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EQUALITY SCHEME
Foreword by Carl Groves, Principal and Chief Executive

| am pleased to introduce our Single Equality Document. | am personally committed to ensuring
that our Equality Schemes and allied Action Plans are embedded in all organisational structures,
plans, procedures and processes especially our quality improvement targets.

Fareham College is fully committed to meeting its duties to promote equality as set out in Law.
We recognise the importance of promoting equality between people. Promoting positive attitudes
towards people is at the heart of the College’s culture, Mission and Strategic Plan.

Fareham College accepts that it is a provider's environments, attitudes, systems and practices
that can create barriers to participation for people and we are therefore constantly working to
remove any barriers to access to employment opportunities, the physical environment and to the
curriculum.

As a College, we recognise that all people have different needs and that these are likely to
change with time. We are committed to ensuring that people do not feel disadvantaged and we
understand that there will be times when it is necessary to treat people that could be
disadvantaged by disability, race or gender more favourably than other persons.

As a College for all, equality is at the heart of every thing we undertake and we have committed
ourselves to regularly review our progress towards equality on an annual basis and will publish
our progress. We will be proactive in taking action to achieve equality and will use qualitative and
gquantitative data to monitor and evaluate our progress.

We will consult with all our stakeholders to ensure that we are meeting our commitments but will
also be very pleased to hear from anyone as to our equality performance.

Carl Guoves

Principal and Chief Executive
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1. INTRODUCTION

Location

Fareham College was formed in 1984 by the merger of Fareham Technical College and Price’s
(Sixth Form) College. It was re-designated as a general further education College in 2004. The
College operates from one site located on the western side of Fareham, about a mile from the
town centre. It currently serves a population of about 186,000 in the boroughs of Fareham and
Gosport in South-East Hampshire (LSC Local Area Analysis 2006).

Economic Activity

The Borough of Fareham has a population of 108,000 (1.7% from ethnic minorities), comprises
4,200 businesses and employs 42,900 people. It has an economic activity rate of 87.3% which is
higher than the Hampshire & Isle of Wight average of 82.3%. Unemployment is relatively low at
1%. The resident workforce is relatively well-qualified with 20% of working age adults possessing
a Level 4 qualification or above (LSC Local Area Analysis 2006). Fareham tends to be a more
affluent area than Gosport, with an average weekly gross income of £420-450 per employee.
There is a significant programme of urban regeneration and renewal planned for the Borough over
the next 10 years including the construction of 10,000 new homes (LSC Local Area Analysis
2006).

The Borough of Gosport has a population of 76, 415 (1.7% from ethnic minorities), comprises
1,700 businesses and employs 19,000 people (67% have less than 5 employees). It has an
economic activity rate of 82.8% which is slightly higher than the Hampshire & Isle of Wight
average of 82.3%. Unemployment is relatively low at around 1% but there are substantial
variations with the highest figures in areas of deprivation which have high proportions of young
people living there e.g. Grange Ward, where 35.6% are under the age of 15, and where
unemployment is above 5%. Levels of educational, social and financial deprivation in Gosport
tend to be high in most areas and it has 5 of the 20 most deprived wards in Hampshire (LSC
Local Area Analysis 2006).

Area Business Profile
Fareham is promoted as a telecommunications hub with high capacity infrastructure. Key sectors
in terms of employment are: finance and business services (23%), public services (24%, retail,

hospitality and catering (21%) and manufacturing and engineering (19%).

In Gosport, the most significant sectors in employment terms are: public administration,
distribution, hospitality and catering and defence-related industries. It has the highest rate of high
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technology employment in Hampshire, demonstrating local strengths in mechanical, electrical and
marine engineering.

Education

In Fareham and Gosport, around 78% of young people stay in education after age 16 (Fareham
Activity Survey 2006). Most attend one of south-east Hampshire’s three general FE colleges or
three sixth form colleges. There is one local school with a sixth form. There are also a number of
training providers in the area. The excellent transport links in the area give rise to a significant
level of competition between post 16 providers in the sub-region. To remain competitive, the
College has re-focused its provision to ensure it continues to meet the needs of learners and the
local labour market.

The College entered recovery in 2003. It has now successfully completed its three-year Recovery
Plan agreed with the local LSC, and continues to expand its growth and curriculum portfolio in line
with LSC funding priorities.

Within the wider context of the local area, there are a number of area/sub-area reviews in train,
the outcomes of which will have a direct bearing on the College.

Staffing:

As of 29" September 2006, the College’s staff profile was the following:

Executive Management | 4 3 0 0 7.00 6.6
H R

uman esources 1 5 0 0 - -
Department
Curriculum & Corporate

urricuu o 4 13 12 26 5500 |36.9
Development Division
R & C t

GSOUTEeS & Lorporaie | 48 0 0 53.00 |44.3
Services Division
Business & Technology | 5 2 44 7 58.00 |48.6
Creative Studies 3 2 49 8 62.00 [46.0
Community Studies 5 3 42 2 52.00 |36.3
Total ETE 26.7 67.72 105.15 26.42 225.99

Source: HR PRO

1.2 EQUALITY AND DIVERSITY
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Equality and Diversity Statement

‘Fareham College is committed to creating an environment where there is mutual respect and
equality of opportunity for students and staff.

Equality at Fareham College means that we provide an accessible and supportive educational
experience for all. Our commitment to our students and staff, and our expectations of them, is
based on the rich diversity of the communities that we serve’.

Equality & Diversity Committee. July 2006

Introduction and Context

The College considers Equality and Diversity as at the heart of the College’s ethos and culture.
The College considers the following key messages as fundamental to the successful
implementation of the principles of Equality and Diversity in its operation:

o The College consistently promotes learning to young people and adults in its community

o The College is committed to inclusive learning and takes positive steps to promote equality
of opportunity and to enable all people to participate in learning.

o The College’s publicity reflects the diversity and requirements of the local community
o The College has fair and appropriate systems for the recruitment and selection of students

o We are thorough in assessing individual need, staff are aware of these needs and
proactively work to meet them.

o Students are aware of how they should treat other people and the College’s expectations
of their behaviour

o The College actively seeks the views of all students and acts on these views

o The College monitors the participation of staff and students by age, gender, ethnicity and
disability and has a clear policy on equality of opportunity

o College staff and students frequently participate in equality and diversity training and
activities aimed at skills development and the promotion of equality of opportunity

o The College openly and publicly celebrates the success of its students

The College’s approach to teaching and learning is student-centred and grounded in recognising
and meeting the needs and requirements of all our learners. Equality and Diversity practice in the
College is therefore in a continual state of development to meet the needs of a diverse learner
population.

Equality and Diversity Impact Measures 2006-2007

The College has agreed that the following list of Equality Impact Measures (EDIMs) are
appropriate for the forthcoming year and will use them to measure its performance in relation to
Equality and Diversity
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All learners are given an initial essential skills screening and assessment during the enrolment
process. Following a successful pilot in 2005/2006, the College is embedding earlier assessment
of learners’ essential skills development needs as part of the interview process.

Tutors work closely with Curriculum Support staff to identify learners who require on-course
literacy, numeracy or ESOL support and guide the learner to attend appropriate learning sessions
to support their development or attend classes to support them in situ. All learners on key skills
programmes are assessed for both level and profile against national standards to ensure that they
are guided to achieve the appropriate key or basic skills.

Enrichment activity focuses on personal development particularly in sport and health promotion,
visits to external exhibitions and activities, extended use of the Learning Information Centre and
curriculum related visits and external speakers. These activities engage learners from all areas of
the College and benefit both social cohesion and the sporting achievements of the College.
Where appropriate, support from the Learner Support Fund is allocated for travel and equipment
to support the learners’ personal requirements.

The College has further developed diversity initiatives in 2005/06 aimed at improving participation,
retention and achievement. An all staff conference day held in December 2005 focused on
performance and the importance of Every Child Matters. Staff Development has incorporated
general awareness raising, legal implications and operational frameworks and activities related to
social cohesion and skill development.

Developments in 2006-2007 include:

o The use of student ambassadors to work as role models at pen evenings to meet and
greet potential students and their parents.

o Training of student ambassadors to meet new students on their first days of College and
to guide them to areas within the College.

o Development of exhibitions and displays in the Learning Information Centre and Mall to
raise awareness on equality & diversity issues.

o The Student Liaison Committee and the development of the Student representatives at all
levels provide learners with opportunities to raise issues with senior managers of the
College.

o Planning the development of an FE Awards Ceremony ‘Celebrating Success 2007’

o Introduction of an equality & diversity assignment in all full-time learners at Induction and
via on-programme tutorials

o Publication of student development magazines — ‘Fused’ and ‘Good Terms’ to celebrate
the diversity of the College and its students.

o ldentification of Equal Opportunity Champions in each Curriculum Department who, with
appropriate training, act as advisors to further develop curriculum materials

o Further development work with the FE Chaplain to progress the ‘Oasis’.

o Outreach work with local schools to begin to identify individual learning needs of
prospective students and parents

o Development of multi-language presence in College publications

o Delivery of a Faith questionnaire on behalf of ‘Faiths in FE Forum’ and the ‘National
Ecumenical Agency in Further Education’.

