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Introduction
Race, Disability and Gender Equality Schemes

All public bodies, including colleges, are required by law to develop three separate equality schemes, setting out how they intend to eliminate discrimination and promote equality and good community relations.  These are:

· The Race Equality Scheme, from May 2002; 

· The Disability Equality Scheme, from December 2006; 

· The Gender Equality Scheme, from April 2007.
New College Nottingham’s (ncn) Single Equality Scheme incorporates the three schemes required by law into a single document.  While the College recognises its duties under the respective Acts, it is equally committed to the promotion of equality and elimination of discrimination on the grounds of age, sexual orientation and religious or other beliefs, which although covered by legislation are not subject to the same positive duties as race, disability and gender.  As part of our commitment to equality for all, and in anticipation of a future single equality duty across all strands, the ncn Scheme covers all of these areas.

Although the requirements for the Race, Disability and Gender Schemes are distinctly different, there are also many similarities that benefit from a combined approach in order to avoid duplication.  The Race Equality Scheme, Disability Equality Scheme and Gender Equality Scheme each form a distinct but complementary part of this, our first Single Equality Scheme.  We are ensuring our work in each of these areas, as in others, is complementary, proportionate and appropriate, as these are the principles that enshrine our duty to promote equality and diversity. 

Our Equality and Diversity Strategy

The Single Equality Scheme forms part of our Equality and Diversity Strategy, along with our Equality and Diversity Policy, Guidance Appendices and Action Plans.  The Action Plans list all actions required over the next three years in accordance with the requirements of the Race, Disability and Gender Schemes, with additional actions for age, sexual orientation and religious or other beliefs.  Progress is reviewed and published annually, and the entire Scheme, including action plans, will be reviewed every three years in accordance with legislation.

Diversity as a College priority

ncn’s mission statement is:

“To be a world class college, transforming the lives of people and communities.”
In particular this relates to:

· The promotion of inclusion, equality and diversity and the opening up of life chances through the realisation of educational potential

· Aiming for higher standards in learning and teaching within the College and the improvement of the social and cultural environment

ncn is committed to equality of opportunity for all who learn and work here.  We respect and value the diversity of our staff, students, contractors, governors, visitors, and the community we serve, and strive to create a positive working and learning environment where everyone is encouraged to reach their full potential.  We will work to remove conditions that place people at a disadvantage and will not tolerate discrimination or harassment on the grounds of ethnicity, nationality, gender, gender identity, marital status, family or caring responsibilities, disability, age, sexual orientation, religion or belief, class or social background, political or trade union activity, unrelated criminal convictions or any other criteria that cannot be shown to be justified.

Education plays a key role in overcoming barriers in society, and the College is committed to increasing educational opportunities for all.  We serve a diverse community that includes some of the most deprived wards in Nottingham and its surrounding areas, and we strive to widen participation amongst communities, both geographical and societal, that are educationally disadvantaged or where deprivation is more likely to occur.  

As a major learning and skills provider we are committed to promoting inclusion, equality and diversity – in the community, in our work with partners, as an employer and as a provider of education and training services to a diverse community.  

Race Equality Scheme 

Following the Macpherson Inquiry into the death of Stephen Lawrence, the Government strengthened the Race Relations Act 1976 through the introduction of the Race Relations (Amendment) Act 2000.  This Act placed a statutory general duty on all public bodies to promote race equality and produce a Race Equality Scheme (RES).

The Race Equality Scheme identifies how public bodies ensure that they do not discriminate on the grounds of race in their employment practices, decision making and delivery of services.    

The general duty means that public bodies must have ‘due regard’ for the need to:

· Eliminate unlawful racial discrimination

· Promote equality of opportunity, and 

· Promote good relations between people of different racial groups

The general duty is supported by a series of specific duties in relation to employment, policy development and services.  These specific duties provide the steps, methods or arrangements to be followed in order to help meet the general duty. 
The specific duties are:

· In relation to policy development and service delivery, to produce a Race Equality Scheme every three years;

· In relation to employment, to monitor by racial group and other criteria:  
· Job applicants, those short-listed and those appointed;

· The representation of different groups in the workforce, by race, disability and gender, and by directorate and level;

· Pay and employment terms and conditions;

· Those applying for and receiving training and development;

· Promotion nominations, applications and success rates (if applicable)

· Those receiving appraisal or suffering a detriment because of appraisal;

· Distribution of performance-related pay or bonuses (if applicable)

· Harassment and discrimination complaints;

· Grievances;

· Disciplinary proceedings and decisions;

· Leaving mechanisms, e.g. dismissals, resignations, redundancies, retirement, and the underlying reasons for leaving, through exit questionnaires and interviews.

