
[image: image1.wmf]
CARDIFF UNIVERSITY

RACE EQUALITY SCHEME 2008-2011
This Scheme is available in Braille, large print and other formats upon request from the Equality and Diversity Unit. Contact: edu@cardiff.ac.uk or 02920 879919. We can also arrange for you to access this document using a screen-reader in one of the University libraries. Please use the contact details above to arrange this. 

For further information on this Scheme contact:

Catrin Morgan

Equality and Diversity Manager

Governance and Compliance Division

Cardiff University

4th Floor, 30-36 Newport Road

Cardiff

CF24 0DE

Tel: 02920 870230
E-mail: MorganCA5@cardiff.ac.uk 

Contents
	
	
	Page

	Section 1 – Mission, Vision & Strategy
	7-8

	
	Introduction
How this Schemes relates to the University vision and mission



 HYPERLINK  \l "_Key_areas_of_activity covered by th" 

Key Areas of activity covered by this Scheme



 HYPERLINK  \l "_Implementation" 

Implementation

Integrated Equality approach
	7

7

7

8

8

	Section 2 – The Legal Framework 
	9 

	
	Who is covered by the legislation?



 HYPERLINK  \l "_The_value_of_race equality" 

The value of race equality

	9

9

	Section 3 – Access to Higher Education
	10-11

	
	Demographics



 HYPERLINK  \l "_Access_to_Learning" 

Access to Learning

University Demographics



 HYPERLINK  \l "_Widening_Access_1" 

Widening Access



 HYPERLINK  \l "_Student_Attainment" 

Student Attainment

	10

10

10

11

11

	Section 4 – Access to employment in Higher Education
	12-13

	
	University Staff Survey
University Employment Data
Employment initiatives  
	12

12

13

	Section 5 – International Students and Staff
	14

	
	International students and staff



 HYPERLINK  \l "_Language" 

Language

Survey findings
	14

14

14

	Section 6 – Monitoring Arrangements
	15-17

	
	Staff
Students
Multiple discrimination and intersectionality issues

Functions of the University
	15

15

16

17

	Section 7 – Responsibilities
	17

	
	Responsibilities:
· Pro Vice-Chancellor for Staff
· The Council
· The Governance Committee
· The Equality and Diversity Committee
· Heads of Schools/Administrative Directorates
· The Equality and Diversity Manager
	17
17
17
17

17

17

17

	Section 8 – Future Priorities for Staff/employment 
	18

	
	Staff Recruitment, retention, development & progression 

Impact Assessment
Training
	18

18

18

	Section 9 – Future Priorities (Students)
	19

	
	Monitoring 


Curriculum, Teaching, Learning & Assessment 

Training & raising awareness 



 HYPERLINK  \l "_Admissions,_access_and_participatio" 

Admissions, Access and Participation



 HYPERLINK  \l "_Recruitment" 

Recruitment



 HYPERLINK  \l "_International_Students" 

International Students



 HYPERLINK  \l "_Behaviour_&_Discipline" 

Behaviour & Discipline


Careers Service
	19
19
19
19
19
19
19

19

	Section 10 – Governance and Management priorities 
	20

	
	Impact Assessment and embedding diversity
Quality assurance



 HYPERLINK  \l "_Representation_on_Committees" 

Representation on Committees 



 HYPERLINK  \l "_Procurement" 

Procurement 



 HYPERLINK  \l "_Promoting_good_relations" 

Promoting good relations



 HYPERLINK  \l "_Communications_&_Consultation" 

Communication & Consultation

	20
20
20

20

20

20

	Section 11 – Consultation and Involvement
	21-22

	
	The BME Network for Staff
Community Links and Partnerships 
	21
21

	Section 12 – Planning and Decision Making
	22

	
	Considering Equality Diversity Implications
Impact Assessment



HYPERLINK  \l "_Procurement_1"

