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1. Introduction
1.1 This is Leicester College’s first Single Equality Scheme.  The Scheme describes in one document how we intend to fulfill our statutory duties under existing equalities legislation, how we will promote equality of opportunity and reduce discrimination, and how we will demonstrate our commitment to placing equality and diversity at the centre of every aspect of our work. It meets all of the requirements for a Race, Gender and Disability Equality Scheme and the public duties in relation to these areas, and complements these existing Schemes.  
1.2 However, this new Scheme also embraces the strands of age, religion and belief, sexuality and gender reassignment issues, and incorporates our response to the community cohesion agenda.  It also addresses the proposed duty to have “due regard for the inequalities arising from socio-economic disadvantage” in our strategic planning.  This Scheme will be effective from September 2009 to July 2012.
1.3 Our aim is to take a strategic and inclusive approach to addressing equalities and diversity throughout the College as it impacts on learners, staff, Governors, partners, visitors and all other stakeholders in the College.  We recognise that all of these stakeholders will also have a role in contributing to the success of the Scheme, and we will work in partnership with them to implement it.  
1.4 We have attempted to involve equalities groups in the development of this Scheme through student and staff forums, and intend to work in partnership with them to monitor and review progress. 
1.5 Our aim is to do more than simply comply with the present legislation on equal opportunities.  We intend to promote equality and celebrate diversity, to ensure that all of our policies and practices are increasingly inclusive, to eliminate any barriers to success for particular groups, and to take legal positive action to redress any differentials in outcomes for learners and staff. 
2. Equalities and Diversity Statement (extracted from Equalities Policy)
2.1 Leicester College has valuing diversity and promoting equality as one of its core values.  These govern the way we work with each other and our approach to all our learners and stakeholders.
2.2 The College aims to promote equal opportunities for potential and current staff, students, visitors and other stakeholders, and will actively implement all of its equalities policies in order to combat discrimination and to promote good relations between all different groups. 
2.3 We are proud to be located in a city such as Leicester, and value the diversity of all the communities we serve. We acknowledge and celebrate the different backgrounds, cultures, languages, abilities and beliefs of our learners and staff. The College aims to promote community cohesion, and to provide a safe and harmonious learning environment where everyone feels that they belong.
2.4 The College works within the existing equalities legislation, and will take a range of actions to ensure it meets its general and specific public sector duties. We are opposed to, and will tackle all harassment and other discriminatory attitudes and behaviours, particularly in relation to disability, age, ethnicity, colour, race, gender (including gender reassignment), marital status, religion and belief, sexuality, social background, class and trade union affiliation. 
2.5 We will continue to take positive action to address any under-representation in the student or staff profile, and to tackle any gaps in the success, retention or achievement rates for any equalities group. We will also work to eliminate any barriers that might inhibit the success or progression of any groups of students or staff.

3. Strategic Priorities

3.1
The College Strategic Plan 2009-2012 states our mission is to:

‘deliver a wide range of high quality learning experiences to support the diverse communities we serve and the personal, social and economic development of individuals and enterprises. We believe in Learning for Success.’

The College’s commitment to this mission is reflected in our published Values and these values govern how we work and what we expect from our learners, staff and partners.

3.2
Our Values are:

· Raising aspirations, achieving ambitions

· Demonstrating excellence in teaching, learning and support

· Valuing diversity, promoting equality

· Working together to get the best results
We recognise that these values impact positively on Equalities and Diversity, but also state “valuing diversity and promoting equality” as an explicit core value.
3.3
The College Vision is focused on three themes:

· Successful Learners

· Investment

· Innovation: New Ways of Working

The College Strategic Plan 2009 -2012 states clearly the related aims and priorities for each theme that result in the College Development Plan 2009 -2012 and the College Operating Statement 2009/10.  
3.4
These Plans, the Vision, Mission and the Core Values form the overarching driver for the following Equalities and Diversity strategic priorities:
a. To ensure that equalities and diversity underpins the way the College is led and managed and is fully embedded in the quality assurance processes and the curriculum offered by all areas
b. To continue to address any gaps in the success, retention or achievement of any particular equalities groups and to ensure the curriculum is appropriately differentiated for all learners
c. To ensure that the profile of learners reflects the local demography, to take positive action to address any under-representation or stereotyping in particular areas, and to improve access to the College and the curriculum offer to attract non-traditional  learners and widen participation
d. To develop an inclusive and safe environment based on community cohesion principles, where the voice of learners, staff and other stakeholders, (particularly those from equalities groups), is heard and appropriately acted on

e. To  develop the staffing profile of the College so that it better reflects the learner population, and to support staff progression and development
4. Where we are now: the baseline for monitoring progress


4.1 
Local Context 

(Taken from The Diversity of Leicester: A Demographic ProfileMay 2008)
4.1.1 Leicester College serves the sub-region and so comparisons need to be made with the demography of both the city and county.

4.1.2 Leicester City has a large and diverse population. The Council estimates that the current ethnicity breakdown of the City shows 60% White, 31% Asian (28% of whom are classified as Indian), 8% Black and 0.5% Chinese and 0.5% Other. However, the population has been changing fast with newly arrived refugees and asylum seekers and migrant workers, particularly from Eastern Europe. 
4.1.3 Leicester County has a significantly smaller Black and Minority Ethnic population, which is mainly residing in Loughborough and the outskirts of Leicester City.

4.1.4 The population of Leicester City schools (PLASC data 2007) shows a higher percentage of BME pupils, which is clearly relevant to the College and its planning, as they move through the education system:  
	
	Primary 
Schools %
	Secondary 
Schools %

	Asian
	39
	40

	Black
	9
	7

	Mixed
	6
	5

	Other
	2
	3

	White
	44
	45



4.1.5
If current trends continue, then Leicester is likely to become the first city with a majority of people from a minority ethnic background.  In terms of community cohesion, Leicester scores moderately well against other cities on tables of segregation, as the population is relatively mixed with few areas where one minority ethnic group is dominant.


4.1.6 
Leicester has a younger than average population (35.5 years compared to 38.5 years for the UK). The average age of the Black and Minority Ethnic (BME) population is 8 years younger than the white population.



4.1.7 
The Census 2001 showed a wide diversity of the faiths in Leicester, and the Council of Faiths states that the City has one of the highest rates of attendance at faith based activities in England with 240 faith groups across 14 faiths.  The County has 74% Christian and a very different profile.
	
	Christian
	Hindu
	Muslim
	Sikh
	Buddhist/Jain/Ba’hai/Jewish

	Leicester City
	45%
	15%
	11%
	4%
	Less than 1%

	Leicestershire

County
	74%
	2%
	0.8%
	0.8%
	Less than 0.2%





Over recent years, the proportion of the Leicester City population who are Muslim is considered to have increased and 26% of the school population is Muslim and 15% Hindu (PLASC 2006).



4.1.8 
Leicester City is ranked as the 20th most deprived local authority region. Areas such as New Parks, Braunstone, Beaumont Leys, Spinney Hills and St. Matthews and Saffron Lane Estates are known as Lower Super Output Areas and feature within the 5% most deprived areas in the country. The proportion of children taking free schools meals (often used as an indicator of poverty) is 21.3% compared to 13.3% nationally.


4.1.9 
The overall employment rate in Leicester is lower than the English average and it is significantly lower for BME groups:

	Ethnicity
	Unemployment Rate % 2006

	White
	2.3

	Mixed
	2.9

	Black or Black British
	6.3

	Asian or Asian British
	2.9

	Chinese or other ethnic group
	8.0




However, Leicestershire has a higher rate of economically active people than the national or regional average.


4.1.10 
Compared to other cities in the region and nationally, a higher proportion of people in Leicester have no qualifications and have both low literacy and numeracy skills, and educational attainment rates are amongst the lowest in the Country at KS2 and KS4.


4.1.11 
It is hard to estimate the proportion of LGBT people in the City or County as sexuality has not been monitored to date in the Census.  However, the National Survey of Sexual Attitudes and Behaviour 2000 found 8.4% men and 9.7% women had had same sex sexual experiences, this is slightly lower for 16 to 24 year olds at 4.3% male and 9.1% female .



4.1.12 
The Census also showed that 18.76% of Leicester’s population and 15% of Leicestershire’s population are disabled or have a long term limiting illness, (slightly higher than the national average),but the majority of these will be older and so the proportion of working age is estimated to be around 12%.

4.2 
Where we are now: our learners and their success




Reflecting the local population (data from 2008/9)


4.2.1 
A report run in June 09 showed that 51% of full time, and 53% of part time students in the College were female (52.6% of students overall) - a slight increase in the percentage of full time and slight decrease in part time on the previous year. Overall, 4% were under 16 years, 19% were 16-18 years and 77% were over 19 years (a slight increase in those under 16 and over 19 years on the previous year.) 

4.2.2 In the same year, 7.9% of students (6.7% full time) declared that they  were disabled and 8.3% (12.4% full time) that they have a learning difficulty, a slightly lower proportion of full time students than in the local population (see para 4.1.8). 