Disability Equality Scheme 

The Disability Discrimination Act 1995 (DDA) made it unlawful for public authorities 

to discriminate against disabled people by treating them less favourably in 
employment, in the provision of  goods and services and in certain aspects of 
education. The Disability Discrimination Act 2005 amended the 1995 Act, placing a 
new positive duty on public authorities to promote equality of opportunity for disabled 
people.    
The duty has two elements - a general duty, and specific duties that are intended to 
assist public authorities in meeting the general duty.

Under the new S.49A of the DDA, every public authority has a general duty to promote disability equality. This means that a public authority shall, in carrying out its functions, have due regard to the need to:

· Eliminate discrimination that is unlawful under the Act;

· Eliminate harassment of disabled persons that is related to their disabilities;

· Promote equality of opportunity between disabled persons and other persons;

· Take steps to take account of disabled persons' disabilities, even where that involves treating disabled persons more favourably than other persons;

· Promote positive attitudes towards disabled persons; 
· Encourage participation by disabled persons in public life.

The general duty applies to all public authorities.  If a public authority does not meet 
its general duty, its actions, or failure to act, can be challenged by means of a claim 
to the High Court for judicial review.  A claim for judicial review could be made by a 
person or a group of people with an interest in the matter, or by the Commission for 
Equality and Human Rights (EHRC). 

Central to the specific duties is the Disability Equality Scheme (DES). Public authorities are required to publish a DES showing how they intend to fulfil their general and specific duties.  The DES should include a statement of, among other things:

· How disabled people have been involved in its development;

· The authority's methods for assessing the impact of its policies and practices, or the likely impact of its proposed policies and practices, on equality for disabled persons;

· The authority's arrangements for gathering information on the effect of its policies and practices on disabled persons and in particular its arrangements for gathering information on: 

· The effect on the recruitment, development and retention of its disabled employees;

· The effect on the educational opportunities available to, and on the achievements of, disabled pupils and students, and;

· The extent to which the services it provides and those other functions it performs take account of the needs of disabled persons.

Defining Disability 
The Disability Discrimination Act 1995 and 2005 uses a World Health Organisation definition of disability as being:

 “a physical or mental impairment that has a substantial and long-term adverse affect on a person’s ability to carry out normal day-to-day activities.”  

While the College recognises this, it is also committed to supporting and promoting the Social Model of disability, which says that people are disabled not by their impairment, but by a society that does not take account of their needs and prevents them from having full access to society due to physical, communication and social barriers.  The Social Model identifies the problem as being within society; a society that is made up of such discriminatory elements as:
· inaccessible information;

· poor communication, e.g. lack of British Sign Language interpreters, few induction loop systems etc;

· an inaccessible built or physical environment;

· segregated services including education;

· inaccessible transport;

· bad design;

· organisational barriers;

Prejudice towards disabled people is manifested through:
· representations, for example media and fiction;

· attitudes;

· stereotyping;

· negative assumptions;

· fear;

· low expectation;

· offensive or thoughtless language;



The Social Model acknowledges that impairment is the functional limitation within an individual caused by a physical or mental or sensory condition, whilst suggesting that disability is the loss or limitation of opportunity to take part equally in the mainstream of the community as a result of barriers that do not affect others, for example physical and social barriers.

The Social Model locates the problem outside the disabled person and therefore offers a more positive approach because it doesn’t blame the individual.  It involves everyone in identifying solutions, encourages co-operative problem solving, removes barriers for others as well as disabled people, and acknowledges disabled people’s rights to full participation as citizens.

ncn recognises that disability arises from society’s negative treatment of disabled people and is not an inevitable consequence of people’s impairments.  The College is committed to removing barriers faced by disabled people in relation to its employment practices, decision-making and delivery of educational and training services.  
LLDD Strategy

The College has a separate LLDD strategy that sets out our commitment to enabling learning disabled students to reach their full potential through meaningful learning pathways that raise aspirations and enhance progress and the acquisition of life skills.  This 

· Transition in and out of College – effective partnership working that supports the progression of students in and out of FE through appropriate referrals, advice and guidance.