Procurement

	22

22

22

	Section 13 – Promoting good relations
	22-24


	Section 14 –  Complaints, dealing with harassment & bullying
	24-25

	
	Complaints


Racial harassment and bullying
	24

24

	Section 15 – Publishing, monitoring & revision
	25

	
	Publishing
Monitoring
Revision
	25

25

25

	Appendices
	

	
	1.Glossary of terms & Legal definitions

2.Monitoring data summary report


3.Key Functions relevant to the Race Equality Duty



	


Race Equality scheme Draft:

Foreword 

Cardiff University is a diverse, international and multicultural organisation that welcomes, as part of its core values, the opportunity to promote equality of opportunity and access, and to promote good relations. Cardiff University recognises that through promoting a culture of equality, dignity and respect it provides an environment that is vibrant and welcoming which provides an opportunity for every member of its community to reach their full potential. 

Cardiff University recognises that promoting equality, diversity and human rights is fundamental to its mission of becoming a world-leading university and it aims to take a holistic, strategic approach to embedding equality as a core principle in the conduct of its work. 

The University will ensure that robust policies, procedures and training are in place to identify, challenge and eliminate any incidents of individual racist discrimination or harassment. In addition the University will seek opportunities to promote equality of opportunity and good relations to address any issues of under representation and ethnocentrism. 
Cardiff University recognises the importance of the findings of the Macpherson report in response to the Steven Lawrence inquiry that established the concept of institutional racism defined as: 

"The collective failure of an organisation to provide an appropriate and professional service to people because of their colour, culture, or ethnic origin. It can be seen or detected in processes, attitudes and behaviour which amount to discrimination through unwitting prejudice, ignorance, thoughtlessness and racist stereotyping which disadvantage minority ethnic people."
Over the last thirty years successive legislation has been introduced that is designed to protect people against unfair discrimination and in recent years public bodies have been placed under statutory duties to promote equality.With this in mind, the University will continue its work towards identifying and eliminating elements of policy, procedure and practice that may disadvantage minority ethnic people. 
Professor Terry Threadgold

Pro Vice Chancellor for Staff (Equality & Diversity Champion) 

Section 1 - Mission, Vision & Strategy 
Introduction

This Race Equality Scheme forms part of an over-arching University Equality and Diversity Strategy and Policy which aims to embed the promotion of equality and diversity across all activities of the University. The scheme explains how the University will work to meet the objective of embedding race equality within University culture and working practices and extending its work to promote race equality throughout the University. It also outlines the processes by which the success of the scheme will be monitored so as to ensure that consistent progress is made towards the development of a University community which is genuinely inclusive. 

How this Scheme relates to the University vision and mission

The vision and mission of Cardiff University are to be a world-leading University and to pursue research, learning and teaching of international distinction and impact. The University’s Strategic Plan 2006/07 – 20010/11 states that:

“All the University’s activities are directed towards achieving the highest international standards in research, learning and teaching, pursued in a rich and varied research-led environment where all staff and students can achieve their full potential to the benefit of the wider community and society as a whole.”

Key areas of activity covered by this Scheme

This Race Equality Scheme and the associated Action Plan sets out, in the context of the University’s Charter, Mission and strategic objectives, the way in which the University proposes to fulfil its duties.  The University recognises the importance of setting out its Race Equality Scheme within the context of its institutional culture and values, such that the principles of this Scheme become integrated and embedded in all aspects of University life.  

