PGCE Equality, Diversity and Cohesion Policy
1.
Purpose 

The overall objective of Newcastle University’s PGCE Equality, Diversity and Cohesion Policy is to provide a framework for the all those involved in the PGCE programme to pursue their equality duties, to eliminate unlawful discrimination and harassment, promote equality of opportunity and promote good relations and positive attitudes between people of diverse backgrounds in all their activities. 

The principles of this policy apply to all members of the PGCE community – staff (including visiting lecturers), students, and PGCE partners. 

2.
Equality, Diversity and Cohesion Statement   

The PGCE programme will not tolerate less favourable treatment of anyone on the grounds of gender, race, disability, sexual orientation, age, and religion or belief.

All those involved in the PGCE programme recognise the benefits of having a diverse community of staff and students, who value one another and the different contributions they can make to achieve ECLS’ mission of ‘excellence for all’.

The PGCE programme is fully committed to the requirements associated with being an equal opportunities employer and education provider, providing equality of opportunity for all staff and students, applicants and visitors. In the provision of equal opportunities, the PGCE programme recognises and accepts its responsibilities under the law.

Through this policy, the PGCE programme seeks to ensure that no member of the PGCE community, or any person through their contact with the PGCE, receives less favourable treatment on any grounds which cannot be shown to be justified.  This covers race, colour, nationality, ethnic or national origin, religion or belief, gender, marital status, responsibility for children or other dependents, disability, sexual orientation, gender reassignment, age, trade union or political activities, and socio-economic background. 
This is an overarching policy that should be read in conjunction with other relevant policies and guidance notes such as: Newcastle University’s Equality and Diversity homepage: http://www.ncl.ac.uk/diversity/index.html
Equality and Diversity is more than just meeting legal obligations or targets. It’s about making a difference to the lives of the people we serve, treating all people with dignity and respect, and recognising the value of each individual. This means an ongoing commitment to ensuring that our services meet the varied and individual needs of staff and students who are involved with the PGCE programme. We will make sure that our employment practices are fair and promote equality. We will actively value the wide variety of lifestyles and cultures, locally and nationally. We will prepare our students for living and working in a diverse society with increasing global connections and challenges. This will be interwoven with recognition of the part individuals and institutions play in the pursuit of enhancing community cohesion.
We will ensure that the principles of this policy are reflected in all our policies, practices, procedures and services and are part of everything we do. 

3.
Guiding Principles 

Newcastle University’s Mission is “to be a world class, research-intensive university, to deliver teaching of the highest quality and to play a leading role in the economic, social and cultural development of the North East of England”. 

The PGCE programme is committed to teaching as a highly skilled profession. Therefore, as well as developing the skills required to teach proficiently, the course also places an emphasis upon the development of extended professional capacities such as critical thinking, educational research capacity and innovation. Central to the course, and of prime importance, is a consideration of the educational and intellectual needs of children in relation to their physical, psychological, cultural, and social development. An understanding of the diversity of pupils' needs is central to this work. 
The following principles have been informed by a discussion document regarding Equalities policies and practice set out by the DCSF in February 2008
http://www.teachernet.gov.uk/docbank/index.cfm?id=12641
Principle 1: All learners are of equal value

All learners and potential learners are of equal value and benefit equally from our policies, practices and programmes, whatever their ability, background, gender or cultural identity. 

Principle 2: Relevant differences are recognised

Treating people equally can mean treating them differently.  Policies, practices and programmes do not discriminate, but may be differentiated to take account of differences of life experience, outlook and background, and in the kinds of barrier and disadvantage which people may face.

Principle 3: We foster positive attitudes, relationships and a shared sense of belonging

Policies and programmes promote 

· positive attitudes and interactions

· mutual respect and good relations 

· an absence of harassment or prejudice-related bullying between people of different ability, background, gender or cultural identity. 

Principle 4: Staff and Trainee recruitment, retention and development

Policies and procedures benefit all employees and trainees and potential employees and trainees in recruitment, professional development and promotion. Steps are taken to positively promote equality, especially where there is evidence of inequality. 