· In College – appropriate teaching provision combined with support from specialist staff; access to the curriculum and activities that challenge and enrich life experiences

· Staffing – provision of appropriate specialist training for teaching and support staff.

Positive about Disabled People

The College has signed-up to the Employment Services’ ‘Two Ticks – Positive About Disabled People’ Scheme as part of its commitment to recruiting and retaining disabled people and promoting a positive approach to disability.  

The Scheme commits us to specifically address disability issues in accordance with the Employment Service’s criteria, through which we are committed to: 

· Interview all disabled applicants who meet the essential criteria for a job vacancy and consider them on their abilities;

· Make sure that there is a mechanism in place to discuss with disabled employees, at least once a year, what we and they can do to ensure they develop and use their abilities;

· Make every effort to ensure that employees who become disabled can stay in employment;

· Take action to ensure that all employees develop the appropriate level of disability awareness needed for their job;

· Annually review our commitments and achievements, plan ways to improve on these and let employees and the Employment Service know about progress and future plans.

The Gender Equality Scheme 

The Gender Equality Duty (GED) came into force in April 2007 and required public authorities to promote gender equality and eliminate sex discrimination and harassment.  Instead of depending on individuals making complaints about sex discrimination, the duty placed legal responsibility on public authorities to demonstrate that they treat men and women fairly.

The duty affects policy-making, public services and employment practices such as recruitment and flexible working.  The onus is on organisations to promote equality, rather than on individuals to highlight discrimination.

The general duty applies to all functions of every public authority.  It also applies to certain private or voluntary sector bodies when they are carrying out public functions on behalf of a public authority, and when services are contracted out to external organisations.

The duty requires us to consider how our policies and services meet the different needs of men and women, for example: 
· What are the different issues and priorities for male and female students? 
· Do male and female students have different requirements and needs to be met by services?

· Will men or women be put off from using a service because of lack of childcare or an unsafe or unwelcoming environment?

· Is there a pay gap between men and women doing the same job or jobs of similar value?

· How do we recruit staff and are we likely to get a good gender balance of candidates, especially for senior management or non-traditional jobs?

· Do we have a good return rate from maternity leave? If not, why and how can we improve?

We also need to look at how our employment policies affect transgender men and women, for example:

· Do Equal Opportunities policies and harassment policies cover trans people?

· Do practices and procedures support the dignity and privacy of trans people?

· Do we have a policy on supporting employees who are undergoing gender reassignment?

Public authorities follow a series of specific duties, similar to those on race and gender, which support the overall general duty.  These include setting gender equality goals, consulting customers and employees and taking steps to remove negative impact where it is found.

Involving others in the development of this Scheme

In developing our Scheme, views have been sought on which of our educational and 

training services are considered priorities within our communities, and where
particular issues, for example in relation to access, may have occurred.  A number of 
community and voluntary organisations representing equality groups, as well as 
staff, students and other stakeholders were consulted on use and accessibility of 
our services.  Responses have contributed to the prioritisation of action plans, and 
will be used to inform wider planning and equality impact assessments.

The College will engage with community stakeholders in more depth on their future 
involvement in delivering the Scheme, whether in the form of consultation or  quality 

assurance.  As specific actions are developed, there will be an increased need for 
participation and engagement with those from under-represented groups.  It is at this 
juncture that more qualitative and specific consultation will occur.  

Development and Implementation of the Scheme

All Directors have ultimate responsibility for the implementation of the Scheme within their Directorates.  This is co-ordinated through the Diversity Directorate, which is the strategic-level steering group responsible for co-ordinating and checking progress on equality and diversity.  The group consists of all directors, representatives from the recognised Trades Unions, the Students’ Union and chairs of staff and student networks. It is co-ordinated by the Head of Inclusion and chaired by the Principal, who is also the College’s Diversity Champion.  
Each directorate has its own Diversity Task Group (DTG) consisting of representatives from all school and service areas.  These have responsibility for the day-to-day implementation of the scheme through their action plans, and report regularly to the Diversity Directorate on their progress in relation to this, including their arrangements for assessing, consulting, monitoring, publishing results, ensuring access and training.

