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Forward

Neath Port Talbot College values the diversity brought to its workforce by individuals and believes that through engaging male, female and transgender staff and learners the College can meet the needs of a diverse learner and staff population within the wider context of a multi-cultural society.   
The College is committed to treating all employees, learners and members of the wider community with respect and dignity, and is dedicated to providing a positive and inclusive working and learning environment free from discrimination, harassment or victimisation, which can affect performance and creativity.  

The College is committed to eliminating discrimination on the grounds of gender and promoting equality of opportunity between men and women.  The College acknowledges and emphasises that every member of staff and learner has an individual responsibility to achieve this aim.  As a result, any evidence on non compliance with the Gender Equality Scheme will be dealt with under either the College’s Staff or Learner Disciplinary procedure, and may lead to dismissal or withdrawal from a course of study respectively.
R G Fowler

Deputy Principal

1.1
The Legal Perspective

1.1.1
As an education provider, the College will promote equality of opportunity and eliminate unlawful discrimination.

Although there are differences in the law governing age, race, sex, disability, religious and sexual orientation discrimination legislation, the basic forms of discrimination can be summarised under the following four headings:
1.1.1
Direct discrimination
An employer will directly discriminate if on the grounds of the person's age, race, sex, disability, religion or sexual orientation if they treat a person less favourably than the way in which a person not having that particular characteristic would be treated. Complainants alleging direct discrimination usually have to compare themselves with either an actual or hypothetical comparator to show less favourable treatment.
1.1.2
Indirect discrimination
Indirect discrimination occurs where 'A' applies to 'B' a provision, criterion or practice which is applied equally to persons not of the same age, race, gender, religion or sexual orientation (disability is not included), but the effect of the application is to the detriment of 'B' because a considerably smaller proportion of persons sharing 'B's characteristic are able to comply. 
1.1.3
Victimisation
Victimisation has a very specific meaning in discrimination law. It does not just mean singling some-one out. Victimisation makes it unlawful for one person to treat another less favourably than they would treat other people because that person has:

· brought proceedings under the relevant piece of discrimination legislation 

· given evidence or information in connection with, the proceedings under the relevant piece of discrimination legislation 

· otherwise done anything under the relevant piece of discrimination legislation 

· alleged (in good faith) that someone has contravened the relevant piece of discrimination legislation 

· or because the person believes that the victim has done or intends to do any of these things.

1.1.4
Harassment
Harassment occurs when, for a reason which relates to a person's age, race, sex, disability, religion or sexual orientation, another person engages in unwanted conduct which may violate the person's dignity or creates an intimidating, hostile, degrading, humiliating or offensive environment for that person.
1.1.5 “Discrimination”

The term “discrimination” in this scheme refers to unfair discrimination, based on Gender.

2.1
General Duty
2.1.1
The Gender Equality Duty was introduced by the Equality Act 2006, which in turn amended the Sex Discrimination Act 1975. Under the Gender Equality Duty, all public authorities must meet the general duty, which requires them to have due regard to the need to:
· eliminate unlawful discrimination and harassment 
· promote equality of opportunity between men and women.
3.1 Specific Duties

3.1.1
The statutory code of practice to promote gender equality covers both England and Wales.  However, the Welsh specific duties will not be finalised before April 2008 at the earliest.  Until they have been developed, the College will follow advice from WAG to:

· develop a gender equality scheme outlining their gender equality objectives and the action that is being taken to achieve them, in the interests of clarity and transparency 

· prioritise action to address the most significant gender inequalities within their remit and take actions that are likely to deliver the best gender equality outcomes.

4.1 Assessing Policies and Procedures
4.1.1 In order to facilitate the collating of the necessary information for monitoring, the College will assess the impact of its policies and procedures on students and staff from men and women.  This will be done in order to see whether the polices help to achieve equality for students and staff of different genders or whether they have, or could have, an adverse impact on them. 

4.1.2 If the monitoring procedures show that current policies and procedures are leading to unlawful discrimination, the College will make any necessary revisions.