4.2.3 Using the LSC definition, 57.6% of students come from “widening participation” categories i.e. are from deprived areas, studying basic skills etc., which is a significant 7.7% increase on the previous year.

4.2.4 The College recruits well from the diverse range of ethnic groups.  In 2008/9, 43.7% of all students (46% enrolled on full time or 43% part time courses) were from Black or Minority Ethnic (BME) groups (defined as not being from a White British background).  These proportions were slightly lower overall than the previous year 2007/8. (EBS June 09).

BME Representation 08/09

[image: image1.emf]56.3%

17.5%

5.0%

7.3%

2.5%

6.4%

3.2%

0.3% 4.7%

White British

Indian

Other Asian

Black

Mixed

Other White

Any Other

Chinese

NK




4.2.5 
If a comparison is made with the local population in the City according to the 2001 Census, we see there is an under-representation of Indian students in the College, (although they still make up the largest group after White British at 17.5%), and a significant over-representation of African and White Other students. The latter may also reflect the changing demography of the City since the Census with the arrival of refugees and asylum seekers from some African countries (such as Somalia and Zimbabwe) and migrant workers from Eastern Europe, as well as secondary movers (e.g. Somali people who settled in other EU countries as refugees and then moved to the UK once they had their status confirmed).  However, in comparison to the County, all BME groups are over-represented in the College.  




This next table shows the distribution of students across the ethnic groups in the College in 2008/2009 compared to the 2001 Census:

THE CITY AND COUNTY POPULATION COMPARED TO 
LEICESTER COLLEGE STUDENTS
	
	County

Population

2001 Census
	City 
Population
2001 Census
	Leicester College
(f/t and p/t) 

2008/9

	Asian and Asian British Bangladeshi
	0.2%
	0.7%
	1%

	Asian or Asian British Indian
	3.04%
	25.8%
	17.5%

	Asian or Asian British, Other Asian
	0.3%
	2.0%
	2%

	Asian or Asian British,  Pakistani
	0.2%
	1.5%
	2%

	Black or Black British African
	0.1%
	1.2%
	4.8%

	Black or Black British Caribbean
	0.2%
	1.7%
	1.8%

	Black or Black British Other Black
	0.03%
	0.2%
	0.7%

	Chinese
	0.4%
	0.5%
	0.3%

	Mixed White and Asian
	0.3%
	0.7%
	0.5%

	Mixed White and African
	0.1%
	0.2%
	0.5%

	Mixed White and Caribbean
	0.3%
	1.0%
	1.1%

	Mixed- Any Other Mixed 
	0.2%
	
	0.4%

	White British
	92.8%
	60.5%
	56.3%

	White Irish
	0.7%
	1.3%
	0.6%

	White Other
	1.3%
	2.0%
	5.7%

	Other
	
	
	3.3%

	Non known/not provided
	
	
	4.7%



4.2.6
A comparison between 2007/8 and 2008/9 data shows a slight drop in the percentage of Indian and White Other students and an increase in African, Pakistani and Mixed, which is also reflected in schools’ data. 
4.2.7 The continued use of over 100 community venues alongside the college’s means that the College is able to provide education and training to a wide range of learners in local and community settings that are comfortable and welcoming to them.
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Supporting non-traditional participants
4.2.8 When looking at participation, the College figures are influenced by the high numbers of BME students on specific ESOL provision, and so it is important to look at specific curriculum areas, and the wide variations that exist, for example:
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4.2.9 The longer term aim for the College is to work on redressing the stereotypical choices of course by gender and ethnicity, which has to be addressed in partnership with schools and communities. Particular issues have been identified with Work Based Learning, where the College has less control over selection e.g. only 3% of Advanced Apprentices and 5.6% Apprentices are from a BME background. 

4.2.10 All curriculum areas are now looking at issues of representation on an annual basis with the Diversity Manager, and there are a number of positive action initiatives taking place, such as Women into Construction courses with the City Council, and the Contemporary Cultural Fashion Course in Art and Design. Planning is taking place for a week of Aim Higher activities for schools in February 2010 to offer taster sessions for Year 8 students in non stereotypical vocational areas (“Breaking the Mould”), but further action is required.

4.2.11 Through Aim Higher, the College worked in partnership with Loughborough University on a project to try and attract more BME students into teaching as a career and produced marketing materials and a ran a range of workshops and awareness raising events in schools and the community, which was positively evaluated by the students.

Success rates of equalities groups (based on 07/08 results)

4.2.12 A significant amount of work has been carried out to analyse the success, retention and achievement rates of different equalities groups in the College and to address any inequalities. All curriculum areas look at their data in detail with the Diversity Manager each year and agree action that they will take. In addition, this is a core part of the discussions of the Effectiveness Panels, and so actions are built in to development planning cycle. 

4.2.13 Differential outcomes may relate to many areas such as possible lower expectations or stereotypes of particular groups, lower aspirations of learners and lack of role models, curriculum relevance, the marked difference in the study and organisational skills required for a particular level, support available for advanced bi-lingual students etc. However, as these issues exist across all phases of education, and in most institutions, many of the issues are societal and systemic, and need to be tackled in partnership with communities, external partners and schools.

4.2.14 Detailed reports on the data are presented to the Senior Leadership Team each year, but some of the current issues are outlined below:


Ethnicity
4.2.15
The College was above the national benchmark success rates last year for all the large BME groups. However, for several years, we have noted the common national pattern of differential success rates by ethnic group, and examined our own data. Following a successful initiative in 2005/6 to try to close this gap, there was significant improvement in 2006/7 when the differential between the lowest and highest attaining groups was reduced from 15% to 7%. In 2007/8 all BME groups’ success rates were raised yet again, but the significant increase in the highest performing group’s success (Asian) to 81% meant the gap with the lowest group (Chinese) at 73% was still at 8% (However this is a really small cohort in the College.) 
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4.2.16
However just looking at success rates can also disguise significant variances in the achievement and retention rates for particular groups, and so these are now examined in detail at College wide and curriculum area level. 



Gender

4.2.17
Gender also plays a significant role in success, with females outperforming males in all ethnic groups apart from Mixed (both at 76% last year), with the largest gap being in the Asian group with females performing 8% higher than males, the Black group (5% higher) and the White group (3% higher).
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4.2.18
Work has also been undertaken to  analyse data by Level and this shows some interesting differences relating the gender and ethnicity which are now being considered:
	Gender gap by Level  for White British group

	
	All
	Female
	Male 
	Gap 

	Level 1
	82%
	82%
	82%
	None

	Level 2
	70%
	73%
	67%
	6%

	Level 3
	77%
	80%
	69%
	11%


	Achievement  Rates for largest BME groups at Different Levels 

	Groups
	Level 1
	Level 2
	Level 3 

	Leicester College
	91%
	86%
	91%

	White British
	94%
	90%
	94%

	Indian
	92%
	85%
	86%

	Pakistani
	94%
	86%
	74%

	Bangladeshi
	82%
	96%
	80%

	Black Caribbean
	93%
	84%
	92%

	Black African 
	86%
	74%
	83%

	Gap between highest and lowest 
	12%
	22%
	20%



Disability

4.2.19 
In 2007/8 the success rate for self declared disabled students on long courses in the College was 75% (retention 85% and achievement 88%) which is similar to the comparable data for the College as a whole (success rates 75%, retention 84% and achievement 89%). However, the success rates for the students on long and short Continuing Studies courses is particularly high, at 86% (retention 88% and achievement 98%), and so this distorts the figures. The success and achievement rates for the self declared disabled students on mainstream courses is slightly lower than the College average  at 73% and 87%, but retention rate is the same (85%).
	2007/8
	Success:

All 
(%)
	Success:
Disabled 
(%)
	Retention: 
All 
(%)
	Retention:

Disabled
(%)
	Achievement:
All 
(%)
	Achievement:
Disabled 
%)

	Female
	78
	76
	85
	85
	91
	89

	Male
	70
	73
	82
	85
	81
	86

	All
	75
	75
	84
	85
	89
	88


The College has been working in partnership with REMPLOY and the City Council in an initiative called ‘Project Search’ to help Continuing Studies’ students gain work experience and progress on into employment.
Other equalities areas
4.2.20 
There is currently no data available on success rates by religion and belief or sexuality, as these areas are not currently monitored by the College but it is anticipated that data can be collected on the enrolment form from 2010, so this will be possible the following year.

The proposed new duty on public bodies to have “due regard to outcomes in relation to socio-economic disadvantage will require the College to consider how this can be monitored, and guidance is expected from the Government in future.

4.3 Where we are now: our staff profile


Leicester College employs approximately 1565 full and part-time staff across 3 campuses and at a number of outreach centres throughout the City. The College has a diverse workforce and is committed to promoting equality for all its employees. The College also has a number of policies and procedures in place to support its equality initiatives (see Appendix F). Consultation with staff about the Single Equality Scheme has taken place through Staff Forums and an all staff questionnaire. The results of these consultation exercises can be found in paragraph 5.3.