The development of this Race Equality Scheme supports the key strategic objectives of the University in relation to research, learning and teaching, and innovation and engagement. It provides a plan of the steps the University will take to ensure that it promotes equality in each of these areas. In particular, it seeks to enhance the University’s capacity to:

· attract support, develop and retain a diverse mix of staff and students from local, national and international communities based on confidence in the services, recruitment and selection practices of the University;

· create an inclusive learning and teaching environment that eliminates barriers to participation and meets the needs of a wide range of students including international students and groups traditionally under-represented by higher education;

· eliminate racist bullying, harassment and violence against staff and students by ensuring that through effective communication, policies  and training all members of the University community have the skills to recognise and challenge such behaviour and that effective procedures are used to deal fairly with such cases when they occur,

· promote good relations between staff and students from all backgrounds to achieve a university environment that is inclusive and promotes dignity and respect;

· understand the impact of existing and proposed policies, practices, procedures and initiatives on all stakeholders

· work with stakeholders for the wider benefit of society;

· ensure effective governance and management;

· improve communications and public relations strategies 

This is the second revision of the Race Equality Scheme (previously known as the Race Equality Policy) and reflects the progress that the University has already made to promote race equality. Progress against the previous race policies and action plans has been regularly monitored and reported to the Equality and Diversity Committee. Details of progress to date may be found on the Equality and Diversity pages of the Governance and Compliance website. While progress has been made, it is recognised that through monitoring and review activities priorities for future work and actions have been identified. This has been considered as part of developing priorities for the Action Plan. This scheme and its future revisions will continue the process of mainstreaming the promotion of race equality into the wider working practices of the University. 

Implementation

It is recommended that Council, as the governing body which holds ultimate responsibility and accountability for ensuring that the University meets these duties, should approve the Race Equality Scheme and oversee its effective implementation.

Integrated Equality approach 

This Race Equality Scheme sits alongside the University’s Disability and Welsh Language Schemes and supports the overarching Equality and Diversity Policy. The University also has policies on sexual orientation and dignity at work and study and is in the process of developing a policy on religion and belief. The University is currently working on incorporating these Schemes, along with its provisions for Gender Equality into an integrated equality scheme. 

Section 2 - The legal framework 

The Race Relations Act (RRA) 1976 makes discrimination on grounds of race unlawful in education, training and employment; provision of goods, facilities and services; disposal and management of property. 'Race' in this Act is defined as race, colour, nationality, ethnic or national origin.

The Race Relations (Amendment) Act 2000 places a general statutory duty on a wide range of public authorities, including Further and Higher Education institutions, to work towards the elimination of discrimination and to promote racial equality.  The general duty means that in all of the University functions there must be due regard to the need to:

· eliminate unlawful discrimination;

· promote equality of opportunity;

· promote good relations between people of different racial groups.

The Act also places specific duties on public bodies including a duty to: 

· prepare a Race Equality Policy;

· assess the impact of policies, including the Race Equality Policy, on students and staff of different racial groups;

· monitor, by reference to those racial groups, the admission and progress of students and the recruitment and career progress of staff;

· arrange to publish the policy and the result of assessments and monitoring.

Who is covered by the legislation?

The race equality legislation provides protection for everyone from discrimination, harassment and victimisation on the grounds of race, colour, ethnic or national origin or nationality. While it is recognised that Black and minority ethnic (BME) Groups (see definition in appendix 1) have often experienced discrimination and institutional racism, it is important to note that all ethnic groups are covered by the legislation. The duty to promote equality and good relations also relates to all ethnic groups. 

The value of race equality

While there is an obvious ethical argument for promoting equality of opportunity based on human rights and the principles of social justice and inclusion, as well as a legal obligation set out in discrimination law, there is also an understanding that the University will be less likely to be regarded as an attractive employer or place of study, or to capitalise on the full potential of current staff and students, if it does not create an inclusive culture in which diversity is valued and supported.

Promoting a diverse and inclusive environment provides positive benefits including increased morale, a range of skills and experiences and the ability to attract talented staff and students from all backgrounds, thus enabling us to become an employer or University of choice for staff and students. 

Section 3 - Access to Higher Education 

Demographics 

The 2001 census indicated that 8% of the UK population (aged 16+) are from Black and Minority Ethnic (BME) backgrounds, and 2.1% of the Welsh population were from Black and Minority Ethnic Backgrounds. Cardiff’s BME population according to the 2001 census was 8.4%. However, while it is recognised that local statistics have some relevance to the local employment pool and potential student applicant pool, it is important to remember that Cardiff University has an international presence both in relation to student admissions and to staff working for the University. It is not always accurate therefore for Cardiff University to use local census population data as benchmarking data and alternative benchmarking data sets will also be used to ensure that the demographics of the University reflect this wider national and international recruitment context. 

