success stories


Reviewing of impact following action plans following Action plans from Year 1 of the Scheme


Impact Assess any new policies or old ones as needed

2013             Third year review of impact or outcomes on all policies, procedures or processes and report and publicise the findings to partners and relevant stakeholders

This schedule will be discussed through consultation with the disabled students and staff, and they will be consulted on the toolkits or frameworks used for this process. 

The College acknowledges the importance of involvement of Black and Minority Ethnic people at every stage of this process as stipulated by the Race Relations Act 1976 amended in 2000.

Staff training and development

The College has a comprehensive training and development strategy that encompasses equality and diversity. As part of its training strategy, all staff have undertaken mandatory access and inclusion, equality and diversity awareness and consultation sessions. All staff undergo mandatory, access and inclusion and equalities training on an annual basis. 

The College also has a robust induction training programme for new staff that embeds equality and diversity and ensures that individuals complete the online mandatory equalities training.  The College invests and will continue to invest in bringing in specialist expertise to deliver these programmes.
The training and development strategy will be progressed significantly over the next three years. This will enable all staff to embrace equality and ensure that this is embedded comprehensively into the College’s curriculum provision and services i.e. mainstreaming equalities matters into all College activity.

All staff also undergo two mandatory e-learning modules. The first module “Diversity in the workplace” is for all staff and enables staff to 

· Become familiar with equalities legislation

· Gain an understanding of the broader issues of equality and diversity

· Know your responsibilities and rights as a member of staff of the College.

The second e-learning module for teaching and learning staff is to support in integrating equality and diversity issues into learning and teaching. It builds on staff current practice and provides a resource for further challenge and development. 

The College invests and will continue to invest in bringing in specialist expertise to deliver these programmes. 

The College’s mandatory staff development review process ensures staff have the opportunity to upgrade skills and develop their continued professional development. 

All staff at Coatbridge College also have to undertake an Enhanced Disclosure

Scotland checks on a regular basis.

In order to ensure sustainability, all College managers will undergo impact assessment training in the early part of January 2010.

The College will continue to raise awareness of equality and diversity and the benefits it brings to all aspects of our work by:

· Increasing staff awareness of race equality through College Newsletters, information briefings, road shows, Committee meetings and through the Staff Intranet so that staff understand their role and their individual and collective responsibilities under equality legislation towards the College’s vision for equality.

· Further training and development of staff in the skills needed to promote equality

and to carry out the requirements of the Race Equality Scheme and Action Plan so that improvements are secured.

· Continuing to build equality into course reviews and self assessment.

· Continuing to celebrate the diversity of our students and staff in publications and

College activities.
· Measuring, monitoring and improving the success rates of our students.

· Publicising annually our progress on the actions and targets we have set.

· Further developing, learning and teaching materials that allow students to maintain the highest level of student experience.

· Developing assessment materials that enable students to complete programmes.

The College has also consulted and involved all staff in the development of its Access and Inclusion Strategy building on the expertise and experiences of individuals, and is particularly relevant in the context of informing the content of its Race Equality Scheme and Action Plan.

Student engagement

The College will continue to raise awareness of equality and diversity and the benefits it brings to all aspects of our work by:

· Increasing student awareness of equality through promotion in the Student Intranet, surveys, course handbooks, induction, tutorials and subject lessons is mandatory and delivered annually to all students.

Procurement and partnerships

This is how the College Procurement is how we source goods, facilities and services from external suppliers. 

The College places great importance on ensuring their equality obligations are met in procurement and partnership working. The College relies on other individuals and organisations to provide core parts of their work. These people and organisations the College sign contracts with to work on their behalf are accountable to the College and must aspire to the College’s equality vision, values and principles. These conditions are inserted in the contracts or agreements with any external providers of services and the College ensures that these conditions are accepted by the providers in question.

From the onset equality obligations are considered in the tender specification or design. Equality impact assessments are therefore are included in a tender design/specification to highlight any issues for a service. The equalities issues/obligations are also part of the assessment process. Tenderers are asked to demonstrate in their tender what experience they have in relation to equality, their own policies and practices on equality and how they propose to meet the equality duties and other College equality obligations. This is through having on the forms a specific question on these issues or a requirement to mainstream these issues and demonstrate this throughout the tender.

In assessing the tenders consideration is given to the weighting accorded to the responses on equality. The College has discussed such weighting with their legal department and risk management board (or similar body) to consider the implications if a tenderer fails to uphold your equality obligations and therefore what weighting would be appropriate for these responses.

Following the award of the tender the College monitors the delivery of the service to

ensure that the equality obligations are being met as outlined in the tender and to be is to take remedial action if appropriate. The College will consider withholding a part of the contract sum until satisfactory completion specifically in relation to equality obligations. The College has a contract clause outlining any penalties for failure to uphold the equality duties and also to outlines the process and penalties should this occur e.g. if we are sued for damages following a failure of a contractor to uphold/comply with the equality duties how we will reclaim these from the contractor.

The College's works at a strategic and local level with a number of other partners and organisations. There are some specific partnerships related to equality issues, and all the College partnership agreements reflect the equality commitments of the college. 

The College agrees with any partners the processes and responsibilities relating to equality from the outset and that these partnerships meet their equality duties.

