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1.
Mission and Strategic Plan 


The promotion of equality and diversity for all staff and students in their learning or working environment is integral to the University’s mission and values.  Our strategy of mainstreaming equality and diversity principles, strategies and practices into all our work will ensure sustainability and a proactive approach.


The Equality and Diversity Strategy 2006-10 describes the broad context, our aims and intended outcomes.

1a.
Promoting race equality
 underpins our organisational values


Promoting equality of opportunity for all ethnic groups is our commitment so that, through action at Institutional level, each individual can achieve their potential unfettered by prejudice, harassment and discrimination.



Promoting equality is our commitment:

· To take action to close the gap in outcomes between different ethnic groups.

· To increase participation of BME groups in Higher education.



Promoting diversity is our commitment:

· To build an inclusive and caring organisation which values difference and promotes respect, dialogue and understanding between different ethnic groups.
· To consult with and take account of the views and perspectives of BME staff and students when developing policies and provision.

· Through the celebration or commemoration of significant events to acknowledge the experience and contribution of BME communities.

· To develop good race relations between different groups.



Mainstreaming is our commitment to integrate race equality into all our strategic priorities, processes and everyday work.  It will place valuing diversity and the needs of different ethnic groups at the centre of the development of policy and practice.

1b.
Learning and Teaching 



Our Learning and Teaching Strategy 2006-10 has high relevance to the achievement of race equality and our equality and diversity outcomes more broadly.  Our priority is to mainstream equality principles within the learning and teaching developments at faculty level, and place the diverse experience of students at the centre of all developments to enhance teaching and learning.  Equality and diversity considerations are central to the development of employability and the Graduate Skills programme.
2.
Context 


2a.
Diversity in the University 


Canterbury Christ Church University serves local, regional, national and international communities.  Working in partnership with the public sector both regionally and locally the University will promote race equality and diversity through the initial training and continuous professional development of professionals in the health, social care, police and education sectors.



The student population numbers 14,489, of which 54% are full time and 46% are part-time.  Students from BME backgrounds comprise 9.2% of the undergraduate student population.   Recruitment to programmes can be from a local, regional, national or international context.  The University is committed to reaching new potential groups of students through its Widening Participation Strategy.  Faculties will take positive action to address identified under-representation of BME students ensuring that programmes reflect the diversity within the communities they serve.  


The University employs 1471 staff, of which 3.8% are from BME backgrounds.  Recruitment to the University is from a local, national and international market.  The University recognises that although the numbers of applicants from BME groups has increased, the number of staff from BME backgrounds is still relatively small.

2b.
Developments in the past 4 years


The University has taken action to implement the Race Relations (Amendment) Act 2000 by:

· Establishing a Race Equality Working Group with University wide representation to support the implementation of policy and actions across all University functions.
· Publishing and implementing a Race Equality Policy and Equality Opportunities Policy in March 2004.

· Preparing, implementing and monitoring detailed Race Equality Action Plans in 2002/3, 2003/4 and 2004/5.   These addressed improvements in reporting and analysis of data relating to staff and students by ethnicity and included actions to develop practice, and further investigate and address under-representation of BME staff and students.  

· Developing and publishing in 2004 a Dignity at Work Policy to tackle bullying and harassment at work (awaiting implementation).
· Reviewing academic partnership agreements to ensure they promote race equality.

· Developing guidance for managers related to procurement and purchasing.

· Establishing an Equal Opportunities Network as an open forum for staff and students to share perspectives and inform developments on race equality.

· Supporting the establishment of and joining the Canterbury and District Ethnic Minority Independent Council in 2005.

· Consulting with the North West Kent Race Equality Council on the development of the Race Equality Policy.

· Training a core group of staff on conducting Equality Impact Assessments. 

· Training for all staff responsible for recruitment and selection became mandatory in 2005.

· Equality and Diversity is a core part of the Induction programme, including an e-learning module.  Further opportunities for development include dedicated courses relating to the Race Relations (Amendment) Act 2000 and a rolling programme in 2004/5 to deliver training on race equality to teams, including the Senior Management Team.
· Achieving Investors in People Status in 2004.

· Working through the Learning and Teaching Strategy to enhance access to the curriculum.

· Guidance to enable participation in Cultural Festivals for Students.