The practical implementation of the Scheme is detailed in the action plans for each school and service area.  Responsibility has been allocated for all actions set out in the plans.  These actions are further embedded into our existing quality and performance management systems and regularly reviewed through the School and Service Review process.

Assessing functions and policies for their relevance to equality

In the context of the legislation and the general duty it places upon ncn to promote equality, the term ‘functions’ relates to the full range of our duties and powers, and covers internal and external functions.

Similarly, the term ‘policies’ means the full range of formal and informal decisions the College  makes in carrying out its duties, and the ways in which we use our powers.  Ideally, policies should be clearly identifiable.  However, in reality, some are embedded in everyday procedures and customs.  For this reason, any assessment of a policy should include examination of long-standing ‘custom and practice’, as well as any formal written policy.    

In terms of the legislation, ‘relevance’ means ‘having implications for, or affecting’, equality.  A function or policy will be relevant if it has, or could have, implications of any kind for promotion of equality.  This will be more relevant to some public functions than others.  

Draft audits of each school and service’s policies and functions were developed.  From these, policies and functions were assessed for relevance and developed into action plans that include all requirements in relation to the legislation, plus actions relevant to Ofsted and Framework for Excellence.  

However, looking at specific services is only part of our work on equality and diversity.  We need to make sure that changes to services have the right impact on our customers and the wider community, and we must satisfy ourselves that our actions have been comprehensive and will result in beneficial changes.  We also must ensure that any new policies or services we develop are consistent with our intention of promoting equality and diversity throughout the College, and that we check thoroughly the impact of these new policies and functions before we agree them. 

The process for checking activities, whether current or intended, is called Equality Impact Assessment (EIA). Training and guidance materials are available for staff  with responsibility for policy development or quality assurance to enable them to assess whether a service or policy (existing or planned) is, or has, the potential to discriminate.  A guidance toolkit and template are used to inform and record this decision.  The toolkit and template help managers and policy-makers to consider the impact of their work on different communities and individuals by addressing a wide range of diversity issues, thus reflecting our commitment to ensuring all aspects of equality and diversity are considered fairly and equitably.   

Assessing and consulting on the likely impact of proposed policies 

In consulting on the likely impact of our proposed policies, we will use different methods to gather views, and the list of methods below is illustrative, rather than comprehensive: 

· Internal and external publications;

· Consultation with recognised trade unions;

· Consultation with our workforce through internal procedures;

· Consultation with or mailings to community and voluntary organisations representing equality groups; 

· Issue or area-specific focus groups. 

Different Schools and Services may consult as part of their equality impact assessments in the following ways:

· Specific consultation meetings with staff, students or other stakeholders;
· Focus groups;
· Student Boards;

· Consultation with or mailings to community and voluntary organisations representing equality groups; 

· Consultation with recognised trade unions;

· Consultation with our workforce through internal procedures.
When carrying out consultation we will ensure that:

· We value and respect the views of all respondents, and use them constructively;

· We use people’s views to shape College services, functions and policies;

· Our priority is to talk to those who are most likely to be affected by the service or policy;

· Aims of the consultation are clearly explained, and appropriate methods are used;

· Results are published and include actions we are taking as a result.
We recognise that it is important for us to engage with all communities, but particularly with those who are more likely to experience discrimination or disadvantage.  We also know that many people find it hard to engage with public bodies because of institutional and communication barriers.  We will strive to remove barriers and make our community engagement as accessible and inclusive as possible.

Community engagement should not be a “one off” event but a sustained conversation between the College and the communities it serves. We want to encourage communities to take a long-term approach and work with us as partners – telling us how we can improve our services and policies, working with us to achieve our strategic aims and objectives and helping us to put equality and diversity into practice for all who learn and work here.  We cannot hope to understand the wide range of attitudes and needs within our diverse communities unless we are able to hear these different voices and help them to make a critical and constructive contribution to the College’s equality and diversity work.  
Monitoring policies for adverse impact  

As part of our statutory duties, we are required to monitor our work on equality in a number of key areas: 

· Employment (and associated functions)

· Services
· Policy and decision-making

· Complaints 

In order to do this, we need to improve the way in which we collect and use data about our staff, students, contractors and governors.  We need to improve the way in which we use information about people, and do this in ways that allow us to sensitively monitor our performance on equality while at the same time meeting our duties under the Freedom of Information and Data Protection Acts. We recognise that monitoring is essential if we are to improve our employment practices and the services we offer.

