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INTRODUCTION

The Legal Framework

The Race Relations Act (1976) outlaws discrimination in employment, training and education, housing, public appointments and the provision of facilities, goods and services.  The Race Relations (Amendment) Act 2000 (the Act) came into force on 2 April 2001.  It replaces Section 71 of the 1976 Act - prohibiting discrimination by any public (or private) sector organisation in carrying out any of their functions.

Section 71 of the Act places a positive general duty on public authorities of which the University is one, to have due regard to the need:

· To eliminate unlawful discrimination.

· To promote equality of opportunity and good relations between persons of different racial groups.

The general duties outlined above are supported by specific duties, which are imposed by secondary legislation.  The Government believes that higher education institutions have a central role to play in bringing about a fair and just society therefore, the specific duties are that each higher education institution should:

· Prepare a written policy on race equality.


· Assess the impact of its policies on black and ethnic minority students and staff.


· Monitor admissions and progress of students, and recruitment and development of staff, from different racial groups.


· Set out its arrangements for publishing its written policy, impact assessments and monitoring data.

SECTION ONE:
 NORTHUMBRIA UNIVERSITY AS A PROVIDER OF HIGHER EDUCATION
1.1
Northumbria University is one of the largest universities in the country with over 21,000 students.  Northumbria University is truly cosmopolitan with international activities placing the University fourteenth of all UK institutions for students domiciled outside of the EU.

1.2
Relative to their share in the UK population, ethnic minorities overall are fairly well represented among the student population of Northumbria - for further details see ‘Appendix A’ (Figures 1 and 2).

1.3
Recent changes to the funding arrangements for students, including the introduction of a contribution towards fees, the replacement of grants with means tested loans and the preference of some parents for their children to study nearer to home, have all had an impact on regional universities.  The latter, in particular, has had significant effect as not only are there lower proportions of school leavers entering higher-education, but over half of Northumbria's students are domiciled in the North East  for further details see ‘Appendix A’ (Figure 3).

1.4
In relation to the total population of the Tyne and Wear district ethnic minority students are fairly well represented at Northumbria - for further details see ‘Appendix A’ - (Figures 2 & 3).

1.5
However, satisfaction at this encouraging development needs to be tempered by the persistently low participation of specific, ethnic groups, particularly those categorising themselves as black or ‘mixed’, for further details see Appendix A (Figure 3).

1.6
Recent data also confirms that for higher education as a whole, the participation rates ‘on full-time first-degree programmes’ of those categorising themselves, as ‘black other’ and Bangladeshi are significantly less than that of whites.  The low participation of Bangladeshi women and Afro-Caribbean men in higher education has also been well documented (UCAS 1995).

1.7
The University is committed to a programme of action to encourage applicants from under-represented groups, as far as it is within the University's power to do so, and to ensure that this Policy will be fully effective.

1.8 The University recognises that in-depth monitoring of student numbers alone will be insufficient.  Therefore, the University will ensure that the findings of racial monitoring – achievements, as well as numbers - are known at institutional and departmental levels, and will do its best to ensure that the findings are used to bring about real change.  For example, to ensure that wherever possible positive action is taken so that the student profile more accurately reflects the diverse nature of regional, national and global communities.

1.9 The University is committed to providing effective support to all enrolled students and to University staff in the context of their student support responsibilities.

2 UNIVERSITY MISSION STATEMENT

The principle of equal opportunities is implicit in the University’s Mission Statement 

2.1
The Mission of the University is set out in the University Plan.  It states:

The University’s Mission is to meet the diverse needs of an international learning community and to contribute to society and its economic development through research, excellent teaching and high quality student support.

To achieve this Northumbria University’s Aims are to promote:

· challenging and innovative teaching and learning which empowers the active learner; 


· a commitment to research, scholarly activity in the generation and dissemination of knowledge and understanding; 


· opportunities and access to students with a variety of ambitions and from different circumstances; 


· the employability, lifelong learning and continuing professional development of its students; 


· the continuing professional development of its staff; 

·  high –quality student experience, through a comprehensive network of students support and guidance services, and a range of social, cultural and sporting activities;

· a strengthening of the economic, environment and cultural life of the region through opportunities in higher education, creating partnerships, integrating with communities, and generating and disseminating valuable knowledge;

· global recruitment and international activity;

· the underpinning of its activities by the values of equity, diversity, collegiality and a concern for ethical behaviour and the welfare of individuals and society.

· prudent financial management and cost effective operation to sustain continued investment in University activities

Northumbria’s Vision ‘’is to be become one of the World’s leading teaching and learning Universities, renowned for its innovative and research –based practice and exercising its regional, national and international role through an extensive network of locations and partnerships”.
3 RACE EQUALITY POLICY

3.1
Consistent with the Mission and the Race Relations (Amendment) Act, Northumbria University is unequivocally opposed to racism and asserts its explicit commitment to a policy of race equality within the University.  

This Race Equality Policy provides an appropriate basis on which to build and develop existing policies.  The involvement of black and ethnic minority groups in the further development of this policy document will be particularly welcomed.  