In partnership working the College agrees at the outset whose equality policy and practice will be used to govern the project or whether a new policy will be created specific to the project. Any project and its component parts is impact assessed to ensure that equality issues are being addressed.

The College is involved with a wide range of public and other stakeholders.  These stakeholders include Partnerships Matters, Routes to Work, Learn Direct Scotland, Job Centre Plus and many more organisations with specific interest in the employability of Black and Minority Ethnic people or of the realisation of their potential.  Their involvement is being sought in the compilation of this Race Equality Scheme and subsequent Action Plan

Communication and access to information

All the College Equality Schemes and Action Plans, Impact Assessments and Annual Reports are available on the College website (the College’s Intranet, Internet and the Virtual Learning Environment (VLE)) as well as by direct request to a named staff member. 
We have also developed bespoke communications (e.g. leaflets) to directly inform students, staff and stakeholders of diversity and equality issues, where appropriate.

How the Race Equality Scheme will be monitored and reviewed

The College already has in place a system of annual review for the monitoring and evaluation of all policies and procedures. Whilst it is acknowledged that the Race Equality Scheme will be part of this system, the following will also apply:

The Action Plan associated with the Race Equality Scheme shall have SMART (Strategic, Measurable, Achievable, Realistic, Timed) targets that are monitored and evaluated over the life cycle of the Plan.

The College will report on progress associated with equality on an annual basis. The Scheme will be reviewed in year three and will publish a revised Scheme with further priorities for the next three years.

All staff, students and service users and partnership organisations will be involved in the monitoring and evaluation of the Action Plan through:

· Representation on the Equality, Diversity and Inclusion Group

· Representation on College Committees

· Surveys

· Focus groups and forums

Resource allocation, strategic planning and control

The resources for the development, implementation and monitoring of the Single Equality Scheme and Action Plan will be provided through the College Planning Process and its budgetary allocation system. This will include resourcing to ensure that equality is embedded in day to day activity and planning within the College and to raise awareness of equalities issues. The College is working to embed all six elements of equality and will match internal resources to deliver the Action plan. Resources will be made available but inevitably priorities will be set to make best use of central funding from the Scottish Funding Council and changes in priorities as experience of the Single Equality Duty develops.

Funding continues to support the engagement of the services of the external consultants who has the specialist experience of equality matters to work with the College in supporting the implementation, monitoring, evaluation and impact assessment gender equality in the College.

Given the importance the Board gives to “Widening Access and Participation” (our first Strategic Aim within the College), funds will be made available to ensure the full

implementation and evaluation of its Action Plan. A comprehensive and integrated training and development strategy will have funding support in ensuring the achievement of our Action Plan. This has already begun with a comprehensive development strategy that started with the Board of Management and cascades throughout the organisation. Progress in this area will be the subject of continuous monitoring and evaluation.

The College is being proactive in releasing staff to be involved in its Equality Diversity and Inclusion Group and the ongoing work associated with the Group’s activities.

The Head of Organisational development leads the work relating to equality and diversity.

Section Four: The Public Duties
Evidencing good practice

Coatbridge College aims to meet all its obligations based on the Public Duties and beyond. This includes taking on board the Scotland Act (Schedule 5) 1998 definition of equal opportunities which is:

‘Equal opportunities means the prevention, elimination or regulation of discrimination

between persons on the grounds of sex or marital status, on racial grounds, or on

grounds of disability, age, sexual orientation, language or social origin, or of other

personal attributes, including beliefs or opinions, such as religious beliefs or political

opinions.’

The College’s current strengths in promoting and implementing equality and diversity to students are set out below.

· Positive images of men and women in non traditional subject areas and jobs are displayed and promoted as part of College events.

· College Nursery facilities are provided to students, with financial support.

· Timetables take into account the needs of carers.

· Good promotion of the full range of College courses in schools and local communities and with employers.

· Female and male school pupils are encouraged to undertake taster sessions in non traditional vocational areas.

· The contribution men and women can make in non-traditional subject areas is promoted with employers.

· Good embedding of equality and diversity and the themes of Every Child Matters in subjects and in tutorials, with a comprehensive programme during induction that covers rights and responsibilities and promotes positive attitudes about gender, sexuality, age, disabled people and different racial, ethnic and cultural groups.

· Good promotion of our Anti Bullying Policy in induction.

· Bullying and harassment are not tolerated.

· Timely advice and guidance is provided to students at risk of dropping out or failing through Learner Services; male students participate in this programme which may help to address male under achievement.

· Students are represented on College Committees and at Board meetings and their views are regularly sought through other forums.

· Good analysis of satisfaction rates for student focus groups and surveys for male and female students.

· Regular target setting and monitoring of progress towards targets set for recruitment, retention, achievement and success rates for female and male students; these are reported on sessionally and published annually.

Our strengths in relation to our staff are as follows:

· “Family Friendly” policies are being developed.

· Bullying and harassment are not tolerated and the College’s Bullying & Harassment Policy is currently under review to take on board best practice in this area.

· Very good representation of females at senior and middle management levels.

The following are examples of how the College has progressed towards race equality for Black and Minority Ethnic people.
In terms of race, 77% of White students pass compared with 85% of Black Minority Ethnic (BME) students. This could indicate that the learning environment is having a positive impact on BME students. This is also reflected in the fact that there is a 9% fail rate for White students compared to a 6% fail rate for BME students. 