· Provision of prayer facilities for Muslims.
3.
Legislation

3a.
Race Relations (Amendment) Act 2000


The McPherson Report on the Inquiry into the death of Stephen Lawrence drew attention to the issue of institutional racism and made recommendations to the public sector to be pro-active in promoting race equality.  The Race Relations (Amendment) Act 2000 translated many of these recommendations into statute.



The University has a general duty to:

· Eliminate unlawful discrimination.
· Promote equality of opportunity.
· Promote good relations between people of different racial groups.


The University has specific duties to:

· Prepare and maintain a written Race Equality Policy.
· Assess the impact of relevant policies on students and staff from different racial groups.
· Monitor the admission and progress of students and the recruitment and career progression of staff by racial group.
· Set out arrangements for publishing the results of impact assessments and monitoring.
· Take reasonable steps to publish the results of its monitoring and assessments.


3b.
Employment Equality (Religion and Belief) Regulations 2003



The Employment Equality (Religion and Belief) Regulations 2003 made it unlawful to discriminate in employment and vocational education (including Higher Education) because of faith or belief.   The regulations prohibit discrimination and harassment on the basis of actual or perceived faith.  The Equality Act 2006 extends the protection to prohibit discrimination in the provision of goods and services, the disposal and management of premises and in the exercise of public functions.
4.
Eliminating unlawful discrimination 

The Race Relations (Amendment) Act 2000 makes it unlawful for a person to discriminate on racial grounds.  Racial grounds are defined as including race, colour, nationality, or ethnicity. Racial discrimination can be direct or indirect and can take the form of victimisation or harassment.  


The University is committed to taking action to ensure that all staff, students and visitors are treated with dignity and will create a working and learning environment free from racial discrimination, harassment and victimisation.  


The University provides the following support for students and staff experiencing racial discrimination, harassment or victimisation:

· Disability and Equal Opportunities Adviser (Students) together with the Campus Tutors at the Broadstairs and Chatham Campuses.
· Counselling Service (Students).
· Student Advisor.
· Dignity at Work Advisers (Staff) (still to be implemented).
· Chaplaincy Service.
· University Policy Framework (Students Complaints Procedure, Staff Grievance Procedure, Dignity at Work Policy.
5.
Review of the Race Equality Policy 2004-7

The Race Equality Policy had been approved by the Governing Body in March 2004 and was due for the statutory three year review in 2007.  The Race Equality Working Group, the Equality and Diversity Manager and the Disability and Equal Opportunities Adviser for Students co-ordinated the review of the policy.  This included:

· Extracting relevant data already collated for the Equality and Diversity Annual Report 2005/6.

· Focus group for BME Staff in September 2006.
· Consultation with Canterbury Ethnic Minority Independent Council.
· Consultation with Medway Race Equality Council and the North West Race Equality Council and trade unions
.

· Focus group for BME students facilitated by the Students' Union “Black” Student Officer.

· Review of the existing policy using the Commission for Race Equality Assessment Template for Further Education Colleges and Higher Education Institutions.

· Discussion centred on priorities for action at the Equality and Diversity Network meeting April 2007.

6.
Promoting race equality at Canterbury Christ Church University – where are we now?

6a.
Outcomes of consultation



(i)
Focus Group for BME Staff



The focus group felt that there was a perception of general equity of treatment in the majority of areas within the University and that the University had a reputation for caring for the student body.  However, the focus group raised a number of issues to be addressed through the Race Equality Policy and Action Plan 2007-10.  Issues included perceptions of subtle racism, stereotypical views and the isolation of BME staff.



The focus group suggested a number of actions for inclusion in the Race Equality Action Plan 2006-10:

· Establishment of a BME Staff Network. (See Action Plan C4)

· Establishment of an informal support system by seeking volunteers who would be willing to provide support for other BME staff.  (See Action Plan C4)

· Investigation and identification of barriers which may be affecting the University’s recruitment and admission of BME staff and students. (See Action Plan C3 and D2)

· Ensure Race Equality is a standing item on faculty, departmental and course meetings.  (See Action Plan A6)

· Review the service areas such as Hospitality to ensure the provision reflects diversity in the University.  (See Action Plan A2)
· Dissemination of guidance or other information to staff to assist in the promotion of race equality.  (See Action Plan C6)


(ii)
Focus Group for BME Students



BME Students shared their experiences within the group, themes that emerged from discussion included:

· Many students come to Christ Church as a result of personal recommendation through their own network.