The University believes that a properly implemented and monitored Race Equality Policy is in the best interests of the University, its staff and its students, both current and prospective. 
3.2
Aims

The University aims to create conditions whereby students are treated equally and fairly regardless of their race, colour, ethnic or national origin or other irrelevant distinction.  Where necessary additional support will be given to those who can benefit.

3.3
Recruitment, Admissions and Participation

The University currently makes the following commitments:
3.3.1
Northumbria University welcomes applications from candidates of all social and ethnic backgrounds and is committed to the promotion of race equality.  We believe that the life of the University is enriched by a student body which reflects the diversity of the community at large and which contains students from all parts of the UK including the local area, other EU countries, international students and mature students, as well as those entering straight from school or college.  Wherever possible, programmes are advertised widely, using a range of communication media, which will be further developed so as to encourage applicants from under-represented groups.

3.3.2
The University's Admissions Policy is directed towards the selection of students who have the ability and motivation to benefit from their programme of study and who will make a positive contribution to the life of the University regardless of background.  However, we will reinforce this by adopting a participation strategy that will encourage more applicants from under-represented groups.  We will continue to give positive encouragement to all applicants, within our widening participation framework.

3.3.3
Where applicants are interviewed as part of the selection procedure, interviewers will not refer inappropriately to factors such as race, culture, religion or ethnicity, or base decisions on these.  

3.4 
Student Achievement, Assessment and Retention

The University currently makes the following commitments:

3.4.1
The University will explore ways in which all students can be encouraged to become aware of and respect diversity.

3.4.2
The University will continue to recognise the different perspectives, new insights and fresh understandings that can come from the rich experience and varied backgrounds of students from black and minority ethnic groups.  

3.4.3
The University will continue to publicise widely to students the student support systems available to them through Student Services, the Students’ Union and the Guidance Tutor system.

3.4.4
Teaching staff will ensure that there is fairness and objectivity in the assessment of students, and that care is taken not to stereotype students or to assess their abilities and potential on an individual basis.  Wherever possible, the university will continue to implement its policy of double-marking and/or anonymised marking of students’ written assessments

3.4.5
The University will ensure that external examiners and placement providers and other key external agents are informed of their responsibilities in relation to the University's Race Equality Policy.

3.5
Programme Design and Curriculum

The University currently makes the following commitments:

3.5.1
Wherever possible course/pathway design will reflect an awareness of the diverse needs and interests among students.

3.5.2
Where appropriate teaching materials including text and software are used which reinforce positive images of the cultural diversity of society.

3.6
Facilities, Services and Leisure Activities

The University currently makes the following commitments:

3.6.1
The University will ensure that support services and relevant information is available to all students.

3.6.2 The University is sympathetic to the different cultural and religious needs of all its students.  Wherever possible we will give consideration to the cultural and religious needs of students when allocating accommodation.  Catered Halls of Residence are also able to provide meals which are acceptable to students of most religions and nationalities.


3.6.3 The University will ensure that cultural, religious or racial factors will not influence the allocation of additional sources of funding for students including Bursaries, Hardship Loans and/or Access Funds.


3.6.4 The University endorses the equal opportunities Policies of the students Union in its provision of services to students

4 NORTHUMBRIA UNIVERSITY - ITS ROLE, FUNCTIONS AND POLICIES

4.1
The University performs three principal roles:

· As an educator


· As an employer  (See Section Two of the Policy)


· As the direct provider of services and facilities

4.2
In the performance of its role as an educator the University carries out functions in the following areas:

· Recruitment


· Widening participation


· Student guidance and support


· Teaching and learning


· Curriculum


· Student placements, volunteering and work experience


· Partnership and community links


· Cultural, social and leisure activities for students and the wider community

4.3 To support and implement the above functions and provisions of services and facilities the University has adopted a number of policies in relation to its role as an educator.  For example, there are a range of policies relating to the principal functions of the University. These include an Admissions Policy, (currently being redrafted) a Learner and Guidance Policy, an Equal Opportunities Policy, an Anti-Bullying and Harassment Policy, and a Disciplinary Procedures for staff and students.

4.4 The University intends to screen its existing functional responsibilities and policies in the manner set out at paragraph 8.1.

5 GOVERNANCE AND MANAGEMENT

The Vice-Chancellor, in conjunction with the Board of Governors, has overall responsibility for policy implementation and for providing a consistent and high profile lead on issues covered by the Race Equality Policy.

5.1
Board of Governors and Vice- Chancellor 

The Board of Governors is the supreme governing body of the University.  There are also a number of Committees and Sub Committees through, which the Board carries out its duties. The Vice-Chancellor is the Chief Executive and is aided by senior management staff, working formally through an Executive Committee.  For further details of the University's Committee structure see 'Appendix B'.

6 ACADEMIC ORGANISATIONAL STRUCTURE

The University's new academic structure consists of eleven academic Schools; each headed by a Dean, Associate Deans (where appropriate) and supported by a School Registrar. 

