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1. Foreword by Principal

Coatbridge College is committed to promoting equality and builds on from the 
College’s Equality, Diversity & Inclusion Policy and specifically the Race Equality 
Policy 2005.  In support of our Mission, Vision and Strategic Aims we are pleased to 
be able to present our first Race Equality Scheme (RES).  

The achievement of equality of opportunity for all the equality groups, including 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 all people who study, work or visit Coatbridge College 
can enjoy their full human, social and political rights, free from discrimination

 Challenge and eradicate discrimination.

 Provide responsive and accessible services for all our stakeholders

 Embrace diversity as a source of strength and opportunity

 Promote equality for all 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 Race Equality Scheme 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 our staff, students 
and stakeholders.  

I cannot stress enough how important it has been for perceptions to be challenged 
and for awareness to be raised.  The RES development 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. 

John Doyle
Principal and Chief Executive
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2. 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 Care 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.  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 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.

Operating from its main campus, 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”.  This is supported by 
an ongoing estate refurbishment plan.

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 has recently created a Division of Learner Services that enables it to 
focus on all aspects of the students’ learning experience needs.  This Division 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).

In 2005/06, 97.56% of the College’s students were White with an increased figure of 
98.55% for the period 2006/07.  In 2005/6, 0.08% of students were from a mixed 
background compared to 0.11% in 2006/07.  1.9% of students said they were from an 
Asian or Asian Scottish/British background with this figure decreasing to 1.07% in 
2006/07.  0.16% of students said they were from a Black or Black Scottish/British 
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background compared to 0.12% in 2006/07.  Finally, 0.25% said they were from some 
Other background with 0.15% in 2006/07.

The College currently employs approximately 190FTE staff.  The College’s workforce 
is 96% white and 4% from BME communities, a racial/ethnicity balance which is 
certainly not inconsistent with that of other Colleges of Further Education in Scotland.

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

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 careers

 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
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 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:

 “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, 
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 Race Equality Scheme will be 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 College offers a wide range of demand-led courses. These are available at 
different levels from Access to HND to enable students to enter learning at a level 
which suits their needs. 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 
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choices. In Higher Education, it has been shown that there are no subjects where the 
gender split is even. In Further Education, women and men from all ethnic 
backgrounds are opting for traditional courses. This is reflected within Coatbridge 
College i.e. females predominate in early education, hairdressing, beauty and nursing 
and males in motor mechanics and digital music.
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3. Race Equality Vision, Values and Principles

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 seek to offer high quality, 
enterprising lifelong learning opportunities which are accessible to and meet the needs 
of individuals and organisations within the communities we serve.”  

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 organisations

 To improve the quality of our services

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 or 
ethnicity, age, gender, disability, sexual orientation, religion or beliefs . 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 the equalities group they belong to.

The College’s approach and policies in the area of race equality has been
underpinned by our belief 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 believes that in removing barriers to education and that by taking 
proactive action, this will enable progress towards achievement of its primary Strategic 
Aim.  In broad terms, this proactive approach will open the Curriculum and provide a 
high quality learning experience to all individuals regardless of race or ethnicity, 
gender, age, disability, sexual orientation, religion, or belief.



7

The College is committed to continuous quality improvement in relation to race
equality, and the elimination of all forms of discrimination, proactively promoting 
equality of opportunity for all and creating an inclusive environment for all who learn 
and work in the College.

Through the execution of the Race 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.

With regard to race equality, the College recognises it has a number of key challenges 
where significant improvements can be made and these are incorporated into the 
College’s Race Equality Action Plan (Appendix 3).  The key challenges are:

 Ensuring that the college in its admissions and access policies, attracts 
students from all racial groups in the catchments area, using local ethnic data

 That the monitoring of student’s achievement and assessment is sensitive to 
the needs of students for whom English is a second language

 That the college has in place culturally sensitive guidance and support services 
for BME students

 That the college provides an environment that is free of prejudice and 
discrimination in all teaching and learning processes, and that all students have 
an awareness of cultural and ethnic diversity

 That the curriculum addresses the issues of ethnicity, diversity and racism, and 
promotes racial harmony and equality of opportunity

 That staff recruitment, takes into consideration fair and equal access for all, 
taking positive action in professional development for BME staff into senior 
positions and supporting them in these roles.

 Reporting and monitoring of racist incidents, ensuring that action is taken 
against perpetrators and support given to victims

 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

 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
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 Ensuring that performance, assessments and evaluation processes and 
procedures for quality assurance promotes race equality
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4. Legal Framework

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.

4.1 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

4.2 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
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5. Aims and Objectives of the Race Equality Scheme

Coatbridge College’s Race Equality Scheme incorporates general principles of its 
Equality, Diversity and Inclusion policy, and also addresses gaps identified from its 
Race Equality Policy, agreed in 2005 and reviewed in 2006.  It addresses these gaps 
in an inclusive manner alongside its statutory obligations in promoting disability 
equality and gender equality.

The purpose of Coatbridge College’s Race Equality Scheme is therefore to make sure 
that the college takes account of, respond to, and promote the needs of BME students, 
staff and organisations that advocate on their behalf, as well as ensuring that the 
college consults with local BME communities on culturally sensitive policies and 
practices.