5.1
Monitoring: Students and Staff
5.1.1 Monitoring is the key to assessing the progress made vis-à-vis the College’s commitment to positively promoting equality and the other requirements of the Equality Act 2006.  
5.1.2 To inform the setting of targets and the measurement of progress in achieving them, the College will focus on collecting and analysing the following information by gender:
5.1.2.1
Students: Recruitment and Retention
The College will monitor all stages of the student admissions process, from applications to outcomes:

· Gender profiles of learners

· Applications, retention, success and failure rates for admission to programmes

To help interpret the information, the College will also monitor other areas that could have an adverse impact on students of different genders, such as:
· choice of subject; 
· home or international status; and
· selection methods.
5.1.2.2
Monitoring Students: Achievement
The College will monitor all students’ achievements and progress:
· Achievement rates

· Work placements including success rates, satisfaction levels and job offers

· Disciplinary action

· Complaints by learners or their sponsors

· Student surveys.

To help interpret the information, the College will also monitor other areas that could have an adverse impact on students of different genders, such as:
· different methods of assessing students;
· the results of programmes targeted at people from different genders; and
· bullying and harassment.
5.1.2.3
Monitoring Staff: Recruitment and Selection 

The College will monitor all activities that relate to staff recruitment and selection, and to career development and opportunities for promotion including:

· Selecting and training panel members;
· Permanent, temporary or fixed-term appointments; and
· Home or international status (for institutions that recruit internationally)
· Gender profiles of staff in post

· Applicants for employment, training and promotion, from different genders
· the numbers of staff of different genders who    receive training;

· the number of staff from different genders who are involved in grievance procedures

· the number of staff from different genders who are the subject of disciplinary procedures; 

· the number of staff from different genders who cease employment. 

5.1.2.4
Monitoring Staff: Career Development / Promotion

The College will identify areas where career progress could be affected and monitor those. They might include:

· Staff, by their grade and type of post;

· Staff, by their length of service;

· Staff training and development, including applications and selection, if appropriate;

· The results of training and career-development programmes or strategies that target staff from different genders;

· Staff appraisals; and

· Staff promotion, including recruitment methods and criteria for choosing candidates.

5.1.3 The data will then be analysed to see whether there are any patterns of inequality; and steps taken to remove barriers and promote equal opportunities.
5.1.4 The information gathered by the College will have regard to the classifications used in the 2001 census.  Any extra categories are added merely to provide a more accurate reflection of local circumstances.
6.1 Publishing

The College will publish the Gender Equality Scheme and a summary of the results of the monitoring information in order to make it available to the public (including staff, students, work placement providers and the wider community).

6.1.1 The College will also ensure that publicity materials present appropriate and positive messages about gender groups.
6.1.2 Any published information will have due regard for individual confidentiality. 
7.1
Positive Action

7.1.1 In specific circumstances, the Act allows positive action as a way of overcoming gender inequality.

7.1.2 The College undertakes, once the results of monitoring are available, to consider targets to reduce any disadvantage suffered by gender groups.  Any such targets will be published annually in the Action Plan.
7.1.3 Positive action strategies are intended to be temporary measures only.  They must be kept under regular review and can not be used once the special needs have been met or if the under-representation no longer exists. The College will ensure that when using positive action as a strategy, it falls within the law and does not of itself lead to discrimination.

8.1
Complaints

8.1.1 The College will seek to provide a supportive environment for those who make claims of discrimination or harassment.
8.1.2 Acts of discrimination based on gender (direct or indirect), harassment, victimisation or abuse will be treated as a serious disciplinary offence.
8.1.3 Staff who feel they are being discriminated against on the grounds of gender by other members of staff should raise the matter under the Grievance Procedure, which will, if the accusation is upheld, be treated as a serious disciplinary offence under the College Disciplinary Procedure.

8.1.4 Staff who feel they are being discriminated against on the grounds of gender by learners should raise the matter via the Learner Disciplinary Procedure, which will, if the accusation is upheld, be treated as a serious disciplinary offence.

8.1.5 Learners who feel they are being discriminated against on the grounds of gender by other members of staff or by other learners, should raise the matter under the Learner Complaints Procedure, which will, if the accusation is upheld, be treated as a serious disciplinary offence under the College Disciplinary procedures.

8.1.6 If, in the course of their work, College staff suffer discrimination on the grounds of gender from members of the public, the College will take appropriate action and provide appropriate support.
9.0
Action Plan

9.1 An action plan to outline progress to date is appended.

9.2 It is accepted that both the action plan and the scheme itself may need to be revised in the light of experience.

10.0 Review

10.1
This Scheme will be reviewed in April 2010.
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