Summary

The College has dedicated staff to assess and support those learners with physical disabilities
and has increased the range of equipment to meet learners’ requirements, including Laptops with
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voice activated software and adaptive technology. Staff are involved in ongoing CPD to become
multi-skilled to support a variety of needs.

The College still has work to do to provide a suitable range of informative reports to middle
managers to ensure that they are aware of equality and diversity profiles and allied issues in their
Curriculum Departments.

The introduction of EDIM’s with SMART targets for the organisation to work towards has given the
Equality and Diversity agenda a clear steer and something tangible through which to measure its
impact on the College as an organisation that prides itself on its ability to meet the needs of its
learners.

The College has a committed and energetic Equality and Diversity Committee who, having
reviewed the development of equality and diversity processes now work to the following review
cycle.



Equality and Diversity — Reporting and Accountability

College wide and
Equality data analysed Curriculum Area level equality

targets agreed

Equality
Improvement

SID learner equality data

gathered Action plans agreed

v

Vice-Principal reports to Corporation Performance monitored against targets by
and staff Equality and Diversity Committee

Targets for equality and diversity

For more information on

Top-level equality and diversity targets need to be in Monitoring of these targets will be the focus of equality and diversity, contact
place for student retention, achievement and success. the Equality and Diversity Committee. Nigel Duncan, Vice-Principal
These measure targets according to: cch

The targets can inform thinking and activity across
the College approach: teaching, student support
and College promotion all have a direct and

o Gender
o Ethnicity
o Disability: across mental health,

For details of policies, visit the
Intranet policies section.

visual and hearing impairment, medical and other. important role to play.



EQUALITY AND DIVERSITY IMPACT MEASURES (EDIMS) 2006-2007

Priority

Baseline in 2004-2005

Performance in 2005-
2006

Improvement Measure in
2006-2007

Performance in 2006-
2007

DEVELOPMENTAL MEASURES

Improve data capture regarding the
participation of learners with
disabilities and/or learning difficulties
or disabilities

5% learners recorded as no

information provided

3.75% learners recorded as no
information provided

Reduce not known/not provided
to 3%

3.25% learners recorded as no

information provided

Improve data capture regarding the
2 | participation of learners from black and
ethnic minority backgrounds

2% learners recorded as not
known or not provided

1.5% learners recorded as not
known or not provided

Reduce not known/not provided
to 1%

0.9% learners recorded as not
known or not provided

PERFORMANCE MEASURES

Increase participation in learning by B&ME participation is 3% B&ME participation is 1.6% B&ME participation is 3%
1 people from Black and Minority Ethnic | compared to their compared to their Increase participation by target compared to their
groups, including white learners from representation in the population | representation in the population | group to 3 % of learning cohort representation in the population
Asia of 3% of 3% of 3%
Increase the success rates of learners | B&ME success rate at an B&ME success rate at an
) from Black and Minority Ethnic average of 46% compared to an | average of 59% compared to an | Improve B&ME success rates to
groups, including white learners from overall college average of 63% overall college average of 66% 63%.
Asia and 64% for White British and 68% for White British
19+ learners on long 19+ learners on long
o o Improve the success rates of
Increase the success rate of 19+ qualifications at an average of qualifications at an average of
3 19+ learners on long
learners on long courses 55% compared to overall 63% compared to overall o
qualifications to 62%
college of 59% college of 67%
4 Increase the success rate of 19+ 19+ learners on level 1 19+ learners on level 1 Improve the success rates of
learners on level 1 courses qualifications at an average of qualifications at an average of 19+ learners on level 1
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52% compared to overall
college of 58%

63% compared to overall
college of 64%

qualifications to 65%

Increase the success rate of 19+

learners on level 3 courses

19+ learners on level 3
qualifications at an average of
52% compared to overall
college of 60%

19+ learners on level 3
qualifications at an average of
57% compared to overall
college of 64%

Improve the success rates of
19+ learners on level 3

qualifications to 64%

Increase the success rates of learners
in relation to gender related
inequalities in performance
particularly male learners

Male learners success rate at
an average of 58.5% compared
to an overall college average of
63% and 66% for female
learners

Male learners success rate at
an average of 66.2% compared
to an overall college average of
65.1% and 65% for female
learners

Improve the success rate of
male and female learners to
68%

Increase percentage of employees of
people from Black and Minority Ethnic

groups.

Current employment profile is
1% compared to their
representation in the local
population of 3%

Employment Profile improved to
1.5% compared to their
representation in the local
population of 3%

Increase percentage of Black
and Minority Ethnic groups to
2% of establishment

Employment Profile improved to
1.7% compared to their
representation in the local
population of 3%

Increase staff development activities
to ensure level of awareness of E&D
issues is raised

Current level of activity is 53
hours of SD (E&D and Tutorial)
activities per year

Current level of activity is 60
hours of SD (E&D and Tutorial)
activities per year

Increase activity to 70 hours per

year

Planned activity supports this
target

Improve accessibility to campus
accommodation for people with
disabilities

Current level of access for
people with disabilities 69.5%

Access improved to 70%

Increase access for people with
disabilities to 100% of campus

Access improved to 76%

12




EQUALITY AND DIVERSITY IMPACT MEASURES (EDIMs) EXPLAINED

One of the most significant mechanisms the College now has for making an impact on equality and
diversity issues is the introduction of Equality and Diversity Impact Measures (EDIMs). The College is
committed to using EDIMs as the mechanism for supporting, monitoring and assessing the impact of
its equality and diversity work.

So what are they?

EDIMs are:

o specific local measures for participation, retention and achievement (success rates) of groups
of learners who have been identified as currently under represented and/or under achieving in
learning.

o nhot only about achieving targets, but also concerned with changing attitudes in the college to
issues relating to equality and diversity.

Why have EDIMs been introduced?

EDIMs have been devised to help the College to meet a number of requirements that primary
legislation and other instruments place on them, namely;

o Disability Discrimination Act 2005

o The Learning and Skills Act 2000 — assisting with reporting annually to the Secretary of State
for Education and Skills on the impact of LSC equality and diversity at work

o Help meet the duties set out in the College’s Race Equality Policy as required by the Race
Relations (Amendment) Act 2000

o Contribute to widening participation and promoting inclusion in education and training to under
represented groups

o Count towards meeting the College’s contribution to National Learning Targets

What is the EDIMs framework?

The framework is informed by the results of the last set of confirmed data and consists of the following
activities in support of the aims and objectives set out in the Strategic Plan:

o Analysis of aggregated learner data for one year

o Looking at participation, retention and achievement (success rates) compared for different
groups of learners (disability, gender, age, ethnicity and level)

o ldentifying the extent of under representation and under achievement compared for different
groups (disability, gender, age, ethnicity and level)

13



o Agreeing, at College level, measures to reduce gaps over time — current and planned
activities/initiatives that contribute to achieving EDIMs, for example, embedding Equality &
Diversity into ‘Teaching and Learning’ practice and possibly the development of projects using
European Social Funds (ESF)

o Monitoring and reporting progress over time

o Reviewing and adjusting EDIMs as appropriate in light of results of performance against
targets

The framework for EDIMs will allow the College to agree targeted measures for increasing
participation, retention and achievement (Success Rates) for:

Learners with disabilities — Physical, Mental, Learning difficulties and/or disabilities
Male and female - Gender
Learners from different groups - Race, Ethnicity and Faith

Learners in different age groups — 14-16, 16-18, 19+

where analysis shows that people from these groups are under represented or under achieving in
learning.

How will the EDIMs framework be developed further?

The further development of the EDIMs framework will continue with the availability of new sources of
information, for example, incorporating the results of the 2001 census of population to allow us to
match learner profile with population profile at local level (covered partially) and the standardisation of
statistical reports that can be used to monitor against EDIMs in a consistent way (Curriculum
Management Reports Suite — Corporate Dashboard). Further developments will also include analysis
of statistical significance as a validating mechanism.

How many EDIMs should be set?

There is no upper or lower limit to the number of EDIMs that can be set. It is expected that the
analysis would be used to identify priority areas.

EDIMs can also be set for groups of learners not identified in the main administrative data sources
used by the LSC — the individual learner recorded and the individualised student record, for example,
lone parents.

Example of current data relating to the provision of Additional Learning Support

ADDITIONAL LEARNING SUPPORT

FEMALE MALE
Level 1 2 3 1 2 3
Number 63 a7 8 70 36 3
Achievement rate % 43 60 88 60 75 67

14
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2005-2006 Analysis
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DISABILITY SCHEME - THE LEGAL CONTEXT

When carrying out our functions, we are aware that we must have due regard to the duties placed
upon us by the Disability Discrimination Act 2005.

We are committed to:
o Promote equality of opportunity between disabled persons and other persons

o Eliminate discrimination that is unlawful under the Act

o Eliminate harassment of disabled persons that is related to their disabilities
o Promote positive attitudes towards disabled persons

o Encourage participation by disabled persons in public life;

o Take steps to take account of disabled persons’ disabilities, even where that involves treating
disabled persons more favourably than other persons.