We place equality and diversity at the heart of our work, and champion these by:

 Promoting equality so that all racial groups be they men or women, disabled, 
lesbian, gay or transgender have the opportunity to actively participate in 
education, training and employment

 Creating a learning and working environment for our students and staff which is 
free from discrimination

 Challenging and eradicating inequality and discrimination

 Providing high quality and responsive provision, services and support that meet 
the individual needs of students, staff and service users

 Providing an environment in which difference is respected

 Embracing and celebrating the diversity of our students, staff and local 
communities

 Promoting equality for everyone, regardless of their race or ethnicity  in our 
policies, procedures, plans and practices

 Making every effort to ensure that our student body and workforce reflect the 
diverse communities of Coatbridge, North Lanarkshire and beyond

 Involving students, staff, service users and partners in securing improvements 
to our programmes, services and learning and work environment

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:

 Black and Minority Ethnic students choosing to take up learning opportunities 
which fit with their aspirations and abilities and are not tainted by race or 
ethnicity assumptions



11

 Black and Minority Ethnic students participating equally in post-16 education 
and achieving the success they individually deserve

 Black and Minority Ethnic students experiencing quality in their education and 
taking the skills they learn into the workplace

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

 Having a racial 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 gender 
differences and inequalities, supporting the professionals on the ground

The overall aims and objectives of the Race Equality Scheme will be 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.
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6. The Development of the Race Equality Scheme

6.1 Consultation and Involvement of Students, Staff and Stakeholders

The College acknowledges that it is required, as part of its general duty, to consult and 
involve all its BME staff and students in relation to race equality, and has started 
making arrangements to make improvements in this area during the next three year. 
An external specialist equality and diversity consultant was commissioned to initiate 
and support this process. This enabled professionalism, impartiality and a clear and 
transparent process to continue to be embedded into the College.

The following will be used to get a clear picture as to where the College is with regards 
to race equality for students:

 The analysis on the existing data on student recruitment i.e. applications and 
intake figures, retention rates, choice of programme, learning outcomes and 
assessment appeals, and Bursary and Hardship Fund applications

 Focus groups with Black and Minority Ethnic students and staff

 Student discipline and complaints cases

 Racial Incidents and harassments 

 Trade union consultation in relation to race equality

To assess whether or not the Coatbridge College is compliant with the requirements of 
the general duty in employment practices, data on BME staff will be analysed focusing 
on:

 Recruitment, including applications, appointments, selection methods and type 
of contracts

 Career development and progression, including promotion and staff 
development review processes

 Professional development and training opportunities

 Grievances and disciplinary, including racial harassment

 Termination of employment and staff turnover, addressing any issues raised 
from exit interviews

The College will seek to find out through focus groups involving Black and Minority 
Ethnic students and staff the following:
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Their views on the college’s admissions policy for students such as:

 Do they feel this process is non discriminatory, and therefore encourages 
applications from all racial groups?

 Is there consistency throughout the College for flexibility to accommodate 
diverse needs of BME students and staff?

 Is there a black students and staff support group? And if so is this promoted 
throughout the college?

 Do the BME staff feel valued and supported and that the college pays particular 
attention to their needs?

Responses from these focus groups will be incorporated as part of the Race Equality 
Action Plan, and will enable the College to work in an inclusive and proactive way in
embedding race equality in all its processes.

6.2 The Initial Race Equality Assessment of College Policies and Procedures

In 2006 the College commissioned an independent consultant to review and evaluate 
relevant College policies and procedures and provide the College with a Race Equality 
Assessment report to assess the current status of the College in relation to race
equality.  

The key findings and recommendations from that report informs the College’s Race 
Equality Scheme and subsequent Action Plan.  Key findings from this review are 
attached as Appendix 4.

6.3 The Implementation Sub-Group

The College has set up an Access and Inclusion group to champion the accessibility 
of the College curriculum and services.  The group comprises key management, 
academic and support staff ensuring maximum coverage and representation across 
the College.  An implementation Sub-group of the Access and Inclusion Group will be 
set up to involve staff and students in the Action Plan linked to race equality.  In 
addition, the Sub-group will collaborate with external stakeholders and organisations.  
The Sub-group will report to the Access and Inclusion Group who in turn will update 
the College Management Advisory Committee on a regular basis.

The purpose of the Sub-group will be to meet on a regular basis until the Race
Equality Scheme and Action Plan are finalised.  Thereafter it will meet monthly to 
review the implementation of the Race Equality Action Plan.  The Sub-group is 
accessible to students and staff who wish to discuss how a particular policy or its 
implementation impacts on them.
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7. Leadership and Management Commitment and Key 
Responsibilities

7.1 Commitment and Key Responsibilities

The Board of Management, its staff, together with its trade unions, EIS and Unison, 
are committed to race equality.  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 race equality

 Creating a learning and working environment for staff and students which is 
free from discrimination, and promotes equality of opportunities

 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

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 Race Relations
(Amendment) Act 2000.
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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 of progress against the Action Plan.  The Head of 
Division: Learner Services is the Chair of the College’s Access and Inclusion Group 
and reports to CMAC and the Board of Management on the progress made against 
agreed targets.

The College Management Advisory Committee (CMAC) are responsible for ensuring 
that managers and staff within their Divisions/Departments deliver high quality 
provision, support and services that meet the needs of all students, staff and 
stakeholders and promote gender 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 race or ethnicity is eliminated

 Race 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 Board of Management, through the Planning Process, is well aware of the 
changing operational environment and the legislative influences on the College and 
their governance role.

The ongoing Committee structure of the Board of Management provides the 
necessary checks and balances in measuring progress, against agreed targets.  This 
is supported by a comprehensive Board Evaluation Strategy which has at its heart the 
Association of Scotland Colleges “2006 Guide for Board Members” in addition to the 
adoption of the Principles of Good Governance by Board members.  

Ongoing Board development is achieved through participation in externally led 
(Funding Council and SFEU) events with a planned programme of development that 
commenced in March 2007 (and is ongoing) with the College’s external consultant at a 
residential Board Development event.

The College is being proactive in releasing staff to be involved in its Access & 
Inclusion Group and the ongoing work associated with the Group’s activities.
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7.2 The Student Union Responsibility

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 race 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 workshop activity on equalities and 
the College’s Race Equality Scheme to ensure their role is clear and effective in 
supporting and representing students in the area of gender 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.  