4.3.1 
Ethnicity
In terms of ethnicity, the workforce comprises overall 75% white staff, 24% non-white with 1% ‘unknown’. The College recognises the need for the profile of its workforce to more closely reflect the sub-regional population (for a breakdown of the demographic profile of Leicester and Leicestershire see paragraph 4.1).It has therefore established a Positive Action Focus Group chaired by the Director of HR and has in place a plan of positive action to further increase the proportion of BME staff within the organisation, with a particular focus in the areas of curriculum delivery and management. (The College currently has 7.4% BME managers, which is higher than the LSC 2010 target, but it is recognised there is still a need to address this area).  The College also recognises the importance of role models for students who share their ethnic background and so this is highlighted as one of the strategic priorities.
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4.3.2. 
Gender
Leicester College continues to employ significantly more women than men (36% men/ 64% women overall). The gender balance in a number of curriculum areas reflects traditional occupational segregation e.g. Construction and Hair and Beauty. To help address these imbalances the College will continue to promote job roles in these areas to under-represented genders. Statistical data also demonstrates that women are under represented in senior support and management roles. To support women at all levels of the organisation the College is committed to promoting  part time and flexible working opportunities at management level. The College is also to undertake an equal pay audit to establish whether any gender pay gaps exist within the organisation. 



4.3.3 
Disability
2.6% of the College workforce have disclosed a disability.  The figures for the College are in line with the Sector Skills Council Lifelong Learning UK who estimate that 2.3% of staff working in the FE sector have voluntarily disclosed a disability.  However, it has been estimated that up to 12% of the working population in the country as a whole have a disability. The College holds the 2 Ticks Disability Symbol, advertises vacancies on the Disabledgo website and has committed to working towards the NIACE Disability Equality Commitment (11 standards relating to the employment of disabled people).
	
	Disabled
	Not
Disabled
	Not 
Known
	Totals

	Support
	20
	  738
	10
	  768

	Lecturer
	  6
	  384
	  8
	  398

	Manager
	  3
	  117
	  1
	  121

	Part-Time Lecturer
	12
	  266
	  0
	  278

	College Totals
	41
	1505
	19
	1565


4.3.4 
Age

The College has a high proportion of older workers,as 33% of the workforce is 50 or older and only 12% are below the age of 30. The College is committed to succession planning and continues to offer flexible retirement packages to older workers to help reduce the impact of an ageing workforce. 
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4.3.5 
Monitoring

The College currently monitors its workforce by ethnicity, gender, disability and age in terms of staff profile, applications for vacancies, success at interview, training and development, incidents of harassment, discipline and grievance procedures, dismissals and redundancies. 

During 2010 the College will also introduce monitoring of its workforce in terms of religion or belief and sexual orientation.


4.3.6 
Training


The College is investing in a training programme to ensure that all staff have been trained in Equalities and Diversity issues. Equalities is a mandatory part of College induction, and a training session was provided to all staff at the Development Day in November 2008, which resulted in areas agreeing their own equalities priorities. Bespoke training has subsequently been provided for  the College Leadership Team, and is now being rolled out to PAMs, BDMs and Team Leaders in 2009. Diversity Champions will be identified in each area to then cascade the training on to all staff, and an online training resource is being developed.
4.4 Where we are now: our policies and procedures




4.4.1 
The College has in place all the required Equalities Schemes (Race, Gender and Disability). In 2008/9, all of these were reviewed and  their related action plans were amalgamated into one Equalities and Diversity Action Plan. This will now be incorporated into the Single Equality Scheme Action Plan (Appendix A)
4.4.2 
The College has also agreed a Community Cohesion Policy and Action Plan, and the latter has also been incorporated. 
4.4.3 
The Religion and Belief Policy was also agreed in 2008, and issued to staff along with guidance, and a briefing was provided to the College Leadership Team. A policy of LGBT equality is currently being developed.
4.4.4 Equality and Diversity (E and D) has remained a high priority for the College and is enshrined in its new vision and values. A briefing was given to the Governors’ Strategy Day in 2009, and a number of briefings have been given to the College Leadership Team (CLT) on Equalities Impact Assessments, Anti-Bullying and Religion and Belief. An article on E and D appears in every Connect and in the student newsletter.

4.5 Where we are now: inclusion and community cohesion


4.5.1 
As the College is so diverse, priority has been given to Community Cohesion, and a Strategy and Plan are in place to address these issues. Work includes specific Learner Voice activities, Respect Week and the Faith Ambassadors’ programme, as well as a new Student Conference, inclusive enrichment activities and tutorials on a range of community cohesion issues. A partnership with Diversity Hub led to students trained to run Diversity workshops for their peers.

4.5.2 
Partnership with St. Philip’s Centre led to the development of a “Focus on Faith” staff training delivered in 2009,and to be repeated each year, and a further one day course on tackling extremism and mainstreaming moderation is planned for 2009/10.
4.5.3 
Significant work has also been undertaken to raise awareness of particular groups who may face discrimination and to support their needs. Displays and workshops have been run for Black History Month, Learn to Sign Week, Refugee Week etc. and a new piece of work has been commissioned by the LSC on the needs of multiple heritage learners.

4.5.4 
This is an area which the pilot inspection assessed as “outstanding”, and the College was successful as Community Cohesion Provider of the Year in the 2009 LSIS Learner Voice awards and has been shortlisted for an AOC Beacon award.

4.5.6 
The College has also reviewed and revised its policy and procedures for tackling bullying and harassment, and a comprehensive reporting system will be in place from September 2009 alongside an information campaign for students. Joint work was undertaken with the police to highlight the issue of hate crime and in particular to support student with learning difficulties to report bullying.

4.5.7 
The College is developing its work on inclusion and has held its first inclusive sports week in June 2009 and is developing its enrichment programme to ensure it is more accessible to disabled students. The Student Liaison Team is also looking at how best to include the students with PMLD from the Frith Outreach Centre in the course representatives’ system. 
4.5.8
A significant amount of work has been undertaken on improving access to the College; the facilities have been assessed by Disabledgo and they have produced a guide for prospective students. The new build up at Abbey Park Campus has significantly improved the physical access for disabled people, and other improvements have been made this year (e.g. changing facilities at St. Margaret’s Campus and stair-lifts at Freemen’s Park Campus.)
4.5.9 
Over the last year, support for disabled students has been radically reviewed and brought in-house, with a newly recruited Inclusion and Disability Support staff team. New assessment and support processes based on inclusion and the social model of disability have been developed, and will be in place from September 2009.

5. The process for developing the SES

Agreement was reached in 2008 to work towards a Single Equality Scheme (SES), in the light of the likely changes that the Equality Bill 2010 would bring. A working group met throughout the year, chaired by the Vice Principal (Quality, Students and Staff), to formulate the Scheme. 

It was recognised that the key to a successful SES was the involvement of the various equalities groups in its development, and so it was agreed that nothing would be written until there had been wide consultation and involvement of staff and learners from equalities groups (see Appendix D).

5.1 
Gathering and using data


Data to inform the SES was gathered from a wide range of sources. In terms of quantitative data, local information on demographics came from the City and County Councils, and a significant amount of work was undertaken during the year comparing the student and staff profile (from College EBS and Workforce systems) to the sub-regional population and the schools’ PLASC data. Success, retention and achievement rates (from Proachieve) have been analysed using all available equalities data and reported to the Senior Leadership Team and Governing Body in the Annual Report, and priorities for action agreed.


All of this information has provided a baseline for the SES, but also for Equalities Impact Assessments carried out during the year.

5.2   
Involvement of equalities groups

It was also considered essential to gather a range of qualitative data. The initial consultation phase on the SES was carried out with a range of student and staff discussions and forums. In addition, a questionnaire was sent out to all staff for their views, and the Student Satisfaction Survey was analysed by equalities groups. The results of all of this work were distilled to enable the priorities for the SES to be established.

5.3 
Staff Forums

In order to get the perspective of staff from equalities groups on the SES, a number of forums were organised for women, disabled, BME and LGBT staff, and staff with particular religious beliefs or faiths. All bar the Women’s Forum were well attended, and it has been agreed that they should continue to meet on a regular basis, should have agreed terms of reference and act as on-going consultation forums on equalities issues. It is also proposed that they be formally linked into the strategic structure for monitoring and progressing the SES and are represented on the Equalities and Diversity Committee. 

The key areas that the Forums wanted the College to prioritise are listed below:


Disabled Staff Forum:

· Developing a process to update the monitoring data so that there are accurate records of disabled staff 

· Improving knowledge of Access to Work among managers and disabled staff 

· Ensuring disabled staff have a named HR advisor to support them

· A central budget to fund staff adaptations not fundable through ATW 

· Addressing access and reasonable adjustments through appraisal 
· Clarifying and improving the PEEPS process for disabled staff
· Exploring the idea of a disability leave policy 

· Addressing the lack of disabled parking at FPC 

· Procedures for use of lifts and stair lifts to be reviewed

· Holding more disability awareness training for managers


LGBT Staff Forum:

· Developing an  LGBT Equality Policy with guidance for managers and staff and associated training

· Raising awareness amongst staff and students of LGBT issues e.g. representation in College publicity materials.

