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Executive Summary
Introduction

This report provides an overview of the work that Swansea College has undertaken during 2006-2007 to meet our legislative requirements.
Race Equality Duty 
We are implementing and monitoring progress with our Race Equality Action Plan. 
Disability Equality Duty 
We have developed our Disability Equality Scheme and are beginning to implement our action plan.
Gender Equality Duty 
We are reviewing progress with our existing action plan and beginning to consult with stakeholders and gather evidence for our Scheme.
Employment Equality (Age) Regulations 
We are reviewing recruitment and selection, marketing literature and other policies to identify potentially discriminatory practices/language.
Employment Equality (Religion or Belief) Regulations 
We promote awareness through celebrating religious festivals and staff training events and provide a prayer room.
Employment Equality (Sexual Orientation) Regulations

We network with organisations promoting gay rights to identify good practice and promote awareness through staff training events.
Challenges and Recommendations
Impact Assessment 
Implement revised process this term and prioritise impact assessment of policies and procedures.

Monitoring Progress and Disseminating Good Practice
Monitor progress with schemes, action plans, impact assessments and embedding equality and diversity in teaching and learning as part of the quality cycle. More effective dissemination from the Equality and Diversity Group.
Gender Equality Scheme

Develop and publish our Gender Equality Scheme by April 2008.

Introduction 

This report provides an overview of the work that Swansea College has undertaken during 2006-2007 in order to meet our legislative requirements relating to equality and diversity. It outlines actions, challenges and future priorities in implementing the Equality Act 2006 and meeting our responsibilities under the:

· Race Equality Duty 
· Disability Equality Duty 

· Gender Equality Duty 
· Employment Equality (Age) Regulations 
· Employment Equality (Religion or Belief) Regulations 
· Employment Equality (Sexual Orientation) Regulations
Race Equality Duty
Under the Race Relations (Amendment) Act we have a general duty to:

· promote equality of opportunity; 

· promote good relations between people of different racial groups;
· eliminate unlawful discrimination. 
This applies to all functions, services, policies and employment practices. 
We also have specific duties to:
· prepare a race equality policy;
· assess the impact of our policies on students and staff of different racial groups;
· arrange to publish our policy and the results of assessments and monitoring;
· monitor student admission and progress and staff recruitment and career progress by racial group.
Implementing the Duty 

Our updated Race Equality Policy and action plan was published and launched in May 2005 following consultation with a range of stakeholders. These are available on the College website. Progress with implementation is regularly monitored and fedback through the Equality and Diversity Group and Senior Management Team meetings. Many of the specific actions and developments have either been successfully implemented or are in the process of being implemented. Recent actions include:
· Positive action in partnership with the local authority, South West Wales Police Careers Wales West, Minority Ethnic Women’s Network, University of Wales, Swansea and local employers. Approximately two hundred participants from local black and minority ethnic communities took part in a conference and workshops addressing barriers to employment and raising awareness of employment opportunities and skills.
· Promoting racial equality and positive race relations through the curriculum and thematic events. Approximately seven hundred students participated in workshops and events during Black History Month, over a thousand students participated in our Diversity Fayre and around seventy students participated in workshops commemorating Holocaust Memorial Day.
· Ethnic monitoring of staff and student recruitment, retention and progress.
· Working with RAMOD, NIACE Dysgu Cymru on developing a toolkit for educational providers on mainstreaming racial equality.
Disability Equality Duty
The Disability Equality Duty came into force in December 2006. We have a general duty to:
· promote equality of opportunity between people with disabilities and other people;
· eliminate discrimination that is unlawful under the Disability Discrimination Act;
· eliminate harassment of people with disabilities (related to their disabilities);
· promote positive attitudes towards people with disabilities;
· encourage participation by people with disabilities in public life;
· take steps to take account of people’s disabilities, even where that involves treating people who are disabled more favourably than other people.

This applies to all functions, services, policies and employment practices. 

We also have specific duties to:
· produce and publish a Disability Equality Scheme
· implement certain aspects of the Scheme

· report on it.