Principle 5: Current inequalities and barriers are addressed and reduced

In addition to avoiding or minimising possible negative impacts of policies and programmes, we take opportunities to maximise positive impacts by addressing, reducing and removing inequalities and barriers that already exist between people of different ability, background, gender or cultural identity. 

Principle 6: Policy development involves widespread consultation and involvement

People affected by a policy or programme are consulted and involved in the design of new policies, and in the review of existing ones.  A particular focus here will be on the involvement of our partnership schools in the process of development and evaluation. Such consultation is both direct and through representative organisations, and is based on principles of transparency and accountability.  It involves those who in the past have been excluded or disadvantaged, and who continue to face barriers.
Principle 7: Society as a whole benefits 

Policies and programmes benefit society as a whole, locally, nationally and internationally, by fostering greater cohesion, social justice and greater participation in public life of people of different ability, background, gender or cultural identity. 

4.
Equalities Legislation   

Our commitment is reinforced through our legal duty both as an employer and service provider. The legal duties come from a range of relevant equality legislation and associated codes of practice.  Through this policy we are committed to complying with the general and specific duties, as well as codes of practice. 
See Appendix 1 for further detail of these duties and codes of practice.

Race

The Race Relations Act (1976) and the Race Relations Amendment Act (2000) requires schools and other educational institutions to take appropriate steps to promote race equality, eliminate unlawful race discrimination and promote good race relations. As part of the self evaluation process we will maintain an active Race Equality Scheme, including an action plan, to meet these responsibilities. 

Disability

The Disability Discrimination Act (1995 and 2005) places a positive duty on us to ensure that services provided by the school and its premises are accessible to disabled people, that we promote disability equality, eliminate discrimination and harassment and promote positive attitudes to encourage participation. In some situations this may mean treating disabled people more favourably. As part of the self evaluation process we will maintain an active Disability Equality Scheme, including an action plan, to meet these responsibilities.

Gender 

The Sex Discrimination Act (1975) and the Equality Act (2006) places a positive duty on us not to treat anyone unfairly because of their gender; this means to eliminate discrimination and promote equality of opportunity between girls and boys, men and women. We need to ensure that the needs of both sexes and transgender people are taken into account in our services and employment. As part of the self evaluation process we will maintain an active Gender Equality Scheme, including an action plan, to meet these responsibilities.

Sexual Orientation

All public bodies have responsibilities to promote equal opportunities in employment and vocational training on the grounds of sexual orientation through the Employment Equality (Sexual Orientation) Regulations 2003. The Equality Act 2006, extends the provision to service delivery, making it unlawful to discriminate in the provision of goods, services and facilities. We will ensure that we follow these regulations.

Religion and Belief

Schools and other educational institutions have responsibilities to promote equal opportunities in employment and vocational training on the grounds of religion and belief through the Employment Equality (Religion or Belief) Regulations 2003. The Equality Act 2006, extends the provision to service delivery, making it unlawful to discriminate in the provision of goods, services, facilities and public functions. This also includes lack of faith and people of no faith. We will ensure that we follow these regulations.

Age

Schools and other educational institutions have responsibilities to promote equal opportunities in employment and vocational training on the grounds of age, through the Age Discrimination Act 2006 and Age Discrimination Regulations. The provisions apply to all age groups. We will ensure that we follow these regulations.

Community Cohesion

The Education and Inspections Act 2006 places a responsibility on schools and their staff to promote community cohesion locally, nationally and globally and this obligation has a particular resonance in the annual Self Evaluation Document for ITT/ITE providers. We will do this through promoting a common vision, a commitment to equality and social justice, respecting people’s different backgrounds and promoting positive relationships in the PGCE programme and the local neighbourhood. We recognise that ethnicity and social class bear a wide and varied influence on educational outcomes and that this can also strongly affect community cohesion. This is reflected in our teaching on the PGCE, partnerships with local schools, as well as involvement in a widening participation programme.