· Training for staff that focuses on the use of heterosexual terminology, stereo-typing and the importance of challenging homophobic behaviour

· Considering LGBT monitoring of staff applications


BME Staff Forum:

· Improving data sharing on BME representation and recruitment

· Developing positive action needed to recruit BME staff and managers

· Monitoring the recruitment process and addressing inequalities 

· Briefings for managers on College equalities policies to get more consistency in practice e.g. leave for religious holidays

· Addressing race equality as part of appraisals-question about barriers 

· Developing training for managers on culture and belief 

· Developing BME career development sessions 

· Having regular development opportunities and positive action for BME staff

· Developing publicity to recruit to BME staff to group


Religion and Belief Group

· Monitoring staff and students’ religion and belief 

· Agreeing policy for time off to attend group

· Developing guidance on what can and can’t do in terms of promoting faith events

· Producing a diary of faith events and celebrations for the year to be developed and shared and distributed at Freshers’ Fair

· Reviewing the role of Faith Ambassadors (and changing name),raising profile across the College to show students what they can offer 

5.4 
Student Forums

During the year, a number of forums were also developed for different groups of students in partnership with the Student Union Officers, and their views were gathered on a number of issues to identify their priorities for action. In addition, a specific consultation was held with BME students from 6 curriculum areas in 2008 to identify the key actions the College should take to address their priorities.


BME Student Group:

· More support for ESOL in class and extra classes e.g. over holidays

· Improving range of food for different cultural needs and making more authentic e.g. curries, Halal

· More tutorials on race equality and different cultures and religions

· More chances for people from different backgrounds to mix in activities

· Stricter attitude from staff in relation to racist bullying and more training for students

· More activities like Black History Month and celebrations of the positive contribution of different faiths

· More BME staff as role models and particularly bi-lingual staff to help explain work

· More gospel sessions and other cultural enrichment activities 

· More training for staff on making the courses interesting and relevant to BME students


LGBT Student Group:

· Higher profile for LGBT issues and celebrating LGBT History Month

· Positive images of LGBT people around College

· Sexual Health Team and other Student Services Teams to be trained on LGBT issues

· Unisex toilets to be provided

· Named staff member to be available for LGBT students to turn to for support or advice.

Disabled Student Group:
· Review use of lifts and process for when they are out of order

· Earlier assessments for disability and learning support 

· Tutors having more training in disability awareness

· Disability awareness as part of student induction

· Induction also to include more mixing of Continuing Studies and mainstream students 

· Disabled parking bays at FPC increased and must be able to be reserved and access to entrances reviewed

· Develop an accessible space for public and large scale student events

· Need more sports for disabled students

· All front line staff having Deaf awareness and basic BSL

· Developing E learning for disabled students who have periods when they are ill and need to work from home 

· Better range of chairs with at least one comfortable one with arms in each classroom

· Improving acoustics at APC as real problem for HI and ASD students

· More training for staff and students on tackling bullying of disabled students


5.5 
Staff and Learner Questionnaire feedback



As forums were only established for particular equalities groups, it was felt important to consult the whole staff and learner population about key equalities and diversity issues through the use of questionnaires.

5.5.1 
A questionnaire was sent out to all staff with their payslips and although the response rate of 311 was disappointing, it has enabled the College to identify the key areas to address. (See breakdown of responses in Appendix C).  

5.5.2 
Generally, the responses were positive. This was evident particularly in relation to the leadership and management on equalities (e.g. staff rated highly that there is a commitment to E and D in the College, policies are in place, the environment is welcoming and accessible and there is positive marketing to reflect the diversity of the student population.) Staff also felt they understand their duties on E and D and feel they have opportunities to progress in the organisation.


The lowest rating was in relation to managers regularly discussing E and D issues at meetings. There is also a need to look at whether all staff feel their voices are heard and bullying and harassment is effectively tackled, (although the policies and procedures have already been revised for 2009/10) and to ensuring that disabled and non disabled learners mix well together.

5.5.3 
As a College, we monitor the responses to the End of Year Learner Satisfaction Survey by equalities groups and also look at changes year on year.  In 2008/9 there has been a significant increase on the previous year in the percentage of learners aware of the College equalities policies (from 77-82% (male) and 80-84% (female). There has also been a small increase in the percentage of learners who feel the College makes them feel welcome (by 2% (male) and 1% (female).

The most significant increase on 2007/8 data was the percentage of learners who know who to see if they experience bullying or harassment (up 9% to 77% (males) and up 8% to 76% (females). 77% of males and 76% of females now feel the College is a safe place.


It is interesting that if the results are analysed by ethnicity, BME learners rated the College higher than white students on all the equalities indicators. Indian and African students found the College most welcoming (82% compared to 76% white). Indian, Bangladeshi and Pakistani learners were the groups who rated it most highly in relation to how safe it is and whether their teachers treated them fairly. Overall, the Indian students rated the College highest on all the equalities indicators.


5.6. 
External involvement


The College has a Community Partnerships Team who act as an interface with the communities of Leicester. A number of partnerships with different equalities groups are in place leading to joint training, awareness raising events or tutorials (e.g. LGBT Centre, Action Deafness, The Race Equality Council (TREC), St. Philips Centre, Leicester Centre for Integrated Living and several other agencies delivered tutorials during RESPECT Week.) The College is working with TREC to deliver a key inter-college event in Black History Month this year. 


A range of local external equalities groups have been asked to comment on the draft of this policy, and comments are included as appropriate.  It is envisaged that over the next year a more formal mechanism will be developed to involve external equalities groups in College strategy on an ongoing basis.

The Faith Ambassadors act as a bridge with local communities and also as a consultation forum for the College and have advised on issues such as the Religion and Belief Policy, the use of the reflection room etc.


A number of courses are run with external community partners such as the Jame’ah Academy, where the College, as part of community capacity building, have offered PTTLS and CTTLS training to their tutors. The idea is that, once trained, they can teach on the courses Leicester College offer in partnership with the Centre (e.g. female only Arabic and Urdu classes.)We also ran the CBS Level 3 interpreters’ qualification in partnership with the Somali Development Agency. 

5.7 
Equalities Impact Assessments


A significant amount of progress has been made over the year on Equalities Impact Assessments. The paperwork for EIAs has been revised to make it simpler, and training has been provided for the College-Wide Leadership Team (CLT). Policies have been listed for review, and a process is in place to ensure that all reviews of policies or procedures have an EIA carried out as part of the process and are published on the website.
6. 
Implementing the Scheme 

6.1
Accountability



The College Governors are legally responsible for promoting equal opportunities and diversity, eliminating unlawful discrimination, implementing the public sector duties and ensuring that effective policies and procedures are in place and to continuously improve the quality of equal opportunities throughout the College. The Governors should ensure they have an awareness of all relevant legislation, that membership of the Corporation reflects the wider community,  that the strategic plan includes a commitment to equality and diversity and that they receive and respond to equal opportunities monitoring data.


The Principal is responsible to the College Corporation for ensuring that equalities and diversity is continuously promoted and comprehensively implemented in all aspects of the College’s operation.


The Equalities and Diversity Committee (formerly the Equal Opportunities Committee) is responsible for promoting, monitoring and reviewing the Equalities Policy, and for evaluating its effectiveness. It is also responsible for promoting, reviewing and monitoring the development of community cohesion activity across the College. 


The Committee’s role is:
· To advise and report to the Senior Leadership of the College on policies and good practice in relation to equalities, diversity and community cohesion, and to provide them with minutes of all meetings.

· To agree an annual work plan that includes any review of equalities policies and plans, in conjunction with the Clerk of the Corporation.

· To approve, review and monitor the implementation of the College’s Equalities Policy and Single Equality Scheme and all related equality and diversity policies and action plans and to determine Codes of Practice and other guidance.

· To receive monitoring reports on outcomes for staff and students from different equalities groups (e.g. success rates, applications, appointments) and to recommend to SLT strategic actions to address any areas of concern.

· To receive and comment on an annual Equalities and Diversity Self-Assessment Report on the strengths and weaknesses of equalities and diversity work in the College.

· To raise awareness of, and comment on, new national policies and statutory requirements in relation to equality and diversity, and to advise the College on their compliance.

· To advise on the strategy for raising awareness of equalities and diversity issues through staff development and other activities.

· To commission and agree the Annual Report on Equalities and Diversity for the Governors (to include the progress on the Single Equality Scheme).

· To consider the views expressed by the Student and Staff Equalities Forum representatives.

· To undertake any other task within the broad remit of the Committee.



The College’s Human Resources Department is responsible for promoting, monitoring and implementation of all aspects of the College’s Equalities Policy as it relates to the employment and retention of staff. The Diversity Manager has day to day responsibility for overseeing the equalities and diversity issues in relation to students and other stakeholders.


All Managers of the College are responsible for promoting equalities and diversity, for improving the performance of their individual curriculum area or department, and for ensuring that effective monitoring and review systems are in place. All employees of the College have a responsibility for implementing the diversity policy and promoting equal opportunities in all aspects of their work.