· It is important to have a BME Student Officer in the Students' Union to represent views.

· More could be done to encourage BME students to get involved in the University so that they can inform change.

· International Students feel University staff could be more empathetic to their circumstances, particularly in relation to payment of fees.

· Students' Union could be more pro-active in addressing the needs of International students and BME students.

· The experience of isolation of some BME students.




The focus groups suggested a number of actions for inclusion in the Race Equality Action Plan 2006-10:
· Students' Union should promote events to all students that are organised by the BME student societies.  (See Action Plan B5)
· Facilitate liaison between the leaders of the BME student societies and the Students' Union to ensure promotion of, and support for, all student societies.  Focus in inclusion not segregation. (See Action Plan B5)
· Termly meetings of the BME Students' Forum. (See Action Plan B3)
· Consider actions needed to support BME students across the Campus network. (See Action Plan B5)


(iii)
Community Consultation



The Medway Race Equality Council, North West Kent Race Equality Council and the Canterbury and District Ethnic Minority Independent Council were asked what action the University should take to promote race equality, taking into consideration the three elements of the general duty.  Suggestions for action included:

· Undertake and learn from exit interviews when BME staff and students leave the Institution.
· Work in partnership with public sector partners to promote race equality in placement of BME students.  (Action Plan E1)

· Publicly acknowledge and challenge the existence of racism in the Institution and that proportionality is not an issue.
· Recognise that the International contracts for knowledge transfer activities offer significant opportunities to influence the equality and human rights agenda in other countries. 

· Consider an external representative on recruitment and selection panels to support and challenge on diversity issues.  (Action Plan C3)

· Sustain the University’s contribution to, and support for, the local Canterbury Independent Ethnic Minority Council and other groups. (Action Plan E3)

· Ensure that the composition of the Governing Body reflects the University’s commitment to promote equality. 


6b.
Student data

· Currently 9.2% (Widening Participation Strategy 2006-8) of students on undergraduate programmes are from BME groups.
· External partners (for example, Teacher Development Agency) have set targets for increased recruitment of BME students and there is recognition of the further work to be undertaken in recruiting BME students in the Widening Participation Strategy 2006-8.
· The numbers of BME students recruited to undergraduate programmes continued to rise across all full time programmes in 2005/6. (See Director of Admission and Recruitment, Equality and Diversity Annual Report 2005/6, Appendix 1)
· The numbers of BME students recruited through the post graduate teacher training register continued to rise in 2005/6.  (See Director of Admission and Recruitment, Equality and Diversity Annual Report 2005/6, Appendix 1)
· Recruitment to Foundation Degree programmes shows a significant increase in the percentage of students from BME background.  (See Director of Admission and Recruitment, Equality and Diversity Annual Report 2005/6, Appendix 1)
· HESA 2005 Destination of Leavers Survey shows a higher percentage of students unemployed in some ethnic groups and a differential in the average starting salary between ethnic groups.  (See Careers and Student Development, Equality and Diversity Annual Report 2005/6, Appendix 2) (See Action Plan B2)
· Monitoring of the Disability and Equal Opportunities Advisor’s caseload indicated that very few students from BME background use the service. (See Disability and Equal Opportunities Advisor, Equality and Diversity Annual Report 2005/6, Appendix 3)
· Further investigation is needed of attrition rates for BME Students as cohort sizes are extremely small. (See Action Plan B7)
· Further investigation is needed of final degree class for undergraduates as cohort sizes are extremely small.  (See Action Plan B7)

6c.
Staff data

· The percentage of staff from BME background remains small (3.8%).  In order to ensure confidentiality, it is not possible to publish the distribution of staff across grades and staff groups.  However, the majority of BME staff are in Academic or Support roles, with no BME staff in Senior Management roles and very few in professional and managerial roles.
· Monitoring of recruitment and selection by Human Resources shows:
· An increase in the number of BME applicants for academic and support/professional roles.