Employment Monitoring

In order to meet the specific employment duties of the Acts, we are required to monitor in the following areas, by race, gender and disability.  
· Job applicants, those short-listed and those appointed

· Employees in post

· Applications for training, and training received

· Appraisals and those who suffer a detriment as a result of appraisal 

· Employees bringing grievances against the College as an employer, including complaints of harassment, discrimination or bullying

· Employees subject to disciplinary action

· Employees leaving the College and their reasons for leaving

We will analyse these figures in line with Government and our own targets.  However, we realise there are limitations to the information we have, such as under-reporting of disability by employees.

Monitoring our Services

We will ensure that information gathered is reported regularly and used to inform planning and decision-making.  This will be addressed through training staff on their responsibilities under the Acts and offering guidance and support, including how to incorporate equality considerations into existing planning.  We will review our current monitoring arrangements with a view to more accurately reflecting the increasing diversity of our communities, particularly those groups from central and eastern Europe, who are not currently recognised under existing ONS/Census categories.  
Publication and Review

Publishing the Scheme

The Single Equality Scheme, or a summary version, will be made available to all staff, students, contractors, partner organisations, trade unions and relevant community/voluntary groups.  It will be published internally on our intranet, with summary leaflets available at receptions.  Information about the scheme will be published in our staff newsletter and through other means, as appropriate.

Publishing the results of assessments, consultations and monitoring

These will be published on our website as Schools and Services complete the tasks outlined in their action plans.  Results will also be available from the relevant directorate.  Each directorate will be responsible for ensuring that these, and the outcome of any consultation exercises and monitoring are also published and available in hard copy, and in different languages or alternative formats on request.

Reviewing the Scheme  

Each year we will publish an Annual Report, describing progress against our action plans for the year and reviewing the impact our equality and diversity work has had throughout the College.    Where possible, information on equality and diversity will be co-ordinated and published corporately in the Annual Report.  However, some information may require more frequent publication, where there is a need to inform customers or stakeholders in a more timely fashion, and some additional publishing may therefore occur. 
Every three years we will review our Scheme - in particular our assessment of policies and functions - in accordance with the requirements of the Acts.  However we will review our plans and targets on an annual basis to inform the Annual Report, and so will in effect review our scheme annually.
Ensuring public access to information and services

The College is committed to providing high-quality, accessible services to all sections of the community.  Staff, students and other stakeholders are made aware of information about our services through a wide range of media, including the intranet and internet, staff and stakeholder newsletters, team meetings, all-user emails, governor briefings, and local press and broadcast media.

Our main publications, such as our prospectuses, are available at all college campuses and through a wide range of community outlets in order  to maximise access, e.g. supermarkets, job centres, libraries, community centres, schools, Connexions, leisure centres etc.  Different Schools produce separate literature on their services, which is again available from our main campuses, the addresses and contact number for which are given on p. 18.

Information on specific services such as the Additional Learning Support service for disabled students is promoted in all prospectuses, with leaflets available from all campuses.  The Mind to Learn programme for people experiencing mental ill health is widely publicised in doctor’s surgeries, hospitals, clinics etc. 

We are committed to providing information on request in alternative formats for disabled customers, i.e. large print, Braille, audio-tape and disk, and recognise that this may also be of benefit to ethnic minority communities.  

Training staff in connection with their duties under the 
Acts

In order to meet our responsibilities under the Acts, we need to ensure that all staff, including the staff of organisations who deliver services on our behalf, and our governors, are aware of their duties to eliminate discrimination and promote equality and good relations between different groups, and any specific duties relevant to their particular roles.

The College is reviewing its equality and diversity training to provide both mandatory awareness-raising training covering legal obligations, and specific training tailored to the needs of particular staff.  