Learning and teaching material will be audited by the College Quality Audit Team against the HMIe’s guide “Evaluating Inclusiveness” to ensure that learning and teaching material continues to celebrate equality and diversity. Learning and Teaching material includes both paper based and on line material. The RES will be used as an opportunity to further improve the internal assessment processes. The HMIe document “How good is our Community Learning and Development” will also be used as a framework on how to address gender equality issues within learning and teaching.
The award winning English for Speakers of Other Languages (ESOL) initiative continues to grow from strength to strength. Over successive academic sessions, the number of students enrolling on ESOL courses provided by the College has risen from 25 in 2005/6 to 252 in session 2007/8. It is anticipated that this will increase further to an estimated 300 in session 2008/9. The success of this initiative is attributable to a number of key initiatives including employer engagement, targeted marketing and stakeholder partnership working. At present the College is partnered with six local and national companies to address the ESOL needs of their employees. We have launched a series of successful, focussed marketing campaigns reaching out to minority groups within the community and we have harnessed the support of key stakeholders such as the Sikorski Club, The Polish Consulate, the Arch Diocese of Glasgow and the Church of Scotland to promote the benefit of Coatbridge College for the groups they represent.

The College has a Customer Charter that allows external and internal stakeholders to make a complaint via a variety of methods e.g. via email, letter, by telephone, or in person. As part of its Charter mark accreditation, the College regularly reviews the number of complaints it receives. The College is delighted to have been awarded the Customer Service Excellence Standard. The Customer Service Excellence Standard builds on the previous highly prestigious Charter Mark. The new standard requires organisations to demonstrate how they have embedded Customer Service Excellence in the culture of their organisation. The College met the criteria in all five areas for the new standard: customer insight, the culture of the organisation, information and access, delivery, as well as timeliness and quality of service.

The Coatbridge played host to the Association of Slovenian Colleges this year when a group of 22 College Principals and Directors visited Scotland. The Association travels to different countries each year to tour and meet with other Colleges to establish mutually beneficial links with potential partners. 

A published aim of the College is to promote skills development, enterprise and innovation to individuals, schools, social partners and employers to support the continued development of an internationally competitive economy.

Over the course of the year, the College continued to expand its portfolio of clients, partners and services to organisations. The strategy is to adopt a partnership multi-strand approach, each with different but complementary aspects such as commercial solutions, consultancy and bespoke training.

To ensure the greatest cover in terms of knowledge transfer opportunities, the College has established strong relationships with Scottish Enterprise. The College has again surpassed its agreed main targets for 2007-08, representing an increase of almost 50% on the previous year, with a growth target of 20% above last year for 2008-

09. The College has made a significant investment in restructuring its infrastructure both in terms of support and delivery. This will ensure that there is sustainable growth in the standard portfolio being offered and bespoke solutions developed with organisations.

Generally there exists in the College a good staff and student attitude towards equality. The college impact assesses all its policies, old and new to ensure equality compliance. All the policies that are deemed to not pay due regard to the needs of students or staff will be rewritten and publicised in consultation with the targeted group.
The college will involve all internal and external support groups for Black and ethnic minority people as stipulated as part of the ongoing monitoring and evaluation of impact over the next three years.

All managers and staff will be made to attend Equalities training overall and in particular race equality training in order to understand their role and responsibilities under the raft of legislation past and present.

The college will monitor all cases of bullying and harassment of staff and students, ensuring that all cases are reported, investigated and action against perpetrators taken and the necessary support given to the victims of such incidents.

Coatbridge’s Race Equality Scheme will be widely distributed throughout the college, ensuring that all departments have a copy.

Each Department will implement and monitor its action plan, and report progress on a regular basis to the forum set up to do this.

The college will ensure that the Equalities agenda is discussed at Senior Management meetings, who have overall responsibility to ensure that the College is deemed a discriminatory-free employer and service provider, and therefore treats all students and staff with dignity regardless of their race/ethnicity, gender, disability, age, sexual orientation, faith or religious beliefs.

The taster sessions that had been provided by the College before the term started had been valued and useful in helping disabled students settle into College.

Way ahead

Whilst the above information helps to inform the College moving forward, it is already involving Black and Minority Ethnic people in a number of ways:

· Representation on the Equality Diversity and Inclusion Group involved in the design, implementation, monitoring and evaluation of the Scheme


· Representation on College committees


· Regular focus groups during each semester


· A series of questionnaires which include Post-entry, In-course, Pre-exit and End of Semester surveys

· Forums for Black and Minority Ethnic students, staff, service users and partners

· Through Personal Development Planning which enables students to reflect and set their own goals

Section Six: Action planning and evaluation

The College’s ongoing intent is to be a great College. The quality and commitment of our staff remains the centre piece of all we do, and their ongoing development and support is crucial to our continued success. The overall aims and objectives of the Race Equality Scheme are incorporated into the College’s Strategic and Operational Planning processes ensuring they are regularly reviewed and evaluated to ensure progress is achieved against realistic target dates.

Some of the most important activities for 2009–2012 are:

· Providing a flexible demand-led, innovative and efficient curriculum that meets the needs of all of our communities and supports the economic regeneration of Lanarkshire and beyond.