7 IMPLEMENTATION

A draft text of the Race Equality Statement was considered by a meeting of the VC’s Advisory Group on 20 May 2002, where proposals to amend it were considered.  The draft text was approved by the Executive at its meeting on 20 May 2002.  The Policy was approved by the Chairman of the Board of Governors on 27th May 2002 , on behalf of the Governors.

The Race Equality Policy was published on 31 May 2002, and will be will be periodically reviewed and updated. 

The University's commitment to race equality will be put into practice at institutional and School/University Services levels through the responsibilities of individual office holders and committees as follows.

Responsibility

7.1
The Vice- Chancellor in conjunction with the Board of Governors has overall executive responsibility for the effective development and implementation of the University's Race Equality Policy.

7.2
The Deputy Vice-Chancellors provide strategic support and have day-to-day management responsibilities for implementing the Policy and its related procedures and strategies in the following areas:

· The Deputy Vice-Chancellor (Development) will oversee policy implementation in relation to the University's entrepreneurial profile and is also responsible for the external interface.

· The Deputy Vice-Chancellor (Resources) has overall management responsibility for Finance, Estates, Human Resources, IT and Learning Resources.

7.3
The PVC's have responsibilities as follows:

· The Pro-Vice-Chancellor (Learning and Teaching) is responsible for policy implementation in relation to all aspects of learning and teaching, course content and delivery.

· The Pro-Vice-Chancellor (Research) is responsible for updating the implementation in relation to the University's research strategy and consultancy activity.

· The Pro-Vice-Chancellor (Student Affairs) is responsible for implementation in all aspects of student affairs including, recruitment, admissions, enrolment and student support.

7.4 The Diversity Committee, Chaired by the Vice Chancellor, with effect from 1st September 2002- consists of representatives of students and staff.  The Diversity Committee will be responsible for co-ordinating and mainstreaming equal opportunities work, in particular:

· to formulate University diversity and equality policies, including those concerned with race, sex and disability, and to make recommendations to the University Executive;

· to formulate procedures for the promotion and implementation of diversity and equality policies and to make recommendations to the university Executive;

· to promote, support and encourage the development of procedures and practices to further the university’s diversity and equality policies;

· to formulate university staff policies and procedures, including staff development and staff grading;

· to establish strategic project groups and development issue groups, to address particular HR issues, to make recommendations to the Human Resource Committee (HRC), and to develop the University’s inclusive ‘’partnership’’ approach in HR matters, with management and staff representatives jointly addressing matters of common concern, wherever possible 

7.4.1
The Diversity Committee will conduct a comprehensive review of the Race Equality Policy within three years of its publication.  The review will take account of any guidance issued by the Commission for Racial Equality relating to such reviews, but is expected to include an assessment of the University’s compliance with Section 71 of the Act, and how race equality and the promotion of good relations have been advanced in relation to the University's functions.

7.5
All staff have a responsibility to promote race equality.  The protection of this Policy is the responsibility of the University and of everyone in it.  All staff and students have a responsibility to adhere and to apply this Policy in their University-related dealings with others both internal and external to the University.

7.6
Complaints - the statutory responsibility for the effective implementation of the Race Equality Policy lies with the governing body, which is committed to the fulfilment of its Section 71 of the Act obligations in the performance of all its functions.  

7.6.1
The University has a complaints procedure that any student or member of staff may follow if she or he believes the Race Equality Policy has been breached.  Breach of the Policy including discrimination or harassment by any member of the University, or victimisation of anyone who has complained of such, will be treated as a serious matter and dealt with through the appropriate disciplinary procedures.

In practice, most complaints are dealt with informally.  However, the Diversity Committee will give consideration to the publication of periodic reports on this issue and their circulation throughout the University.

7.6.2
 An individual who makes a complaint within the University’s system does not prejudice any statutory rights to complain to the courts, or to seek advice and assistance from the Commission for Racial Equality, the Equal Opportunities Commission or other appropriate body.

7.6.3
Northumbria University is currently a member of a city-wide multi agency panel (MAP), in Newcastle, which was established to promote good practice in combating racist incidents.  Through its membership of the MAP the University will, within the first year of operation, be in a position to offer on-campus facilities for the reporting of any incident which is perceived to be racist by the victim or any other person.  

7.7
Following recent organisational restructuring, the University intends, within the first year of operation of the Race Equality Policy to establish formally the specific roles and responsibilities of all managers in relation to the Act.

8 ASSESSING THE IMPACT OF POLICIES ON THE PROMOTION OF RACE EQUALITY AND GOOD RELATIONS

8.1
The University proposes to adopt an initial screening process in order to identify those policies that are likely to have a significant impact on race equality so that greater resources can be devoted to these. 

8.2.
Policies that are found to have significant implications for race equality, will require a fuller race equality analysis in the form of an impact assessment.  