Access to Learning

National monitoring data indicates that minority ethnic people are more likely to take Higher Education qualifications than members of the majority ethnic group
 (BME students: 16% of the student population). However, these students are predominantly from Asian and Chinese backgrounds and are concentrated in post-92 institutions, particularly in large metropolitan areas.  Russell Group universities such as Cardiff have lower BME participation rates. Subject choice, gender, family influence, age and socio-economic background have all been identified as relevant factors influencing university choice including the choices of people from BME backgrounds
. 

University Demographics 

18.6% of all students (this figure includes international students) at Cardiff University are from black and minority ethnic groups
 (3.9% ethnicity unknown). Compared to the figures for 2006/07, 2005/06, 2004/05 and 2003/04:17.8%, 16.3%, 15.2% and 14.5% respectively, this indicates a small rise in percentage on an annual basis. Data for 2007/08 indicated that the highest represented ethnic origins (other than the ‘white’ groups) were Indian and Chinese. The percentage for postgraduate BME students (2007/08) is significantly higher than undergraduates at 25.8% and 13% respectively. A high percentage of BME students are concentrated in the science/health related professional vocational courses with the percentage of undergraduate students being the highest in the following schools: The School of Optometry and Vision Services: 37%, Dental School: 25.7%, School of Medicine: 18.8%, School of Pharmacy 33.3%. The post graduate figures show similar percentages: The School of Optometry and Vision Services: 20.5%, Dental School: 30%, School of Medicine: 27.4%, School of Pharmacy: 37.5%. 

Monitoring data indicated that 7.08% of home students who enrolled with Cardiff University in the academic year of 2007/08 were from BME backgrounds (2.43% ethnicity unknown). This is similar to figures for the previous year (7.2%). A high percentage of these enrolments were concentrated in the science/health related professional vocational courses (The School of Optometry and Vision Services: 25.96%, Dental School: 23.48%, School of Medicine: 13.53%, School of Pharmacy: 23.07%). 

Widening Access

The University has a strategy to widen participation that recognises the importance of providing encouragement, information and support mechanisms for students who may not have considered Higher Education as an option. The widening access agenda targets underrepresented groups in higher education providing information on accessing higher education and opportunities available. 

In order to identify any barriers to higher education matters relating to applications and offers will need to be kept under review to ensure that any differential treatment is identified. 

Student Attainment 

There is some research
 which indicates that students from BME groups are likely to obtain lower degree classifications than majority ethnic students and that women are more likely to obtain a higher degree classification than men (except when it comes to attaining a first). The explanation for this can be partly explained by relevant contributory factors (prior attainment, disability, deprivation, subject, term-time accommodation, and age). However, after consideration of contributory factors there remains a difference in attainment levels based on ethnic origin. The National Students Survey suggests that students from some BME backgrounds are less positive about their HE experience than their majority ethnic counterparts. 

The admissions procedure, attainment and the evaluation of the student experience have all been identified as relevant monitoring requirements to ensure equality of access and outcome for students from all ethnic and national backgrounds. 

Section 4 - Access to employment in Higher Education 

Cardiff University Staff Survey 

Cardiff University aims to ensure that its employment opportunities and practices are fair and transparent. In order to gain an understanding of the views of Cardiff University’s staff the University has carried out a staff attitude survey as part of its Positive Working Environment initiative. Responses will be analysed to gain an understanding of the views and experiences of BME staff within Cardiff University. The survey includes questions on key issues such as discrimination, harassment and bullying in the workplace as well as training and development opportunities.