5.
Monitoring, reviewing and assessing impact  

Monitoring and Review 

Equal Opportunities monitoring for Primary and Secondary PGCE Programmes will be carried out on a regular and frequent basis. Monitoring data and agreed actions required will be reported to the relevant Board of Study. It is the responsibility of the Programme Directors to ensure annual reporting for equality is carried out. Disability, gender and race equality schemes are produced to support this policy and in line with the TDA recommendations with regard to the annual Self Evaluation Document.
Monitoring
Resources have been dedicated to monitor by group (ethnicity, disability and gender), the policies or functions relating to students including

· applications received 
· Stage of progress and offers made 

· retention rates 

· attainment 

· employment  outcomes 

The yearly Self Evaluation Document will examine longer term progress and trends with particular scrutiny on any differences between and within groups. This will then inform the appropriate action planning, monitoring and evaluation processes.
The University has made provision to monitor, by racial group the policies or functions relating to staff including:

· staff recruitment and selection (applications, short-listing and appointments)

· training and development 

· pay and reward

· complaints of harassment, discrimination and unfair treatment, based on race

· analysis of the Employee Opinion Survey results to see if there are any differences in response based upon race. 

Reviewing the Policy and Schemes 

This is conducted by the EO subcommittee which keeps the implementation of the scheme and action plan under review and communicates progress to the Board of Studies. The Equality, Diversity and Cohesion Annual Report, which is approved by the Board of Studies, will contain a report on the progress of implementation of the scheme. 

Equality Impact Assessment

The specific duty to assess the impact of policies, procedures and practices is designed to provide a mechanism for ensuring that due regard is given to equality in carrying out functions and making decisions. This is done by a detailed and systematic analysis of the potential or actual effects of a policy, procedure or practice to ascertain whether it has a differential impact on identifiable groups of people. 

Support, guidance and training for Equality Impact Assessment are provided by the University’s Equality and Diversity Team.  

6.
Roles and Responsibilities   

All staff (including visiting lecturers), students, and PGCE partners, without exception, have a responsibility to ensure that their actions comply with the requirements of the Policy, namely to eliminate unlawful discrimination and harassment; promote equality of opportunity; and encourage good relations and positive attitudes between people of diverse backgrounds in all its activities.

All who are associated with the PGCE have a responsibility for promoting equality and inclusion, and avoiding unfair discrimination. 

There are a number of individuals and groups with specific responsibilities:

The PGCE EO Subcommittee (chaired by the Head of ITE with both PGCE course Directors as members) has responsibility for overseeing equality practices on the PGCE programme.  The EO Subcommittee reports to the PGCE Board of Studies which then reports annually to the Teaching and Learning Committee at Faculty level. The EO Subcommittee oversees the formulation, implementation, monitoring and assessment impact of PGCE Equality, Diversity and Cohesion Policies and procedures including:
· Publishing an annual Equality, Diversity and Cohesion Annual Report to inform the yearly SED
· Examining complaints of harassment, discrimination and unfair treatment, based on race, disability or gender (see breaches of the policy below).

· Analysing reports of discrimination, including racist and sexist incidents, together with their outcomes

· Analysing results of applications, progress and attainment to identify any differences across groups 
· Ensuring the PGCE has up-to-date schemes and action plans with regard to promoting Equality and Diversity.

The PGCE Directors are responsible for:

· Ensuring that the overall policy is communicated to all stakeholders, implemented and maintained. 

· Ensuring all staff are fully informed about their responsibilities and receive support and training in carrying them out.

· Logging and taking appropriate action against staff or students in cases of harassment or discrimination. This may include invoking appropriate University disciplinary or grievance procedures, and initiating procedures for dealing with complaints (see breaches of policy below).

 The PGCE staff are responsible for:

· Proactively following this policy and any associated guidelines, including support for students in declaring a disability and in reporting and dealing with incidents of harassment and discrimination.

· Providing role models for students through their own actions.

· Dealing with racist, sexist and homophobic incidents, and recognising and tackling other forms of bias and stereotyping. 

· Promoting equality and good community relations and avoiding discrimination against anyone for reasons of race, colour, nationality, ethnic or national origins, gender, disability, religion or belief, sexual orientation or socio-economic circumstances. 
· Keeping up to date with the law on discrimination and taking training and learning opportunities offered to them. 