· BME applicants are less likely than White applicants to be short-listed for academic posts.  However, short-listed BME candidates are just as likely to be appointed to academic posts as White candidates.
· BME applicants are less likely than White applicants to be short-listed and appointed to support/professional roles.

(See Staff Data provided by Human Resources for Equality and Diversity Annual Report 2005/6 Appendix 4 and Section 9) (See Action Plan C3)

7.
Our Race Equality Priorities

· Eliminate unlawful discrimination and harassment by the effective implementation of our policies

· Build the skills and understanding of our staff to ensure they embed race equality within their day to day work.

· Work towards achieving a more diverse workforce and student body.
· Create inclusive structures to ensure BME staff and students achieve their potential. 
· Promote positive race relations through all University functions.
· Ensure all our policies promote race equality through the application of equality impact assessment.

8.
Accountability and responsibility – who will implement the duties?

The Governing Body will ensure that the University meets the general and specific duties of the Race Relations (Amendment) Act 2000.


The Vice Chancellor and Senior Management Team will ensure that:
· The University implements the general and specific duties of the Race Relations (Amendment) Act 2000.

· A named member of the Strategic Management Team takes responsibility for the development, implementation and review of the Race Equality Policy and Action Plan.
· The University’s Strategic Plan 2006-10 mainstreams promoting race equality within the vision, values, aims and strategic priorities.

The Equality and Diversity Committee will:

· Develop appropriate policies and procedures (for agreement by the full Governing Body) to ensure compliance with the Race Relations (Amendment) Act.
· Monitor, evaluate and keep under review the effectiveness of policies, procedures and practices from the perspective of promoting race equality.  Making recommendations for change wherever appropriate.  This includes responsibility for monitoring the Equality Impact Assessment process.

Heads of Department, Managers and Programme Directors will:
· Embed race equality within their area of responsibility including all new developments, projects or initiatives.  For example, this means that staff will receive awareness training and that actions are regularly reviewed to ensure they are promoting race equality.
· Contribute to, lead or delegate tasks linked to the Race Equality Action Plan.

Equality and Diversity Manager will:
· Provide advice and guidance on the implementation of the policy.  

· Co-ordinate the development and implementation of a race equality action plan in consultation with other staff, students and stakeholders.


Staff will:
· Not discriminate on the basis of race in any aspect of their work.
· Participate in staff development opportunities related to Equality and Diversity relevant and appropriate to their role.
· Show respect to others whatever their race, culture, ethnic or faith background.
· Promote positive race relations between different groups.
· Challenge any behaviour that could be perceived as racist or race related discrimination, harassment or victimisation.

Students will:
· Not discriminate on racial grounds in any activities.
· Participate in awareness raising activities related to Equality and Diversity within the context of their programme of study.
· Show respect to others whatever their race, culture, ethnic or faith background.
· Challenge any behaviour that could be perceived as racist or race related discrimination, harassment or victimisation.

Visitors will:
· Show respect to others whatever their race, culture, ethnic or faith background.

· Not discriminate on racial grounds.

· Challenge any behaviour that could be perceived as racist or race related discrimination, harassment or victimisation by bringing it to the attention of others.

9.
Breaches of the policy


Racism and racial discrimination, harassment and victimisation will not be tolerated.  Any incident substantiated through the appropriate process will result in disciplinary action against staff or students.


Any complaint alleging discrimination, harassment and victimisation can be made through the:

· Student Complaints Procedure.
· Staff Disciplinary and Grievance Procedure.

Although students and staff are encouraged to use internal complaints systems, this does not prevent individuals from using external mechanisms, for example:
· Kent Police

· Citizen’s Advice Bureau

· North West Kent Race Equality Council

· Medway Race Equality Council

· Commission for Racial Equality

10.
Consultation

The University is committed to consulting with staff and students from all ethnic backgrounds to listen to their experiences and inform the development of policy and practice.  The University recognises that consultation activities need to be accessible regardless of location, part time study or contract of employment.  They need to reach out beyond the visible groups and take account of the preferred methods of involvement by participants.

The University has established formal mechanisms for consulting with students and staff, they are:

· Student Services Committee

· Employment and Staffing Committee

· Joint Negotiating and Consultative Committee (JNCC)


In addition, the University will carry out informal consultation through the Equality and Diversity Network, consultation events, task groups, staff and student surveys (utilising the website and intranet).   We will work with BME staff and students to establish appropriate and relevant consultative arrangements.