6.2 
Embedding equalities into quality assurance
It is recognised that equalities and diversity issues should not be seen as marginal to the core business of the College, and should be embedded in the strategic planning and quality assurance processes. Work will be undertaken to further embed equalities and diversity into the lesson observation process, the self assessment process, and the Effectiveness Panels and development planning process. It will also be increasingly explicit in performance management processes e.g. appraisals, management competences.

Critical success factors for a Single Equality Scheme:

(adapted from LSC SES support programme)

7. 
Monitoring, Reporting, Reviewing and Updating 

This Single Equality Scheme covers the period 2009/12.  However, the action plan will be revised to include timescales and responsible managers, and will be reviewed regularly.  To date, the College has had an Equalities Strategy which was overseen by the Equalities and Diversity Committee and was also monitored formally through an Annual Report to the Senior Leadership Team and the Governing Body.

It is proposed that in future, the same structure continues, but the composition and terms of reference of the Equalities and Diversity Committee have been reviewed to ensure they reflect a new responsibility for the monitoring and review of the SES. An Annual Report for Governors will continue to be produced at the end of each academic year, which will include the employment data if required by the Single Equality Bill, of which the update of the SES Action Plan will form part.

Briefings on various aspects of the progress of the SES will also be given to the SLT or CLT during the year e.g. a report on success rates or learner representation when the data is available, regular reports from HR on the staff profile.

7.1 
Impact Measures and Targets
To inform the setting of targets and the measurement of our progress in achieving them, the College will collect and analyse the following information by equalities groups:




For learners
· Profile of learners

· Applications, success and failure rates of admission to programmes

· Retention rates

· Achievement rates

· Work placements including success rates, satisfaction levels and job offers

· Disciplinary action

· Complaints by learners and their response

· Satisfaction surveys





For employees
· Profiles of employees by grade and type of work

· Recruitment and Selection by application, short listing, interview and appointment 
· Type of contract (permanent, temporary)

· Training application rates

· Promotion application and success rates

· Disciplinary proceedings

· Grievances

· Satisfaction surveys


The College will set equality and diversity impact measures (EDIMS) that reflect those set nationally and regionally, and these will be reported along with the SES Annual Report. (See Appendix E for EDIMs for 2009/10)  
8. 
Complaints


Complaints relating to equalities and diversity and the SES will be handled through the usual Complaints or Grievance Procedures. Learners can use the Talkback Form or can raise issues through their course representatives or Student Union. In the case of serious complaints relating to equalities, the Diversity Manager may be appointed as the Investigating Officer. Prior to entering the formal process, complainants can speak to a colleague or a member of the Diversity Team, or to a member of the Equalities and Diversity Committee.

Complaints will be monitored annually and reported on by equalities group to the Senior Leadership Team. Specific monitoring will take place of complaints relating to bullying and harassment (see Para. 4.5.6 above).
9. 
Publishing the Single Equality Scheme 

The College will make the Scheme as widely available as possible, not only to     staff and students through the intranet and Moodle, but also to external partners and other stakeholder through the intranet. It will also be made available in hard copy to any interested parties.
APPENDIX A
SINGLE EQUALITY SCHEME ACTION PLAN 2009/10

R = Race;  G = Gender;  D = Disability;  A = Age;  S = Sexuality;  RB = Religion/Belief

	Strategic Priority A:  To ensure that equalities and diversity underpins the way the College is led and managed and is fully embedded in the quality assurance processes and the curriculum offered by all areas

	Action
	R
	G
	D
	A
	S
	RB
	Success Criteria

	1.
Review the Terms of Reference and membership of Equal Opportunities Committee to include SES monitoring
	(
	(
	(
	(
	(
	(
	Committee meets termly and able to take on strategic monitoring function for SES and membership reflects local demography

	2. Agree, publish and widely disseminate the Single Equality Scheme
	(
	(
	(
	(
	(
	(
	Staff, students, partners and other stakeholders aware of SES

	3. Agree EDIMs for the College for 2009/10 with an effective reporting mechanism 
	(
	(
	(
	(
	(
	(
	EDIMs in place, complement regional and national ones, and regularly monitored

	4. Identify Diversity Champions for each area and agree roles
	(
	(
	(
	(
	(
	(
	Diversity Champions in place and carrying out training and briefings in their areas

	5. Develop an LGBT Equality Policy
	
	
	
	
	(
	
	Policy widely consulted on, agree and in place

	6. Produce annual Equality & Diversity Report for the Senior Management Team and College Corporation
	(
	(
	(
	(
	(
	(
	Annual Report produced and published

	7. Revise CP Policy and reporting procedures to have greater  emphasis on Vulnerable Adults
	(
	(
	(
	(
	(
	(
	New policy in place and reporting procedures more robust

	8. Establish system for monitoring Equalities Impact Assessments (EIAs) on all policies/reviews etc
	(
	(
	(
	(
	(
	(
	All reviews, policies and key reports to Governors and SLT have EIAs


SINGLE EQUALITY SCHEME ACTION PLAN 2009/10

R = Race;  G = Gender;  D = Disability;  A = Age;  S = Sexuality;  RB = Religion/Belief

	Strategic Priority A:  To ensure that equalities and diversity underpins the way the College is led and managed and is fully embedded in the quality assurance processes and the curriculum offered by all areas

	Action
	R
	G
	D
	A
	S
	RB
	Success Criteria

	9. Revise SAR guidance to include explicit reference to equalities and EIAs
	(
	(
	(
	(
	(
	(
	Managers carry out EIAs as part of their development planning process

	10. Review all marketing materials including websites to ensure they have positive images and counteract stereotypes
	(
	(
	(
	(
	(
	(
	Image of college as a diverse institution in community

	11. Review procurement procedures to ensure E+D is fully embedded
	(
	(
	(
	(
	(
	(
	Procedures compliant with law and good practice

	12. Support at least 3 curriculum areas to develop mechanisms to  assess their curriculum content for equalities and diversity
	(
	(
	(
	(
	(
	(
	Schemes of Work and resources in these areas methodically checked for E and D content

	13. Build Equalities and Diversity into lesson observation training and produce guidance for observers
	(
	(
	(
	(
	(
	(
	All observers confident in what to look for in relation to E and D in learning and teaching

	14. Develop briefings and articles on the new Equality Bill when agreed focussing on new public duties and areas of gender reassignment socio-economic disadvantage etc.
	(
	(
	(
	(
	(
	(
	CLT aware of their new duties and cascade to staff.


SINGLE EQUALITY SCHEME ACTION PLAN 2009/10

R = Race;  G = Gender;  D = Disability;  A = Age;  S = Sexuality;  RB = Religion/Belief

	Strategic Priority B: To continue to address any gaps in the success, retention or achievement of any particular equalities groups and to ensure the curriculum is appropriately differentiated for all learners

	Action
	R
	G
	D
	A
	S
	RB
	Success Criteria

	1. Agree annual equalities data set to be produced for Effectiveness Panels 
	(
	(
	(
	(
	(
	(
	Consistent data set in use across College and used as part of performance management

	2. Set up robust system to monitor success rates of disabled students and assess the impact of Inclusion and Disability Support Team
	
	
	(
	
	
	
	Clear data to identify any areas of disability equality that need to be addressed

	3. Introduce monitoring of applications and admissions by religion and belief and first language
	(
	
	
	
	
	(
	Data available to identify any gaps in success rates for particular groups

	4. Agree a methodology  for monitoring success rates by socio-economic status and implement
	(
	(
	(
	(
	(
	(
	College able to identify areas where action required

	5. All curriculum areas have agreed actions to address any gaps in success rates for equalities groups by Nov 09
	(
	(
	(
	(
	
	
	All curriculum areas acting on data to address inequalities in success, retention etc and gaps narrowed

	6. Effectiveness Panels to address any gaps in success on grounds of disability, ethnicity, gender and age.
	(
	(
	(
	(
	
	
	Actions to address any inequalities in outcomes for particular groups are in Development Plans

	7. SAR guidance to be revised to include explicit reference to addressing equalities gaps
	(
	(
	(
	(
	(
	(
	SARs all address E+D issues in success rates


SINGLE EQUALITY SCHEME ACTION PLAN 2009/10

R = Race;  G = Gender;  D = Disability;  A = Age;  S = Sexuality;  RB = Religion/Belief

	Strategic Priority B: To continue to address any gaps in the success, retention or achievement of any particular equalities groups and to ensure the curriculum is appropriately differentiated for all learners

	Action
	R
	G
	D
	A
	S
	RB
	Success Criteria

	8. Address over-representation of particular BME groups in student disciplinaries through research and training
	(
	
	
	
	
	
	No group is significantly over-represented in disciplinaries

	9. Develop an ESOL strategy for the College with accompanied training and guidance for mainstream staff
	(
	
	
	
	
	
	Mainstream staff confident in basic good practice in meeting the needs of ESOL learners in mainstream

	10. Gather monitoring data on first language and monitor success rates of ESOL learners on mainstream courses
	(
	
	
	
	
	
	Management information available on success of ESOL learners so targeted support can be applied if required

	11. Develop a training programme and information sheets for teaching staff on the range of disabled students, their impairments and successful support strategies
	
	
	(
	
	
	
	Mainstream teaching staff more confident in teaching the range of disabled students and they are then better included

	12. Develop and run a training programme for new Inclusion Workers so they can effectively support individual disabled students and groups presenting particular challenges
	
	
	(
	
	
	
	Positive feedback form student supported and from teaching staff assisted

	13. Develop an ESOL strategy for the College with accompanied training and guidance for mainstream staff
	(
	
	
	
	
	
	Mainstream staff confident in basic good practice in meeting the needs of ESOL learners in mainstream

	14. Train Advanced Practitioners in embedding equality and diversity in curriculum
	(
	(
	(
	(
	(
	(
	Advanced Practitioners able to support tutors in Schemes of Work and lesson plans and including equalities and diversity issues.