The PGCE students are responsible for:

· Proactively following this policy and any associated guidelines.

· Providing role models for each other and school pupils through their own actions.

· Reporting racist, sexist and homophobic incidents, and recognising and tackling other forms of bias and stereotyping. 

· Promoting equality and good community relations and avoiding discrimination against anyone for reasons of race, colour, nationality, ethnic or national origins, gender, disability, religion or belief, sexual orientation or socio-economic circumstances. 
· Being aware of and adhering to placement school’s equality and diversity policies when on placement 
Visitors and contractors are responsible for:

· Knowing and following our Equality, Diversity and Cohesion Policy 

 7.
Breaches of the Policy    

If a student, member of staff or visitor believes there to be a breach of the policy, the Course Directors should be informed at the earliest opportunity.  

If a student, member of staff or visitor is subject to a breach of this policy during any part of the training or as part of their work (other than on Placement), the trainee, trainer or member of staff should report it immediately to the Course Directors or a member of the EO subcommittee. The 
All reported incidents will be fully investigated by an emergency meeting of the EO Subcommittee (see below)

Any incidents during Placement should be reported using the Placement School (Local Authority) procedures. The Course Directors and other relevant university tutors should also be informed.

If a student, member of staff or visitor is accused of a breach of this policy the Course Directors must be informed as soon as possible.

The Course Directors will log the complaint and then arrange for a meeting to take place between the complainant, a member of the EO Subcommittee and the Course Director(s). This meeting will take place within 15 working days of the complaint being logged with the Course Directors. The complainant has the right to be accompanied by a friend at all times. The evidence will be examined. The Course Director and EO Subcommittee member will decide the outcome at this stage:

· If there is insufficient evidence the process should be terminated. The complaint and associated evidence will be put forward to the next EO Subcommittee meeting for discussion.

· If there is sufficient evidence, the Course Director and a member of the EO Subcommittee will refer the matter to an emergency meeting of the EO Subcommittee. 

For an emergency meeting of the EO Subcommittee, quorate will be considered to be three members who will be independent of the case up until this point. The meeting will be convened within 10 working days of the referral.

In either case, the complainant has the right to be informed of the progress of the complaint and may request this at any time. The complainant may also request a written response from the EO Subcommittee.

The EO Subcommittee will:

· Interview the complainant

· Interview the Course Directors

· Interview any other relevant member of staff from the PGCE or its partnership schools

· Review any documented evidence

The EO Subcommittee will then decide whether there is evidence of discrimination and the further actions necessary. The Committee will consider carefully the seriousness of the offence and the subsequent required actions.

Should an appeal be lodged against the decision made by the EO Subcommittee, a panel will be formed to hear appeals. This panel will have a membership of three who will be independent of the case up to this point. The panel membership will comprise: 

· A member of the University Diversity and Equality team

· A Headteacher or other member of the Senior Leadership Team  from a partner school (un-associated with the case)

· A member of the EO Subcommittee

If the breach occurs whilst a trainee is on placement then the procedures followed and any outcomes must be reported to the PGCE Directors. The trainee may also be subject to disciplinary proceedings by the PGCE programme (following the procedures outlined above).

Where a trainee has been found to be in breach of the Policy, the Placement School has the right to request removal of the trainee from that Placement. This may result in the trainee being unable to complete the requirements of the course.

8.
Publication

The PGCE will: 

· Publicise and promote the policy through the course website and student handbooks. 

· Make a copy of the policy available to current staff and issue new staff with a copy of the policy with their induction folder 

· Make Partnership Schools’ staff aware of this policy as part of the Partnership process 

· Include a copy in the Primary Partnership handbook, Secondary Framework Document, and the Secondary Mentoring Handbook 

· Include a copy in both Primary and Secondary PGCE course handbooks 

· Make students aware of this policy when they join the PGCE programme
Appendix 1          General and Specific Duties 

Race Equality: from the Race Relations Amendment Act 2000

General Duty 

· Promote equality of opportunity 

· Promote good relations between people of different racial groups

· Eliminate unlawful racial discrimination 

Specific Duties for schools and other educational institutions
· Prepare a written race equality policy and keep it up to date. 

