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 RACE EQUALITY POLICY

1.
Introduction

The Royal Veterinary College (the College) is committed through its strategic aims and vision to the promotion of equal opportunity for all staff so that they are recruited, trained, appraised, and promoted, and for all students so that they are selected, registered, educated and appraised, on the basis of their merits and abilities, regardless of ethnic origin, nationality, disability, gender, age, marital status, familial relationship or sexual orientation.

As part of its commitment to promoting equality of opportunity the College’s Corporate Plan, which has been agreed and committed to by its Council and senior management, includes the following objective:
•
Be proactive in eliminating unlawful race discrimination and promoting race equality and good race relations throughout all the functions of the College

The Corporate Plan sets out how the College intends to shape its activities to ensure that it retains it pre-eminent position in a rapidly changing environment.  The Plan is supported and underpinned by this Policy and the Race Equality Action Plan.

As part of this commitment and in accordance with the provisions of the Race Relation Act 1976 as amended by the Race Relations Amendment Act 2000, the following Race Equality Policy has been produced.

2.
The Royal Veterinary College

The College is the UK’s first and largest veterinary school and, although a constituent College of the University of London, retains its independence.  The emphasis of College activities is veterinary work with expanding para-veterinary interests.  A range of courses in a variety of disciplines and specialities is offered at both undergraduate and postgraduate level.  The main functions of the College have been identified as follows:
•
Education of students – including admissions, teaching and learning, curriculum, assessment, student support and guidance, procedures, widening participation and marketing of courses

•
Research

•
Clinical services

•
Support services – including finance, information technology, facilities management and human resources

•
Employment – including HR Strategy, recruitment and selection, promotion and grading, training, procedures and access to facilities

•
Partnerships/contracted services

This policy will focus on the education of students, employment and partnerships/contracted services.

With approximately 500 staff and 920 students the College is relatively small but with new courses being introduced numbers of both will continue to expand in the near future.  This presents new challenges and opportunities when promoting equality of opportunity. 

The College is situated on two campuses, one at Camden Town in North London and the other on a 230-hectare site in Hertfordshire (the Hawkshead Campus).  The two campuses are 15 miles apart and have very diverse catchment areas in terms of both staff and students.  

Students are recruited both nationally and internationally with 7% ethnic minority students at the present time.  There are several factors which may influence this figure:
•
Widely different cultural and ethical sensitivities related to working with animals and their impact on the capability of the College to recruit from a broad spectrum of ethnic groups.

•
Health and safety issues related to the rigours of the course.

•
The majority of students are on courses leading to a professional qualification and entry standards are high.  The requirements of the governing body of the professions have to be observed.

Staff are recruited on a local, national and international basis and in December 2002 the percentage of staff from ethnic minorities was 9%.  It is accepted that establishing the relevance of this figure at the present time is difficult for various reasons:
•
the pool of candidates will vary depending on the type of position and whether it is suitable for advertisement locally, nationally or internationally

•
the pool of potential local candidates will vary according to the campus at which the vacancy is located.

•
the pool of candidates can be restricted by the nature of the qualifications needed for the post.  For example, Veterinary graduates in the UK have traditionally been predominantly white, middle class and male and in recent years predominantly white, middle class and female.

These factors will also have a significant affect when the College considers setting targets for the proportion of ethnic minority students and staff it should recruit and retain.

3.
General and Specific Duties under the Act

The Race Relations Amendment Act 2000 requires higher education institutions to be proactive in:
•
eliminating unlawful racial discrimination

•
promoting racial equality

•
promoting good race relations

The College is committed to meeting its obligations under the Act and this document will detail how it intends to meet these general duties as well as the more specific duties as listed in the Statutory Code of Practice on the Duty to Promote Race Equality which include:
•
preparing a written statement of College policy for promoting race equality

•
assessing functions and policies for relevance to the general duty

•
making arrangements for monitoring the impact of College policies

•
making arrangements for assessing and consulting on proposed policies and publishing the results

•
setting out arrangements for training staff on relevant issues

•
monitoring admissions, recruitment and progress (staff and students)

•
making arrangements for publishing annually the results of monitoring

•
clearly defined roles and responsibilities

Meeting the general and specific duties detailed above will assist the College in meeting it’s statutory objectives.