(Statutory Code of Practice ‘The Duty to Promote Disability Equality’,
Disability Rights Commission, 2005, S.49A)

The College also recognises and aims to meet its duties as set out in other equality-related legislation

such as:
o the Disability Discrimination Act 1995 (Amendment) (Further and Higher Education)
Regulations 2006

o the Mental Capacity Act 2005
o the Children’s Act 2004.

To help us meet our duties and set out our aims, objectives and expectations, we have:
o an Equality and Diversity Policy and Equality Impact Measures (EDIMs)
o a Race Equality Policy and Action Plan
o Harassment Policies for both employees and for students

The College also recognises that discrimination can be multiple, so we are committed to ensuring that
the aims of all equality-related policies support each other and are embedded in all that we do.

Disability

We will use as a minimum the definition of having a disability as set out in the Act.
‘A person has a disability for the purposes of this Act if he has a physical or
mental impairment which has a substantial and long term adverse effect on his

ability to carry out normal day-to-day activities.”

The College recognises that it has a proactive duty to mainstream disability equality in all decisions
and activities.

16



PART 2 - FAREHAM COLLEGE VISION AND VALUES

Fareham College acknowledges the Government agenda for disabled people as stated by the
Strategy Unit, which illustrates the high priority disability equality has to have in strategic planning.

In the College Strategic Plan 2006-2009 the Principal highlights that the College is in a changing
environment that will require a response to Government reforms and priorities. However, we are clear
that we will act with integrity to adapt our longstanding values to a changing political and education
landscape. We will put the needs of our staff, learners, employers and members of the local
community at the heart of what we do.

The following key points that link to disability and diversity are taken directly from the College’s
Strategic Plan. The full Plan is available on the College Intranet. The primary purpose of Fareham
College is to develop the full potential of all our students and learners through outstanding teaching
and support services. This means that each individual learner, whatever his or her background, will
have the opportunity to reach their full potential. This will be achieved by ensuring that learners are
respected, supported, stretched and challenged.

2.1 Mission and Vision

Our Mission is:

“To develop the full potential of all our students and learners through outstanding teaching and
support services”

Our Vision for Fareham College is:
Fareham College recognised as
o the first choice provider of 16-19 Education in Fareham and Gosport
o The leading provider of 14-16 Vocational Education in Fareham and Gosport
o A major provider of Adult Learning and Workforce Development in Fareham and Gosport

2.2 Aims and Milestones

To increase the diversity and number of learners we serve.

Included in the above Aim is the Strategic Objective, “To continue to promote Equality and Diversity at
the heart of College activities.” The strategic milestone for this objective is, “To establish and
successfully implement a Single Equality Document and allied Action Plans.”

Aim 3 is,

“To strengthen the role of the College in providing the skills needed by individuals, employers and the
community.”

17



(Included in the above Aim is the Strategic Objective, “To increase opportunities for those excluded
from or at the margins of the workforce.”
This aim directly links to the Government and LSC priority areas.

PART 3: INVOLVEMENT - ACTIVELY ENGAGING WITH DISABLED PEOPLE

Involvement of Learners and Potential Learners

The College routinely collects the views of all learners, potential learners and their parents through a
variety of surveys and evaluations. The main surveys are the First Impressions, Mid-sessional and
end of year surveys, together with focused surveys such as ‘Open Evening’ surveys, ‘Taster Day’
survey and Tutoring. The Equality & Diversity Committee commission surveys, asking learners to
identify whether or not they consider themselves to have a disability and whether they feel they have
been given the support they require to access their learning. There were many positive comments
about the College’s aim to be inclusive. The one area receiving less positive comments was related to
access to certain parts of the campus. It was felt that we needed to ensure that access to the campus
was improved and this was built in as a target within the EDIMs.

Learners’ views are also continuously gathered through the Tutorial system and the Additional
Learning Support process which includes one to one meetings where any disability related issues can
be identified and discussed.

Involvement of Learners who have Learning Disabilities

The College has a significant number of learners who have a learning disability. These learners are
invited to share their views on practices and developments at the College through class projects,
through the College tutorial system and representation on the Student Council. Feedback from any
learner, potential learner, parent or significant other is routinely used to inform action planning and
policy development.

Projects
A significant project that has taken place this year has been the development of a Respect Campaign.
Based on the need to engage all the students, staff and parents in the development of mutual
understanding, the Respect Campaign has been organised to engage students both in and outside of
the classroom. To-date the campaign has developed:

o Arange of high profile posters promoting the princiOples of respect and equality for all

o Become a major topic item on all Student Council meetings with middle and senior
management teams

o Provided a focus for addressing issues associated with equality

18



Staff Views on Access for Learners

As part of the preparation for this Disability Equality Scheme and Action Plan a programme of training
has been developed to raise awareness of the Disability Discrimination Act 1995 (Amendment)
(Further and Higher Education) Regulations 2006. This training includes inviting staff to identify the
disability related issues that they felt to be a priority. It is anticipated that the |College will need to
address:

o More rooms for exams where access arrangements have to be met
o Accessible toilet facilities needed on the top floor of some buildings building

o Better lift access needed to the top floor of some buildings to reduce travelling distance to
some areas

Another aspect of involvement was to ask staff to rate the College on a scale of one to five against
examples of good practice. The results of this have been collated and will be reported separately. This
will inform our ongoing action planning.

Parents’ and Guardians’ Views

Parents (inc Guardians) are able to share their views on any matter related to their child’s access to
education. Parents can attend Open Evenings and can see key staff should they wish to ask
questions or share information regarding a disability. The Tutor and Learner Progress Reporting
system enables us to have contact with the adults responsible for our learners. The College invites
parents to meet tutors at the beginning of the academic year (September Welcome Evening) and
there are regular Parent consultation evenings (October and March). These meetings help us in
getting to know our learners’ parents and their needs. People who find it difficult to attend in the
evening can make a daytime appointment to meet with their child’s tutor. The views of disabled
parents are also used to inform College Planning. The College keeps parents informed of future
developments via a variety of news publications and the College website. Parents are represented on
the Board of Governors, where they can contribute to decision-making and influence the culture and
mission of the College.

Involvement of Staff

The College collects the views of staff through the appraisal system, surveys, training events and the
open-door policy of the Vice-Principal Curriculum and Corporate Development. The Vice-Principal’s
role is one of advice and support. The Vice-Principal is also supported by a number of colleagues with
specialist knowledge including the Human Resources Manager, Health, Safety and Welfare Officer,
Facilities Manager and the Additional Support Manager. This gives the opportunity for disabled staff to
say, in confidence, what they feel the College should be focussing on. The annual Staff Survey asks
staff to identify whether or not they have a disability. This information is included in the Equality &
Diversity Staffing Report which is presented annually to the Staff and Remuneration Committee of
Governors.

19



Continuing Commitment to Involvement

We will continue to seek to identify the barriers that disabled people experience and take active steps
to remove them to promote equality of opportunity. We are aware that people face barriers as a result
of prejudice and stereotypes, inflexible organisational procedures and practices, inaccessible
information or inaccessible buildings. We aim to make it as easy as possible for people to share their
views with us and are always open to new ways of doing this. We will continue to build links with
organisations of disabled people in order to get as broad a view as possible of our practice and
identify areas for improvement.

We will also continue to ask people if they are satisfied with our service by:

o Asking people to comment via customer satisfaction surveys

o Providing opportunities for comment and feedback on our services

o Looking at the impact of proposed changes to policies, procedures and practices
o Involving disabled people in the development of new services.

We will aim to draw upon the expertise of our specialist staff, the networks we belong to and the
personal experience of our disabled learners, potential learners, parents, other service users,
employees and job applicants to inform all that we do.
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PART 4: DISABILITY EQUALITY IN EMPLOYMENT

Our Commitment to Employees and Potential Employees

The College celebrates and values the diversity brought to its community by individuals from many
backgrounds. It believes that the College will benefit from employing both disabled people and people
who do not have a disability at all levels of the organisation, and across all areas of our organisation’s
work. The College is committed to equality of treatment for all employees regardless of whether they
have a physical or mental impairment. This will apply to the operation and implementation of all our
employment related policies and practices.

We recognise that many disabilities are not visible and are not always immediately apparent. We
respect a person’s view as to whether they would consider themselves as a person who has a
disability and their decision on whether or not to disclose a disability to us. We also recognise that we
have a duty towards our employees where the College knows of a condition that would be covered by
the Disability Discrimination Act 2005, whether or not the person recognises it as such. We will work to
maintain confidentiality as far as is reasonably possible.

Positive about Disabled People

We are committed to:

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

o Ensure that there is a mechanism in place to discuss, at any time, but at least once a year,
with disabled employees what can be done to make sure they can develop and use their
abilities;

o Make every effort when employees become disabled, to make sure they stay in employment;

o Take action to ensure that all employees develop the appropriate level of disability awareness
needed to make these commitments work;

o Each year to review the five commitments and what has been achieved, plan ways to improve
on them and let employees and Job Centre Plus know about progress and future plans.

