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BHASVIC Single Equality Scheme 2014 — 2017

This single scheme covers all protected equality characteristics, extending to age, religion or belief and,
where appropriate, financial hardship. As an education provider. BHASVIC has a legal requirement to
promote equality of opportunity and avoid discrimination in relation to:

e Age

e Race

e Gender
e Disability

e Sexual orientation and gender reassignment
e Faith or belief

e Social or economic deprivation

¢ Pregnancy and maternity

e Being married or in a civil partnership

Our single scheme is based on previous, separate schemes for disability, race and gender. We will be
reviewing the priorities in the Single Equality Scheme with the help of users and stakeholders. BHASVIC's
Single Equality Scheme is central to our College mission and strategic plan.

This document will be of interest to BHASVIC staff, stakeholders and others with a wider interest in
BHASVIC's role as an education provider. This document outlines the College’s objectives and the ways in
which BHASVIC intends to deliver them.
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1. BHASVIC — An Introduction

Brighton Hove and Sussex Sixth Form College, BHASVIC, is a state funded college for 16 — 19 years
olds.The College attracts a large number of applicants from outside Brighton and Hove, with approximately
40% of students travelling from areas in West and East Sussex. Approximately 70% of BHASVIC’s 2300
students go on to a degree course or a specialist course (such as an Art Foundation pre-degree course) at
a college of higher or further education.

2. Mission

BHASVIC’s mission is to transform lives through learning. We will accomplish this by:
¢ meeting the individual learning needs of students and supporting them to achieve
e encouraging students to participate in the wider opportunities the College offers
e working in partnership with other organisations.

3. Vision

We strive to achieve excellence in the education of young people, thereby raising standards and improving
lives. In carrying out this responsibility, we:
e listen to what users™ tell us
e work closely with partners and stakeholders, including government departments and other
agencies, to make sure that we focus on excellence in teaching and learning whilst pursuing the
advancement of inclusion
e promote equality of opportunity
e avoid discrimination.

4, Values

Our core value is Education for Life. It is about making the most of opportunities BHASVIC offers beyond
academic studies. As such, we:
¢ hold all people to be of equal worth and treat them fairly and without prejudice in every aspect of
College life
e are considerate and respect one another and the College environment
e value clear and consensual leadership and welcome ideas and constructive criticism from all
e strive for excellence in everything we do by constantly seeking to improve
e provide the context in which excellence can flourish by supporting staff through a range of
measures which include accommaodation (fitness for purpose, decorative standards); equipment;
staff care (stress, workloads); professional and personal development; maximising opportunities to
share and develop good practice and celebrate success
e encourage students to take charge of their own learning and to be aware of their rights,
responsibilities and our expectations of them
e set high professional standards for staff and high standards of student behaviour
are responsive to what students and staff tell us about how the quality of teaching and learning can
be improved.

5.  Strategic Aims

Our work to promote equality and human rights and tackle inequalities is integrated into our strategic
planning to ensure that staff, students and the wider College community understand their responsibilities.
Our strategic aims to which our equalities objectives are aligned are to:

e deliver the College’s Mission

! Learners, parents, employees, governors, employers and providers of goods and services.



6.

7.

give priority to applications from 16-18 year olds living within Brighton and Hove and continue to
encourage applications from students living outside the city

ensure that quality assurance processes deliver improvement in all aspects of the College’s work
care for our staff

co-ordinate our curriculum with our Accord and Partnership Board partners so as to widen
participation and make an effective contribution to genuinely comprehensive, city-wide, lifelong
learning provision

enhance and realise the potential of the financial, physical and human resources at our disposal
with particular regard to sustainability

ensure the College performs to its full potential by developing leadership and management at all
levels

ensure we equip our Governors to serve the College.

The Equality Act 2010

6.1 The Equality Act 2010 rationalises and builds upon existing equality legislation which provides for a

number of general duties. To:

eliminate unlawful discrimination and harassment

promote equality of opportunity

promote good relations between people of different racial groups, men and women, people with and
without a disability

promote positive attitudes towards disabled people even where this may involve treating disabled
people more favourably.

6.2 The Equality Act 2010 also introduces the Single Equality Scheme which requires BHASVIC to:

set equality objectives in relation to the nine protected groups (Age, Disability, Gender
Reassignment, Marriage and Civil Partnership, Pregnancy and Maternity, Race, Religion or Belief,
Gender, Sexual Orientation)

demonstrate how equality has been considered in College planning, procedures, practices and
policy making

use procurement procedures to promote equality

produce and publish an annual Self Assessment Report and Action Plan outlining BHASVIC's
aspirations regarding equality and diversity

ensure equality, diversity and inclusion is at the heart of College life and the core of how BHASVIC
thinks and behaves.