· The continued implementation and review of the College’s Learning and Teaching strategy and in particular the implementation of appropriate learner and staff engagement strategies.

· The continual development of the College’s Quality Assurance/Quality Enhancement strategy in support of the student learning experience.

· The development of alternate income streams through partnership in support of the College’s strategic aims and to reduce the College’s dependence on Funding Council grants.

· The successful implementation of the College’s Estate Strategy.

· Promoting a culture of staff development to support widening activities, including the expansion of blended Learning and flexible learning.

· Development of best practice supporting the “six equalities”; disability, race, age, gender, religion and sexual orientation.

· The development of existing and new partnerships with local authority, educational institutes, business and government agencies at local, national and international levels in support of our strategic aims and objectives.

In outlining the overall purpose of our Race Equality Scheme, the College believes it has been guided by the national aims as set out below:

· Students choosing to take up learning opportunities which fit with their aspirations and abilities and are not tainted by any assumptions

· Students participating equally in post-16 education and achieving the success they individually deserve

· Students experiencing quality in their education and taking the skills they learn into the workplace

· Excellence in promoting equality is recognised by funding regimes and quality assurance mechanisms

· Having a balanced workforce at all levels and across subject areas and all staffing functions, and where this is not the case to take positive action in providing training to redress this

· National education policies explicitly recognising and addressing differences and inequalities, supporting the professionals on the ground

The Race Equality Objectives are: 

1.
To continue to consult people from a range of ethnic backgrounds in implementing and reviewing the Race Equality Scheme.

2.
To implement the Race Equality Scheme, mainstream and promote accountability for race equality across the College.

3.
To ensure our policy impact assessments include views from people of a range of ethnic backgrounds.

4.
To continue to include ethnic origin representative data in the equality monitoring of staff across a range of roles. 

5.
To continue to monitor progress against ethnicity targets, undertaking necessary revisions and actions. 

6.
To tackle racism, discrimination and harassment and promote racial equality.

7.
To promote empowerment through culturally-sensitive and inclusive language, attitudes and behaviours and to build an inclusive organisational culture.

8.
To continue to work in partnership to provide access to a range of our activities for minority ethnic groups in the area.

9.
To continue to collect examples of promoting racial equality in our work, and to publicise these in a range of ways in order to learn from and utilise positive examples.

Reviewing the action plan

The Action Plan will be monitored by the Equality, Diversity and Inclusion Group as well as the CMAC Group on a regular basis. It will be reviewed annually and appropriate changes made as required.

Revising the scheme

The Race Equality Scheme will be reviewed annually to reflect changes in the College and the result made available to all. It will be fully revised in three years in line with the main College strategic planning cycle.

Evaluation of the scheme

The Race Equality Scheme will be undergo ongoing evaluation with involvement with students, staff and stakeholders. This will be included in the College evaluation systems as well as through the Equality, Diversity and Inclusion Group as well as the CMAC Group on a regular basis.

RACE EQUALITY SCHEME 2010 – 2013 ACTION PLAN

1.
Learning and Teaching

	Area  
	Target
	Actions to achieve improvement
	Responsibility
	Monitored by/ through
	Target date/ milestones
	Progress

	
	Student Admissions
	To promote equality at Induction by providing an overview of the College’s provision for people from different equality groups. The College will also provide informational stands with supportive literature.
	Marketing Officer
	Equality Diversity and Inclusion Group
	31 March 2010
	

	
	Student Achievement
	Consult with staff and students about alternative assessments arrangements to see if it is necessary to improve this process.
	Head of Organisational Development/

Faculty Directors
	Equality Diversity and Inclusion Group
	31 December 2010
	

	
	Student Achievement
	To continue to use QELTM (Quality and Equality in Learning and Teaching Materials) to ensure that learning and teaching materials cater for students from equality groups. This will have an impact on all students’ progress.
	Head of Organisational Development/

Quality
	Equality Diversity and Inclusion Group/

Annual reporting
	30 June 2010 and ongoing
	

	
	Student Achievement
	Raise awareness of QELTM for all staff with further training and distribution of exemplar material.
	Head of Organisational Development/

Quality
	Equality Diversity and Inclusion Group
	31 January 2010
	


Ensure that staff are equipped to deal with diverse communities by providing training and inviting specialist speakers from external organisations.

	
	Head of Organisational Development/

Quality
	Equality Diversity and Inclusion Group
	28 February 2010
	


2.
Marketing

	Area  
	Target
	Actions to achieve improvement
	Responsibility
	Monitored by/ through
	Target date/ milestones
	Progress

	
	Student Admissions
	To advertise courses on media which will attract applications from a diverse range of people, including websites such as West of Scotland Racial Equality Council and BEMIS the Glasgow Equality Network.
	Marketing Manager
	Equality Diversity & Inclusion Group
	30 September 2009
	

	
	Student Admissions 
	Ensuring that promotional material is diverse, and provides information about the College’s provision for race equality support, and other equality provisions. This would include materials such as the prospectus and the website.
	Marketing Manager
	Equality Diversity & Inclusion Group
	31 March 2010
	

	
	Student Admissions
	To review the use of more diverse images of staff in the prospectus in order to ensure that the College projects a diverse culture.
	Marketing Manager
	Equality Diversity & Inclusion Group
	31 March 2010
	