SINGLE EQUALITY SCHEME ACTION PLAN 2009/10

R = Race;  G = Gender;  D = Disability;  A = Age;  S = Sexuality;  RB = Religion/Belief

	Strategic Priority C: To ensure that the profile of learners reflects the local demography, to take positive action to address any under-representation or stereotyping in particular areas, and to improve access to the College and the curriculum offer to attract non traditional learners and widen participation

	Action
	R
	G
	D
	A
	S
	RB
	Success Criteria

	1. Monitor applications and admissions by ethnicity, gender and disability for whole College and particular curriculum areas
	(
	(
	(
	
	
	
	Data to identify any areas where recruitment/admissions processes need to be reviewed

	2. Develop and implement a marketing strategy to address under-representation of particular groups in the College and in particular curriculum areas
	(
	(
	(
	(
	(
	(
	Learner profile better reflects local demography

	3. Develop and hold a week of activities for schools to address stereotypical career choices
	(
	(
	(
	(
	(
	(
	Increase in applications from schools leavers for non traditional vocational areas

	4. Set up a peer  mentoring scheme for Level 2/3 students at risk of not being retained
	(
	(
	(
	(
	(
	(
	Improved progression on to HE form Level 3

	5. Undertake research, publish findings and disseminate good practice on addressing the barriers for dual heritage students
	(
	
	
	
	
	
	Increased staff awareness of barriers and improved success and retention rates for this group of students

	6. Develop a programme of Aim Higher activities to raise the aspirations of targeted groups
	(
	(
	(
	(
	(
	(
	Widened participation and improved progression into HE

	7. Undertake further data analysis and develop positive action and work with employers and providers to increase BME, disabled and female representation in apprenticeships and WBL
	(
	(
	
	
	
	
	Increase in uptake of apprenticeships and WBL by females and BME and disabled  learners

	8. Publish access information in local guides for Disabled People and on Disabledgo website
	(
	(
	(
	(
	(
	(
	Disabled people have accurate information about access to the College and more likely to apply


SINGLE EQUALITY SCHEME ACTION PLAN 2009/10

R = Race;  G = Gender;  D = Disability;  A = Age;  S = Sexuality;  RB = Religion/Belief

	Strategic Priority C: To ensure that the profile of learners reflects the local demography, to take positive action to address any under-representation or stereotyping in particular areas, and to improve access to the College and the curriculum offer to attract non traditional learners and widen participation

	Action
	R
	G
	D
	A
	S
	RB
	Success Criteria

	9. Review the system of PEEPs and of assessments for initial support for disabled students
	
	
	(
	
	
	
	All PEEPs and initial assessments in place by mid September

	10. Convene a SENDA group to address outstanding access issues re parking, lifts, furniture etc.
	
	
	(
	
	
	
	Improvements to the physical access and systems for ensuring all students can access all parts of the College

	11. Introduce basic BSL training and deaf awareness for staff in frontline services
	
	
	(
	
	
	
	Deaf students, staff and visitors feel welcome in the College and are encouraged to apply

	12. Run PTTLS courses in community venues in partnership with BME groups, and undertake project to attract BME teachers
	(
	(
	
	
	
	(
	More qualified BME teachers available

	13. At least three curriculum areas to pilot new courses targeted at particular communities e.g. Working with African hair
	(
	
	
	
	
	(
	Representation of particular BME groups improves in particular curriculum areas

	14. To ensure that tutorials and  displays reflect the diversity of the College and that key events are marked e.g. Black History Month, Learn to Sign Week, LGBT History Month, Refugee Week
	(
	(
	(
	(
	(
	(
	All learners feel that their issues are taken seriously by the College and are visible and awareness of the College about key issues is raised

	15. To develop a Refugee and Asylum Seeker Strategy and improve support  on offer including a support group
	(
	(
	
	
	
	(
	Refugees and asylum seekers have improved support and are as successful as other students


SINGLE EQUALITY SCHEME ACTION PLAN 2009/10

R = Race;  G = Gender;  D = Disability;  A = Age;  S = Sexuality;  RB = Religion/Belief

	Strategic Priority C: To ensure that the profile of learners reflects the local demography, to take positive action to address any under-representation or stereotyping in particular areas, and to improve access to the College and the curriculum offer to attract non traditional learners and widen participation

	Action
	R
	G
	D
	A
	S
	RB
	Success Criteria

	16. Develop a more comprehensive enrichment and support programme for overseas students
	(
	
	
	
	
	(
	Overseas students report that they feel welcome and included in the College

	17. In partnership with Connexions, further develop the support for young parents ,and the Sexual Health tutorial programme
	
	(
	
	(
	
	
	Young parents are successfully retained in the College, and the numbers of teenage pregnancies fall

	18. Develop the range of support for Looked After Young People and improve their transition to and from College
	
	(
	
	(
	
	
	Looked After Young People’s success and retention rates improve

	19. Develop links with local special and mainstream school SENCOs, raise the profile of the College with disability organisations and  improve the  transition of disabled students into the College
	
	
	(
	
	
	
	Increase in the number of disabled students applying to the College and their retention

	20. Develop policy and procedures for recruiting, training and using interpreters in college
	(
	
	(
	
	
	
	Consistent use of interpreters increasing access to information

	21. Continue to enhance the range of food available in refectories, nurseries and buffets to reflect diversity of College (e.g. Halal, vegetarian)
	(
	
	(
	
	
	(
	Students and staff dietary needs are adequately catered for


SINGLE EQUALITY SCHEME ACTION PLAN 2009/10

R = Race;  G = Gender;  D = Disability;  A = Age;  S = Sexuality;  RB = Religion/Belief

	Strategic Priority D: To develop an inclusive and safe environment based on community cohesion principles, where the voice of learners staff and other stakeholders(particularly those from equalities groups) is heard and appropriately acted on 

	Action
	R
	G
	D
	A
	S
	RB
	Success Criteria

	1. Implement the College Community Cohesion Strategy and Action Plan
	(
	(
	(
	(
	(
	(
	Students increasingly feel safe & welcome in college (see satisfaction survey)

	2. Implement the new reporting and monitoring processes for bullying and harassment and distribute information leaflet to students, and review Fair Treatment Advisor Scheme
	(
	(
	(
	(
	(
	(
	Higher % of students report that they know where to report bullying and monitoring system effective

	3. Develop and run a range of tutorials on community cohesion, inter-faith and moral  and ethical issues
	(
	
	
	
	
	(
	Tutorials piloted and positively evaluated

	4. Enhance the provision for RESPECT Week and ensure that all curriculum areas take part
	(
	(
	(
	(
	(
	(
	Range of partner organisations are involved and higher % of students are given an opportunity to participate

	5. Organise an inclusion conference for disabled and non disabled students
	
	
	(
	
	
	
	A reduction in the bullying of Continuing Studies students and improved mixing in social areas

	6. Review the role of the Faith Ambassadors and develop a drop in pastoral support service
	
	
	
	
	
	(
	Students more aware of FA role and access the service in increased numbers

	7. Organise a series of activities for Inter-faith week as well as a programme of celebrations of particular faith events
	
	
	
	
	
	(
	Increased awareness amongst students of different faiths and cultures

	8. In partnership with St. Philip’s Centre, run training for staff on faith and cultural needs and also on preventing extremism
	
	
	
	
	
	(
	Increased awareness of staff of the needs and perspectives of their students and increased confidence in addressing community cohesion issues

	9. Organise staff training and raise awareness of homophobic bullying through articles, tutorials etc.
	
	
	
	
	(
	
	A reduction in the incidents of homophobic bullying and staff more confident in tackling issues

	10. Further develop the ESOL International Women’s Day event to include learners from the whole College
	
	(
	
	
	
	
	Increased awareness if women’s issues and more mixing of ESOL and other students


SINGLE EQUALITY SCHEME ACTION PLAN 2009/10

R = Race;  G = Gender;  D = Disability;  A = Age;  S = Sexuality;  RB = Religion/Belief

	Strategic Priority D: To develop an inclusive and safe environment based on community cohesion principles, where the voice of learners staff and other stakeholders(particularly those from equalities groups) is heard and appropriately acted on 

	Action
	R
	G
	D
	A
	S
	RB
	Success Criteria

	11. Further develop the Inclusive sports and enrichment programme to include all students and particularly those from the Frith
	
	
	(
	
	
	