4.
Benefits of the statutory duty in relation to employment

Meeting the commitments will help to achieve a more representative workforce and attract able staff from all backgrounds.  It will also avoid losing or undervaluing able staff therefore improving both morale and productivity.  In meeting the commitments managers will become better managers and good practice will be enhanced throughout the College. 

5.
Benefits of the statutory duty in relation to students

Meeting the duty will assist in meeting all students’ needs, encouraging them to achieve their full potential and attain high educational standards.  It will also assist in taking specific action to tackle any differences which may be identified between racial groups in their achievement levels and progress, in the use of disciplinary measures against them, in admissions or in assessment.  The College anticipates that meeting the commitments will encourage a positive, inclusive atmosphere, based on respect for people’s differences, show commitment to challenging and preventing racism and discrimination, and prepare students to be citizens in today’s multi-ethnic society.

6.
College commitments

Students

The College is committed to tackling racial discrimination and promoting equality of opportunity and good race relations through:
•
Development and planning processes.  The College is committed to ensuring that any developments that affect students considered during the planning processes will take race equality and promotion of race equality into consideration

•
Student selection.  The College is committed to promoting equality of opportunity including race equality in its students’ selection procedures.

•
Curriculum materials.  The College is committed to development of its curriculum materials with the intention of promoting equality of opportunity and good race relations.

•
Assessment.  The College is committed to ensuring its assessment procedures are anonymous as far as possible and are seen not to discriminate against any student on racial grounds.

•
Student support and guidance.  The College is committed to ensuring its student support and guidance mechanisms are available to all students.

•
Procedures.  The College is committed to ensuring that the Grievance and Discipline Procedures are seen to be fair to all students regardless of race, colour, nationality and ethnic or national origin.  The College also undertakes to ensure that no student is discriminated against if they make a complaint, are thought to have made a complaint or have supported someone else who has made a complaint of racial discrimination under the Grievance Procedure.

Staff

The College is committed to tackling racial discrimination where it exists and promoting equality of opportunity and good race relations through:
•
HR Strategy.  The College Human Resources Strategy recognises the importance of equality of opportunity and utilising the best people resources available, in order to achieve the College’s aim of becoming the best Veterinary School in the UK and among the best in the World.

•
Recruitment and selection.  The College is committed to ensuring that staff are recruited to the College fairly and without bias on any improper grounds including racial origin.  The aim is for the workforce of the College to reflect the make-up of potential candidates from the appropriate recruitment market, be that local, national or international in character.

•
Promotion and grading.  The College is committed to ensuring that decisions over promotion and grading are made fairly and consistently and on objective grounds.

•
Training.  The College is committed to ensuring that all staff have equal access to training and development events.

•
Procedures.  The College is committed to ensuring that all policies and procedures are seen to be fair to all staff regardless of race, colour, nationality and ethnic or national origin.  The College also undertakes to ensure that no members of staff are discriminated against if they make a complaint, are thought to have made a complaint or have supported someone else who has made a complaint of racial discrimination under College procedures.

•
Access to facilities.  The College is committed to ensuring that all staff have equal access to facilities and benefits offered by the College appropriate to their jobs.

7.
Initiatives in support of the commitments

•
Equal Opportunities Policy (staff and students)

•
Anti-Harassment and Bullying Policy (staff and students)

•
Grievance Policy (staff)

•
Disciplinary Policy and Procedures (staff and students)

•
Widening Participation.  The College is a leading partner in a scheme to widen participation in medical and health education.  The Widening Participation Project is sending students and staff into London schools to explain to young students, teachers and careers advisers what being a vet involves.  The College is also running a summer school.