The Vice-Principal Curriculum and Corporate Development works closely with the Human Resources
Manager and Personnel Team to ensure disabled staff are supported as and when required and all
reasonable adjustments are identified and made. The Human Resources Manager is a member of the
Equality & Diversity Committee.
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PART 5: DISABILITY EQUALITY IN EDUCATION

The College has three levels of expertise and focus in its approach to supporting disabled learners in
accessing our services, in particular education. This consists of:

o the Curriculum Manager for Foundation Studies who has responsibility for learners who have
learning disabilities,

o the Additional Learning Support Manager who is a specialist in specific learning disabilities

o the Equality and Diversity Committee which brings together the wide range of specialisms to
meet the wider community

The College has an extensive support network for learners. This ‘Support for Learning’ function
includes: student welfare staff, personal tutors, counselling and one to one study support. Learning
support is also provided on a group basis depending on level of need.

Specialist EQuipment to Promote Equality

The College holds a range of specialist equipment to aid access to learning. The Library and
Information Centre holds most of this equipment for loan. The details of what is available are listed in
our Disability Statement. We are constantly seeking to improve the range of equipment we have
available and are actively developing an assistive technology strategy.

The College Disability Statement
This gives information to potential learners on:

* College Policies

» Key Staff

* Disclosure and confidentiality

* Passing on information
 Educational facilities and support
* What we can provide

* Physical accommodation and access
* Examination arrangements

* Catering

* Counselling and welfare

* Discretionary grants

* Funding

* Transport

* Complaints and appeals
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PART 6: PROTECTION FROM HARASSMENT AND DISCRIMINATION

Our Commitment

The College will treat all employees and learners with respect and dignity, and seek to provide a
positive working and learning environment free from disability discrimination, harassment or
victimisation. We have Harassment Policies, both for employees and students, which give examples
of behaviours that, are considered to be disability harassment or bullying. These policies are
explained to learners by their tutors and to staff at their induction.

Any disability discrimination by students against staff will be dealt with under the student disciplinary
procedure. If the discrimination is from a member of the public the College will provide appropriate
support and take action. Any acts of direct or indirect disability discrimination, harassment,
victimisation or abuse will be taken very seriously and treated as a serious disciplinary offence. We
will seek not only to eliminate disability discrimination, but also to create and maintain a working and
learning environment based on good relations between disabled people and people who do not have
a disability.

Positive Images and Language

The College undertakes to provide positive, diverse images of people who have a range of disabilities.
The aim is to create and maintain an inclusive community that has a shared commitment to
challenging and preventing stereotyping, prejudice and disability discrimination whether overt or
covert. We also undertake to ensure that all language used in publications and publicity material
promotes a positive message in relation to disabled people.
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PART 7 — LEADERSHIP AND MANAGEMENT

Responsibility for the Scheme and Action Plan
All employees and members of the College Community have a role to play in ensuring the delivery of
this Scheme and for ensuring equality of opportunity for disabled people.

The Governing Body

The Governors of the College acknowledge their responsibility for ensuring that this Scheme and
Action Plan are at the heart of the College’s strategic planning. The Governing Body is made up of
representatives from our staff, learners, parents, businesses and the local community.

Senior Management

The Principal is accountable for the delivery of the Scheme and, with the Executive Team, is
responsible for ensuring that our Scheme is put into action across the College. The Executive member
with overall responsibility for equality is the Vice-Principal Curriculum and Corporate Development. In
particular, the College Principal/Chief Executive and Senior Management Team are responsible for:

o Taking the lead in challenging discriminatory behaviour from any member of the College
Community

o Being aware of the College’s statutory duties
o Ensuring all aspects of College policy and activity is sensitive to disability issues

o Ensuring data for monitoring in relation to disability is collected and analysed, and that targets
to improve disability equality are based on this information

o Ensuring recruitment and promotion of staff follows equality best practice at all times

o Ensuring that all marketing and publicity material promotes disability equality by sending
positive and non-stereotypical messages about people

o Ensuring that there is appropriate training and development to support the promotion of
equality.

Equality & Diversity Committee

The Equality & Diversity Committee, under the leadership of the Vice-Principal Curriculum and
Corporate Development, works across the College to coordinate and support activity that promotes
equality. Committee membership is from across the College and aims to represent different areas of
College work. The Equality & Diversity Committee reports directly to the Senior Management Team,
producing a report each year on equality matters, and also to the Governors on matters related to
staffing through the annual Staffing Report which is presented to the Staff and Remuneration
Committee. All these reports include sections related to disability equality.
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Middle Management

Curriculum and Business Support Managers have been asked to complete Disability Equality Audits
and responses will be used to inform action planning and identify areas for support and further
training. Information on training needs is also extracted from the annual surveys for staff and learners.

All Staff
All staff are responsible for ensuring that they are aware of disability related legislation and the duties
placed upon them and the College. In particular they must:

o Ensure that schemes of work, lesson content and teaching resources demonstrate sensitivity
to disability issues and diversity

o Challenge prejudiced and discriminatory behaviour, whether intentional unintentional, by
learners, work placement providers, outside contractors or other members of staff

o Respond positively to the needs of the disabled people they have contact with in the course of
their work.

Training and Information

All new members of staff receive an equality induction from the Personnel Team. This induction is
used to introduce key points from equality related policies, give advice and highlight responsibilities.
Adult part-time tutors attend a group induction/training evening where they receive information about
expectations regarding equality at College. Throughout INSET activity staff attend Equality & Diversity
update training. This is an opportunity to ensure all staff are aware of new developments and changes
to legislation that could affect learners and/or staff

The Quality and Staff development Manager is a member of the Equality and Diversity Committee and
also leads on coaching to improve teaching and learning practice, working closely with the Vice
Principal Curriculum and Corporate Development, so ensuring that the promotion of equality remains
a priority.

Quality System

The College has a lesson observation system that ensures equality of opportunity is a feature of
lesson planning and delivery. Differentiation, meeting individual need, is recognised as an important
element of effective teaching and learning. The College has a system of self-assessment that requires
departments to comment on their performance on promoting equality of opportunity. The College Self-
assessment Report includes direct reference to equality. The Disability Equality Audits form part of
teaching departments’ self-analysis of their ability to meet disabled learners’ individual requirements.
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PART 8: CARRYING OUT IMPACT ASSESSMENTS

The College’s main policies, procedures and practices are listed on the College website, within the
Intranet under Policies.

College Wide Policies
There is no order of priority here. However, priorities for impact assessment are marked with a star.

Quality, Complaints, Suggestions and Related Policies
Quality Policy and Strategy

Complaints Policy - *

Assessment & Internal Verification Procedure
Suggestions Policy

Training, Staff Development, Communications and Related Policies
Staff Appraisal and Professional Development - *
Communications Policy - *

IT, Internet and Related Policies
Internet, Intranet & E-mail Policy
Computer Software Policy
Internet Abuse Sanctions - *
Internet Code of Conduct - *

Financial and Related Policies
Fee Policy, Fee Remission and other Financial Assistance for Adult Students 2008-2009 - *

Equality, Diversity and Related Policies
Equality & Diversity Policy and Implementation Plan*
Disability Equality Scheme

Gender Equality Scheme

Race Equality Policy and Action Plan

Harassment Policy and Procedures — Staff -**
Harassment Policy and Procedures — Students -**
Managing Racist Incidents

Teaching and Learning Policy

Assessment Policy

Internal verification Policy

Lesson Planning Policy

Staff, Attendance and Related Policies
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Leave of Absence Policy - **
Teachers’ Maternity Pay and Leave Scheme -**
Support Staff Maternity Pay and Leave Scheme -**

Data Protection, Freedom of Information and Related Policies
Data Protection Policy

Freedom of Information Policy

Data Retention Guidelines

Health and Safety Policies

Fire Safety Policy

First Aid Policy &Procedures -**

Student Educational Visits and Offsite Activities -**
Safe Driving Policy

Safeguarding Children Policy

Criminal Convictions Policy

Smoking Policy

Use of Mobile Phones Policy

Conduct, Retirement and Redundancy Policies
Staff Code of Conduct

Staff Code of Ethics

Staff Misconduct

Capability -**

Appeals Procedure -**

Student Anti-bullying Guidelines

Student Disciplinary and Exclusion Policy and Procedure -**
Grievance Procedure -**

ll-Health Retirement -**

Redundancy -**

Recruitment and Selection of Staff Procedures -**

There are also individual department specific policies, procedures and practices that are not included
here. Identification of these forms part of the action planning.

Impact Assessments
We aim to move to a situation where all policies, procedures and plans are impact assessed for the
effect on disabled people.

Procedures for Impact Assessment

Impact assessment will adhere to set criteria and will start by asking:
o How relevant is this function for disabled people?

o What effect will this policy, procedure or plan have on disabled people?
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o (High/Medium/Low) If the response is low then the reason for this decision will be recorded. If
the response is medium or high then a full impact assessment will be carried out.

This will involve asking:
o Isthere any adverse effect? If yes, we will move to;

o What can we do to mitigate any adverse impact?

o What alternative policies or procedures might be better to ensure the promotion of disability
equality?