All new staff attend our corporate induction programme, which includes equality and diversity.  In addition, new staff attend mandatory equality and diversity awareness-raising training.  This is in the process of being revised and extended to all staff, including senior managers.  Regular updates will also be provided, including legislative updates.  

Our subject-specific training courses cover a range of disabilities, such as epilepsy, mental health, dyslexia etc., with mandatory disability equality training being introduced for all staff.  Training is also available on LGBT Awareness/Challenging Homophobia and Religious and Cultural Beliefs.  

Training is linked to the College’s business objectives as set out in the Strategic Plan.  All training is evaluated and reviewed and updated on a regular basis.

We aim to ensure a consistent standard of training is provided to all staff and governors, while at the same time taking account of specific needs and responsibilities.  Our equality and diversity training aims to: 

· Ensure governors are aware of their responsibilities;

· Ensure all staff are aware of, and understand, current equality legislation, and in particular are aware of their general and specific duties under the Acts.  Training will be delivered at a variety of locations and times to suit staff;
· Provide staff who have specific responsibilities under the Acts with appropriate training to enable them to better carry out those responsibilities.  This will include, for example, training staff responsible for policy development on equality impact assessments.

What to do if you are not satisfied with our progress

If you have any concerns or complaints about the Single Equality Scheme and the progress we are making, please contact the Head of Inclusion in the first instance, who will refer your comments to the appropriate director.  You can also give your feedback on the sheet at the back of this Scheme.   

Sarah Jordan

Head of Inclusion

Ncn Broadway

1 Broadway

The Lace Market

Nottingham

NG1 1PR

Sarah.jordan@ncn.ac.uk
We will ensure that information is provided in different languages or alternative formats such as large print, Braille or tape, for complainants whose first language is not English or who are disabled, including providing access to translation and interpretation services where needed.

We will handle your complaint courteously, fairly and quickly. If you are not satisfied with our decision, you can raise your complaint with either of the organisations mentioned below.

Equality and Human Rights Commission

The Equality and Human Rights Commission works to eliminate discrimination, reduce inequality, protect human rights and build good relations, ensuring that everyone has a fair chance to participate in society.  The EHRC brings together the work of the three previous equality commissions for race, disability and gender and also takes on responsibility for the other aspects of equality: age, sexual orientation and religion or belief, as well as human rights.

The Equality and Human Rights Commission has the power to take legal action against ncn if it is not satisfied that the College has fulfilled its public duty under the relevant legislation. You can contact the Commission at the following addresses:

Equality and Human Rights Commission

3 More London

Riverside Tooley Street

London

SE1 2RG

Tel: 0203 117 0235

Fax 0207 407 7557

info@equalityhumanrights.com
Nottingham and District Racial Equality Council 

NDREC is a local organisation that is linked regionally and nationally to the Equality and Human Rights Commission.  NDREC campaigns for equality of opportunity, works towards eliminating racial discrimination, and promotes good relations between different racial groups.  You can contact NDREC at the following address:

Nottingham and District Racial Equality Council

67 Lower Parliament Street

Nottingham

NG1 3BB

Tel: 0115 958 6515

Fax: 0115 959 0624

www.nottsrec.com
Contacting the College

Our main campuses are listed below.  Our enquiry line is 0115 9100 100.

Ncn Basford Hall
Stockhill Lane

Nottingham 

NG6 0NB

Ncn City (Adams)

The Adams Building

Stoney Street

The Lace Market

Nottingham

NG1 1NG

Ncn City (Bath Street)

Bath Street

Nottingham

NG1 1DA

Ncn Broadway

1 Broadway

The Lace Market

Nottingham 

NG1 1PR

Ncn Lace Market A Level Centre

The Adams Building

Stoney Street

The Lace Market

Nottingham

NG1 1NG

Ncn Lace Market School of Art, Design, Fashion and Media

Stoney Street (opposite Adams Building)

Nottingham

NG1 1NG

Ncn Clarendon

Pelham Avenue

Nottingham

NG5 1AL

Ncn Berridge Centre

Stanley Road

Forest Fields

Nottingham

NG7 6HW

Ncn High Pavement Sixth Form College

Chaucer Street

Nottingham

NG1 5LP

Ncn Hucknall

Portland Road

Nottingham

NG15 7SN
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