The University, working in partnership with the public and voluntary sector, will consult with local community groups across the campus network including:

· Canterbury and District Ethnic Minority Independent Council

· Kent Black and Minority Ethnic Network

· North West Kent Race Equality Council

· Medway Race Equality Council

· Kent Public Sector Equality and Diversity Network

Outcomes of consultation will be shared and any appropriate action planned at the Human Resources Forum, Learning and Teaching Forum, Race Equality Working Group and the Equality and Diversity Committee.

11.
Monitoring 

11a.
The University will monitor the admission and progress of students and the recruitment and development of staff from different ethnic groups.   This data will be analysed by Managers to inform the development of policy, practice and the action plan for the Institution.  Outcomes of monitoring will be shared and any appropriate action planned at the Human Resources Forum, Learning and Teaching Forum, Race Equality Working Group and the Equality and Diversity Committee or any other appropriate forum.

11b. Human Resources will collect, analyse by ethnic group and publish staff data at Institutional level, including:

· Recruitment by application received, short listing and appointment.

· By location and grade.

· Voluntary leavers.

· Achieving internal promotion.

· Non voluntary leavers (for example, dismissal, redundancy [including fixed term contract ends], and retirement).

· Grievances.
· Disciplinary Action.
· Retirement extension applications.
· Access to staff development opportunities. (Staff Development will collect from 2007/8)


11c.
We will collect, analyse by ethnic group and publish student data, including:

· Numbers of students at University, Faculty and Department level (Registry).
· Applications and acceptances for programmes (Admissions).
· Attrition rates (Registry).
· Academic outcomes (Registry).
· Employment rates for graduates (Careers and Student Development).
· Students subject to Disciplinary Procedure (Director of Student Services).
· Students accessing the Complaints Procedure (Director of Student Services).
· Access to services will be monitored by the Manager responsible for that area.
12.
Impact Assessment and review of policies 

The University will monitor the impact of its policies, procedures, practices or criteria on students and staff from different racial groups.  Impact assessment is a positive and anticipatory process that allows the University to predict possible barriers faced by different groups.

The University has agreed a framework for implementing and mainstreaming Equality Impact Assessment in 2006-7 and this is set out in Appendix A.  This includes arrangements for publishing a schedule of impact assessments and the outcomes of the process.  It covers key functions and areas that are relevant to the achievement of our race equality functions including:
· Curriculum, teaching, learning and assessment.
· Conduct, harassment and bullying.
· Admissions, access and participation.
· Student support and guidance.
· Partnership and community links.
· Staff recruitment, training and career development.
13.
Publishing results of monitoring and assessment 


The University will publish the outcomes of its monitoring and assessment of policies through the Equality and Diversity Annual Report to the Governing Body.  This will be communicated to staff, students and partners through the website.

14.
Staff Development

Through the Equality and Diversity element of the Staff Development Programme, the University will ensure that staff receive regular briefings on their statutory responsibilities, have opportunities to understand and explore the implications of the legislation (as it impacts on their work) and develop effective practice to promote equality.


This will be delivered through:

· Induction and orientation.
· E-learning.
· Bespoke sessions for teams, departments and faculties.
· Embedding equality and diversity considerations and issues within courses and other opportunities within the staff development programme..

The approach for implementing the equality and diversity element of the staff development programme is set out in a position statement agreed by the Governing Body.  This is included in Appendix B.
15.
Action Plan 2007-10

The Race Equality Policy Action Plan 2007-10 takes account of:

· The priorities of different groups, elicited through consultation (in the period September 2006 to April 2007).
· The University’s Strategic Plan 2006-10.
· Priority areas for development following the evaluation of existing information and a review of the Race Equality Policy 2004-7, using the Commission for Race Equality Self Assessment Template for Higher Education Institutions.
· Implementation of the general and specific duties of the Race Relations (Amendment) Act 2000.


The action plan in reviewed annually and progress is reported by the Equality and Diversity Delivery Group to the Equality and Diversity Committee.