The results of the impact assessments will be published in the Equality & Diversity Reports to the
Executive, in department self-assessment reports (SAR) and therefore will inform the College SAR.
Decisions made about recommended changes to policies or procedures will be published in Equality &
Diversity Reports and in the revised action plans.

Priorities

The College recognises that it has a considerable number of policies. Many of these are policies in
response to Government requirements and as such have little scope for flexibility. Procedures for
implementing policies have more flexibility and therefore need to be assessed carefully. Internal
policies and procedures need examining for any adverse impact on disabled people. As do all new
proposals, plans and decisions.

The Equality & Diversity Committee decided the priority list of policies and procedures for impact
assessment. The decision was based on how directly the policy or procedure related to people. The
priorities are identified within the Action Plan and include key HR and Student related policies.

Responsibility for Impact Assessments

In the initial stages, the Equality & Diversity Committee aims to impact assess existing policies
identified as priorities. However, it is expected that all new policies and procedures will be routinely
impact assessed by the initiators of the policy. The same is expected of any decisions made regarding
the way the College functions. If it is decided that a full impact assessment is needed then the specific
members of the Equality and Diversity Committee can be asked to advise. Training will be given to
enable people to confidently carry out impact assessments with the focus on disability equality.
Records of the results of impact assessments will be forwarded to the Equality & Diversity Committee
chair for inclusion in equality reports.
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PART 9: GATHERING INFORMATION

The College gathers a wide range of information both in its role as an employer and as an education
provider. All data is stored and used in accordance with the Data Protection Act.

As an Employer

All prospective employees are asked to complete an Equal Opportunities Monitoring Form. This is
confidential and does not from part of the selection process. The forms are reviewed annually and any
relevant aggregated data on disability is included in the Equality & Diversity Staffing Report.

Other information gathered that could relate to disability includes: sickness records, staff absence
data, staff development take-up, recruitment, retention and promotion data and numbers of people
opting into the guaranteed interview scheme under our ‘Positive About Disabled People’ commitment.

The Human Resources Manager provides data on the College’s staff profile and this includes data on
disability which is used to inform Equality and Diversity Reports. Additional information related to
equality and disability is gathered through the annual Staff Survey. This information is also used to
inform Equality & Diversity Reports.

As an Education Provider

The College collects data and information on the retention, success and achievement of learners. It
also holds information regarding any disclosed disability. All learners are asked to complete a medical
form as part of the enrolment process and also an ‘Alert’ form raising any disability they wish to
disclose. This information is available to key members of staff. References and reports from schools
are also held.

The College gathers and publishes information on the impact of the delivery of its functions and
services. This includes exam results, inspection results and Equality & Diversity Reports. Data is
analysed by those with a disability and those without. Data can be looked at in more detail when it
appears there might be inequality in progress or performance.

Information is also gathered in order to assess delivery of services against the Matrix Mark for
Information Advice and Guidance. This information is used to identify barriers to service provision.

Information related to equality and disability is also gathered through the tri-annual Student Surveys.
This information is evaluated and used to inform Equality & Diversity Reports and action planning.

Monitoring

The Equality & Diversity Committee monitors data related to equality and analyses it for inclusion in
the reports to the Executive. Each report includes a section on disability and recommendations for
action.
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The College self-assessment process enables senior managers to monitor the progress on equality at
department level. Curriculum managers have access to data related to progress, value-added,
retention, success and achievement on a monthly basis..

Using the Information

All information is used in equality reports to identify areas of good practice, areas for improvement and
evaluate the effectiveness of our equality policies. Governors identify key points to follow up. The
Executive uses the equality reports to inform planning and allocation of resources.
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PART 10 - PUTTING THE SCHEME INTO PRACTICE

The College Disability Equality Scheme will be published on the College website. The Action Plan will
be reviewed annually to measure progress against the identified priorities for promoting disability
equality. The results of reviews will also be published on our website. Disability will continue to be
featured in all Equality & Diversity Reports. The summative Equality Report to the Executive will have
a section dedicated to this Scheme and Action Plan. Results of impact assessments will be included in
this report.

The College Self-assessment Report will highlight key points related to promoting disability equality.
The Action Plan, see Section 12, is designed to remove barriers to participation, improve practice and
support the aims and objectives of this Scheme and the College’s Strategic Plan. Our commitment to
disability equality will feature in our prospectus, annual report and annual financial statement.

Feedback and Comments
We welcome any feedback on our actions to promote disability equality.

Please send any comments to:

Nigel Duncan

Vice Principal Curriculum and Corporate Development
Fareham College

Bishopsfield Road

Fareham

Hampshire

PO14 1NH

Tel: 01329 815285

Fax: 01329 81

E-mail: Nigel.duncan@fareham.ac.uk
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PART 11 — COMPLAINTS

We aim to identify complaints that are related to disability. We recognise that mistakes can be made
and endeavour to learn from these and use any feedback to inform future practice. The College has a
Complaints Procedure; the Personal Assistant to the Principal is responsible for managing this
process. Please contact Clare Hume clare.hume@fareham.ac.uk for more information.

Complaints are categorised by their nature and analysed by the Quality and Staff Development
Manager to assess trends. Each complaint is discussed fortnightly at the Senior Management Team
meeting until resolved.
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PART 12 - PROMOTING DISABILITY EQUALITY ACTION PLAN

Actions

Success Criteria

By Whom

By When

DEVELOPMENTAL ACTIONS

Improve data capture regarding the

Student Information Systems

1 | participation of learners with disabilities Reduce not known/not provided to 3% Manager and Client Services December 2007
and/or learning difficulties or disabilities Manager
PERFORMANCE ACTIONS

Improve equal opportunities data Implementation of a human resources information
recording for employees by ensuring that | system that can provide accurate and timely data to

1 . . L . Human Resources Manager December 2007
there is an accurate central HR database | inform monitoring and evaluation processes for
to enable better monitoring. equality & diversity.
Use the improved data to provide an . ) )

. ) Accurate data will be available to inform our reports and to .
2 | accurate analysis for the Equality and ) ) . o Human resources Manager April 2008
] i . inform the review of this section in the plan
Diversity Committee
Have Scheme and action plan available in
3 Format ready for any user to access VP CCD January 2008
easy-to-read format
Revise and promote harassment policy to
ensure all staff are aware of what . o VP CCD with Human
4 ) ] . Revised harassment policy in place January 2008

constitutes disability harassment and what Resources Manager
action should be taken
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Use positive and diverse images of people

VP CCD with Marketing and

5 | who have arange of disabilities and/or All publicity materials actively promote disability equality . . August 2007
. ) o ) Client Services Manager
positive language in all publicity materials
Examine Communications Strategy to o ) ] )
. . Communications strategy recognises the need to promote VP CCD with Marketing and
6 | ensure disabled people are portrayed in a o ] ) ) ) January 2008
L positive images/messages relating to disabled people Client Services Manager
positive light
Ensure that within the gift if the College all
disabled people are able to access work No disabled person will be excluded as far as is reasonably
7 . o ) Human Resources Manager January 2007
experience, or employment opportunities, possible
social events provided by the College
Carry out impact assessments on all
8 | policies to ensure equality pervades all Review of all policies Equality & Diversity Committee | August 2008
aspects of the College’s procedures
Improve accessibility to campus ] o
9 . . ) o Access improved to 80% Facilities Manager September 2007
accommodation for people with disabilities
Collate and use all comments made by ) ]
) ) Comments shared feature in the planning of all new o o
10 | disabled people about access in the acilii Facilities Manager and Principal | May 2007
acilities
planning of any new facilities
Add section on employment to the .
11 L Section added to Statement VP CCD July 2007
Disability Statement
Extract and collate information on disability ]
) . . Summary reports clearly report on, and inform,
12 | equality to inform and develop the Equality VP CCD July 2007

reporting process

developments in relation to disability equality
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Introduction

Fareham College is committed to removing all unjustified barriers to success for all
its staff and learners. To do this The College complies with all relevant equality
legislation and seeks to move beyond compliance towards excellence and inclusion
for all.

The content of this Scheme is informed by the Race Relations (Amendment) Act
2000 and will identify the General Duties and how we at Fareham College will
implement them.

This Scheme should be read alongside The College’s Disability Equality Scheme and
the Gender Equality Scheme as well as The College’s general Equality Policy.

Duties

The duties are set out below.

General Duties and Key Objectives

The College must show due regard:

1. Compliance with our duties to promote equality of opportunity for all by
ensuring that racial equality is mainstreamed into all functions, policies and
procedures of Fareham College.

2. To eliminating unlawful racial discrimination

3. To promoting equality of opportunity and good relations between persons of
different racial groups

Specific Duties

The College will:
4. Prepare a written statement of its policy for promoting equality

5. Have in place arrangements for fulfilling as soon as is reasonably practicable
its duties

6. Maintain a copy of the statement
7. Fulfil those duties in accordance with such arrangements

8. Assess the impact of its policies, including its race equality scheme, on
students and staff of different racial groups

9. Monitor, by reference to those racial groups, the admission and progress of
students and the recruitment and career progress of staff
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10.