· Make arrangements to fulfil the policy through an action plan

· Assess the impact of our policies, including the race equality policy, on pupils, staff and parents of different racial groups, particularly the impact on pupils’ attainment levels. 

· Monitor the impact of policies on pupils, staff and parents and particularly on pupils’ attainment levels. 

· Publish, annually, the results of monitoring the policy. 

Disability Equality: from the Disability Discrimination Act 2005 and other preceding legislation

General Duty 

· Eliminate discrimination that is unlawful under the DDA

· Eliminate harassment related to disability

· Promote equality of opportunity between disabled people and other people

· Promote positive attitudes towards disabled people

· Encourage participation by disabled people in public life

· Take steps to meet disabled people’s needs, even where that involves treating disabled people more favourably than other people.

Specific Duties for schools and other educational institutions
· Make reasonable adjustments to resources and activities to avoid substantial disadvantage for disabled pupils

· Make improvements to the physical environment to increase access to education and associated services

· Increase access to the curriculum for disabled pupils

· Make written information accessible in a range of different ways for disabled pupils, where it is provided for pupils who are not disabled

· Provide auxiliary aids or services, such as equipment or personal support, for pupils with SEN

Gender Equality: from the Equality Act 2006

General Duty 

When carrying out their functions, to have due regard to the need to:

· eliminate unlawful sex discrimination and harassment 

· promote equality of opportunity between females and males.

“Due regard” comprises two linked elements: proportionality and relevance.  The weight given to gender equality should therefore be proportionate to its relevance to a particular function. 

In terms of unlawful discrimination and harassment in employment and vocational training, the general duty also applies to people who intend to undergo, are undergoing or have undergone gender reassignment. 

Specific duties for schools and other educational institutions
· Preparing and publishing a Gender Equality Scheme, showing how the school will meet its general and specific duties including setting out its gender equality objectives. 
· Formulating our overall objectives, to consider the need to include objectives to address the causes of any gender pay gap. 
· Gathering and using information on how the school’s policies and practices affect gender equality in the workforce and in the delivery of services, in particular education functions. 
· Consulting stakeholders (i.e. pupils, parents, employees, others service users or potential service users, including trade unions) and taking account of relevant information in order to determine its gender equality objectives. 
· Assessing the impact of its current and proposed policies and practices on gender equality. 
· Implementing the actions set out in its scheme within three years, unless it is unreasonable or impractical to do so.  
· Reporting against the scheme every year and review the scheme at least every three years. 

Sexual Orientation: from separate pieces of legislation 2003 – 08

Within the regulations sexual orientation refers to lesbians and gay men, heterosexuals and bisexuals. 

Duties 

· To avoid all forms of discrimination, direct and indirect, in employment on the basis of sexual orientation

· To avoid all forms of discrimination in service provision : Admissions, Teaching and Curriculum

· To avoid all forms of harassment on the grounds of sexual orientation.

· To avoid all forms of victimisation because someone has made, or intends to make, a complaint. 

Religion and Belief: from Employment Equality (Religion and Belief) Regulations 2003

Within the Regulations religion or belief is defined as any religion, religious belief or similar philosophical belief. It does not include political beliefs. 

Duties

· To avoid all forms of discrimination, direct and indirect, in employment on the basis of religion or belief.

· To avoid all forms of harassment on the grounds of religion or belief.

· To avoid all forms of victimisation because someone has made, or intends to make, a complaint related to religion / belief discrimination.  

Age: from the Employment Equality (Age) Regulations 2006

These regulations apply to workers of all ages; it is unlawful to discriminate against young workers as well as older workers

Duties

· To avoid all forms of discrimination, direct and indirect, in employment on the basis of age. 

· To avoid all forms of harassment on the grounds of age.  

· To avoid all forms of harassment on the grounds of age. 

· To avoid all forms of victimisation because someone has made or intends to make a complaint related to age discrimination.