Cardiff University Employment Data 

6.8% of staff are from black and minority ethnic groups
, this comprises of 7.8% based in Schools and 5.4% based in Directorates. This is lower than the BME density in the local population. The DLA Piper- Workforce Performance Indicators HE Sector Report 2006 indicated that the average for Higher Education Sector staff was 9.9% and the average for managerial and professional staff was 9.5%. BME staff are currently under represented within Directorate, Academic, Managerial and Professional staff at Cardiff University. 7.3% of Cardiff University’s staff in Academic Managerial and Professional grades are from BME groups with 8.5% in schools and only 2.3% in Directorates. BME staff are also under represented within Operational/Support staff in comparison with the local BME population with an average of 5.7% made up of 5.2% in Schools and 6.0% in Directorates. 

Employment initiatives 

The University is committed to ensuring fair and effective recruitment and promotion for all staff and to developing policies and strategies that promote equality of opportunity and a positive working environment for all staff. 

The University has incorporated equality and diversity provisions into its recruitment and selection procedures and training, career support provision, staff appraisal process, promotions procedures, training and development opportunities and work-life balance policies. In addition key policies have been included in the equality impact assessment process and data from completed assessments and equality monitoring reports has been used to develop future priorities. 

Cardiff University is active in implementing the RCUK Concordat to support the career development of researchers. The principles of the concordat relate to treating research staff fairly and elements of the concordant directly relate to equality and diversity both in ensuring that recruitment and selection decisions are not discriminatory and based on merit and to ensure that the nature of contracts do not discriminate against specific groups. 
An update on progress with employment and staff actions is included in the Race Equality Scheme update available on the Governance and Compliance web pages. 

The University has taken into consideration this employment monitoring data when developing priorities for the Race Equality Action Plan. 

Section 5 – International Students and Staff 

International students and staff

The University community is enhanced by the diversity of nationalities and backgrounds represented by the student and staff population. Working and studying abroad however can raise a number of challenges including linguistic difficulties, negotiating unfamiliar cultures, feelings of isolation and differences in teaching and learning methods. These issues need to be considered and support provided to ensure a welcoming and supportive environment for international staff and students that provides for each individual to realise his or her potential to the fullest.

Cardiff University has a long tradition of welcoming international students. With over 3000 international and European students currently studying at Cardiff, representing over 100 countries, the University has a unique multi-cultural environment. International staff make up 14.87% of the University’s academic staff and 7% of its support staff. Cardiff University is committed to providing support and facilities that meets the needs of international students and staff. 

The University’s International Development Division provides specific support for international students including orientation and integration support, immigration and English language support and general signposting. 

Language 

It is recognised that English, Welsh and British Sign Language have an official language status in Wales and therefore information to the public is required to be available in these languages by organisations identified as a public body (including HEI’s).  It is also recognised that producing information in clear language and alternative languages may improve access to information. With this in mind the University will aim to address improving access to information by improving the clarity of documents produced by using straightforward language and minimising jargon (clear Welsh/English documents) and offering information in alternative formats and fonts as a standard clause on University information. The University will consider requests for information in other languages and provide this wherever reasonably practicable. The University currently provides a support service to staff who wish to produce materials aimed at the BME community to access translation services and is looking to improve access for staff to Interpreting services where interaction is not able to progress in English or Welsh (subject to WAG funding). 

Survey findings

As part of the findings of the Project Q survey and ISB survey, some international students identified challenges associated with “making friends” and integrating with home students. Students also identified the need for improved facilities for religious worship. These are issues to be addressed as part of University policy development (religion & belief) and relevant support initiatives. 

Section 6 – Monitoring Arrangements 

A summary of university employment and student monitoring data is included in Appendix 2.
The University will put in place procedures for monitoring the following areas by ethnic group: 

Staff 

· Staff body by group and grade

· Home or international status

· Recruitment and selection

· Open and fixed term contracts

· Use of flexible working and other work-life balance provision 

· Part time and full time status

· Promotion, progression & appraisal

· Training/personal development

· Disciplinary and grievance

· Retention (including exit feedback)

The University will also look to incorporate the monitoring of ethnic origin into its equal pay audit process. 