16.
Implementing the Scheme and the Action Plan

Members of Senior Management Team, Equality and Diversity Committee and the Equality and Diversity Delivery Group should ensure the widest possible dissemination and awareness of the policy and action plan in the Faculty and Departments.


Identified staff will take lead responsibility for each action in the plan reporting on progress to the Equality and Diversity Delivery Group.

17.
Arrangements for publishing the policy


The University will ensure that all staff, students and partners are aware of this policy through the Website, Induction arrangements for staff and students, partnership agreements and on-going communications with staff.

The policy will be made available in alternative formats, such as Braille, large print and audio tapes, on request.


The prospectus sets out a commitment to equality of opportunity, including race equality.
18. 
Arrangements for reviewing the policy

18a.
The Equality and Diversity Delivery Group will review the progress against the Action Plan on an annual basis.  This will be published as part of the Annual Report to the Governing body and will include a summary of proposed further action as a result of monitoring and impact assessment activities.

18b.
The Equality and Diversity Committee will commission the revision of the Race Equality Policy ready for publication in 2010.









Appendix A
Equality Impact Assessment Process
A. Mapping and screening of existing policies for relevance to race equality.

The Equality Impact Assessment Task Group will:

1. Undertake a mapping exercise by collecting information on existing policies.

2. Screen for the equality relevance of the policy by identifying the aims, stakeholders and any existing evidence that different equality target groups have or may have different needs in relation to the policy.  This will include particular consideration of the needs of BME groups.

3. Prioritise policies into high, medium or low categories and present to the Equality and Diversity Committee, who will consult with equality target groups.
4. Make recommendations for initial equality impact assessment, full equality impact assessment or any other form of management action to the Equality and Diversity Committee.

The Task Group will report to the Equality and Diversity Committee and the Pro-Vice Chancellor. 
The Equality and Diversity Committee will publish the outcomes of the mapping and screening of policies, together with a schedule for undertaking initial or full equality impact assessments.  

The Task Group is time limited to July 2006 to July 2007, with a review of work at this point.  The first schedule for undertaking initial or full equality impact assessments will be published in April 2007.  The Task Group, in its first report to the Equality and Diversity Committee, will also set out draft criteria for undertaking initial equality impact assessment, full equality impact assessment or any other form of management action.

The Equality and Diversity Committee will regularly review and revise the schedule for undertaking initial or full equality impact assessments.

B. Equality Impact Assessment of new policies or existing policies being reviewed

The responsibility for undertaking equality impact assessment (from screening to initial or full equality impact assessment) would be with the manager leading the development or review of the policy at Institutional or faculty level, with support from the Equality and Diversity Manager.

The Equality and Diversity Committee will receive reports on the outcomes of the screening and impact assessment prior to publication on the University’s Equality and Diversity web pages.







Appendix B

Equality and Diversity within the Staff Development Programme

The Governing Body, at the Lent 2007 meeting, agreed the following position statement for inclusion in the Staff Development Policy.
“The University has a statutory responsibility under the Disability Discrimination Act 2005, Race Relations Amendment Act 2000 and Equalities Act 2006 to ensure that all staff are aware of their responsibilities with regard to equality and diversity legislation and Institutional policies.

The University has an expectation that all staff will participate in some form of staff development activity appropriate to their role with a high relevance to promoting equality and diversity.  The form of this will vary from staff group to staff group. For some groups, such as those with a front facing service role, this may be a customised face to face training session. For other staff it may be ensuring that equality and diversity issues are embedded within existing provision, for example addressing the needs of dyslexic students in assessment workshops or accredited courses. 

Through the Staff Development Programme, the University will ensure therefore that staff receive regular briefings on their statutory responsibilities, have a range of opportunities to understand and explore the implications of legislation (as it impacts on their work) and are supported to improve their effective practice to promote equality and diversity

The University will embed equality and diversity considerations and issues within the courses and other opportunities in the Staff Development programme, prioritising those that have high relevance to the promotion of equality and diversity.”

Approved by the Governing Body 27th March 2007
� The general duty to promote race equality includes responsibility to eliminate unlawful discrimination, promote equality of opportunity and promote good relations between people of different groups.


� Trade Unions are consulted through the JNCC and the Working Groups


� The term policy is inclusive of practices, criteria, processes and informal or formal policies or strategies.
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