7.3 Staff Development – Staff Development Arrangements to Raise 
Awareness

The College has a comprehensive training and development strategy that 
encompasses equality and diversity.  

As part of its training strategy, all staff will undertake mandatory Equality Awareness
and consultation sessions, with a focus on all equality strands, including race.

The College will continue to raise awareness of race equality 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 the Race Relations(Amendment) Act 2000 and the 
subsequent Equality Act 2006 towards the College’s vision for race equality

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

 Further training and development of staff in the skills needed to promote race 
equality and to carry out the requirements of the Race Equality Scheme and 
Action Plan so that improvements are secured

 Continuing to build race equality into course reviews and self assessment
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 Continuing to celebrate the diversity of our students and staff in publications 
and activities

 Measuring, monitoring and improving the success rates of our students by race 
or ethnicity

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

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.

The training and development strategy will be progressed significantly over the next 
three years. This will enable all staff to embrace race 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.

7.4 Learning and Teaching

The College offers a wide range of demand-led courses. These are available at 
different levels from Access to HND to enable students to enter learning at a level 
which suits their need. 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.

The College staff have a wide range of experience in meeting students’ needs in the 
learning situation. This ranges from students with Additional Support Needs, reluctant 
learners (NEET group), third year secondary school pupils, range of employees 
learning within their company time and adult returners. 

Staff are well used to adapting its pedagogic methods to learners’ needs and abilities. 
This experience, through staff in-service training, will also embrace the needs of 
students for whom English is a second language.

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 GED 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 race equality issues within learning and teaching.
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7.5 Procurement and Partnerships 

The College has a Procurement Policy and Tendering Procedure.  Whilst the 
procedures are fit for purpose, there is need for improvement to ensure they readily 
address aspects of race equality and this will form an action for improvement in our 
Action Plan.

The College is however aware of the need to pay due regard to the elimination of
unlawful racial discrimination, promotion of equality of opportunity and promotion of 
good relations between people from different racial groups in the way in which we 
procure goods and services.

The College will need to review its processes and procedures in relation to placement 
activity with a view to ensuring that our partners are aware of our race equality policies 
and procedures, and also sign up to the race equality agenda.

7.6 Disclosure and Confidentiality

The College recognises that whilst it gathers data on Black and Minority Ethnic
students and staff, this data has not been used to date in identifying gaps, and 
therefore informing the college on areas for improvement.

The Scheme will redress this as part of its action plan over the next three years.
We are currently reviewing 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, physical needs, disability equality needs, etc. 

7.7 Discrimination and Non-Compliance

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
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 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 Chartermark accreditation, the College regularly reviews 
the number of complaints it receives.

It is recognised that the above policies and procedures require to be reviewed in order 
to ensure that they take account of the College’s responsibilities in relation to race 
equality legislation.  

7.8 Members of the Public and other Stakeholders

The College is involved with a wide range of public and other stakeholders.  Their 
involvement is being sought in the compilation of this Race Equality Scheme and 
Action Plan. In particular the college will actively promote partnership work with BME 
organisations in its catchment’s area. 

This is a legal requirement in the implementation and monitoring of the Race Equality 
Scheme. 

7.9 Resources

The resources for the development, implementation and monitoring of the Race
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.

Funding continues to support the engagement of the services of the external 
consultant who has the specialist experience of equality matters to work with the 
College in supporting the implementation, monitoring, evaluation and impact 
assessment of race 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.  The race equality element will be included, alongside 
all the equality strands, in the comprehensive development strategy that started with 
the Board of Management and cascaded throughout the organisation.
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8. Arrangements for Impact Assessments

The aim of the Race Equality Impact Assessments is to:

 Identify and highlight the potential effect that the College’s policies and 
practices will have on different groups

 Take action to reduce or eliminate any identified adverse impact on race 
equality

 Ensure that all functions and policies promote the general duty as far as 
possible

The College will schedule a programme of Impact Assessment within its three- year 
Race Equality Scheme. 

This will be done to ensure that all policies, processes or procedures, old and new will 
be sensitive to the needs of Black and Minority Ethnic Students, from the planning, 
implementation and evaluation stages.

The College is carrying out an initial Impact Assessment of all its relevant policies, 
functions and processes to ascertain whether they promote race equality and whether 
there are any areas that need reviewing.  This will be followed by full impact 
assessments on identified prioritised policies, functions and processes throughout the 
three year cycle. Procedures will be developed to impact assess new policies and to 
include impact assessment into the three year policy review cycle.

The impact assessment process will be facilitated by the Access & Inclusion Group 
through designing the College impact assessment framework and supporting staff to 
use the framework. The impact assessment of individual policies will be the 
responsibility of line managers. Overall responsibility for quality assurance of all 
college policies and procedures rests with the Head of Quality.

The College will be prioritising its policies and procedures for equality impact 
assessment but initial consideration will be given to policies in the following areas:

 Widening Access and Participation

 Student Welfare

 Learner Assessment Methods

 Self-Assessment Methods and Ensuring Quality

 Employment and Recruitment
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The feedback from staff and students obtained during the creation of this Race
Equality Scheme and its action plan will be used to help determine priorities for full 
impact assessment. The Sub-Group will monitor progress on impact assessment.

8.1 Timetable for Identifying Priorities for Impact Assessment

2007 Development of tools, briefings

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

Reporting progress and findings, prioritising

2008 Publishing findings and action plans

2008 and 2009 Full race equality impact assessments for all highly relevant 
functions and policies
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9. Gathering Information

9.1 Data Gathering

The College currently gathers internal and external relevant information for race
equality which will assist in the implementation of the Race Equality Scheme.