Staff satisfaction will be measured as part of the University’s ‘Positive Working Environment’ initiative and the staff survey will provide opportunities to monitor disaggregated data relevant to ethnic origin, as well as monitoring feedback relating to harassment, bullying and discrimination. 

A working group has been established to consider the monitoring requirements of the University in relation to students for the following categories: 

Students

· Student body by school, mode of attendance and level of study 

· Admissions procedure: all stages from application to enrolment, including via Clearing 

· Retention/progression

· Completion (degree attainment) 

· Graduate destination

· Complaints (formal) 

· Academic appeals

· Disciplinary action

· Formal work placements (centrally organised placements) 

Information relating to student satisfaction and the student experience is collected via Project Q and can be disaggregated to provide information relating to ethnicity.

Other services e.g. Residences and Students Union carry out questionnaires to ascertain satisfaction levels. 

The University is also looking at developing ethnicity monitoring for the following areas: 

· Committee Composition

· Equal Pay Audits

· Honorary awards 

Monitoring data will be used to support the assessment of the impact of policies on staff and students and to measure progress against objectives in the annual review of the policy and action plan. Data provided by UCAS and HESA on the admission and progress of students and recruitment and career progress of staff will be used for benchmarking purposes. 

Monitoring data will be published as part of the progress update on this scheme on an annual basis and will be presented in accordance with the University’s Data Protection Policy to ensure that individuals are not identifiable. 

Multiple discrimination and intersectionality issues 

As with all equality issues it is impossible to look at ethnic origin in isolation when considering the needs of individuals and groups. Gender, disability, age, nationality, religion or philosophical belief and sexual orientation and socio-economic status as well as many other factors may also be relevant when considering race equality issues. As well as different minority groups having varied experiences and outcomes in higher education and employment within the sector, equality research has identified that women from BME backgrounds may face specific barriers in relation to subject choice, degree attainment and career progression
. Age at entrance into higher education may also be a particularly relevant factor for some minority groups. What is clear from looking at issues of multiple identities is that further monitoring data is required to understand the correlation between different aspects of personal identity. 

Cardiff University recognises its responsibility to monitor data relating to employment and services on the grounds of equality. Wherever practicable the University will develop procedures that take into account a number of equality strands, both separately and together to analyse the outcomes relating to more than one strand. In looking at initiatives and actions the University will define inclusiveness in its wider sense when considering opportunities to reduce inequality and promote equality and good relations. 

Functions of the University 

The University will promote equality of opportunity and good race relations and eliminate unlawful discrimination through all of its relevant functions. A list of key areas which qualify as relevant functions are included in Appendix 3.
Section 7 – Responsibilities 

Responsibilities

All staff, students and stakeholders are responsible for the positive promotion of equality and good relations between people from all nationalities and ethnic groups. All members of the University community are expected to adhere to the University’s Dignity at Work and Study Policy and to challenge racist behaviour when they encounter it. 

The Pro Vice-Chancellor for Staff will provide leadership in the operation and implementation of the Race Equality Scheme and Action Plan.

The Council will hold ultimate accountability for the effective implementation of this scheme and ensuring the University complies with the requirements of Race Relations legislation including the Race Relations (Amendment) Act 2000. 

The Governance Committee is responsible for monitoring the level of compliance with mandatory requirements of legislation. 

The Equality and Diversity Committee is responsible for the monitoring, the development and implementation of strategies for ensuring legal compliance and best practice in all matters relating to equal opportunities and diversity and for the annual review of the Race Equality Scheme and its action plan.

Heads of Schools/Administrative Directorates will be accountable, as part of this scheme, for ensuring that their School/Administrative Directorate strategies and annual business plans take into account the requirement to achieve the general and specific duties under the RRAA 2000.  Equality and Diversity Contacts will provide a support role to Heads of Schools and Administrative Directorates. 