8.2.1
Managers will be responsible for the screening process in their specific areas.

8.2.2
The screening criteria, which the University will use in order to determine which policies have implications for racial equality, are as follows:

· Is there any evidence or other reason to believe that there is higher or lower participation or uptake by different groups?


· Is there any evidence or other reason to believe that there are significant differences in the recruitment, retention or achievement of different groups?


· Is there evidence or other reason to believe that different groups have different needs and priorities in relation to a particular policy?


· Is there an opportunity to promote race equality more effectively by altering policies affecting the function?


· Have consultations with relevant groups, organisations or individuals indicated that particular functions or policies create problems, which are specific to them?

8.3
Where there is insufficient evidence on which to base a decision during the screening process, the University will consider whether it is practicable to obtain additional evidence quickly and in a cost-effective manner.  If this is not practicable, and there are other reasons to believe that the Policy may have a significant impact on racial equality, then the Policy will be included in the list for impact assessment and further evidence will be gathered during the assessment.

8.4
Having reached a decision on which policies have implications for race equality.  The University will consult further with the relevant groups, organisations or individuals.  The University will use the following criteria to make an initial impact assessment of the significance of racial equality implications:

· Is there higher/lower participation by different groups?


· Is there a significant difference in the achievement, progression of different groups?


· Is there significant difference in the recruitment and retention of different groups?


· Is there an opportunity to promote racial equality more effectively by altering policies affecting the function?


· What is the extent of the effect of the Policy on the students’ daily lives?


8.5
Having completed the further screening exercise set out at paragraph 8.2.2; the University will prepare a draft programme of those policies identified as priority issues for racial equality impact assessment over the period 2002-2005.

8.5.1
In establishing the above programme, the University may combine certain policies within one impact assessment in order to make best use of resources.  However, the University will ensure that this is not done in such a way as to detract from the analysis of the impact of any individual policy.  The University will consult with relevant groups, organisations or individuals as part of the consultation on the screening process.

8.6
The Diversity Committee will take such steps as are reasonably practicable to report annually give consideration to, the publication of periodic reports on the impact assessment screening and the consultation process setting out which, policies will be subject to impact assessment and which policies have not been so included and the reasons therefor. 


8.7
Any policies that may be developed during the period covered by this statement will be screened using the criteria identified in paragraphs 8.2.2 and 8.4.

9 CONSULTATION
9.1
The University is committed to carrying out consultations in accordance with the Guidelines issued by the Commission for Racial Equality, and recognises the need to consult widely and in an open and transparent manner.

9.2
The University will consult with representative groups, organisations and individuals in relation to screening as well as the Race Equality Policy itself.  A list of those consulted will be added as an Appendix to the Policy once this process is complete.  However, the list is not intended to be exhaustive and it is anticipated that new groups will be added during the lifetime of this Policy to reflect the establishment of new organisations, the recruitment of new students, and to reflect the lessons emerging from the initial consultation exercises.

9.3
In consulting on any matters on which this Policy relates, the University will work with representative groups and individuals in order to identify how best to obtain their views.  This may involve face-to-face meetings, focus groups surveys, e-mail discussions and other methodologies identified as best practice.  The University will do its best to remove barriers to proper consultation and recognises there will be different means of consultation for different groups and that it will be important to establish a basis for dialogue and engagement with representative groups.

9.4
During the initial stages of development, consultation was conducted with the Diversity Committee and the University Executive Committee.  In addition to this, the views of key members of staff were solicited in relation to their individual areas and responsibilities, a list of those who took part in the initial internal consultation exercise has been included as ‘Appendix C’.  

9.5
The results including a summary of responses received from consultation will be included in    periodic on the implementation of the Race Equality Policy (see paragraph 8.6).

10 MONITORING

10.1
Knowledge of the recruitment, admissions, retention and progression of students by racial group will be vital in assessing progress towards race equality and the promotion of good relations.  Within one year of the publication of this Policy, the University will establish a Task Group in order to identify the capacity of its existing information management system to monitor the impact of policies on different groups. 

10.2
In doing so the University will take into account resource implications, its obligations under the Data Protection Act 1998 and the willingness of students to provide such information.

10.3
Within two years of the publication of this Policy, the University will establish basic data sets in relation to all policies identified as having implications for race equality.  This includes recruitment, admissions, retention and progression of students from specific racial groups as well as the success rates, satisfaction levels or job offers connected to work placements, work experience or volunteering opportunities and the results of programmes targeted at people from specific racial groups.

10.4
Until such systems can be established the University will continue to make effective use of data available from, or provided by, national sector organisations including HESA and UCAS.

10.5
The results of monitoring data will be reviewed on an annual basis and will be included in any reports on the implementation of the Race Equality Policy (see paragraph 8.6).

10.6 Where the results of monitoring identify evidence of a differential adverse impact on particular groups, the University will revise the function and related procedures as a matter of priority.

11 PUBLICATION OF THE RACE EQUALITY POLICY

11.1
Following approval by the Board of Governors, a copy of the Policy will be posted on the University's web pages and all members of staff and students will be invited to comment.  A copy of the Policy will also be sent to relevant groups, organisations or individuals for consultation.  