This includes the following:

 Recruitment, retention, achievement and success rates for Black and Minority 
Ethnic students

 Feedback will be obtained through focus groups, and one to one interviews

 Progression rates of BME students will be monitored and evaluated robustly 
through the College’s planning process

9.2 Student Data

Below you will find an analysis of the numbers of Black and Minority Ethnic Students 
enrolled at Coatbridge College during the period 2005/06 and 2006/07.

2005/6 2006/7
Ethnic Group
White – Scottish 95.53% 91.34%
White – English 1.33% 1.08%
White – Welsh 0.05% 0.07%
White – Irish 0.19% 0.27%
White – Other 0.46% 5.79%
Any mixed background 0.08% 0.11%
Indian – Asian or Asian 
Scottish/British

0.33% 0.24%

Pakistani – Asian or 
Asian Scottish/British

0.46% 0.51%

Bangladeshi – Asian or 
Asian Scottish/British

0% 0.01%

Chinese – Asian or 
Asian Scottish/British

1.03% 0.19%

Other – Asian or Asian 
Scottish/British

0.14% 0.12%

African – Black or Black 
Scottish/British

0.13% 0.09%

Other – Black or Black 
Scottish/British

0.03% 0.03%

Other 0.25% 0.15%
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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 scheme and action plan.

The College does not currently gather student data in relation to their membership of
representative bodies by ethnicity and this has been identified as an area for 
improvement.

In addition to the information already gathered on the performance of, and support for, 
its students, the College will gather information on:

 Admissions: applications made, offers made, enrolment, course and subject 
sector recruitment and views of all applicants

 Recruitment, retention and achievement rates by race or ethnicity, gender,
disability, sexual orientation, religion, or belief, level and subject sector area

 Value added and distance traveled

 Attendance

 Trips, work experience and enrichment activities

 Racial Harassment and Bullying

 Improvements in the quality of service, such as the prevalence of adjustments

9.3 Staff Data

The College collects, analyses, reports on and publishes data for the recruitment of 
Black and Minority Ethnic Staff.  The College workforce statistics show the following:

2005/06 Staffing Return
Ethnic Group                                                                                        Number of staff (FTE)
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of College Payroll Staff
Teaching

Non-teaching 
(support)

Total

Scottish 83.66 91.41 175.07

English 3.76 2 5.76

Welsh 0 0 0

Irish 0 0 0

White

Any other White background 1.02 0 1.02

Mixed Any Mixed background 0 0 0

Indian 0.7 0 0.7

Pakistani 0 0 0

Bangladeshi 0 0 0

Chinese 0 0.28 0.28

Asian, Asian Scottish or Asian 
British

Any other Asian background 0 0.69 0.69

Caribbean 0 0 0

African 0 0 0
Black, Black Scottish or Black 

British

Any other Black background 0 0 0

Other Ethnic background Any other background 0 0 0

Information refused 0 0 0

Information not known 4.69 0.48 5.17

Total 93.83 94.86 188.69
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Number of staff (FTE) 2006/07 Staffing Return
Ethnic Group                                                                                        

of College Payroll Staff Teaching
Non-teaching 

(support)
Total

Scottish 86.66 99.99 186.65

English 3.65 1.71 5.36

Welsh 0 0 0

Irish 0.01 0 0.01

White

Any other White background 1 0.4 1.4

Mixed Any Mixed background 0 0.25 0.25

Indian 0.11 0 0.11

Pakistani 0.28 0.13 0.41

Bangladeshi 0 0 0

Chinese 0 0 0

Asian, Asian Scottish or Asian 
British

Any other Asian background 0 0.78 0.78

Caribbean 0 0 0

African 0 0 0
Black, Black Scottish or Black 

British

Any other Black background 0 0 0

Other Ethnic background Any other background 0 0 0

Information refused 0.33 0 0.33

Information not known 3.29 0.73 4.02

Total 95.33 103.99 199.32

 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, race or 
ethnicity, gender or disability, 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 race or ethnicity.  
This is an area for improvement and will be contained within the Action Plan.  
Promotion opportunities are analysed through the Recruitment and Selection 
process as outlined above
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 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.  Currently, this data is very relevant to race equality and the college
will closely monitor this over the next three years

 Racial Harassment and Bullying: 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. As this is an important element to the requirements 
of the general duty, the College will pay particular attention to this area, 
reporting on what action is taken against perpetrators and the support given or 
is available to victims

 Grievance and 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.  The college will closely monitor this alongside its 
racial harassment and bullying statistics to inform its racial harassment and 
bullying policy

 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 race

 Staff turnover rates: Key performance indicators in this area are published 
regularly to the Board of Management.  This requires to be extended further 
and will include race equality monitoring

 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 race equality

Whilst it is recognised that much data is already captured in relation to staff, any areas 
identified for improvement above will be addressed through the comprehensive Race 
Equality Action Plan.
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9.4 Responsibilities for Data Gathering

The Principal and Chief Executive has responsibility for overseeing the gathering of all 
data.  Heads of Division/Department are responsible for gathering and analysing 
information related to students.  The Head of Human Resources and Administration is 
responsible for gathering and analysing information related to staff. 

The Principal and Chief Executive has responsibility for ensuring that monitoring takes 
place at organisational level and each Head of Division/Department has responsibility 
for monitoring the areas within their Division/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 Access 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.
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10. Putting the Race Equality Scheme into Practice

The Race Equality Scheme is part of the overall equality and diversity work in the 
College. The College recognises the separate requirements needed for race equality 
and these will be addressed alongside the other equality issues where relevant and 
appropriate

The College already has in place a system for implementing 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 College’s Race Equality Scheme will be published on the College’s Intranet, 
Internet and the Virtual Learning Environment (VLE).  The scheme will be 
available in alternative formats.

 The College’s continued involvement of staff, students and stakeholders in 
consultation regarding race equality matters.