Implementing the Duty
We have developed our Disability Equality Scheme and action plan.  These are available on the College website. Learners and staff with disabilities, as well as other stakeholders, have been actively involved in the development of our Scheme and will play a key role in reviewing our progress in relation to promoting disability equality. As part of this process, we have been reviewing accessibility of provision, services and facilities.
Senior managers have received training/guidance on the Disability Equality Duty and are currently disseminating to staff in their areas. Each department is in the initial stages of implementing the action plan, reviewing current activity and identifying areas for improvement in relation to promoting disability equality and improving accessibility.
Gender Equality Duty
This came into force in April 2007. Our general duty is to:

· eliminate unlawful discrimination and harassment

· promote equality of opportunity between men and women.
The duty applies to all functions, services, policies and employment practices.

The specific duties currently apply to education providers in England and are likely to come into force in Wales in 2008. These are to:
· prepare and publish a Gender Equality Scheme, outlining our gender equality objectives and actions to achieve them;
· monitor and review our progress with implementing the scheme;
· develop, publish and regularly review an equal pay policy, including measures to address promotion and development;
· conduct and publish gender impact assessments.
Implementing the Duty

We have been continuing to promote gender equality in the workplace and tackle gender stereotyping in career and subject choice through partnership work with JIVE (Joint Intervention Wales’ Resource Centre for Women in Science, Engineering and Technology). This includes:

· developing a gender equality action plan;

· positive action to recruit female staff and students in male-dominated areas such as engineering;

· partnership activity with local school and employers;

· awareness raising events for students.

We are currently consulting with staff to review our progress with implementing gender equality and gathering relevant information for our Gender Equality Scheme.
Employment Equality (Age) Regulations 
These came into force in October 2006. The regulations make it unlawful to discriminate or indirectly, harass or victimise someone on the basis of age.
The regulations apply to all employers and training providers, trade unions and occupational pension schemes. They cover employment practices and all forms of FE and HE vocational training. They do not cover provision of goods and services.

The regulations also:

· remove upper age limits for unfair dismissal and redundancy 
· make compulsory retirement below sixty five unlawful

· give employees the right to request to work beyond retirement age. 
Age discrimination can be justified if employers are able to provide evidence of a genuine occupational requirement or that it is a proportionate way of achieving a legitimate aim. This means proving that there is no alternative, less discriminatory way of achieving the aims and that the benefits significantly outweigh discriminatory effects.
Implementing the Duty

We are in the process of reviewing policies and procedures to identify any potentially discriminatory practices. This includes:

· reviewing recruitment and selection procedures and revising application forms and job descriptions to ensure there is no age related criteria or age bias in use of language;
· monitoring applications by age, gender, disability and ethnicity and recording this information separately from the application to ensure applicants are not discriminated against on these grounds;
· reviewing fees and admissions policies and course entry requirements for age related criteria/restrictions;
· reviewing marketing literature and course information for ageist language and age bias in images.
Employment Equality (Religion or Belief) Regulations 
These regulations came into effect in 2003 and prohibit direct and indirect discrimination, victimisation and harassment in employment on grounds of religion or belief. This includes employment practices and vocational training. The term religion or belief is defined as being any religion, religious belief or similar philosophical belief. This does not include philosophical or political beliefs unless they are similar to a religious belief.
In very limited circumstances it will be lawful for an employer to treat people differently if there is a genuine occupational requirement that the job holder must be of a particular religion or belief.
Implementing the Duty
We are currently reviewing policies and procedures to identify any potentially discriminatory practices. Actions undertaken to prevent discrimination and promote awareness of different religions and beliefs include:

· staff training on our legislative responsibilities, guidance on commonly practised religions, including rules in relation food and clothing;

· providing a prayer room;

· celebrating religious festivals such as Ramadan and Eid Al-Fitr;

· reviewing the impact of exam regulations and identification rules on muslim students who wear burqas;

· events promoting awareness of different cultures and religious beliefs and celebrating diversity;

· ensuring bullying and harassment on grounds of religion and belief is included in our Bullying and Harassment Policy, staff training and induction;

· developing a selection of resources and links to sources of information and support on Moodle (our Virtual Learning Environment).
Employment Equality (Sexual Orientation) Regulations

These regulations came into force in 2003. They prohibit direct and indirect discrimination, victimisation and harassment in employment and vocational training on grounds of sexual orientation. 