	All disabled students feel able to take part in sports and enrichment activities

	12. Ensure that equalities issues are included in the training for course representatives
	(
	(
	(
	(
	(
	(
	Course reps. champion equalities issues in their areas

	13. Develop a system to ensure that the voices of the learners from the Frith  and other Continuing Studies courses are heard as part of the course reps system
	
	
	(
	
	
	
	All students are bale to address issues through the course reps system

	14. Run and evaluate the diversity tutorials developed with Diversity Hub led by students
	(
	(
	(
	(
	(
	(
	Raised awareness amongst students of diversity cohesion and identity issues

	15. Facilitate and support self organised groups for BME,LGBT and disabled students
	(
	
	(
	
	(
	(
	Groups act as support for members and as consultation for a for the College and members feel their views are heard

	16. Support the self organisation of the Xian and Muslim student and staff groups and develop an interfaith group
	
	
	
	
	
	(
	Students from particular faith backgrounds feel supported and interact more on interfaith issues

	17. Agree terms of reference for staff groups for BME, LGBT, disabled staff and staff from particular religious backgrounds and develop a  publicity campaign to attract membership
	(
	
	(
	
	(
	(
	Staff from equalities groups feel supported and that their views are heard and they have an input into policies and EIAs

	18. Revise the Student Union constitution to ensure that equalities and diversity is embedded
	(
	(
	(
	(
	(
	(
	New constitution in place based on national model

	19. Support and develop the role of the student representatives on the Equalities and Diversity Committee
	(
	(
	(
	(
	(
	(
	Students have active role in developing equalities policies and monitoring SES


SINGLE EQUALITY SCHEME ACTION PLAN 2009/10

R = Race;  G = Gender;  D = Disability;  A = Age;  S = Sexuality;  RB = Religion/Belief

	Strategic Priority E: To improve the staffing profile of the College so that it better reflects the learner population, and to support staff progression and development

	Action
	R
	G
	D
	A
	S
	RB
	Success Criteria

	1. Develop and implement the Positive Action Plan to increase the number of BME staff and managers.
	(
	
	
	
	
	
	Increased % of BME staff who  and managers in post

	2. Support the progression of staff who have undertaken First Steps and Introduction to Management e.g. through mentoring and organise targeted BME staff  sessions
	(
	
	
	
	
	
	Increased % of BME managers and BME staff see progression routes in the College

	3. Review the appraisal process to ensure that equalities issues (e.g. access, harassment, positive action) are explicit
	(
	(
	(
	(
	(
	(
	Staff feel confident to raise equalities issues in appraisal meetings

	4. Produce guidance and training for managers on positive action and present examples of good practice
	(
	(
	(
	(
	(
	(
	Managers more proactive in taking legal positive action

	5. Complete the Equal Pay audit, publish information on the gender pay gap, and implement recommendations arising from findings
	
	(
	
	
	
	
	Audit completed and actions in place to address any gaps

	6. Produce briefing for managers and disabled staff  on Access to Work and staff PEEPs.
	
	
	(
	
	
	
	Greater uptake of ATW funding by College and increase in number of disabled staff appointed and retained

	7. Review the process for gathering and updating equalities monitoring information on staff and introduce monitoring on groups of religion and belief and sexuality 
	(
	(
	(
	(
	(
	(
	Accurate and up to date monitoring information available and staff more confident to disclose (e.g. disability)

	8. Implement NIACE Disability Equality Commitment for disabled staff
	
	
	(
	
	
	
	Increase in numbers of disabled staff applying to College and in numbers confident in disclosing disability

	9. Review and improve process for ensuing all staff who require PEEPs have them in place 
	
	
	(
	
	
	
	PEEPs process and paperwork revised and implementation monitored


SINGLE EQUALITY SCHEME ACTION PLAN 2009/10

R = Race;  G = Gender;  D = Disability;  A = Age;  S = Sexuality;  RB = Religion/Belief

	Strategic Priority E: To improve the staffing profile of the College so that it better reflects the learner population, and to support staff progression and development

	Action
	R
	G
	D
	A
	S
	RB
	Success Criteria

	10. Implement comprehensive E and D training strategy for managers and roll out to all staff to include general E and D for everyone, and targeted training of faith issues tackling extremism, challenging homophobia, positive action and disability equality
	(
	(
	(
	(
	(
	(
	All staff trained on E and D issues and managers more confident in handling E and D issues and in embedding in their practice

	11. Further develop the part time/flexible working and work life balance initiatives available to men and women at all levels in the College
	
	(
	
	
	
	
	Better gender balance at all levels within the organisation 

	12. Develop a new in house on line training resource on E and D issues available to all staff and monitor uptake through appraisal
	(
	(
	(
	(
	(
	(
	All staff undertake on line training and results are monitored 


APPENDIX B

The Legal Framework

Currently there is a complex range of equalities legislation, all of which underpins our Single Equality Scheme:

· Sex Discrimination Act 1975 and 1986

· Race Relations Act 1976

· Disability Discrimination Acts 1995 and 2005

· SEN and Disability Act 2001

· Human Rights Act 1998

· Stephen Lawrence Enquiry and McPherson Report and Race Relations Amendment Act 2000

· Employment Equality (Age, Sexual Orientation, Religion and Belief) Regulations 2003 - 2005

· Civil Partnership Act 2004

· Equality Act 2006
The legislation imposes positive duties on all public bodies to promote race, disability and gender equality. The general duties for each piece of legislation are outlined below, and the specific duties form the framework and guidance for producing our Scheme and associated Action Plan. 

The new Single Equality Bill that is currently going through Parliament is intended to streamline the above legislation to make it “harmonious” and to extend the positive duties to the areas of age, gender reassignment, sexuality and religion and belief. It also introduces the issue of socio-economic inequality and the need to have “due regard” as to how our decisions can reduce this, extends what is allowed under positive action and clarifies the definition of disability. If this law is agreed, there will then be similar duties for all equalities areas to:

· Eliminate unlawful discrimination and harassment

· Advance equality of opportunity between persons who share a protected characteristic and persons who do not share it

· Foster good relations between persons who share a protected characteristic and persons who do not share it

Under existing legislation, we have to have in place a Gender Equality Scheme, Disability Equality Scheme and Race Equality Scheme. 

· We have to promote equality of opportunity for disabled people, men/women and BME people

· We must not discriminate against any of the above groups or on grounds of sexuality, age or religion and belief

· We also have to monitor the impact of our strategies, policies and practices on these grounds (do Equalities Impact Assessments)

Specific duties arising from the legislation include:
Under the Race Relations Act 1976, as amended by the Race Relations (Amendment) Act 2000, the College is required to have due regard, in exercising its functions, to the need to:

· eliminate unlawful racial discrimination

· promote equality of opportunity between people of different racial groups

· promote good relations between people of different racial groups

The College is required by a general duty under the Disability Discrimination Act 1995 (DDA) (as amended) to have due regard, in exercising its functions, to the need to:

· promote equality of opportunity between disabled people and other people

· eliminate discrimination that is unlawful under the Act

· eliminate harassment of disabled people that is related to their disabilities

· promote positive attitudes towards disabled people

· encourage participation by disabled people in public life

· take steps to take account of disabled people’s disabilities, even where that involves treating disabled people more favourably than others.

In addition, the College will adhere to its duties under the SEN and Disability Act 2001 (SENDA) and will make reasonable adjustments to the curriculum, information and the built environment for disabled students. We recognise that the 'anticipatory' aspect of this duty means that we need to consider what sort of adjustments may be necessary for disabled people in the future, and where appropriate, will make these adjustments in advance. 

The legislation states that a person is disabled if:

“He or she has a physical or mental impairment, which has a substantial and long-term adverse effect on his or her ability to carry out normal day-to-day activities”.

Under the Equality Act 2006, public authorities are required to have due regard to the need to:

· eliminate discrimination and harassment that is unlawful under the Sex Discrimination Act, and discrimination that is unlawful under the Equal Pay Act

· promote equality of opportunity between men and women

· consider the need to have objectives that address the cause of any difference between the pay of men and women that are related to their sex

The College also acknowledges that equality and diversity means more than the promotion of race, disability and gender equality. It therefore recognises and welcomes the Employment Equality Regulations on age, sexuality, and religion and belief as relevant to our Scheme, as well as the provisions relating to these equalities issues related to service delivery which are incorporated into the Equality Act 2006.
The most recent development in equalities and diversity has been the recognition that colleges need to play a greater role in promoting community cohesion and preventing extremism.  There is now a duty to promote community cohesion placed on schools and colleges that has three strands.

Teaching, learning and curriculum:
An effective college will have a high standard of teaching, learning and curriculum provision that supports high standards of attainment, promotes shared values and builds learners’ understanding of the diversity that surrounds them, recognising similarities and appreciating different cultures, religions or beliefs, ethnicities and socio-economic backgrounds. There will be high expectations of success, with all learners expected and encouraged by teachers and parents to achieve their potential. Opportunities for discussing issues of identity and diversity will be integrated across the whole curriculum, including in citizenship education.