 The dissemination of equalities information in a variety of formats e.g. 
information leaflets, email, intranet, television information.

 The Principal and Chief Executive will produce an annual report on progress 
and performance.  The report will be presented to the Board of Management, 
and be made available on the College Intranet, Internet and VLE.  The report 
will be available in alternative formats.

 The Action Plan accompanying the Scheme is attached as Appendix 2. This will 
be reported upon annually.  Progress associated with the Action Plan will be 
monitored by the Access and Inclusion group who report to the College 
Management Advisory Committee and the Board of Management.



29

11. Monitoring and Evaluating of the Race Equality 
Scheme

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 Race 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.

11.1 Senior Management

The Principal and Chief Executive has responsibility for ensuring that the Action Plan 
is updated each academic year.  The Principal and Chief Executive will make annual 
reports on progress and performance against the Action Plan to the: 

 Board of Management

 College Management Advisory Committee

 Access and Inclusion Group

11.2 Staff, Students and Partners

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

 Representation on the Access & Inclusion Group

 Representation on College Committees

 Surveys

 Focus groups and forums
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12. Health and Safety

The College has invested in relation to health and safety matters with the provision of 
a new post of Health & Safety/Placement Officer.  As part of his responsibilities, the 
H&SPO ensures that there is efficient and effective health and safety support across 
all parts of the College.

The College has an agreed Health and Safety Policy and this is currently under review 
and a new policy will take account of changes to the legislation ensuring the College is 
fully compliant with its responsibilities in relation to the Equalities Act 2006.

Whilst the College believes it has a safe working environment, it recognises that 
further work needs to take place to enable disclosure of race or ethnicity to ensure that 
there are measures in place should any protection issues arise in this area.
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13 The “Way Ahead”

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 Race Equality Duty develops.

The College sees significant challenge ahead in relation to its equality strategy and in 
particular sees priority in the following:

 Ensuring that the College has a single Equality and Diversity Scheme for the 
future.

 Ensuring that there is a staff development strategy in place that embraces 
equalities legislation.

 Ensuring that equalities is embedded in the day to day activity and planning of 
the College.
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Appendix 1:  Glossary

Adverse Impact Refers to 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

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.

Indirect Discrimination The use of an apparently nondiscriminatory provision, 
criteria or practice which puts people from a particular 
race or ethnic or national origin at a particular 
disadvantage compared with others.

Race Relations Act The Race Relations Act 1976 as amended by the Race 
Relations (Amendment) Act 2000    

Racial Group Racial groups are groups defined by racial grounds ie 
race, colour, nationality (including citizenship), ethnic or 
national origins. All racial groups are protected from 
unlawful racial discrimination under the RRA

Race Equality Impact Assessment A systematic way of finding out whether a proposed
Policy affects different racial groups
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Appendix 2:  Race Equality Scheme Action Plan 2006-2009

1 Governance & Leadership

Number 
Target Actions to achieve 

improvement
Responsibility Monitored by/ 

through
Target date/ 
milestones

Progress

1.1 Race Equality to be embedded 
in all planning and day to day 
activity within the College

Map existing policies and 
procedures to priorities for 
Impact Assessment 
process.

CMAC Principal By December 
2006

1.2 Senior Managers to lead on 
Race Equality Action Plan

CMAC responsibilities to 
be outlined in Race
Equality Scheme Action 
Plan.

Principal Head of Learner 
Services/Access & 
Inclusion Group

By December 
2006

1.3 Race Equality to be embedded 
in all curriculum activity on a 
phased basis.

Quality team to review 
identified policies and 
practices in line with race
equality.

Head of Quality Principal By June 2007

1.4 Race Equality Duty embedded 
into student culture and 
provision.

Raise awareness of race 
equality with students 
through induction and 
other planned activities.

Head of 
Learner 
Services

Depute Principal By June 2007

1.5 Race Equality Scheme to be 
updated and informed by 
stakeholders.

Review membership and 
participation in consultation 
groups and forums.

Head of HR & 
Admin

Principal By June 2007
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Appendix 2:  Race Equality Scheme Action Plan 2006-2009

2 College Marketing & Publicity

Number 
Target Actions to achieve 

improvement
Responsibility Monitored by/ 

through
Target date/ 
milestones

Progress

2.1 Ensure all marketing material 
is compliant with race equality 
legislation.

All materials produced to 
be inclusive and portray 
non-stereotypical images.

Marketing 
Manager

Depute Principal By June 2007

2.2 Ensure there is a clarity and 
consistency of message about 
positive support for all 
students.

Ensure information about 
support services are 
included in all College 
publicity and information.

Marketing 
Manager

Depute Principal By December 
2006

2.3 Ensure the College website 
and intranets are compliant 
with the Race Equality Duty.

Maintain College 
internal/external sites to 
appropriate standards.

Web 
Development 
Coordinator

Principal By December 
2006
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Appendix 2:  Race Equality Scheme Action Plan 2006-2009

3 Training & Development

Number 
Target Actions to achieve 

improvement
Responsibility Monitored by/ 

through
Target date/ 
milestones

Progress

3.1 Development of Staff 
Development Strategy for 
Equality and Diversity 
Training.

Rolling programme of 
equality and diversity 
training to be established.

Head of HR & 
Admin

Principal By December 
2006

3.2 Positive culture towards 
equality established 
throughout the College’s 
recruitment and selection 
procedures.

Ensure all staff involved in 
recruitment and selection 
processes undertake 
equality and diversity 
training.

Head of HR & 
Admin

Principal By December 
2006
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Appendix 2:  Race Equality Scheme Action Plan 2006-2009

4 Impact Assessment

Number 
Target Actions to achieve 

improvement
Responsibility Monitored by/ 

through
Target date/ 
milestones

Progress

4.1 Undertake impact assessment 
of policies and procedures on 
a prioritised basis.

All policies in priority 
categories to undergo 
impact assessment.