11.2
Following an appropriate consultation period, during which the University will take account of any guidance or comments issued, a revised edition will posted on the website and a hard copy will also be forwarded to all the organisations who responded to the consultation process.

11.3
The University will issue a summary statement in the Staff Newsletter and a copy of the Policy will be forwarded to all senior managers for wider circulation.

12 REVIEW OF THE RACE EQUALITY POLICY

12.1
The University will conduct a comprehensive review of this Policy within three years of its publication.  The review will be the responsibility of the Diversity Committee (see paragraph 7.4.1).

SECTION TWO:  THE UNIVERSITY AS AN EMPLOYER

1 INTRODUCTION

The University aims to ensure that no current or potential employee receives less favourable treatment than another on racial grounds. 

In particular the University will:

· seek to ensure that people are treated equitably regardless of their race, colour, ethnic or national origins;

· promote diversity by recognising the particular contributions to the achievement of the University’s mission that can be made by individuals with a wider range of backgrounds and experiences;

· promote and maintain an inclusive and supportive work environment, which affirms the rights of individuals to be treated with respect and fairly and affords opportunities for them to fulfil their potential.

2 THE UNIVERSITY AS AN EMPLOYER
The University currently employs approximately 3,000 staff including part time lecturers and casual staff.  The vast majority of support staff and a large percentage of academic staff are recruited from the local community.

According to the Office for National Statistics, the 1991 Census figures show that the percentage of people from ethnic minorities in the Newcastle upon Tyne district is 4.1%.  It is the University’s aim to mirror that percentage in its academic and support staffing within the next two years.  This policy and the associated action plan outline how this will be achieved through more positive approaches to recruitment and selection.

The aims of this section of the University’s Race Equality Policy are to:

· ensure that the University has access to the widest possible labour market and secures the best employees to meet its requirements;

· ensure that no applicant or employee receives less favourable treatment, and that, wherever possible, they are given the help they need to attain their full potential to the benefit of the University and themselves;

· achieve an ability-based workforce which is in line with the working population mix of the relevant labour market areas.

3 THE SPECIFIC RESPONSIBILITIES OF THE HUMAN RESOURCES DEPARTMENT

The Director of Human Resources is responsible for:

· co-ordinating all race equality initiatives in relation to employment across the University;

· ensuring the effective monitoring and analysis of data and for its publication to the Board of Governors on a six monthly basis;

· ensuring that within the Equal Opportunities Policy of the University all Deans of School and Directors of University Services have agreed race equality action plans which form part of their annual business planning process;

· ensuring that all reported incidents of racism and racial harassment are dealt with in a fair and consistent manner and without unnecessary delay;

· ensuring that all staff and line managers receive the appropriate training to raise awareness of the importance of race equality.

4 AREAS FOR PARTICULAR ATTENTION

To meet the above aims, the University has identified particular areas which require special attention and upon which the associated action plans will be based.  These areas are as follows:

· Vacancy Advertising

· Recruitment, Selection and Retention

· Staff Development and Promotion

· External Procurement

· Review and Revision of all Employment Policies and Procedures

4.1
Vacancy Advertising

Wherever possible, all vacancies will be advertised simultaneously internally and externally.

The University aims to ensure that details of all vacancies are communicated to under-represented groups both within the University and externally.  This will involve advertising in the minority press and identifying local minority networks through which details of the vacancies can be further distributed.

The wording of all vacancy adverts will also be used to encourage people from ethnic minority groups to apply to roles which are under-represented.

4.2 Recruitment, Selection and Retention

The University has a well-established framework for recruitment and selection.

The University’s Recruitment and Selection Policy provides full details of the University’s commitment to equality of opportunity in this area and details the procedures that each manager is expected to follow to support this commitment.  All managers are trained in the University’s Recruitment and Selection Policy and the associated equal opportunities considerations.

Despite the strength of the University’s Recruitment and Selection Policy, there are still insufficient numbers of people from the ethnic minorities being appointed to the University.  It is therefore essential that all stages of the current recruitment and selection process are examined to identify practices that need to be updated to turn the expected increase in applications to increased numbers of ethnic minority staff being both appointed to new roles and promoted within the University.

4.3 Staff Development and Promotion

All ethnic minority groups within the University will be encouraged to apply for training and where necessary, the University will deliver special training to enable such groups to prepare to compete on equal terms for jobs and promotion.  However, appointment to all roles in the University will be strictly on the basis of merit.

It is the responsibility of the Training and Development Manager to ensure that the content of all staff development provided by the University, and any contracted suppliers, supports the key aims of the Race Equality Policy and the particular needs of ethnic minority staff both male and female.