Include in its written statement of its race equality scheme an indication of its
arrangements for publishing that statement and the results of its assessment
and monitoring

The College as a Provider of Learning

11.

12.

13.

14,

15.

16.

17.

18.

19.

20.

21.

22.

23.

All aspects of learner recruitment, retention and achievement will be ethnically
monitored to enable the College to identify patterns that may indicate
inequalities or discrimination

If patterns of inequality are identified their causes will be explored and action
taken to remove them if their causes are unjustified

College Equality and Diversity Impact Measures (EDIMS) will include race
equality EDIMS

Positive efforts will be made to attract learners from particular ethnic groups in
areas of the curriculum in which they may have been underrepresented in the
past

The College will develop links with local schools that have a high proportion of
minority ethnic learners to encourage their progression into the College

The College will develop marketing material that is both fully inclusive and
targeted at any ethnic groups who are underrepresented in the College

Teaching materials will be designed to promote and celebrate racial diversity
and equality

Initial and ongoing assessment will be used to identify and then meet any
learning needs specific to particular ethnic groups — e.g. ESOL support,
learning difficulties that may be disguised by lack of confidence and
competence in English or lack of confidence arising from past discrimination.

Every effort will be made to support learners by bringing the resources from
their own background, ethnicity, nationality and religion into their learning, for
their own benefit and the enrichment of others

Ethnic monitoring of achievement and success will identify any racial specific
patterns of underachievement.

Within the frameworks required by validating and examination bodies, the
College will ensure that methods of assessment used do not disadvantage
any racial groups and will be open to developing more appropriate
assessment methods if this proves necessary

The College regards harassment and bullying on any grounds as a serious
matter causing real distress to individuals concerned and one which can
directly affect their ability to achieve their potential and therefore is considered
totally unacceptable. This specifically includes harassment on grounds of
race

In providing information, advice and guidance, the College will work
collaboratively with external agencies and those within the local education
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24,

25.

26.

community with a responsibility for promoting and encouraging learners to
consider career options based on personal choices rather than racial or
cultural norms

Information, advice and guidance services for learners will be sensitive to a
variety of cultural needs

The learner take up of all student support and guidance will be monitored by
ethnicity, analysed and reported annually

Counselling services for learners will be sensitive to a variety of cultural
needs

The College as an Employer

27.

28.

29.

30.

31.

32.

33.

34.

The College will ethnically monitor every sage of the HR process and will
investigate and act on patterns that may indicate unfairness or discrimination.
This will include: application, short listing, appointments, promotion, appraisal,
staff development discipline, grievance, exit

The outcome of this monitoring will be included in the annual Equality and
Diversity Report presented to the Corporation

The Human Resources Manager will review monitoring data twice each year
to identify trends and recommend appropriate action to the Senior
Management Team via the Equality and Diversity Committee.

The College will take positive steps to encourage and support able staff
members from racial groups underrepresented in management grades to
prepare for taking management roles

Appraisal procedures will be reviewed regularly to ensure they are entirely
objective and based on performance measured against agreed objectives

Advertisements for College posts will emphasis the College commitment to
equality and diversity and to race equality in particular and will encourage
applicants from able candidates from all racial groups

All staff will be trained to implement this policy and the legal duties on which it
is based both in general and as they apply to their particular jobs

All staff development will be designed to support race equality and the
equality and diversity policies

Promoting the College as a centre of Race equality

35.

The College will publish on its website its annual report to Governors on the
progress it has made in implementing all of its equality commitments,
including those set out in this scheme.
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36.

37.

38.

The College will seek local media coverage of its work to become a centre of
equality excellence, including race equality.

All College publicity and public facing activity will, where appropriate, include
prominent images of people from ethnic minorities active and successful in all
parts of college life.

The College will seek to share its successes and learning about
implementation of race and other equality strands by seeking to contribute to
appropriate local, regional and national forums.

Using data to drive equality improvement and set equality Objectives

39.

40.

All aspects of employment and learning will be monitored by race and cross
cut with other relevant equality strands. The Senior Management Team will
receive an annual high-level digest of trends emerging from this analysis and
Directors of Faculties and Heads of Departments will each receive annual
reports addressing their areas of responsibility. The Senior Management
Team will monitor trends and action taken to improve standards.

This monitoring will inform the setting of college wide Equality and Diversity
Impact Measures including those addressing disability. The results of this
analysis and monitoring will be reported in an annual Equality and Diversity
Report to the Corporation.

Impact Assessment

41.

The College will roll out a race impact assessment programme as part of its
wider equality impact assessment programme. This will be informed by an
initial screening process and data analysis of all aspects of employment and
learning. The results of impact assessment will be reported to Corporation in
its annual Equality and Diversity Report. The college will act on the outcomes
of impact assessment where this shows negative, disadvantageous impact on
grounds of race or on other grounds

Procurement

42.

The College will bring this Scheme and its other equality policies to the
attention of those companies and agencies with which it contracts. It will
expect such companies and agencies to demonstrate compliance with
equality legislation.

Reviewing progress

43.

The effectiveness of this Scheme will be monitored by the Equal and Diversity
Committee. This monitoring will be ongoing and a report compiled annually
on the implementation and progress of the Action Plan. The monitoring will
include evidence from statistical analysis and from student and staff
feedback.
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44. The College will institute a full review of progress three years after the start of
the implementation of this Scheme and produce an updated Scheme to cover
the following three year period
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VFareham

Race Equality Scheme - The Action Plan 2007-2010

Key Three year objectives:

1. Compliance with our duties to promote equality of opportunity for all by ensuring that racial equality is mainstreamed into all functions,
policies and procedures of Fareham College.

2. To Eliminate Unlawful Racial Discrimination

3. To Promote Equality of Diversity and good relations between persons of different racial groups

Actions 2007/08 Actions 2008/09 Actions 2009/10 Qutcome
To assess the impact E&D Committee Comprehensive We will be able to closely monitor
of race equality in ethnic monitoring of the ethnic make up of our students
relation to teaching learner recruitment,
and learning retention,

achievement and
success across all
learning activities

MIS Manager Student Surveys to
ask race equality
Quality Manager questions and to

have it returned
analysed by ethnicity
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Actions 2007/08

Actions 2008/09

Actions 2009/10

HODS

Curriculum review,
department by
department, to
include needs
analysis, subject
content, teaching
and assessment

Outcome

Review current teaching practices
in relation to promotion of race
equality

EDIMS reviewed to
match current and
expected
performance

E&D Committee
Task Group
Members

Review of EDIMS to ensure the
targets meet the previous success
of students

Racially stereotypical
subject areas
encourage
underrepresented
groups to participate

Marketing Manager

HODs, Business and
Workforce
Development
Manager

Improved breadth of participation

Develop partnerships
with a range of
organisations

School Liaison
Officer

Marketing Manager
HODS

Create links to encourage BME
group students on to courses
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Actions 2007/08

Actions 2008/09

Actions 2009/10

Business and
Workforce
Development
Manager

Outcome

Review content and
destination of
marketing material

Marketing Manager

Promotion of equality of opportunity
between persons of different racial
groups

Ensure discipline
procedure is fair.

All disciplinary
activities to be
monitored by
ethnicity, monitoring
to be analysed.
Patterns indicating
unfairness to be
investigated and
acted on

Personal Tutors

Student services
Manager

HODs

E&D Committee

Promote equality between persons
of different racial groups and
prevent discrimination  through
disciplinary procedures

Monitor staff
application,
progression and
resignation by

Human Resources
Manager

Establish the ethnic make up of the
work force and actively work to
ensure appropriate profile of
ethnicity across all groups in the
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Actions 2007/08

Actions 2008/09

Actions 2009/10

Outcome

ethnicity

College

College anti bullying
policy to be impact
assessed and
promoted throughout
the college.

Student Welfare
Officer

Student services
Manager

E&D Committee

Anti-bullying policy
recognised across
organisation

Number of complaints relating to
racially motivated bullying is zero
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Our vision

1. Fareham College has a vision for gender equality for our education provision
that provides both women and men with choice and equality of opportunity
about how and what they want to learn. Fareham College also aspires to be an
employer of choice for women and men, and for both genders to have equal
opportunities, treatment and reward.

Introduction

2. The Equality Act 2006 included within it a new positive duty on public bodies
to promote gender equality. Under the new duty, and through all relevant
functions, public authorities are required to have due regard to the need to:

3. We

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.

are subject to the duty and are required to produce and publish a Gender

Equality Scheme. We aim to develop a scheme that includes:

The values, principles and standards that guide our approach to gender
equality;

The overall strategic aims and objectives adopted to promote gender
equality;

Clear timescales and actions (set out in the equality action plan at
annex 1);

How often the scheme and action plan will be reviewed and reported on;
How we will handle complaints about the way we are meeting our duty or
other complaints about gender equality matters;

Our consultation strategy;

A categorised list of Fareham College HR functions in relation to gender
equality;

Our primary sources of information for assessing the impact of our
policies on equality for women, men and transsexuals.
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Context

Legislative

4.

9.