The Governance and Compliance Division is responsible for maintaining the scheme and co-ordinating the action plan. The Equality and Diversity Manager, Governance and Compliance, will provide assistance and guidance as a first point of contact on the implementation of this policy and action plan. 
Under the Race Relations Amendment Act 2000, individuals can be held personally liable for acts of discrimination.

Section 8 – Future Priorities for Staff / Employment

The following areas of activity based on Equality Impact Assessment outcomes, staff survey results and staff monitoring data have been prioritised by the University as relevant to the promotion of race equality (employment) for the next 3 years:

Staff Recruitment, retention, development and progression:

- Developing inclusive recruitment, publicity and advertising 

- Data monitoring at each stage of the recruitment process by race and ethnicity

- Ensuring a fair process for progression of non-academic staff into more senior roles

- Exploring opportunities for the promotion of positive BME role models in senior roles

- Exploring opportunities for mentoring for BME staff 

- Monitoring of training by ethnicity and intersectionalities

Impact Assessments 

- Staff recruitment strategy and policy provision

- Promotions policy and procedures

- Appraisal process

- Staff training and development strategy 

Training

- Providing tutor-led diversity training 

- Providing online diversity training 

Actions relating to these priorities are included In the Action Plan (attached). 

Section 9 – Future Priorities (Students) 

The following areas of activity, based on Equality Impact Assessment outcomes, student survey results and the ECU’s report: Ethnicity and gender in degree attainment, have been prioritised by the University as relevant to the promotion of equality (Students) for the next 3 years:

Monitoring 

- Developing current monitoring procedures to ensure access, progress and outcomes are monitored effectively 

Curriculum, Teaching, Learning & Assessment 

· Promoting the development of an inclusive curriculum which meets the different needs of a wide range of students 

· Working towards inclusive teaching methods

-
Raising student awareness of this scheme and of the provisions of the Race Relations Amendment Act (including international students)

Admissions, access and participation

· Ensure that Widening Access activities are impact assessed (see Action Plan)

· Monitor ethnic data on student admissions 

Recruitment

· Monitor data on applicants from all racial groups 

· Working to ensure that BME communities consider higher education in general, and at Cardiff University in particular, as an option 

International Students
· Review of language support for international students 

· Development of guidelines on key issues 

Behaviour & Discipline

- Monitoring discipline and grievance investigations by ethnic origin 

Careers Service 

· Collection and analysis of graduate data

Actions relating to these priorities are included In the Action Plan (attached). 

Section 10 – Governance and Management Priorities
The following areas of activity have been prioritised by the University as relevant to the promotion of race equality (Governance) for the next 3 years:

Impact assessments and embedding equality and diversity 

· Development of a prioritisation and implementation programme

· Ensuring equality and diversity implications of decisions are effectively considered 

Quality assurance

· Ensuring effective mainstreaming of equality and diversity aims and improvements 

Representation on Committees 

· Monitoring diversity of committees

· Consider positive action initiatives

· Ensuring a fair nomination and selection process

· Ensuring Equality and diversity implications of decisions are effectively considered

· Fair, transparent and jargon-free conduct of business

Procurement 

· Ensuring that the provisions for procurement and outsourcing comply with equality requirements 

· Reviewing the procurement procedure to consider how equality elements will contribute to the evaluation and selection process 

Promoting good relations

· Developing links with local communities

· Developing events and initiatives that promote equality and diversity principles and promote understanding and appreciation of diversity between different ethnic groups 

· Ensuring transparency in the decision-making process of the University 

Communications & Consultation

- Develop an equality and diversity Communications and Consultation Strategy 

Actions relating to these priorities are included In the Action Plan (attached).