	
	Student Admissions
	To promote equality by displaying a commitment statement on the College website and other publications.
	Marketing Manager
	Equality Diversity & Inclusion Group
	31 January 2010
	

	
	Student Achievement
	Review promotional material and website to ensure equality is promoted


	Marketing Manager
	Equality Diversity & Inclusion Group
	31 March 2010
	

	
	
	
	
	
	
	


3.
Staff

	Area  
	Target
	Actions to achieve improvement
	Responsibility
	Monitored by/ through
	Target date/ milestones
	Progress

	
	Recruitment and selection
	The College will provide a copy of their Equal Opportunities Policy in application packs
	Head of Organisational Development
	Induction Review
	31 December 2009
	

	
	Recruitment and selection
	To take positive action by specifically stating that applications are welcome for posts which are dominated by majority ethnic group of people.
	Head of Organisational Development
	Equality Diversity & Inclusion Group
	31 March 2010
	

	
	Recruitment and selection
	To advertise posts on media which will attract applications from a diverse range of people, including websites such as West of Scotland Racial Equality Council. BEMIS and the Glasgow Equality Network
	Head of Organisational Development
	Equality Diversity & Inclusion Group
	31 March 2010
	

	
	Recruitment and selection
	Taking into consideration fair and equal access for all, doing positive action in professional development for BME staff into senior positions and supporting them in these roles
	Head of Organisational Development
	CMAC & Board of Management
	30 June 2010
	

	
	Grievances
	In order to ensure that a person’s equality background does not have an impact on their grievance, the College will review information provided to staff about this procedure at induction and during equality training sessions.
	Head of Organisational Development
	Equality Diversity & Inclusion Group
	31 March 2010
	


3.
Staff continued
	Area  
	Target
	Actions to achieve improvement
	Responsibility
	Monitored by/ through
	Target date/ milestones
	Progress

	
	Recruitment and selection
	Ensure that information about the College’s commitment to equality and diversity, and its zero tolerance approach, are highlighted at induction and at other staff training
	Head of Organisational Development
	Equality Diversity & Inclusion Group
	30 June 2010
	

	
	Staff development
	Review existing staff equalities development including e-learning
	Head of Organisational Development
	Equality Diversity & Inclusion Group
	31 December 2010
	

	
	Staff development
	Staff Development Review records to be analysed in relation to race or ethnicity.
	Head of Organisational Development
	CMAC & Board of Management
	31 August 2010
	

	
	Staff development
	Develop levels of satisfaction/views of staff to include equality issues
	Head of Organisational Development
	CMAC
	30 December 2010
	

	
	Staff development
	Develop exit interviews process for staff
	Head of Organisational Development
	CMAC
	30 June 2010
	


4.
Mainstreaming equalities

	Area  
	Target
	Actions to achieve improvement
	Responsibility
	Monitored by/ through
	Target date/ milestones
	Progress

	
	Embedding Equality and Diversity
	Review the structure of implementing Equality and Diversity in the College including having an Equality Advisor 
	Head of Organisational Development
	Equality Diversity & Inclusion Group
	28 February 2010
	

	
	Embedding Equality and Diversity
	Review the role and structure of the Equality Diversity and Inclusion Group
	Head of Organisational Development
	CMAC
	31 January 2010
	

	
	Impact assessment
	Continue impact assessment of all policies and procedures
	Head of Organisational Development
	Equality Diversity & Inclusion Group
	30 June 2010 and ongoing
	

	
	Partnerships
	Review College procurement procedures ensuring that all the College’s contractual arrangements in service delivery promote and uphold the college’s policy on equality of opportunity and in particular race equality
	Director of Finance & Facilities
	Equality Diversity & Inclusion Group
	30 June 2010
	

	
	Embedding Equality and Diversity
	Continue to ensure that the college has in place culturally sensitive guidance and support services for BME students
	Faculty Director
	Equality Diversity & Inclusion Group
	31 August 2010
	

	
	Embedding Equality and Diversity
	Reporting and monitoring of racist incidents, ensuring that action is taken against perpetrators and support given to victims
	Head of Organisational Development
	CMAC
	31 March 2010
	

	
	Embedding Equality and Diversity
	Trade union consultation in relation to race equality
	Head of Organisational Development
	CMAC
	31 March 2010 and ongoing
	

	
	Embedding Equality and Diversity
	Develop an interpreting and translating guide for the College
	Marketing Manager
	Equality Diversity & Inclusion Group
	30 September 2010
	


5.
Information gathering and assessment
	Area  
	Target
	Actions to achieve improvement
	Responsibility
	Monitored by/ through
	Target date/ milestones
	Progress

	
	Recruitment and selection
	Convert to an electronic system to gather information regarding short-listing, interview and actual appointments to enable monitoring of equal opportunities.
	Head of Organisational Development
	Equality Diversity & Inclusion Group
	30 June 2010
	

	
	Monitoring information
	Review information gathered by College
	Director of Finance & Facilities


	Equality Diversity & Inclusion Group
	31 March 2010
	


6.
Involvement, engagement and consultation

	Area  
	Target
	Actions to achieve improvement
	Responsibility
	Monitored by/ through
	Target date/ milestones
	Progress