Scoping the Single Equality Scheme

In drawing up the Scheme, BHASVIC has taken account of other public bodies such as the EFA and Ofsted
as well as learners, staff and parents. The following College groups have been consulted and an Action
Plan drawn up: College Management Team (CMT), Curriculum and Quality Team (CQT). The Scheme has
been shaped and is underpinned by the established principles contained in the College’s Mission, Vision
and Values.

8.

Delivering, Monitoring, Reviewing and Reporting on the Scheme

8.1 Managers

8.1.1 The Corporation designates the Principal as having overall responsibility for Equality and Diversity
issues. The College also has an Equality and Diversity Officer who is line managed by the Vice
Principal. The Equality and Diversity officer is a member of the College Premises Team.



9.

8.1.2 Managers are responsible for the implementation of the Scheme together with the College’s
Equality and Diversity Policy. The College is responsible for providing managers with the necessary
resources and training. It falls, in particular, on College managers to set the standards and do all they
can to ensure that all members of the College and potential members of the College are treated fairly,
encouraged to disclose individual needs and are given the support and respect they need to do their
jobs and learn. They should:
e ensure that members of staff are aware of this Scheme and associated policies and that it is
referred to when appropriate, in discussions during the induction process and at probation and
PDR reviews and at other relevant meetings
e implement the Scheme within their areas of responsibility and provide appropriate awareness
and direction on the key issues
¢ always seek advice and guidance from the Equality and Diversity officer or the relevant member
of the Senior Management Team when in any doubt about the implementation of the Scheme.

8.1.3 The Vice Principal will ensure that the Equality and Diversity Self Assessment Report and Action
Plan, together with the results of Equality and Diversity monitoring are presented annually to JUMCOG,
the Human Resources Committee and Quality and Curriculum Committee. The relevant Chairs will
ensure that these reports are brought to the attention of the Corporation.

Infringements of the Scheme, Equality and Diversity Policy and complaints relating to Equality and
Diversity will be dealt with via the Grievance and Disciplinary Policy and procedures and the Dignity at
Work Policy and procedures [staff] and Complaints Policy and procedures [students and parents].

All Staff

All members of staff need to help create a climate of inclusivity which embraces diversity and challenges
inequality, prejudice and discrimination. All members of staff should have an awareness of the Single
Equality Scheme and the Equality and Diversity Policy

10.

11.

Monitoring and Review of the Scheme

10.1 The College undertakes to conduct comprehensive and effective monitoring of all aspects of
staffing and the student body in relation to Equality and Diversity.

10.2 Monitoring and data protection will be undertaken in accordance with best practice
recommendations, particularly from the Equality and Human Rights Commission (EHRC).

10.3 The College undertakes to follow positive action measures allowed by law to rectify disadvantages
in employment and other imbalances in College membership revealed by monitoring. Notwithstanding
this, the College is committed in regard to its staff and Corporation membership, to appointing the best
applicant in every case, irrespective of any characteristic falling within the terms of the Scheme.

Equality Impact Assessment

11.1 Staff and students are invited to review College practices, policies and procedures from equality
and diversity perspectives through the College’s Inclusivity Team. The Inclusivity Team meets once
every term to review BHASVIC’s Policies and equality and diversity issues arising from Curriculum
Areas. Parents are invited to join the Inclusivity Team or to share any comments on discrimination
issues e.g. harassment / bullying via the Equality & Diversity page on the College website.

11.2 Equality reviews of College policies have been undertaken through structured equality impact
assessments. More recently wider reaching equality reviews have been initiated by policy and
procedure originators for example the Child Protection and Safeguarding Policy.



12. Communication
The Scheme and the College’s Equality and Diversity Policy will be communicated in the following ways:

12.1 To the public (including learners, work placement providers and staff):

e  Our commitment to the Scheme will be highlighted in our prospectus, and annual Self Assessment
Report

e A summary of the results of our monitoring information will be included in our annual self
assessment report where this does not breach individual confidentiality.

12.2 To learners:

o All learners will receive a summary of Equality and Diversity and Race Equality Policies and Single
equality Scheme. The induction programme for learners will highlight the College’s commitment to
racial equality, the action to be taken by learners who suffer discrimination and the action to be taken
against such perpetrators of discrimination

e  Tutors will reinforce this information during tutorials or work-based monitoring visits.

12.3 To work placement providers:

e All work placement providers will receive a summary of their responsibilities under the Scheme and
Equality and Diversity Policy and will signify their understanding of, and agreement to, these
responsibilities

e The College will promote the requirement of students from under-represented groups to providers.