The Equality Act 2006 amends the Sex Discrimination Act 1975 to place a
statutory duty on all public authorities, when carrying out their functions, to
have due regard to the need:

To eliminate unlawful discrimination and harassment;
To promote equality of opportunity between women and men.

Women and men, including transsexual people, may experience different
forms of disadvantage depending on their age, ethnicity, colour,
religion/belief, sexual orientation, marital or civil partnership status, and
disability status. In order to understand and address questions of gender
equality, we may need to consider such complexity and whether particular
groups of women or men are experiencing particular disadvantages.

This new duty marks another step forward, as it requires us to be proactive in
promoting equality for women, men and transsexual people, rather than
simply to make adjustments for our staff.

We recognise that the duty builds on work already undertaken by Fareham
College to be proactive and anticipate the opportunities and needs of male,
female and transsexual staff under the Sex Discrimination Act.

Unlawful discrimination in the Sex Discrimination Act and Equality Act means:

Direct or indirect discrimination against women and men, in employment
and education; in goods, facilities and services and in the exercise of
public functions;

Harassment, sexual harassment and discrimination on the grounds of
pregnancy, maternity and paternity leave;

Discrimination on the grounds of gender reassignment in employment and
vocational training;

Direct and indirect discrimination in the employment field on the grounds
that a person is married or has a civil partner;

Victimisation on the basis of gender.

In employment and vocational training, the Sex Discrimination Act also
protects individuals who are discriminated against because they:

Intend to undergo gender reassignment;

Are currently undergoing gender reassignment;
Have already undergone gender reassignment.
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10. In August 2004, the Gender Recognition Act became law. The Act means that
people who have taken decisive steps to live fully and permanently in their
acquired gender are afforded all the same rights and responsibilities appropriate
to that gender. Discrimination on the grounds of gender reassignment has always
been illegal under the Sex Discrimination Act (1975), but this Act provides legal
recognition for transsexual people.

11. The above legislation protects transsexual people from discrimination and
harassment on the grounds of gender reassignment in employment and
vocational training. We are legally required to take this into account when
addressing the part of the Duty which requires the elimination of unlawful
discrimination and harassment.

Social

12. Although legislation has existed for many years in terms of gender equality in
employment (for example the Equal Pay Act 1975), inequalities and
imbalances remain.

13. Nearly half of working women (44%) and around 10% of working men are
part-time. Average hourly earnings for women working full-time are 18%
below those for men working full-time, and female part-time workers earn on
average 40% less than their male counterparts. As women comprise 46% of
the labour market, such inequalities have a significant impact.* The Gender
Equality Duty represents a shift in the burden of proof and obliges public
sector organisations to prove they are taking action to prevent discrimination.

Organisational

14, Fareham College understands the challenges that face the Further Education
sector in implementing such wide-ranging legislation as the Equality Act 2006.
Although Fareham College has already worked to achieve gender equality,
there is still work to be done at all levels. Some of the monitoring statistics we
routinely collect and publish illustrate the current position for women and men
employed by Fareham College.

A total of ?% of our staff are female and ?% are male. However, ?% of the
Senior Staff are male.

There is an apparent divide between women and men when it comes to
the area in which they are employed. For example in some central

! Source: ONS (2004) Labour Force Survey Spring dataset.
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15.

services women account for a higher proportion of staff (by this we mean
in excess of ?% of the workforce in favour of this group). In respect of
academic areas, engineering and construction related activities tend to be
predominantly male with the position reversed in respect of the
hairdressing and beauty therapy professions.

This scheme forms part of our approach to equality and staff can find
additional subjects, for example race and disability, on our website at the
following link http://www.fareham.ac.uk. Fareham College values other areas
of equality and diversity and details can be found on our website, for example
Age Discrimination, however, the same duties placed on public sector
employers do not apply which is why we refer to them separately in this
context.

Specific Duties

16.

The specific requirements in relation to the staff in the context of Gender
Equality Duty are as follows:

Publish a Gender Equality Scheme, identifying gender equality goals and
showing the actions we will take to implement them;

Consult our employees and stakeholders as appropriate in drawing up our
Scheme;

Monitor progress and publish annual reports on progress;

Review the scheme at least every three years;

Develop and publish a policy on developing equal pay arrangements
between women and men — including measures to promote equal pay and
ensure fair promotion and development opportunities to tackle
occupational segregation — which we will review at regular intervals (for
example every three years);

Conduct and publish gender impact assessments, consulting appropriate
stakeholders, covering all major proposed developments in employment,
policy and services;

Develop and publish an arrangement for identifying developments that
justify conducting a formal gender impact assessment.

The Employment Duty

17.

To meet the duty to promote gender equality we must eliminate discrimination
and harassment in our employment practices and actively promote gender
equality within our workforce. It is expected that in practice this will involve a
cycle of data collection, analysis of data, developing an action plan,
implementing the plan and monitoring the outcomes to inform further action.
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18.

We will need to involve our staff in the process and agree a timescale in
which to take action.

The areas we propose to focus on initially are:

Recruitment and selection;

The concentration of women and men in particular areas of work;
Work/life balance policy and implementation;

Managing leave for parents and carers;

Managing pregnancy and return from maternity leave;

Sexual and sexist harassment;

Access to training and development opportunities.

Development of our Gender Equality Scheme

19.

20.

We have developed this scheme and Gender Equality Action Plan in
conjunction with our new Disability Equality Scheme and the revision of our
Race Equality Scheme. The steps we intend to take are as follows:

During 2008 we are commissioning external consultants to meet Senior
Staff individually to brief them about the new duties and undertake some
initial equality action planning with them.

During 2008 we are forming an internal task group as part of the Equality
& Diversity Committee to take the equality scheme forward with
representation from our Senior Staff, Human Resources, Skills for Life,
Student Services, Quality and academic departments.

We will consult on the draft of this scheme with Fareham College’s
recognised trade union, the Universities and Colleges Union (UCU).

Public authorities will be expected to provide evidence that due regard has
been paid to the duty to promote gender equality in relation to their core
functions of policy development, service design and delivery, and
employment. We welcome feedback on this approach via E-mail or other
forms of written communication and we recognise the need to be flexible in
how and when we involve different groups of staff.

Reporting on Progress

21.

In relation to the specific duties of the Equality Act 2006, we will take the
following actions:

Report on the Gender Equality Scheme annually to the Fareham College
Board of Governors through the Finance and Remuneration Committee in
conjunction with reports on the schemes for Race and Disability equality
in March each year.
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22.

Review and update the Gender Equality Action Plan annually so that it
properly reflects the priorities and pressures facing the Fareham College,
indicating which actions have been completed and, if they have not, the
reasons why. The outcomes of the actions taken will also be reported.

Undertake a major review and re-issue the Gender Equality Scheme
every three years.

Consultation on our equality scheme has been published via electronic
means, with alternative formats available via the Human Resources
Department on request. We plan to publish subsequent schemes and action
plans on our website.

Equality Action Plan

23.

Our Equality Action Plan (see Annex 1) sets out the actions we will be taking
as a result of the analysis of our functions and policies. As this is our first
Gender Equality Scheme, all the actions relating to it are set in the future and
have what we believe to be relevant timescales at this juncture.

Assessment of Human Resources functions

24. The assessment of our HR functions to establish which are appropriate for
inclusion within the scheme is an important stage in the scheme’s
development and maintenance.

25. Our HR functions are designed to meet the requirements of Fareham College
and to support its staff. A qualitative assessment of the relative impact and
relevance of these functions is given below.

HR function Level Rationale

Staff High Communications can have a high impact on our reputation and

communications perception by staff, potential staff and the public. Therefore
actions in this area can do much to enable us to fulfil our duty
to promote positive attitudes towards the role of women, men
and transsexuals.

Staff High This has a high impact on equality for female, male and

Development transsexual staff within the workforce, not only through content
but in terms of ensuring equality of opportunity for learners
regardless of gender.
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Reward High Our reward strategy is based upon the principle of a single
status employer. Our position in this respect is analysed and
reported on to ensure that many aspects of equal opportunities
data are considered when developing policy and procedures
around this area. Job Evaluation is central to the success of the
aim of rewarding staff appropriately and fairly irrespective of
gender.

Recruitment High Our recruitment activity aims to both widen and increase
representation among under-represented groups in the
workforce, whatever their background or gender.

Strategic High The HR team has lead responsibility for implementing the

management scheme. It also leads on other policy areas related to equality

and policy for staff.

development

Community Medium | This policy area has a medium relevance to gender equality,

outreach due to volume of activity with regard to promoting the College
as an employer of choice.

Procurement Medium | Because the duty to promote gender equality applies to those
functions which are carried out on the College’s behalf, it is
essential that our procurement process and partners who are
awarded contracts to support the HR function meet all legal
obligations set out in the duty.

Information Low The IT and systems function of HR have a low impact on

technology and gender equality, however without this tool our ability to

systems understand and monitor our position would not be possible.

Health and | Low This function has a low impact on gender equality as its focus is

Safety related to other legislative requirements.

Action Already Taken

26. Although there has been no statutory duty to promote gender equality in
Further Education until now, work has already been undertaken. This has
focused on trying to balance the situation for women and men in terms of
employment and rewards within the College.