4.4 External Procurement

It is the responsibility of the Human Resources Service Manager to ensure that all public, voluntary or private organisations providing services to the University in relation to employment matters will be made aware of the University’s Race Equality Policy.  The relevant organisations will be required to follow any instructions intended to ensure that the principles of the policy are adhered to and all tender documentation will explicitly stipulate the particular requirements.  Examples of the types of organisations to whom this would specifically apply in an employment context at Northumbria are as follows:

· Temporary Staff Agencies

· Occupational Health Providers

· Recruitment Consultants

· Recruitment Advertising Consultants

· Training and Development Consultants

(This list is not intended to be exhaustive.)

4.5 Review and Revision of all Employment Policies and Procedures

The following employment policies and procedures will be reviewed and appropriate revisions will be made to ensure that the principle aims outlined above are embedded in all employment activities within the University:

· Equal Opportunities Policy

· Anti Harassment and Bullying Policy

· Recruitment and Selection Policy

· Professorial, Readership and Visiting Fellow Appointments Procedure

· Appraisal and Development Scheme

· Individual Grievance Procedure

· Staff Management Procedures

· Induction Policy

· Probationary Scheme

· Exit Interview Policy

5
MONITORING STAFF RECRUITMENT, DEVELOPMENT AND PROMOTION

In order to assess the full impact of the commitments outlined above, the University must have a clear picture of the University’s ethnic minority profile in relation to employment.

Using the University’s new Oracle HR system and other University databases, the Human Resources department will collate, analyse and publish on a six monthly basis the following sets of data:

· A breakdown of the percentage of ethnic minority staff applying for posts within the University

· The percentage of ethnic minority staff that are then shortlisted and appointed

· The overall percentage of Ethnic Minority staff

· A breakdown of the percentage of staff in each ethnic minority category

· A profile of the roles in which ethnic minority staff are employed together with a breakdown of the number of ethnic minority staff employed in each type of role

· The number of ethnic minority staff that have attended formal training programmes funded both centrally and locally

· The percentage of ethnic minority staff who have been promoted internally

These statistics will be presented to the Diversity Committee every six months and will be published in the University newsletter at the same time.

The University does not intend to set formal targets for improvement in the first year of operation of the new policy.  The monitoring system will be fully developed to produce and analyse the above data to enable effective development of the action plan and associated targets for the second year.

One particular difficulty that will need to be addressed in the first year of operation will be the reluctance of some staff and potential staff to provide the relevant information required for monitoring purposes.  The action plan details the actions that the University intends to take to convey to people the importance of providing the data and the purposes for which it will be used.

6
TRAINING AND DEVELOPMENT TO SUPPORT THE POLICY

It will be the responsibility of the Training and Development Manager to develop and implement a comprehensive training plan to support the initial introduction of the policy and then to ensure ongoing briefings and formal courses when necessary to support the maintenance and development of the policy.

A key priority for action in the first 18 months of the policy will be an initial training programme for all staff.  The training will enable each participant to:

· understand the principle aims of the University’s Race Equality Policy and their importance in relation to the University’s overall aims and objectives;

· understand the specific actions that they may be required to undertake in their role at the University to ensure that these aims are supported.

As the University’s managers play a key role in ensuring that good race relations are maintained within their areas of operation, the training will initially be delivered to managers and each manager will then be tasked with ensuring that all their staff attend the subsequent programmes.

All new employees will be made aware of the Race Equality policy as part of their University-wide induction programme and this will be followed through at local level where managers will talk through with a new member of staff, their particular responsibilities in relation to the policy.

7 CONCLUSION

This policy and the associated activities will form a major part of the University’s plans to embed the principles of race equality in all areas of its activity.  The particular areas highlighted for specific attention in employment will enable the University to demonstrate a commitment to racial equality, which will not only be reflected by a more representative workforce, but which will also promote good race relations in all its employment practices.

8
SUMMARY ACTION PLAN AND TIMETABLE

8.1 The following timetable summarises the measures, which the University proposes to take during the three years following the publication of the Race Equality Policy

	Year 1


	Actions May 2002-May 2003

	Publish Race Equality Policy linked to a three-year action plan.


	Policy approved by the Executive - 20 May 2002

Policy approved by Board of Governors- 27 May 2002

Policy published 31 May 2002

Diversity Committee delegated to oversee implementation from September 2002

	Engage in consultation exercise on draft Policy with relevant groups, individuals and organisations both internal and external including trade union representatives.


	A copy of the Race Equality Policy can be widely accessed by staff and students  @ All Public Folders/Northumbria Committees/Diversity Committee

A summary article soliciting comments from staff and directing them to the appropriate Public Folder was published in the Staff Newsletter 8 January 2003

Trade Union representatives were consulted and feedback has been provided.

Student representatives were consulted and feedback has been provided 

A Hardcopy of the Race Equality Policy was forwarded to the President of Northumbria Students Union for comment from the Executive 

A Copy of the Policy was forwarded for comment from black and ethnic minority students focusing on the Islamic Society, African Students Society, the Chinese Christian Fellowship and the Jewish Society.



	Engage in consultation exercise on the screening process.


	Ongoing: as part of the Equality Audit (see below)

	Respond to comments on draft Policy and the screening process and amend as appropriate.