Quality Team Principal By August 2008

4.2 Publish results of full impact 
assessment.

Compile a report of impact 
assessment results.

Head of HR & 
Admin

Principal By November 
2008
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Appendix 2:  Race Equality Scheme Action Plan 2006-2009

5 Stakeholder Involvement & Consultation

Number 
Target Actions to achieve 

improvement
Responsibility Monitored by/ 

through
Target date/ 
milestones

Progress

Review membership of all 
College committees, 
groups, etc

CMAC Principal By June 2007

Formal mechanisms in 
place to recruit students 
and staff from diverse 
backgrounds onto focus 
groups and impact 
assessment reviews.

Head of 
Learner 
Services

Depute Principal By June 2007

5.1 Ensure the views of our 
students, staff and 
stakeholders are better 
represented.

Continue to develop and 
improve links with external 
partners to improve 
consultation process on a 
wider basis.

Depute 
Principal

Principal By June 2007
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Appendix 2:  Race Equality Scheme Action Plan 2006-2009

6 Monitoring and Data Collection

Number 
Target Actions to achieve 

improvement
Responsibility Monitored by/ 

through
Target date/ 
milestones

Progress

6.1 Establish strategy for the 
provision of management 
information for the purposes 
of monitoring on the basis of 
the six equalities.

Develop and implement 
Collect management 
information strategy that 
embeds equality 
legislation.

CMAC Principal By June 2007

6.2 Improved provision of 
information on staff by 
ethnicity.

Review and evaluate 
statistics in accordance 
with newly developed 
Management Information 
strategy.

Head of HR & 
Admin

Principal By June 2007
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Appendix 2:  Race Equality Scheme Action Plan 2006-2009

7 Equal Pay

Number 
Target Actions to achieve 

improvement
Responsibility Monitored by/ 

through
Target date/ 
milestones

Progress

Review and evaluate the 
current salary assessment 
scheme for newly 
appointed academic staff.

Principal Board of 
Management

By December 
2008

7.1 Ensure the elimination of any 
racial bias in relation to the 
College’s pay systems.

Introduce a system of job 
evaluation into the College 
following a period of 
review.

Head of HR & 
Admin

Principal By December 
2008



37

Appendix 3

Race Equality Policy

AGREED: OCTOBER 2005

REVIEW: OCTOBER 2006



38

RACE EQUALITY POLICY

1. INTRODUCTION

This policy is underpinned by the College’s Inclusiveness Policy and it should be read 
in conjunction with that.  The Inclusiveness Policy explains what action the College will 
take to promote Inclusiveness for students and staff.  The Inclusiveness Policy is 
available on the College’s intranet site.

The College has a general duty to eliminate unlawful discrimination, promote equality 
of opportunity and promote good relations between people of different ethnic groups.  
The Race Equality Policy focuses on the College’s specific duties, which include the 
publication of a written statement of policy for promoting race equality, and for making 
arrangements for assessing and monitoring the impact of policies on all racial groups.

2. CORPORATE STATEMENT OF INTENT

The College is fully committed to the values encompassed within the Race Relations 
(Amendment) Act 2000 and is taking positive steps to ensure that they become 
integral to the way it carries out its relevant functions.  This approach will assist the 
College in achieving a more ethnically diverse staff and student population, attracting 
and retaining able staff and students, securing high morale amongst staff and 
students and ensuring good practice in management processes.

3. OPERATIONAL CONTEXT

Coatbridge College has made a commitment, set out in its Strategic Plan, that it will 
commit to ensuring that investment in College employees will be a priority and it 
recognises that its staff are its key resource.  Currently, less than 1% of the staff 
population belongs to minority ethnic groups.  Staff will be appointed, trained, 
assessed, promoted and otherwise treated solely on the basis of their relevant merits 
and abilities.  Annual monitoring is undertaken by Human Resources as part of the 
Inclusiveness Policy to ensure that these aims are realised.  The College is committed 
to exploring innovative ways of working as part of the recruitment and retention 
strategy.

The College attempts to recruit a diverse community of students by promoting specific 
progression routes for identified groups, including those from the locality and region.  
The College admissions policy is to admit those applicants who demonstrate the 
potential to benefit from learning.  The College’s student population comes 
predominantly from those who live in the North Lanarkshire area where 1.3% of the 
population belong to minority ethnic groups.  The College is committed to widening 
participation in the local and regional context and coordinates or actively participates 
in many widening participation programmes with a range of stakeholders.
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4. SPECIFIC DUTIES

The College has specific duties placed on it by the Race Relations Act 1976 (Statutory 
Duties) Scotland Order 2002 and will ensure that it takes all necessary steps to 
comply with these as follows:

Maintaining the Race Equality Policy
The Inclusiveness Group, reporting to the College Management Advisory Committee 
(CMAC), will initially be involved in supporting the development, review and 
maintenance of this Policy.  The Associate Principal: External Services will ensure that 
the Policy is developed and implemented in line with the College’s Strategic Plan.  
Associate Principal: External Services will ensure that maintenance and review of the 
Policy takes place on an annual basis through the Inclusiveness Group.  Consultation 
processes will also include the Board of Management, relevant College Committees 
(as detailed below), recognised Trade Unions, the Academic Standards Committee 
and groups of staff, students and stakeholders where appropriate.

Assessing the impact of its institutional policies on students and staff of 
different racial groups
Head of Human Resources & Administration will ensure that the College undertakes 
regular assessment of all its relevant policies taking into account data for ethnic 
monitoring purposes and the results of any relevant surveys or consultation processes.  
The assessment will be conducted through the Committee structure, allowing a range 
of College staff, recognised trade unions, students, the Board of Management and 
other relevant stakeholders to be consulted and involved in planning and review 
processes affecting both staff and students.