27. In terms of staff development,

programmes such as common staff

development days have been introduced which support staff in their
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28.

development to progress in their career. Training has also been provided to
managers across the College in respect of equality of opportunity.

In addition policies that allow all staff to consider and receive support in terms
of their work life balance have been introduced.

Impact Assessment

29.

30.

31.

A key area of activity to implement our Gender Equality Scheme will be the
impact assessment of our policies. Our overall approach to impact
assessment for all our strategic aims and key policy areas in terms of
employment has considered gender issues. In order to meet the general duty,
Fareham College has to:

Identify which of our policies and procedures are relevant to the duty;

Put the policies and procedures in order of priority, based on how relevant
they are;

Assess whether the way these policies and procedures are being carried
out meets all the parts of the general duty;

Determine whether any changes needed to be made in order to meet the
duty and then make the changes.

The Human Resources Department has begun the process of impact
assessing its policies that directly affect staff and has identified the need and
made recommendations for amendments in the areas listed below. Draft
revisions of these policies will be made available for consultation in
accordance with the action plan.

Sick Pay and Absence Management Scheme

Recruitment and Selection Policy

Probationary Procedure

Induction Policy

Training and Development Policy

Guidance for Promotion, Regrading and Accelerated Progression
along Pay Scales

Management Pay — Application of Pay Rates within Defined
Grades to Account for Role Variance

The Human Resources Department will also be issuing guidance to faculties

and departments on how to carry out impact assessments so that faculty and
department level policies and procedures can be impact assessed over the
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next three years. Human Resources will continue to carry out impact
assessments on its own activities in parallel.

Responsibilities for the Gender Equality Scheme

32.

33.

34.

35.

The Vice-Principal Curriculum and Corporate Development is responsible for
promoting the principles behind the Gender Equality Scheme both inside and
outside the College and for ensuring that managers fulfil their role in
delivering gender equality within the College.

The Human Resources Manager is responsible for the delivering the Human
Resources Department’s actions within the scheme and for ensuring that
Directors of Faculty, Heads of Departments and Managers are aware of their
responsibilities under the scheme and are equipped to carry out those
responsibilities

Directors of Faculty, Heads of Departments and Managers are responsible for
the operation of the scheme. They are responsible for ensuring that their staff
understand the requirements of the scheme and act in accordance with the
College’s Equal Opportunities policy and guidance on ensuring gender
equality in employment. Line managers have an important role to play in
determining the satisfaction level and every day working experience of staff
and it is essential that they embrace the College’s commitment to equality
and support their staff accordingly.

All Staff, including fixed term contract staff, visiting lecturers, casual and
temporary staff are responsible for engaging with the College in eliminating
unlawful discrimination in respect of gender and for promoting a positive
working environment. This responsibility extends to a commitment to
undertaking training and learning opportunities that further the promotion and
development of gender equality within Fareham College.

Evidence Gathering

36.

We have considered existing data and impact assessments that have been
undertaken which are reported widely within the College (Annual Report on
Equality & Diversity) and while some conclusions can be drawn from such
data and activities, further feedback direct from individual staff or as part of
focus groups will no doubt augment the value that can be placed on the
material in the decision making process. There are various ways of collecting
the relevant information which we may adopt, including the following:

Surveys distributed electronically and manually;
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Focus groups of staff, perhaps jointly with other organisations which are
similar to Fareham College;

Structured interviews with staff;

Open consultations on gender issues and the inclusion of gender issues
in consultations on other matters.

Complaints

37.

38.

Should a member of staff have cause to complain in respect of the way we
are meeting our obligations under the Gender Equality Duty, or other
complaints about gender equality matters these should be addressed to
Human Resources Manager.

In the event that staff believe they are being discriminated against based on
their gender a complaint under the Disciplinary procedure or a Grievance can
be raised to address the matter formally. If harassment is a feature, further
details on how to address such matters can be found in the College’s policy
relating to Harassment

Enforcement

39.

The Commission for Equality and Human Rights (CEHR) have formal powers
to enforce the duty to promote gender equality. However their primary action
will be to support and help authorities meet their needs. If a public authority
fails to meet the requirements set out by the duty after informal
correspondence with the CEHR there are two courses of action that can then
be taken to enforce the duty:

If a public authority (including a private or voluntary organisation
exercising public functions) does not comply with the general duty, its
actions or failure to act can be challenged through an application to the
High Court for judicial review. An application could be made by the CEHR,
by a person or group of people with an interest in the matter. However we
would hope that such an individual or group of people would raise any
concerns with us directly.

If the CEHR is satisfied that a public authority has failed to comply with
any of its specific duties, the CEHR may serve a ‘compliance notice’. This
will require the public authority to comply with its specific duties, and to
inform the serving body within 28 days of measures taken. The CEHR can
also require the public authority to provide written information verifying
compliance. If after three months the public authority has not complied
with the notice, the CEHR can ask the courts to order compliance.
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ANNEX 1 - Equality Action Plan: Gender Equality Scheme

Lead

Actions 2007/08 Actions 2008/09 Actions 2009/10 Output Outcome
Person
Continue to prioritise Management All impact
and impact assess Team assessments
policies and completed by
procedures across 03/7/2009
throughout the
College
Continue to deliver HR/Staff Inclusion in Staff Develop awareness of legal background to
Equal Opportunities Development Development gender equality and the responsibilities of
training which Programme management and supervisory staff. Support
includes gender development of a positive environment for
equality to relevant groups to work within.
management and
supervisory staff
within the College
Communicate the HR Dept Communication Raise profile of the duty, develop Gender
requirements of the exercise awareness and promote the development of a
Gender Equality Duty Increase positive environment for relevant groups to
across the College information work within.
available on
intranet site
Consider possibility of | To instigate action HR Dept Open Increased and improved information to

carrying out a survey

plan to address

communication and

support promotion of Gender equality. Review
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Actions 2009/10

Lead
Person

Qutcome

Actions 2007/08 Actions 2008/09

of all staff within the
College and beyond
to reduce
occupational
segregation and
encourage
participation to
increase Gender
awareness — if
recommended by
relevant experts.

issues from survey,
for example
mentoring
programme

information

gathering exercise.

of findings to support further development of
Gender equality

Broaden range and
depth of evidence
gathering

HR Dept

Facilitated focus
groups

Broaden range and depth of current evidence
gathering to support future development of
the Gender Equality Scheme

Provide focused
training for managers

HR Dept/Staff
Development

Tutor-led course

Improve management and supervisory staff
knowledge of Gender issues in the workplace
and develop delegates confidence in their
management abilities

Ensure that Gender
equality promotion is
included in all
procurement
documents

VP Resources

References to
College Equal
Opportunity Policy
in all tender
documentation

All suppliers and contractors to demonstrate
commitment and compliance with College
equality policy or demonstrate their own
policies meet the same standard as the
College’s.
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Actions 2009/10

Lead
Person

Qutcome

Actions 2007/08 Actions 2008/09

Identify possible
gaps in the applicant
base for posts.

Website to obtain
information about
potential candidates

HR Department

Allows for
targeting of
recruitment if

More applicants for underrepresented
groups if data demonstrates this is an
issue.

development activity
to ensure it addresses
Gender related

required
Explore ways for the HR Dept Various advertising | Increase awareness of College as an
College to advertise formats employer of choice.
vacancies more
widely within the local
community and
nationally
Develop annual Evening event HR Dept Recruitment event | Improved balance in gender profile
recruitment event supported by to support broader
focussing on Marketing recruitment in
addressing areas where
employment with gender is an issue
issues surrounding
stereotypical
recruitment
Conduct a review of Staff Ensure that staff have access to sufficient
existing training and Development development activities to support promotion of

Gender equality and inclusion including the
use of language and images.
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Actions 2007/08

Actions 2008/09 Actions 2009/10

Lead
Person

Qutcome

matters effectively

Ensure that all HR Director of Expert tutor-led Develop Gender equality awareness. Improve
staff receive Gender HR/Staff course knowledge of appropriate communication and
awareness training Development Gender etiquette
Develop consultation HR Dept Appropriate output | Improved communication and feedback
processes with staff to be identified processes
Produce Gender HR Dept Guidance Additional management information resource
equality guidelines for documents
managers prepared and
circulated

Collect data on the
use of or requests
made under polices
relating to work life
balance.

To reflect upon impact
of polices and
procedures that
support work life
balance, including
maternity request for
flexible working etc.

To instigate action
plan to address
issues from survey,
for example
mentoring
programme

HR Department

Appropriate output
to be identified

Polices and procedures support staff in
undertaking employment

Explore ways of
promoting inclusion in

HR Dept

Work placements,
Day in the Life

Greater awareness of non traditional career
opportunities for people within Fareham
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Actions 2007/08 | Actions 2008/09 @ Actions 2009/10 Lead Outcome

Person
the workplace with work visits, etc College. Closer co-operation with
external organisations employment and support organisations.
to address
occupational
segregation
Review policies HR Department | Revised policies Staff are treated fairly irrespective of gender.
relating to harassment implemented
to ensure best managers trained
practice in relation to in use.
gender issues.
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