•
Curriculum review.

•
Job Evaluation.  The College is piloting the HERA Job Evaluation System which is aimed at enabling consistent decisions about grading and pay.

•
Training.  The College has introduced compulsory equal opportunities training for all staff who sit on selection panels (staff and students) and who have leadership and management responsibilities.  This specifically covers the area of race equality and the obligations of the College and its staff under the Race Relations Amendment Act 2000.  Delegates are also introduced to the content of this policy.  In addition staff are also offered training in appreciating difference and recruitment and selection with the aim of ensuring that staff have the skills and knowledge to select staff and students on a fair and effective basis.  A further programme will be offered to all staff covering the areas of equal opportunities (including their responsibilities under the Race Equality Policy) and appreciating difference.  All staff will be encouraged to attend this course through appraisal and induction.

•
Policy Review.  See attached action plan.

•
Equal Opportunity Project Group.  To be established to support equal opportunities initiatives throughout the College, this group will also consider the outcome of monitoring (see below) and report annually to the relevant committees.

8.
Monitoring

Monitoring will involve collecting data, and then analysing and assessing it to measure the College’s performance and effectiveness in meeting its obligations under the Race Relations Amendment Act 2000.  Monitoring will assist the College in setting and attaining realistic targets.

Students

The College will monitor:
•
Student application, interviews, offers and enrolment, retention and attrition rates, curriculum materials and delivery, student support and guidance.

•
Student assessment, including results of degree examinations, success rates at first or second attempt, award of Honours, merits and distinctions.

•
instances of racial harassment

The College Academic Support and Development Unit will be responsible for collating data and reporting to the College Governing Body.

Staff

The College will monitor all stages of employment including:
•
applications and appointments

•
permanent, temporary or fixed term appointments

•
home or international status in recruitment/selection

•
staff by grade and type of post

•
staff by their length of service

•
staff training and development (application and selection)

•
staff appraisals

•
staff promotion, including methods and selection criteria

•
disciplinary action

•
grievances/ anti-harassment and bullying

•
leavers and dismissals

The College HR Department will be responsible for collating data and reporting to the College Governing Body.

Publication and use of data

All data will be managed in accordance with the Data Protection Act 1998.  Monitoring data will be used to evaluate the progress made towards meeting the race equality duties.  The results of this exercise will be published on an annual basis in the Annual Monitoring Statement/ Annual Report from Undergraduate Student Administration/Corporate Plan/Annual Report as appropriate.  All published reports will be anonymised.

If monitoring shows that policy, procedures and practices are leading to racial discrimination, the College will take steps to counteract the discrimination.  This may include revision of this policy.  If monitoring reveals some racial groups are under represented in the workforce or student body, the College will consider ‘positive action’ within the law, i.e. setting targets and promoting employment within certain ethnic groups.

9.
Monitoring of policy effectiveness

Results of the monitoring will inform a formal review of College Policies.  In addition all new policies will be drafted giving consideration to their impact on difference racial groups.  Appendix A lists questions and points that will be raised when policy is reviewed or formulated.  The results of policy review will be published annually with the ethnic monitoring data.

All policies will be widely consulted on prior to agreement (see section 13 below).

10.
Responsibilities

Responsibility for the promotion of racial equality under the Race Equality Policy is as follows:
•
Governing Body – the Governing Body is responsible for approving the Race Equality Policy and monitoring the College’s progress in meeting the general and specific duties.

•
Principal – the Principal of the College is responsible for ensuring adherence of College policy by management.

•
Heads of Department and Senior Managers – are responsible for ensuring the policy is implemented within their sphere of responsibility.  This includes supporting and encouraging staff to attend training and taking action against staff and students where discrimination is suspected.

•
All staff and students – are responsible for promoting racial equality in daily life.  All staff and students are expected to adhere to the content of this policy including participating in training and reporting suspected discrimination.  Instances of failure to follow this policy or obstructing the College’s efforts in meeting its obligations, will be dealt with seriously and may result in disciplinary action being taken in accordance with College procedures.