Equity and excellence
Colleges already have a focus on securing high standards of attainment for all learners from all ethnic backgrounds, and of different socio-economic statuses, abilities and interests, ensuring that learners are treated with respect and supported to achieve their full potential. Progress can be evaluated by analysing assessment results to keep track of the relative performance of different groups and to tackle underperformance by any particular group. In line with existing duties, all colleges should have effective approaches in place to deal with incidents of prejudice, discrimination, bullying and harassment. 

Engagement and extended services
Colleges need to focus on engagement and fostering partnership activities the local and wider community. Examples of how this might be achieved include:

· Working together with community representatives, for example through mentoring schemes or bringing community representatives into college to work with learners

· Local engagement through links with community groups and organisations, enabling the learners to play a role in the college and encouraging learners to make a positive contribution in the local area.

· Ensuring that the learner voice is heard and able to effect change: by involvement of learners in the governance and organisation of the college.

· Maintaining strong links and multi-agency working between the college and other local agencies, such as the youth support service, the police, different religious groups and social care and health professionals.

· Developing links with work placed learning providers and other employers.

The information contained above has been extracted from the Department for Children, Schools and Families (DCSF) publication ‘Guidance on the duty to promote community cohesion’.
APPENDIX C

Results of the Single Equality Scheme Staff Questionnaire 2008/09
	
	(Number of respondents: 311)
	

	
	
	

	
	Staff were asked to rate the statements from 1- Strongly disagree to 4- Strongly agree and these are the average scores:
	

	
	
	Average Score

	1.
	LEADERSHIP AND MANAGEMENT
	

	1.1
	I think that the College shows commitment to equality and diversity in its culture and practice
	3.12

	1.2
	The College's Equality policies are clear and accessible
	3.05

	1.3
	I understand the College's Equality policies
	3.09

	1.4
	My manager regularly discusses equality and diversity issues at staff and other meetings
	2.34

	1.5
	I know who to talk to if I have a concern about equalities and diversity
	2.82

	1.6
	I think that the College environment (displays etc.) illustrates a commitment to equalities and diversity
	3.00

	1.7
	I think the College is welcoming to visitors from all backgrounds
	3.32

	1.8
	I think the College is accessible to all disabled people
	3.08

	
	
	

	2.
	STAFF
	

	2.1
	As a member of staff, I feel I am treated fairly and with respect
	2.96

	2.2
	I think that the College has fair recruitment and selection procedures
	2.88

	2.3
	I understand my duties and responsibilities with regard to equality and diversity
	3.32

	2.4
	I think staff from all backgrounds have an equal opportunity to progress in the organisation
	3.01

	2.5
	I think that bullying and harassment of staff is effectively tackled in the College
	2.55

	2.6
	I feel that my voice as a staff member is heard
	2.54

	2.7
	I received an induction on equality and diversity issues
	2.87

	2.8
	I have access to regular additional training on equality and diversity issues
	2.73

	2.9
	I think that HR policies promote equalities and diversity
	2.82

	
	
	

	3.
	STUDENTS
	

	3.1
	I think that the diversity of our student population reflects the local community
	3.36

	3.2
	I feel confident in discussing equality and diversity issues with students
	3.02

	3.3
	I think that students feel safe at Leicester College
	3.03

	3.4
	I think that bullying and harassment of students us tackled effectively in the College
	2.87

	3.5
	I think that students from different religions, ethnic backgrounds, ages etc. mix well together
	2.76

	3.6
	I think the College seeks the views of students from different backgrounds and acts on them
	2.89

	3.7
	I think that positive images of students from diverse backgrounds are well-reflected in our marketing
	3.10

	3.8
	I think that disabled and non-disabled students mix well together
	2.57


APPENDIX D 
Single Equality Scheme Development Plan





APPENDIX E
EDIMs 2009/10

	EDIM
	Measure
	Comment
	Relates to
Action Plan 
Points

	Increase the overall long success rates of Black students by 3% and Mixed students by 1%
	Proachieve
	07/08 success rates 74% and 76% (White 77%)
	B-5
B-6
C-5

	Reduce the gender gap by 2% on long success rates
	Proachieve
	07/08 overall gender gap was 5%
	B-5
B-6

	Reduce the gender gap at Level 3 by at least 3%
	Proachieve
	07/08 gender gap at L3 was 9%
	B-5
B-6
C-4

	Improve the representation of BME and female learners in Apprenticeships and Advanced Apprenticeships and TTG (including ESF enhancement)each by 5%
	
	08/09 % of females:
AA 9.7%, A 13% ,TTG 34%
BME: 
AA 3%, A 5.6%, TTG 8.7%
	
C-2, C-7

C-1; C-3

	Improve the representation of  females in Engineering and Construction by 3%
	EBS
	08/09 CNST had 4.7% female and ENGI 3.3% female
	C-1
C-2
C-3
C-13

	Improve the representation of Black students in all curriculum areas to over 5% and Asian students to over 12%
	EBS
	08/09 Black: CNST 2.5%,HAAB 2.6%,HOLE 4.3%,MEPA 4.9%
08/09 Asian: MEPA 8.7%, CNST 10.9%
	C-1
C-2
C-3
C-13

	Improve the retention of White males by 3%
	Proachieve
	07/08 retention of White males 80% compared to 83% all males
	C-4

	Reduce the % of Black and Mixed disciplinaries so that it is proportionate to the  student population
	Disciplinary Annual Report
	
	B-8
D-9
E-10

	Increase % of disabled staff by 1%
	HR monitoring data
	College had 2.6% disabled staff in April 2009
(LSC target 6.8% in 2010)
	E-4
E-8

	Increase % of BME staff by 3%
	HR monitoring data
	College has 20.6% BME staff in April 2009
(LSC target 9.1% by 2010)
	E-1
E-2
E-4

	Increase the proportion of staff who know who to talk to about equalities and diversity issues
	Average score in Staff Equalities Survey increase to 3 
	Score 2009 2.82
	A-2
A-4
A-14

	Increase the proportion of staff who feel the bullying and harassment of staff and students is effectively tackled
	Average score in Staff Equalities Survey increase to 3
	Score 2009 2.55 and 2.87
	D-2
D-9

	Increase the proportion of staff who feel that disabled and non-disabled staff mix well together
	Average score in Staff Equalities Survey increase to 3
	Score 2009 2.57
	D-3;  D5
D-11;  D-12

	Increase % of students who know who to see in relation to  bullying and harassment by at least 3%
	Learner Satisfaction Survey
	77% male 76% female in 07/08
	D-2
D-9

	Increase % of students who feel the College is safe by 3%
	Learner Satisfaction Survey
	77% male and 76% female in 07/8
	D-1;  D-2
D-3;  D-6
D-9;  D-14


APPENDIX F

Policies and Procedures that support the SES
All available on Leicester College Intranet: http://intranet.lec.ac.uk/PoliciesProcedures.aspx
Generic Policies and Procedures

Community Cohesion Plan
pp 122

Complaints Procedure
pp 115

Disability Equality Scheme
pp 121

Equalities and Diversity Policy
pp 37

Equalities Impact Assessment (EIA) Toolkit
pp 117
Fair Treatment Adviser Scheme


Gender Equality Scheme
pp 119

Race Equality Scheme
pp 87

Religion and Belief Equality Policy
pp 120
Staff Related Policies and Procedures

Adoption Leave & Pay Policy
pp 89

Bullying and Harassment Policy (employee)
pp 96

Career Break Policy and Procedure
pp 54

Disciplinary Procedure (staff)
pp 57

Grievance Policy & Procedure (staff)
pp 60

Maternity Guidelines
pp 64

Mentoring Scheme
pp 76

Paternity Leave & Pay
pp 90 & 97

Recruitment and Selection Code of Practice
pp 67

Recruitment of Ex-Offenders (Policy)
pp 109

Sick Pay Policy (staff)
pp 71

Student Risk Assessment (criminal convictions policy)
pp 43

Wellbeing Policy (Employees)
pp 126
Student Related Policies and Procedures

Anti-Bullying and Anti-Harassment Policy for Students
pp 114

Child and Vulnerable Adult Protection Policy
pp 33

Disciplinary Procedure (student)
pp 57







Successful Embedded Single Equality Scheme








Effective working party of key managers








Active senior manager & governor support








Celebrations of success along the way





SES and its action plan embedded in key development plans





Action Plan to monitor mainstream quality processes





Clear and shared vision – raise awareness and sell the vision





Successful range of involvement strategies for all equalities groups








Autumn Term 2008





October 2009





September 2009





SES and Action Published





Draft to Governors, SLT, External Organisations





Check all elements of GES, DES, RES incorporated








Develop Vision for an Inclusive College and key priorities for all six areas





Data Analysis 2007/2008





Diversity Advisors





BME Students’ Forum





Disabled Students’ Forum





Working Party develops SES (Rod, Adam, Ruth, David, Stewart, CAM, Data person)





LGBT Students’ Forum





Check LSC SES + EDIMS





Stakeholder Group: Consultation with external Equalities groups





Sexuality





Religion and Belief





Age





Disability (including mental health)





Gender (incl. gender reassignment)








Race





Questionnaire to all staff





Faith Ambassadors





Spring / Summer Term 2008/2009
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