	
	Involvement, engagement and consultation of students
	Review existing groups, forums and open evenings
	Faculty Directors
	Equality Diversity & Inclusion Group
	30 June 2010
	

	
	Involvement, engagement and consultation
	Ensuring that the college works with local BME groups, encouraging them to play an active role in advising the college on policies that are sensitive to their needs in teaching and learning


	Head of Organisational Development
	Equality Diversity & Inclusion Group
	30 June 2010 and ongoing
	


SECTION SEVEN: APPENDICES

Appendix 1 

Definitions

(This is a printable version of the former Commission for Racial Equality website page) 
Adverse impact
A significant difference in patterns of representation or outcomes between racial groups, with the difference amounting to a detriment for one or more racial groups.Top of this page
Best Value
A statutory duty, under which local authorities are required to ensure that their management and business practices deliver better and more responsive public services.Top of this page
Citizenship
See Nationality below. In general, the rights, duties and responsibilities of a good citizen, of any state.

Commission for Racial Equality
A non-departmental public body, set up under the Race Relations Act to work towards the elimination of unlawful racial discrimination, to promote equality of opportunity and good relations between people from different racial groups, and to keep under review the working of the RRA and make proposals for amending it.

Community cohesion
A government initiative, developed in response to the disturbances in 2001 in the north of England, which gives local authorities a leading role in helping to realise: ‘a common vision, a sense of belonging, and positive relationships between people from different backgrounds among the elements that help create cohesive communities.’

Complainant
A person with a complaint of racial discrimination or harassment under the RRA.

Data use
Data can be lawfully processed, with appropriate safeguards for the rights and freedoms of data subjects, in order to identify or keep under review the existence or absence of equality of opportunity or treatment between people from different racial groups.

Direct discrimination
Less favourable treatment of a person on racial grounds compared with the treatment or likely treatment of a person from another racial group in the same or similar circumstances.

Employer
A person who makes work available to an individual under a contract of service or of apprenticeship, or, for the purposes of this code, to a contract worker.

Equal opportunities action plan
A practical and realistic plan, with an agreed timetable and targets, showing how an employer is planning to achieve the aims of an equal opportunities policy

Equal opportunities policy
A statement of an organisation’s commitment to the principle of equality of opportunity. The policy should include what the organisation intends to do to prevent unlawful discrimination and promote equality of opportunity and good race relations between people from different racial groups.

Ethnic group
Defined by the House of Lords as a group that regards itself or is regarded by others as a distinct community by virtue of certain characteristics that will help to distinguish the group from the surrounding community. Two of these characteristics are essential:

1. a long shared history, of which the group is conscious as distinguishing it from other groups, and the memory of which it keeps alive; and 

2. a cultural tradition of its own, including family and social customs and manners, often but not necessarily associated with religious observance. 

Other relevant characteristics (one or more of which will commonly be found) are:

1. either a common geographical origin or descent from a small number of common ancestors; 

2.  a common language, not necessarily peculiar to the group; 

3. a common literature peculiar to the group; 

4. a common religion different from that of neighbouring groups or from the general community surrounding it; and 

5. being a minority or being an oppressed or a dominant group within a larger community, for example a conquered people (say, the inhabitants of England shortly after the Norman conquest) and their conquerors might both be ethnic groups. Although the House of Lords emphasised the need to interpret the word ‘ethnic’ relatively widely, in a broad, cultural and historic sense, it also observed that ‘the word “ethnic” still retains a racial flavour’. On this basis, tribunals and courts have proceeded to rule that the English, Scots and Welsh, among others, are not racial groups by virtue of distinct ‘ethnic origins’ (see also National origins below). 

Functions
The full range of a public authority’s duties and powers.

General duty
The duty given to public authorities, under section 71(1) of the Race Relations Act 1976, to have due regard to the need to eliminate unlawful discrimination and to promote equality of opportunity and good relations between people from different racial groups.

Harassment
Unwanted behaviour that has the purpose or effect of violating a person’s dignity or creates a degrading, humiliating, hostile, intimidating or offensive working environment. Harassment on grounds of race or ethnic or national origins is a specific unlawful act under the RRA. Harassment on other grounds may involve less favourable treatment and may be unlawful direct discrimination.

Indirect discrimination
· on grounds of race or ethnic or national origins – the use of an apparently non-discriminatory ‘provision, criterion or practice’ which puts people from a particular race or ethnic or national origin at a particular disadvantage compared with others, unless it can be shown that the provision, criterion or practice is a proportionate means of achieving a legitimate end. 

· on all racial grounds (but effectively grounds of colour or nationality) – the use of an apparently non-discriminatory requirement or condition which applies equally to everyone, but can only be met by a considerably smaller proportion of people from a particular racial group, is to the detriment of someone from that group, and cannot be objectively justified. 

Integration
An inter-dependent combination of equality, interaction and participation.

Monitoring
A process that involves collecting, storing, analysing and evaluating information, to measure performance, progress or change. Monitoring racial equality involves collecting, storing, analysing and evaluating information about the racial groups to which people say they belong.

National origins
National origins are not limited to ‘nationality’ in the legal sense of citizenship of a nation state, which an individual acquires at birth or through naturalisation. The Scottish Court of Session defined ‘national origins’ as ‘identifiable elements, both historically and geographically, which at least at some point in time reveals the existence of a nation’. National origins may include origins in a nation that no longer exists (Czechoslovakia, for example), or in a 'nation' that was never a nation state in the modern sense, such as 'the Basque nation' or 'the Iroquois nation’.