11.
Partnerships and contracted services

The College is responsible for meeting the general duty including those that are carried out by other parties through a contract or a service-level agreement.  If the function has any impact on race equality, the College will investigate how a service affects the functions and what must be done to meet the duty.  It will be specified in any service specifications, contracts or agreements and will be built into the processes designed to select a contractor.  Information should be obtained from any prospective contractors or partners regarding their compliance with the above duties.

In the event of partnerships for the provision of functions or services, the College will ensure that the work carried out jointly meets the race equality duties.

12.
Safeguards

Confidentiality

The College will endeavour to treat all matters relating to race equality in a confidential and sensitive manner, in that, no individual student or member of staff will be publicly identified in any monitoring or complaint process.

Complaints

Anyone who considers the precepts of the Race Equality Policy are not being adhered to, should use the Grievance Policy or Anti-Harassment Policy (staff or student as applicable) to bring their concerns to the attention of the relevant authority.   Where an individual makes an allegation in good faith, which is not confirmed by subsequent investigation, no action of any kind will be taken against that individual.  However in putting forward a complaint, the College advises that the individual seeks advice and guidance from appropriate personnel, satisfying themselves of the merit and base before proceeding with the complaint.

If complaints against an employee or student are upheld then the matter will be dealt with in accordance with the respective College Disciplinary Procedures.  In the case of staff, harassment and discrimination are specifically mentioned in the Disciplinary and Dismissal Policy and Procedures as being examples of actions which may constitute gross misconduct and which may lead to summary dismissal.  If a complaint is upheld but the actions are not considered to constitute gross misconduct then in addition to disciplinary action, training needs will be identified and met.

13.
Consultation

The College strives to maintain excellent working relations with the recognised trade unions, AUT, MSF and UNISON and the Student Union Society.  The mechanism for consultation with staff representatives within the College is via the Joint Consultative Committee (JCC).  This document will be discussed by the JCC, as well as the Senior Management Group (SMG), the College Council and Academic Board and Students Union Society.

This policy has been approved by the College Council, the College Senior Management Group (SMG), the Joint Consultative Committee (JCC) with trade union representatives and the Academic Board in consultation with the Students Union Society.  Once agreed it may be subject to review and amendment from time to time in light of changes in legislation or perceived problems of operation.  Such amendments will need to be approved by the SMG, JCC and Academic Board before coming into operation.

LE June 2003

APPENDIX A

Questions and points that will be raised when College policy is reviewed or formulated (Code 6.30):
1)
Is the College helping all staff and students to achieve as much as they can, and get as much as they can from what is provided for them?

2)
If not, which groups of students and staff are not achieving as much as they can?  Why not?

3)
How does the College explain the differences between groups of students in terms of teaching and learning; dropout rates; student progression and achievement; assessment; access to learning resources; support and guidance; and curricular and other opportunities?

4)
Are these explanations justified?  Can they be justified on non-racial grounds (for example, English language difficulties)?

5)
How does the College explain the differences between groups of staff in terms of grade and position; type of contract; career development; training; and other opportunities?

6)
Are these explanations justified?  Can they be justified on non-racial grounds (for example a change in College-wide policy on permanent recruitment)?

7)
What is the institution doing to:
•
Raise achievement levels and tackle race inequalities in staff recruitment and student performance and progress;

•
Promote race equality and harmony; and

•
Prevent or deal with racism?
8)
Can the action be traced back to individual policy aims and related targets and strategies?

9)
Does each relevant policy include aims to deal with differences, or possible differences, between groups of staff or students from different racial groups?

10)
Do the policy’s aims lead to action to deal with the differences that are identified?

11)
Is the action appropriate and effective, or likely to be effective?  Are there any unexpected results?  If so, how are they being handled?

12)
What changes does the institution need to make to policies, relevant policy aims, and related targets and strategies?
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