12.4 To staff:
All will staff receive a full copy of the Scheme and Equality and Diversity Policy as part of the Staff
Handbook. The Scheme and policies are also available on the College website.

13. Equality Objectives and Actions

13.1 Equality Objective 1 - Create, sustain and celebrate an inclusive and diverse work and learning
environment which advances equality of opportunity for everyone.

13.1.1 Currently we are:
e ensuring Equality and Diversity training is comprehensive and effective and the College
community understands the part they play in advancing equality of opportunity
¢ the College celebrates diversity through marketing activities such as the prospectus, website
and College events such as the Education for Life celebration evening

13.1.2 In the next 3 years we will:

¢ undertake more work with parents regarding College Equality objectives and the part parents
play in ensuring these are adhered to.

13.2 Equality Objective 2 - Seek to challenge inequality, prejudice and discrimination

13.2.1 Currently we have:
e policies relating to Complaints, Bullying and Harassment and Dignity at Work

o full evaluation of the achievement and standards of all learners leading, where necessary, to
action planning and improvements

e challenging targets set for students with regard to prior achievement and data is used to monitor
and plan effective interventions for different groups of learners.

13.2.2 Equality and Diversity Implementation measures are reported on at the College’s Human
Resources and Quality and Curriculum Governors’ Committee meetings.



13.2.3 In the next 3 years we will:
analyse data relating to underperformance of students from particular ethnic minority and
vulnerablegroups more effectively as part of curriculum department self assessments. Currently
data has not been available at the most relevant time of year.

13.3 Equality Objective 3 - Treat all members with respect and dignity, and seek to provide an
environment free from harassment, discrimination and victimisation, including by association
and perception. The College will not tolerate any form of discriminatory behaviour against its
members, either from other members, or from members of the public.

13.3.1 Currently:
the Guidance programme encourages discussion of a range of equality and diversity issues and
celebrates key events such as Black History month or raises awareness of others such as
Holocaust memorial day.

13.3.2 In the next 3 years we will:
work with students and staff and the broader College community on the 2010 Equality Act and
association and perception discrimination, in relation to how the College’s Scheme cam be
implemented most effectively.

13.4 Equality Objective 4 - No member of the College, visitor or applicant will be disadvantaged, or
treated less favourably. Reasonable adjustments will be made to arrangements and premises
to ensure access for a diverse range of people.

13.4.1 Currently:
the restricted access problem of our current accommodation is being managed and reasonable
adjustments made.

13.4.2 In the next 3 years we will:
continue to address areas of College should it become apparent that there are restricted access
issues for prospective, students and visitors.



SECTION 5: Equality and Diversity ACTION PLAN 2013 — 2014 (SARAP E & D 2013 — 14)

Area for Improvement

What needs to be done?

Who will be involved?

When by? To include interim
dates for early interventions if
appropriate.

Embed E & D at the heart
of the curriculum

June Inset 2014 kick start with
keynote speech followed by blue
sky workshops for curriculum staff
to discuss how to embed E & D
into all subject areas

All curriculum staff, HOFs, HODs
Tutor Reps, Student Union reps

Formative consultation 2 June
2014. Summative consultation
November 2014. Once a term
from 2015 subject areas schemes
of work to document the
embedding / advance of E & D for
one of the following E & D
strands: gender, disability, race,
religion & belief, age, sexual
orientation. Invite Tutor Reps to
ESOL Tea Party Autumn term
2014

Lack of strategic direction
for training in E & D plus
lack of cohesion with
inability to define future
E&D training initiatives.

Lead a review of E&D training and
discuss ‘where next’ for staff who
have already received existing
training. Update E & D time line
and share with all staff during
June INSET.

Vice Principal, E & D Officer, Staff
development group

30 March 2014 — E & D new 3
year plan

Potential uncertainty and/or
confusion amongst staff as
to the College’s overall
equality and diversity
framework.

E & D College initiatives need to
be integrated with Tutorial
Programme to help with
embedding throughout curriculum
areas. Gain clearer understanding
of student views

E & D Officer, James Moncrieff,
Lucy Aditi, Jo Brydie, Pippa
Edwards, Paula Keenan

30 April 2014 Tutorial programme
initial review for next academic
year drafted (x/Tutor/Tutorial
programme outline). Assess
where possible to extend tutorial
initiatives to further embed into
curriculum areas.10 May 2014
Calendar of E & D events
produced by E & D officer and
shared with curriculum in advance
of June Inset.

Student survey include E & D




orientated questions (10 May
2014) to gain understanding of
student views to facilitate future
planning and embedding of E & D.