Nationality
An aspect of a person's identity (see Citizenship above), conveying rights and duties, and defined by a specific legal relationship between an individual and a state, through birth or naturalisation, which is recognised by that state. Article 2 of the European Convention on Nationality defines ‘nationality’ as ‘the legal bond between a person and a state’ which ‘does not indicate the person’s ethnic origin’.

Policies
The sets of principles or criteria that define the different ways in which an organisation carries out its role or functions and meets its duties. Policies also include formal and informal decisions made in the course of their implementation.

Positive action
Measures that employers may lawfully take under the RRA to meet special needs or to train or encourage people from a racial group that is under-represented in particular work.

Procurement
The process by which a person enters into a contract with an external supplier to carry out works or provide goods or services. The term encompasses the full range of contracts including private finance initiative (PFI) projects and public private partnerships (PPP). It does not include the decision to ‘buy’ from an external supplier.

Proportionate means
Means that are appropriate and necessary to achieve a legitimate business or other objective, such as meeting health and safety requirements.

Practices
The customary ways in which intentions or policies are actually carried out. They include attitudes and behaviour that could amount to unlawful racial discrimination through unwitting prejudice, ignorance, thoughtlessness and racist stereotyping.

Public authority
For the purposes of this code, a body named, defined or described in schedule 1A to the Race Relations Act 1976 or, depending on the context, a body named, defined or described in one of the schedules to the Race Relations Act 1976 (Statutory Duties) Order 2001 or the Race Relations Act 1976 (General Statutory Duty) Order 2003. The term includes all central government departments and their executive agencies and non-departmental governing bodies, all NHS institutions, the governing bodies of schools and of further and higher education institutions, the Scottish Executive and the Welsh Assembly government.

Race
The Race Relations Act uses ‘race’ both to describe the catch-all class that receives protection under the Act, that is, ‘racial group’, and as one of five sub-classes that fall within it. The courts and employment tribunals have not so far been called on to define the term.

Race equality scheme
A timetabled plan setting out how a public authority intends to meet its statutory general duty to eliminate unlawful racial discrimination and promote equality of opportunity and good relations between different racial groups. The scheme should indicate the functions and policies that have been assessed as being relevant to meeting the duty, and the arrangements that have been made to assess, consult on and monitor present and proposed policies for any implications they might have for promoting racial equality.

Race relations
Relations between people of different racial groups. ‘Racial group’ means a group of persons defined by reference to colour, race, nationality, or ethnic or national origins, and references to a person’s racial group refers to any racial group into which they fall.

Race Relations Act (RRA)
The Race Relations Act 1976 as amended by the Race Relations (Amendment) Act 2000 and the Race Relations Act 1976 (Amendment) Regulations 2003.

Racial grounds
Grounds of race, colour, nationality (including citizenship) or ethnic or national origins.

Racial group
Racial groups are groups defined by racial grounds i.e. race, colour, nationality (including citizenship) or ethnic or national origins. All racial groups are protected from unlawful racial discrimination under the RRA. Romany Gypsies, Irish Travellers, Jews and Sikhs have been explicitly recognised by the courts as constituting racial groups for the purposes of the RRA.

A person may fall into more than one racial group; for example, a ‘Nigerian’ may be defined by ‘race’, ‘colour’, ‘ethnic or national origins’ and ‘nationality’. See also Ethnic group above.

The courts have held that a person’s actual racial group may be irrelevant to the way they are treated, and that their racial group may be defined by a discriminator’s perception of, or (incorrect) assumptions about, their ethnic or national origins.

Religious discrimination
The RRA does not apply to discrimination on grounds of religion or belief, unless a person who has been discriminated against on grounds of religion or belief has also been discriminated against on racial grounds. Religious discrimination in employment and training is unlawful under the Employment Equality (Religion or Belief) Regulations 2003.

Segregation
Segregation on racial grounds is automatically regarded as treating the segregated person less favourably than others. It constitutes unlawful direct racial discrimination.

Specific duties
Duties placed on selected public authorities bound by the general duty (see above) under the Race Relations Act 1976 (Statutory Duties) Order 2001 or the Race Relations Act 1976 (Statutory Duties) Order 2003. In Scotland, additional public authorities are listed in the Race Relations Act 1976 (Statutory Duties) (Scotland) Order 2002 (SSI No 62) and the Race Relations Act 1976 (Statutory Duties) (Scotland) Amendment Order 2003 (SSI No 566). The current list of authorities is available on the Home Office and CRE websites. The duties include the production and publication of a race equality scheme (see above), and the monitoring, by racial group, of specified aspects of employment.

Targets
Numerical benchmarks for measuring progress towards a goal. Racial equality targets measure progress towards eliminating under-representation of a particular racial group (or groups) in an organisation.

Training
A wide range of career development opportunities, which could include informal in-house training as well as more formal courses.
Victimisation
Less favourable treatment of a person because they have brought legal proceedings under the RRA, or are suspected of having done so; or because they have alleged that a person has committed an act which would amount to unlawful discrimination; or because they have given evidence or information in connection with proceedings brought under the RRA; or because they have otherwise done anything under the RRA in relation to any person, or because they have intended or intend to do any of these acts.