Organisations may be held responsible for the actions of their staff as well as staff being individually responsible.

This applies to:
· harassment in the workplace or workplace related activities/ events (e.g. social events)
· discrimination, harassment or victimisation following the end of a working relationship
· written or verbal references.
In very limited circumstances it is lawful for an employer to treat people differently if it is a genuine occupational requirement that the job holder must be of a particular sexual orientation.
Implementing the Duty
We are reviewing polices and procedures to identify any potentially discriminatory practices. Specific actions include:

· staff training on legislative duties and how to deal with discriminatory behaviour;
· ensuring bullying and harassment in relation to sexual orientation is included in our Bullying and Harassment Policy, staff training and induction;
· developing a selection of resources and links to sources of information and support on Moodle;
· networking with organisations such as Stonewall and the Terrence Higgins Trust to identify good practice in tackling homophobia and promoting equality for gay people.
Future Challenges and Priorities
Impact Assessment

Impact assessment is a method of ensuring that we mainstream equality of opportunity into our planning and decision making processes. We have a legislative duty to assess the impact of our policies and procedures to ensure that they do not disadvantage people on the basis of race, gender, disability, sexual orientation, age, religion/ beliefs and language. 

To date, although some policies have been screened to identify potential adverse impact, progress has been limited. In order to move forward with this, the process and paperwork have been revised, making it clearer and more user-friendly. The revised process requires lead persons identified as responsible for a particular policy or procedure to set up a working group to undertake the impact assessment and report findings and recommendations to the Equality and Diversity Group and Senior Management Team. The aim of this is to ensure greater ownership of the process and more effective monitoring of progress.

The Executive Group have also revised policy development and review processes and incorporated impact assessment into this.
Recommendations
· Begin to implement the revised process from June, publish results of impact assessments and monitor the impact of revised policies (Lead persons responsible for policies/procedures) 
· Ensure this forms part of the policy review process. (Executive Group)
· Monitor progress with impact assessment as part of the quality cycle. (Assistant Principal Quality and Human Resources)
· Report on progress with impact assessments as part of an annual Equality and Diversity Progress Report. (Equality and Diversity Leader)
Gender Equality Scheme
Recommendations

· Gather the relevant information and consult with stakeholders in preparation for our Scheme and publish by April 2008. (Director Human Resources)
· Monitor progress with implementing our Scheme as part of the quality cycle. (Assistant Principal Quality and Human Resources)
· Report on progress with this annually as part of our Equality and Diversity Report. (Equality and Diversity Leader)
Disability Equality and Race Equality Action Plans

Recommendations

· Monitor progress with implementing our Disability Equality and Race Equality Action Plans as part of the quality cycle.(Assistant Principal Quality and Human Resources)
· Report on progress with this annually as part of our Equality and Diversity Report. (Equality and Diversity Leader)

· Monitor accessing of student services, complaints and disciplinaries by ethnicity and disability. (Director Student and Learning Services)
Promoting Equality and Diversity in Teaching and Learning
Recommendations 
· Promote wider use of resources and strategies to engage students in learning experiences which promote equality and diversity and challenge prejudice. (Directors of Faculty and Equality and Diversity Leader)
· Monitor effectiveness and progress through the course review process and tutorial review process. (Quality Systems Manager and Director Student and Learning Services)
Monitoring Progress and Disseminating Good Practice
Recommendations
· Ensure that the work of the Equality and Diversity Group is effectively disseminated and informs decision making across relevant College activities. (Equality and Diversity Group)
· Identify and develop equality and diversity performance indicators into existing quality frameworks and systems to enable effective monitoring of progress. (Assistant Principal Quality and Human Resources)
· Complete reviews of employment practices in relation to age, sexual orientation and religion and belief regulations. Make necessary revisions to promote equality of opportunity for these equality groups. (Director Human Resources)
· Promote staff awareness of responsibilities, issues and rights in relation to all equality strands. (Equality and Diversity Leader)
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