For student matters, the Academic Standards Committee will bear overall 
responsibility for ensuring that recruitment, admissions, curriculum, quality of learning 
and teaching and progression policies are in line with the Race Equality Policy.  Such 
matters may be delegated as appropriate.  The Student Affairs Committee will be 
responsible for ensuring that student support and welfare policies are in line with the 
Race Equality Policy.

For staff matters, the Human Resources Committee of the Board of Management will 
bear overall responsibility for ensuring that staff recruitment and development policies 
are in line with the Race Equality Policy.

The Inclusiveness Group will ensure that this regular planning and review results in 
the implementation of clear procedures at all levels, in line with the Race Equality 
Policy.
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Policies related to the areas above are listed below and will be included in 
assessment:

 Staff recruitment & selection
 Staff Development Review
 Staff and Student Grievances and complaints, staff and student Disciplinary
 Harassment
 Student recruitment and admissions
 Student assessment
 Student guidance and support, including counselling, careers and welfare
 Student work placements
 Curriculum
 Quality improvement and assurance
 Partnerships and business and community links
 Tendering and Procurement

Existing policies and functions will be examined to determine how they affect staff and 
students from different racial groups, and consideration will be given to their impact on 
the mainstreaming of racial equality and good race relations.  The College will revise 
its policies in the light of such assessments if necessary.

Partnerships, Tendering and Procurement
Partnership agreements, tendering and procurement standard terms and conditions 
and service level agreements will contain a requirement that partners and contractors 
carrying out work on the College’s behalf or providing a service for the College reflect 
the ethos and standards of the College Race Equality policy.

Consultation
The College will formally consult on its Race Equality Policy and supporting Action 
Plan with its stakeholders, students, staff, community and groups who play an active 
part in local, minority ethnic communities. The consultation will be used to help inform 
and progress the College’s Race Equality Policy and annual Action Plan.

Monitoring recruitment and progression of staff and students of different racial 
groups
The College will collect comprehensive data based on the CRE Amended Census 
2001 monitoring categories.  Information collected on an individual's ethnic origin, will 
be collected by the College and used solely for the purpose of monitoring 
inclusiveness, will be recorded in an anonymous way in any published reports, and 
kept confidential and protected from misuse and will comply with the requirements of 
the Data Protection Act 1998.

The data will be analysed to identify possible inequalities, investigate the underlying 
causes and identify steps to be taken which may eliminate such inequalities. 

Data on the numbers of staff, according to ethnic origin, will be collected and analysed 
under the following categories:
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 Recruitment, including applications, appointments, selection methods and 
types of contracts

 Career development and progression, including promotion and staff 
development review processes

 Professional development and training opportunities
 Grievances and disciplinaries, including incidents of racial harassment
 Termination of employment and staff turnover

Data on the numbers of students, according to ethnic origin, will be collected and 
analysed under the following categories:

 Student recruitment i.e. applications and intake figures
 Progression
 Retention rates
 Choice of programme
 Learning outcomes
 Assessment appeals
 Incidents of racial harassment
 Student discipline and complaints cases
 First Destination returns
 Bursary and Hardship Fund applications

The College will take steps to review and improve the quality and reliability of the data 
it collects on ethnicity.

Arrangements for publishing the policy, assessments and monitoring
The Race Equality Policy will be published widely within the College and will be 
accessible to external parties via the College’s website. It will be made available to all 
new staff through the induction procedure.  It will be highlighted to students in the 
Student Guide and will be accessible to students via the College’s website.  The policy 
will be advertised in College newsletters and other publications as appropriate. 
The results of monitoring and assessment will be published in the annual 
Inclusiveness Report, which will be presented to the Audit Committee of the Board of 
Management during its annual meeting cycle.  The Report will include an outline of the 
key areas for action for the forthcoming year based on this data. 

5. TREATMENT OF STAFF AND STUDENTS

The College will promote inclusiveness of staff and students in all aspects of its work, 
irrespective of racial group or identity and within the context of a cooperative and 
culturally diverse environment. Indicative actions may include:

Religious and cultural needs
Managers will normally allow variations or adaptations to a post in order for particular 
religious or cultural needs to be met  e.g. observance of prayer times and religious 
holidays or wearing of ethnic dress in a post where a uniform is the usual requirement.  
Students' religious and cultural needs are recognised through the Academic 
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Standards Committee and Student Affairs Committee.  Where possible, serious 
consideration will be given as to whether it is reasonably practicable to vary or adapt 
learning, teaching and assessment in order for these needs to be met.

Communication and Language Training
Whilst the language of learning and business is English, the College recognises that in 
some circumstances, difficulties in communication can impact on equality of 
opportunity in the College. For the purposes of a grievance and/or disciplinary hearing, 
translation or interpretation facilities will be provided if required.  A Code of Conduct, 
to include behaviour and language guidance notes, will be developed by the 
Inclusiveness Group to increase awareness of and encourage the use of open and 
inclusive behaviour and language. 

Improving awareness amongst colleagues
All staff and students will be encouraged to support measures introduced by the 
College designed to ensure equal opportunity and avoidance of discrimination. This 
will be achieved through a variety of means, including organising awareness training
for staff, and diversity events for both staff and students. Student support systems will 
be enhanced by the inclusion of race equality issues in the Student Guide, staff 
induction procedures and through Staff Development Review in accordance with the 
Inclusiveness Policy.

6. COMMITMENTS, ROLES & RESPONSIBILITIES

The College Board of Management is ultimately responsible for and is committed to 
ensuring that the College meets all legislative requirements related to the Race 
Relations (Amendment) Act, and that related procedures and policies are 
implemented and maintained.  

Race Equality will be integrated into the corporate planning process through the 
College’s Strategic and Operational Plans. 