Top of this page
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Current Partnerships

· Greater Easterhouse Money Advice Project (GEMAP) 
· North Lanarkshire Community Learning and Development Partnership
· Coatbridge College Beauty Therapy students jetted off to Lithuania recently as part of a work placement programme to experience a new culture and learn about the Lithuanian Beauty industry
· North Lanarkshire Council Community Planning Partnership for employability
· Strathclyde Police
· North Lanarkshire Council, 

· NHS Lanarkshire 

· Jackton Police College

· The Sikorski Club
· The Polish Consulate
· The Arch Diocese of Glasgow
The Church of Scotland 

· Appendix 3
Statistics

Table 1: Enrolled Students AY 08/09 – Ethnicity

	Scottish 
	4823
	89.08%

	English 
	74
	1.37%

	Welsh 
	2
	0.04%

	Irish 
	6
	0.11%

	Any Other White 
	398
	7.35%

	Any Mixed 
	12
	0.22%

	Indian 
	11
	0.20%

	Pakistani 
	40
	0.74%

	Chinese 
	11
	0.20%

	Any Other Asian 
	9
	0.17%

	Caribbean 
	1
	0.02%

	African 
	7
	0.13%

	Any Other Ethnic 
	10
	0.13%

	No Information 
	10
	0.18%


Table 2: Student Retention AY 08/09 – Ethnicity

	Ethnicity 
	Withdrawn

	Scottish 
	517

	English 
	9

	Welsh 
	-

	Irish 
	-

	Any other White background 
	14

	Any Mixed background 
	-

	Indian 
	1

	Pakistani 
	2

	Chinese 
	2

	Any other Asian background 
	-

	Caribbean -
	-

	Africa - Black, Black Scottish or Black British
	1

	Any other Black background 
	1

	Any other background - other Ethnic background 
	3

	Total 
	550


Table 3: Student Achievement AY 08/09 – Ethnicity

	Ethnicity 
	Passed
	Unsuccessful

	Scottish 
	3642
	445

	English 
	57
	6

	Welsh – White 
	1
	1

	Irish 
	6
	-

	Any other White background  
	359
	21

	Any Mixed background
	10
	2

	Indian 
	9
	1

	Pakistani 
	35
	2

	Chinese 
	9
	-

	Any other Asian background 
	9
	-

	Caribbean 
	1
	-

	Africa – Black, Black Scottish or Black British 6 
	6
	-

	Any other Black background 
	-
	-

	Any other background - other Ethnic background
	7
	1

	
	4151
	479


Table 4: Staff Race Profile as at October 2009

Support Staff:

	Ethnicity 
	No. of Staff
	As % of Total

	Scottish 
	177
	93.16%

	English 
	3
	1.58%

	Welsh – White 
	-
	-

	Irish 
	-
	-

	Any other White background  
	2
	1.05%

	Any Mixed background 
	1
	0.53%

	Indian 
	-
	-

	Pakistani 
	1
	0.53%

	Chinese 
	--
	-

	Any other Asian background 
	1
	0.53%

	Caribbean 
	-
	-

	Africa - Black, Black Scottish or Black British 
	-
	-

	Any other Black background 
	-
	-

	Any other background - other Ethnic background
	-
	-

	Refused 
	4
	2.11%

	Unknown  
	1
	0.53%

	
	190
	100.02%


Academic Staff:

	Ethnicity 
	No. of Staff
	As % of Total

	Scottish 
	85
	85%

	English 
	4
	4%

	Welsh - White 
	-
	-

	Irish 
	-
	-

	Any other White background 
	5
	5%

	Any Mixed background 
	-
	-

	Indian 
	-
	-

	Pakistani 
	-
	-

	Chinese 
	-
	-

	Any other Asian background 
	-
	-

	Caribbean 
	-
	

	Africa - Black, Black Scottish or Black British
	-
	-

	Any other Black background 
	-
	-

	Any other background - other Ethnic background
	-
	-

	Refused 
	1
	1%

	Unknown 
	5
	5%

	
	100
	100%


All Staff:

	Ethnicity 
	No. of Staff
	As % of Total

	Scottish 
	262
	90.34%

	English 
	7
	2.41%

	Welsh - White 
	-
	-

	Irish 
	-
	-

	Any other White background 
	7
	2.41%

	Any Mixed background 
	1
	0.35%

	Indian 
	-
	-

	Pakistani 
	1
	0.35%

	Chinese 
	-
	-

	Any other Asian background  
	1
	0.35%

	Caribbean 
	-
	-

	Africa - Black, Black Scottish or Black British 
	-
	-

	Any other Black background 
	-
	-

	Any other background - other Ethnic background
	-
	-

	Refused 
	5
	1.72%

	Unknown  
	6
	2.10%

	
	290
	100.03%


Appendix 4

Equality Impact Assessments

All the College Impact Assessment reports are available on the College website

http://www.coatbridge.ac.uk/index.cfm/display_page/Equality%20Impact%20Assessment
Impact Assessment areas done 

· Admissions 

· Achievement

· Recruitment and Selection 

· Retention

· Staff discipline

· Staff grievances

Appendix 5

Consultation activities

· Surveys
· Focus groups

· Forums
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