	Ongoing: as Part of the Equality Audit  (see below)

	Update the Policy to include as an Appendix a list of representative groups, organisations or individuals who took part in the consultation process.


	List included as Appendix  - May 2003 

	Forward a hardcopy of the Policy to all those who responded to the consultation process.


	A hardcopy of the Race Equality Policy was forwarded to all relevant individuals/groups as part of the consultation process throughout the period September 2002 – May 2003: Ongoing 

	Identify all relevant policies in relation to student recruitment, retention and progression.


	The Diversity Committee has established a list of all relevant policies, which may have an impact on race equality including those which have an impact on student recruitment, retention and progression – March 2003

HR has prepared an invitation to tender for an Equality Audit. The Audit will include the screening of all HR policies as well as those relating to student admissions, retention and progress

Ongoing a: as part of the Equality Audit 

	Review all relevant employment policies and procedures and amend where necessary to ensure that the principles of the Policy are embedded.


	HR Committee through the HR Department , will take responsibility for publishing data in relation to recruitment  selection and retention of ethnic minority staff and this will be a standing item on the Agenda of the Diversity Committee. 



	Carry out initial screening of University functions/policies in relation to student recruitment, retention and progression based on data available from HESA and/or UCAS.


	Ongoing: as part of the Equality Audit

	Establish and deliver a comprehensive training programme for all managers on the University’s Race Equality Policy.


	Two half-day workshops targeted towards senior level staff and outlining the University’s obligations under recent race and disability legislation were scheduled to begin in February 203. A notice advertising the workshops was placed in the staff newsletter and senior colleagues were also contacted directly by email. To date 127 participants have undertaken the training.

	Review existing mechanisms for collating recruitment and selection data and make any necessary amendments to ensure the integrity of the data and ease of monitoring.


	The development of the Oracle HR system has meant that data produced in relation to staff is now more robust and easier to monitor. The ongoing development of the Oracle student system will eventually ensure that the same applies to student data.

In addition to producing basic data , a set of Equality Indicators has been established April Questions, indicators, data availability and possible external benchmarks can be recorded against each of the Equal opportunity categories for each group of staff and students2003

	Set up Task Group in order to identify the scope of existing information management systems to monitor the impact of policies on different groups.


	A Task Group was established 28t November 202.

The Task Group represents the main vehicle to discuss and advise the Diversity Committee on how to implement  the Race Equality Policy.

	Publicise the Race Equality Policy.  Including a summary statement in the University Staff Newsletter and ensure that all external University contractors are made aware of the Policy.


	A copy of the Race Equality Policy can be widely accessed by staff and students  @ All Public Folders/Northumbria Committees/Diversity Committee

A summary article soliciting comments from staff and directing them to the appropriate Public Folder was published in the Staff Newsletter 8 January 2003

A summary of the Policy was forwarded to Northumbria Students Union for inclusion in ‘Fresh’ – the students magazine March 2003

A Staff Briefing Sheet outlining the University’s obligations under the RRA is being placed in the Staff Newsletter 28 May 2003



	Publish data in relation to recruitment, selection and retention of ethnic minority staff to the Diversity Committee every six months.


	HR Committee, through the HR department, will take responsibility for publishing data in relation to recruitment selection and retention of ethnic minority staff and this will be a standing item on the Agenda of the Diversity Committee.

	Investigate effective mechanisms for advertising in the minority press and identify local minority networks through which vacancies can be further distributed.


	No progress made on press advertising but the University is currently involved in a project with other local public sector organisations to actively communicate with local ethnic minority communities to determine the best approach to communicating job opportunities under an ‘Employment in Gateshead’ initiative

	Amend the wording of recruitment advertisements to encourage applications from all underrepresented groups.


	The wording of recruitment advertising will offer positive encouragement to under represented groups

	Through the Newcastle MAP, establish24 hour racist incident reporting facilities on Campus.


	The establishment of 24 hour reporting facilities is ongoing and will depend on the timetable of ARCH (Agencies Against racial Crime and Harassment) formerly know as Newcastle MAP.

	Reword the Policy, once the University’s Mission Statement has been updated.


	Last updated March 2003

	Update the Policy once the roles and responsibilities of managers have been formally established under the new academic structure.


	Last updated March 2003

	Update the policy once the membership and terms of reference of the University’s new Committee structure have been formally established.


	Last updated March 2003

	Produce annual report.


	Report submitted to Diversity Committee May 2003 

	Review and update the action plan as appropriate.


	Updated and submitted to Diversity Committee May 2003

	Year 2


	May 2003-May 2004

	Extend the training programme on the Race Equality Policy to all academic staff.


	

	Undertake programme of impact assessments.


	

	Establish basic data sets in relation to those policies identified as having an impact on race equality.


	

	Collate results of impact assessment/monitoring data for inclusion in periodic reports.


	

	Undertake a full analysis of recruitment and selection data and identify actions that can be taken to address any inappropriate restrictions to the appointment of ethnic minority staff.


	

	Identify University targets in relation to the recruitment and selection of ethnic minority staff.