The Principal will ensure that general awareness of this Policy is promoted within the 
College.

The implementation of this Policy is the responsibility of all staff and students as part 
of their normal activities as members of a learning and social community.  All staff and 
students will therefore be made aware of their obligation to adhere to the Policy and to 
the principles of diversity and promoting good race relations.

The College will make use of its links in the local and wider education, business and 
other communities to promote good practice in racial equality and to encourage others 
to deal with the problems and effects of race discrimination.

The Inclusiveness Group, led by the Associate Principal, External Services, is 
responsible for coordinating all work related to racial equality.  The Inclusiveness 
Group will have overall responsibility for coordination of policy development and the 
mainstreaming of Race Equality into corporate policies, procedures and processes.
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7. ACTION PLAN

The Inclusiveness Group will develop an annual Action Plan, detailing priorities, 
timescales and responsibilities. The Action Plan will be part of the College’s Strategic 
Planning and decision-making processes. The Action Plan will support the 
mainstreaming of Race Equality work and link the Race Equality Policy to the practical 
steps necessary for its achievement.  The Action Plan will be informed through 
consultation with stakeholders, students, staff, trade unions, community and groups 
who play an active part in local minority ethnic communities. 

8. COMPLAINTS

Discriminatory behaviour towards a person on the grounds of race is unlawful. 
Deliberate acts of discrimination on racial grounds will be treated as disciplinary 
offences and dealt with in accordance with the College’s Disciplinary Procedures.

Staff who feel that they have not been treated fairly and equitably, in accordance with 
this Policy, should, initially bring this to the attention of Human Resources.  If the 
situation is not satisfactorily resolved, they may pursue a formal complaint in 
accordance with the College's Grievance Procedure.  Any claims of harassment 
should be dealt with under the College's Bullying and Harassment Policy.  The 
Bullying & Harassment policy and Grievance Procedure are available from Human 
Resources.

Students who feel that they have not been treated fairly and equitably in accordance 
with this Policy may pursue a complaint in accordance with the College's Student 
Complaints Procedure.  The Student Complaints Procedure is available on the 
Student Intranet.  This procedure includes first steps and informal solutions.

Further informal advice, in the case of students, can be sought, in the first instance 
either from their Senior Lecturer, Head of Department or Guidance Tutor and in the 
case of staff from the Human Resource Manager.  

9. REVIEW

The Race Equality Policy will be reviewed annually to assess its effectiveness.  This 
will be undertaken by the Inclusiveness Group reporting the results to the Human 
Resources Committee and Student Affairs Committee during their annual meeting 
cycle.

31.10.05
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Appendix 4

Coatbridge College Race Equality Policy 2005: Overview 
Report: June 2007

Race Equality Policy 2006

This could be used as a template to inform the development of a Disability Equality 
Scheme/Policy. However the REP would require some improvement as it is very 
compliant rather than culture focused.

1 Inclusiveness Policy
The reference to inclusiveness policy is not adequate. It does not spell out why 
the college wants race equality. It should go beyond the specificities of the duty 
to assimilate expectations of equality.

2 Corporate Statement of Intent
Again this sound like a statement of compliance as opposed to the college 
wanting to be equal because it serves there moral, ethical and educational 
purpose and has specific benefits for the college, its staff, its students and
those that come into contact with them in the workplace and the community.   

3 Merits and Abilities
Treating people solely on the basis of their relevant merits and abilities does 
not necessarily acknowledge the historic discrimination experienced or the 
impact of that on the colleges culture on the capacity to invite [attract] and 
retain [sustain] diversity.

4 Operational Context
There is a need to update this section for the RR[A]A and associated duties 
and spell them out

5 Treatment of Staff and Students
There is a focus on inclusiveness but no stated commitment to anti 
discriminatory practice. The description of a ‘cooperative and culturally diverse 
environment’ does not demonstrate an understanding of the energy and added 
value that equality, diversity and inclusiveness brings.

6. Communication and Language Training
This section does not address the issues established in the QELTM guidelines 
of ensuring texts are anti discriminatory and where historically so are explored 
to expose the negative assumptions, stereotypes and prejudices.
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7. Improving Awareness amongst Colleagues
This section refers to the avoidance of discrimination, this could be stated in 
terms of absolute non tolerance of discrimination.  The last paragraph on page 
6 and the section 7 Action plan are good and could lend itself to disability and 
other equality strands.

8 Complaints
This section specifically refers to deliberate acts- what about ‘un-deliberate’ 
acts?  What might these look like?

9 Review
This section should include a section on consultation with BME staff, students 
and communities.

Social Inclusion Policy 2005

This needs to be rewritten to spell out initiatives and implications. It has strong focus 
on race and ethnicity and needs to be more reflective of disability and other 
minoritised and discriminated groups. Throughout the policy there is a tendency to be 
too general and never spell out who the people that may benefit from this policy are, 
these need to be spelt out clearly.

3.15 Equal Opportunities Policy

Ç The whole policy needs reviewing with reference to transgender people e.g. the 
bulleted list in section 2 should include transgender.

Ç In section 5 the list of related policies should include those on procurement and 
on marketing.

Ç Staff data sets should be revised so that each data set is gendered.

Ç Data sets on gender and marital status should be revised to include 
partnerships, dependents and caring role.

Ç A data set on part time and flexible working would be useful for gendered 
analysis on work/life balance, career progression etc.  They might include why 
people want those working conditions – children, caring, second income
[choice], personal health, studying etc.

Ç Student data sets should also include gender, partnership status and 
dependents and caring role; incidents of sexism and sexual harassment.
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Although the information on people family life might seem intrusive it would enable the 
college to plan strategically around meeting staff and student’s needs in terms of 
managing their life /work/study balance. It would demonstrate that the college is 
acknowledging and responding to gendered issues.
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