Inclusivity Teams and use
of Impact Assessments

Review effectiveness in terms of a
vehicle to help with embedding E
& D into the heart of the
curriculum. Equality and Diversity
Policy requires specific reference
to the Safeguarding Policy.

Vice Principal, E & D Officer,
Governors

13 May 2014 review to governors.
Initial review of E & D policy (2
April) to inform CQT on 6™ May in
preparation for governors
consideration.

Departmental SARAPS
E & D Self Assessment
Review

In order to embed E & D in
curriculum the existing review
requires restructuring in particular
questions 7 & 8

Vice Principal, E & D Officer, CQT

2 June 2014. Reworded E & D
Self Assessment with
personalised learning question.
Required for launch at June Inset
in advance of departments
preparing 2014-15 SARAPs.

Consent Form lack of
awareness of where to
locate especially amongst
support areas

Need to send out termly reminders
of where all staff can locate
Consent Forms

E & D Officer

Include Consent form info in June
2014 Inset plus start of each term
to advance early disclosure rates
and encourage culture of
openness throughout College

Three Year Plan




Year

Action Point

Responsibility

Impact

Target Date

2013-14 Think Tank June Inset training to initiate embedding of | ND, SAB, HODs | Formative Consultation to inform | 2 June 2014
E & D in the Curriculum future development of Schemes
of Work
Consent Form awareness training with all staff — June | ND
inset and thereafter once a term
E & D calendar created and shared with staff ND
SARAP: E & D self assessment sections needs ND / SAB
revising to advance embedding of aims
Student survey include E & D orientated questions (10
May 2014) to gain understanding of student views to ND / SAB
facilitate future planning and embedding of E & D
Locate via Ofsted/ SFCA/ AoC national criteria for ND / SAB
outstanding practice with regards to embedding E&D
in the curriculum. Organise fact finding visit to
College(s).
2014-15 Schemes of Work embedding E & D into at least one SAB / CQT Summative consultation phase to | January 2015
unit of work per term in each Curriculum area inform progress of aim to embed
E & D throughout the curriculum.
E & D calendar mirrors where feasible the Tutorial ND, LZA Report circulated on E & D
programme embedding process in other
College judged outstanding by
Student representatives and SU E & D Officer involved | ND, SAB Ofsted.
in updating of E & D calendar to ensure student
focused and reflects findings of Student Survey Consent form — full awareness
amongst staff of how to locate,
Consent form awareness building continues to roll out record and implement.
once aterm to all staff
2015-16 Audit and Evaluation of E & D progress to date. Three | SAB, ND Report on real state of how September 2016

Year Action Plan created.

individual Curriculum Areas have




Schemes of Work embedding E & D into at least two
units of work per term in each Curriculum area

SAB, CQT

progressed with embedding E & D
within their subject area




Appendix One
Types of Discrimination: Definitions

Direct discrimination

Direct discrimination occurs when someone is treated less favourably than another person because
of a protected characteristic they have or are thought to have (see perception discrimination below),
or because they associate with someone who has a protected characteristic (see discrimination by
association below).

Discrimination by association

Already applies to race, religion or belief and sexual orientation. Now extended to cover age,
disability, gender reassignment and sex. This is direct discrimination against someone because
they associate with another person who possesses a protected characteristic. See Annex 1 for an
example of discrimination by association.

Perception discrimination

Already applies to age, race, religion or belief and sexual orientation. Now extended to cover
disability, gender reassignment and sex. This is direct discrimination against an individual because
others think they possess a particular protected characteristic. It applies even if the person does
not actually possess that characteristic. See Annex 1 for an example of perception discrimination.

Indirect discrimination

Already applies to age, race, religion or belief, sex, sexual orientation and marriage and civil
partnership; now extended to cover disability and gender reassignment.

Indirect discrimination can occur when you have a condition, rule, policy or even a practice in your
company that applies to everyone but particularly disadvantages people who share a protected
characteristic. Indirect discrimination can be justified if you can show that you acted reasonably in
managing your business, i.e. that it is ‘a proportionate means of achieving a legitimate aim’. A
legitimate aim might be any lawful decision you make in running your business or organisation, but
if there is a discriminatory effect, the sole aim of reducing costs is likely to be unlawful. Being
proportionate really means being fair and reasonable, including showing that you've looked at ‘less
discriminatory’ alternatives to any decision you make. Annex 1 contains an example of indirect
discrimination.