	

	Investigate an effective monitoring system for collating and analysing data in relation to the staff development and promotion of all staff.


	

	Develop guidance for Deans and Directors of University Services on producing a diversity action plan as a key part of their annual business plans.


	

	Review the content of all internal training and development activities to ensure that they reflect the key aims of the Race Equality Policy.
	

	Establish tailored guidance on the Race Equality Policy to all external University contractors and those organisations tendering for work at the University.


	

	Produce annual report.


	

	Review and update Action Plan as appropriate.


	

	Year 3


	May 2004-May 2005

	Extend the training programme on the Race Equality Policy to all support staff.


	

	Undertake impact assessment based on data in relation to the recruitment, admissions retention and progression of students from different groups from extended monitoring system and adjust policies/introduce new ones as necessary.


	

	Monitor the recruitment, admissions, retention and progression of students according to racial group.


	

	Undertake a three-year review.


	

	Review and update action plan as appropriate.


	

	Prepare report on impact assessment/monitoring data for inclusion in the three-year review.


	

	Revise Policy as a result of the three-year review.


	


APPENDIX A

Figure 1:

	UK Population (‘000s)

	White
	
53,074
	
93.5%

	Black Caribbean
	
490
	
0.9%

	Black African
	
376
	
0.7%

	Black Other (non-mixed)
	
122
	
0.2%

	Black Mixed
	
187
	
0.3%

	Indian
	
930
	
1.6%

	Pakistani
	
663
	
1.2%

	Bangladeshi
	
268
	
0.5%

	Chinese
	
137
	
0.2%

	Other
	
533
	
0.9%


Source: 1999 Labour Force Survey

Figure 2:

	Northumbria University Facts & Figures

	Percentage by known ethnic origin by mode

	
	FT
	PT
	Total

	White
	
88.8
	
92.8
	
89.6

	Mixed
	
0.5
	
0.4
	
0.5

	Asian or Asian British
	
3.4
	
3.0
	
3.3

	Black or Black British
	
0.9
	
1.0
	
0.9

	Chinese & Other
	
6.3
	
2.8
	
5.6


	Percentage of FT Students by Domicile

	(a) UK Region
	(b) Global Region

	Northern
	
54.6
	Total UK
	
85.0

	Yorkshire & H’side
	
11.7
	Channel Isles/IoM
	
0.1

	North West
	
3.8
	EU excl UK
	
5.3

	West Midlands
	
1.2
	Total EU & Isles
	
5.4

	East Midlands
	
3.7
	Non-EU Europe
	
1.4

	East Anglia
	
0.9
	Middle East
	
0.4

	South East
	
2.7
	Africa
	
0.6

	Greater London
	
0.9
	Western Asia
	
1.6

	South West
	
0.9
	Eastern Asia
	
5.2

	Scotland
	
2.4
	Australasia
	
0.0

	Wales
	
0.5
	Americas
	
0.4

	Northern Ireland
	
1.9
	Total Overseas
	
9.6


Source: Facts and Figures 2001/2002 SPU

Figure 3:

	Population of Tyne & Wear by Ethnic Group
	% of population

	Bangladeshi
	
0.5

	Black African
	
0.2

	Black Caribbean
	
0.1

	Black Other
	
0.1

	Chinese
	
0.5

	Indian
	
0.8

	Pakistani
	
1.1

	White
	
95.9

	Other Asian
	
0.4

	Other
	
0.4


Source: 1991 Census

APPENDIX B

GOVERNANCE AND MANAGEMENT 

The Executive Committee – is responsible for policy implementation in the following key areas:  the University Plan for approval by the Board of Governors, for agreeing student numbers, for evaluating proposals for development, and for the University's Policies operating frameworks for implementation from 1 September 2002 by the Diversity Committee, approving relevant policies and procedures including the Race Equality Policy.  Six sub-committees have responsibilities for policy implementation in the following areas HR, Information, Information Systems, Health and Safety, Estates.

Academic Board - is the principal Committee in matters relating to the University's academic work, its membership is reflective of the academic community.  Academic Board will have responsibility Policy and its related procedures in all areas related the curriculum, learning and teaching, student assessment and progression.  Five Committees and a number of Sub Committees report directly to the Academic Board including: Learning and Teaching, Research, Student Affairs, and Development.

APPENDIX C

INITIAL INTERNAL CONSULTATION LIST

Groups/Committees

The Diversity Committee

The Executive Committee

The Board of Governors

Individuals

	Director of Student Services
	

	Assistant Director of Student Services (Access & Personal Support) 
	

	Assistant International Student Adviser
	

	President of Students’ Union
	

	Accommodation Services Manager
	

	Faculty Registrar, NBS
	

	Social Sciences (Academic)
	

	University Secretary’s Office
	

	Human Resources Director
	

	Service Manager, Human Resources
	

	Dean of Social Sciences
	

	Head of ACES, Student Services
	

	Head of Marketing, Marketing Services
	

	Educational Liaison Manager, Marketing Services
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