Harassment

Harassment is “unwanted conduct related to a relevant protected characteristic, which has the
purpose or effect of violating an individual's dignity or creating an intimidating, hostile, degrading,
humiliating or offensive environment for that individual”. Harassment applies to all protected
characteristics except for pregnancy and maternity and marriage and civil partnership. Employees
will now be able to complain of behaviour that they find offensive even if it is not directed at them,
and the complainant need not possess the relevant characteristic themselves. Employees are also
protected from harassment because of perception and association (see page 3). See Annex 1 for
some examples of harassment.

Third party harassment
Already applies to sex; now extended to cover age, disability, gender reassignment, race, religion
or belief and sexual orientation. The Equality Act makes you potentially liable for harassment of



your employees by people (third parties) who are not employees of your company, such as
customers or clients. You will only be liable when harassment has occurred on at least two
previous occasions, you are aware that it has taken place, and have not taken reasonable steps to
prevent it from happening again. See Annex 1 for an example of third party harassment.

Victimisation

Victimisation occurs when an employee is treated badly because they have made or supported a
complaint or raised a grievance under the Equality Act; or because they are suspected of doing so.
An employee is not protected from victimisation if they have maliciously made or supported an
untrue complaint. There is no longer a need to compare treatment of a complainant with that of a
person who has not made or supported a complaint under the Act. See Annex 1 for an example of
victimisation.



Appendix Two
The Protected Characteristics: Key Points

* Age

* Disability

» Gender Reassignment

» Marriage and Civil Partnership
* Pregnancy and Maternity

* Race

* Religion or Belief

* Sex

» Sexual Orientation

Age

The Act protects people of all ages. However, different treatment because of age is not unlawful
direct or indirect discrimination if you can justify it, i.e. if you can demonstrate that it is a
proportionate means of meeting a legitimate aim. Age is the only protected characteristic that
allows employers to justify direct discrimination.

Disability

The Act has made it easier for a person to show that they are disabled and protected from
disability discrimination. Under the Act, a person is disabled if they have a physical or mental
impairment which has a substantial and long term adverse effect on their ability to carry out normal
day-to-day activities, which would include things like using a telephone, reading a book or using
public transport.

As before, the Act puts a duty on you as an employer to make reasonable adjustments for your
staff to help them overcome disadvantage resulting from an impairment (e.g. by providing assistive
technologies to help visually impaired staff use computers effectively). The Act includes a new
protection from discrimination arising from disability. This states that it is discrimination to treat a
disabled person unfavourably because of something connected with their disability (e.g. a
tendency to make spelling mistakes arising from dyslexia). This type of discrimination is unlawful
where the employer or other person acting for the employer knows, or could reasonably be
expected to know, that the person has a disability. This type of discrimination is only justifiable if an
employer can show that it is a proportionate means of achieving a legitimate aim. Additionally,
indirect discrimination now covers disabled people. This means that a job applicant or employee
could claim that a particular rule or requirement you have in place disadvantages people with the
same disability. Unless you could justify this, it would be unlawful. The Act also includes a new
provision which makes it unlawful, except in certain circumstances, for employers to ask about a
candidate’s health before offering them work.



Gender reassignment

The Act provides protection for transsexual people. A transsexual person is someone who
proposes to, starts or has completed a process to change his or her gender. The Act no longer
requires a person to be under medical supervision to be protected — so a woman who decides to
live as a man but does not undergo any medical procedures would be covered. It is discrimination
to treat transsexual people less favourably for being absent from work because they propose to
undergo, are undergoing or have

undergone gender reassignment than they would be treated if they were absent because they
were ill or injured.

Marriage and civil partnership
The Act protects employees who are married or in a civil partnership against discrimination. Single
people are not protected.

Pregnancy and maternity

A woman is protected against discrimination on the grounds of pregnancy and maternity during the
period of her pregnancy and any statutory maternity leave to which she is entitled. During this
period, pregnancy and maternity discrimination cannot be treated as sex discrimination. See Annex
1 for an example. You must not take into account an employee’s period of absence due to
pregnancy-related illness when making a decision about her employment.

Race
For the purposes of the Act ‘race’ includes colour, nationality and ethnic or national origins.

Religion or belief

In the Equality Act, religion includes any religion. It also includes a lack of religion, in other words
employees or jobseekers are protected if they do not follow a certain religion or have no religion at
all. Additionally, a religion must have a clear structure and belief system. Belief means any
religious or philosophical belief or a lack of such belief. To be protected, a belief must satisfy
various criteria, including that it is a weighty and substantial aspect of human life and behaviour.
Denominations or sects within a religion can be considered a protected religion or religious belief.
Discrimination because of religion or belief can occur even where both the discriminator and
recipient are of the same religion or belief.

Sex
Both men and women are protected under the Act.

Sexual orientation
The Act protects bisexual, gay, heterosexual and lesbian people.
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