Section 11 – Consultation and involvement 

The University works with a number of staff and student groups and gathers information from a number of sources in order to develop and prioritise its work relating to race equality issues. Information was collated from the following sources in the development of this Race Equality Scheme: 

· Staff BME network

· Staff questionnaire/focus group

· Students Union 

· Trade Unions  

· Local Race Equality Council – Race Equality First 

· Project Q questionnaire

· International Student Barometer 

· National Student Survey 

Cardiff University will continue to work with staff, students, the students union and trade unions to ensure effective progress and communication of its Race Equality Scheme. Data from staff and student surveys are gathered and analysed on a regular basis to implement improvements that will benefit the University community.  

Regular update reports will be provided to the BME staff network on progress with the Race Equality Scheme and an update report will be compiled on an annual basis. Staff and student opinion surveys are run on a regular basis and results from these will be incorporated into progress reports where relevant. 

The BME Network for staff

This network was launched in 2007. The aim of the group is to promote equality and diversity within the University by supporting BME staff with raising awareness of BME issues. It also provides a gateway to training and development and looks at barriers that might be faced in pursuing career goals.  The group also functions to liaise with and represent the views and concerns of BME staff to the University and to discuss and propose appropriate procedures and protocols for promoting BME equality within the University. The group is open to BME members of staff and all staff members with an interest in promoting race equality. 

Community Links and Partnerships 

The University has links with many local community groups that represent the Black and Minority Ethnic Communities in Wales and other groups underrepresented in Higher Education. Through its Cardiff Centre For Lifelong Learning, the University participates in and collaborates with a wide range of networks, organisation involved in delivering services to the communities as well as community organisations and key individuals.  Some of these include: the Communities First Local Area Partnership for Ethnic Minority Communities, Cardiff Community Learning Network, Welsh Refugee Council, Barnardos, South Riverside Community Development Centre, Somali Achievement Society, Bangladeshi Womens Network.  Work experience placements at the University have been offered to minority ethnic women through work with ‘Women Connect First’. The University also works with the local Race Equality Council – Race Equality First.

Section 12 - Planning and Decision Making 

Considering Equality and Diversity Implications

Committees and members of staff involved in project planning and decision making must pay due regard to the requirements of the race relations (and other equality) legislation and to the University’s Race Equality Scheme, action plan and monitoring information reports. 

All Senior Officers and Heads of Directorates and Schools should take the Race Equality Scheme (and other equality and diversity policies) into account when reviewing their key policies, functions, processes and mechanisms.

Impact assessments 

Cardiff University is committed to ensuring that individuals and groups are not discriminated against or disadvantaged as a result of the development or implementation of any of its policies or procedures. The University is committed to assessing the impact of all policies on staff and students from different racial groups. This impact assessment will be carried out as part of the Equality Impact Assessment process across a range of equality strands including race. 

An Equality Impact Assessment prioritisation plan will be developed with the University’s LEAN Team in order to ensure planned and consistent progress. The University will make arrangements to publish a summary of the impact assessment outcomes as part of the planned process. 

Any departmental equality action plans arising from Equality Impact Assessments will be reported to the Equality and Diversity Committee. 

Procurement 

Many of the University's programmes and services are delivered in partnership with external bodies. Some of these organisations are public bodies, for example, further education colleges, schools, local education authorities, hospitals etc and so will have their own Race Equality Policy, but others are private sector organisations. The University will publish its Race Equality Scheme to these bodies and where appropriate will seek confirmation that they will comply with the requirements of the Act and the University's policy. 

Section 13 - Promoting good relations 

Cardiff University embraces its responsibility to promote good relations, ensuring that all members of the University and visitors to the University are treated with dignity and respect. The University recognises that the multicultural and diverse community of the University provides a valuable opportunity for its members to learn with and about people from a diverse range of backgrounds, cultures and religions. The University will encourage development and involvement in events, activities and learning opportunities aimed at promoting diversity and good relations. 

Cardiff University is committed to supporting, developing and promoting equality and diversity in all of its practices and activities. The University aims to establish an inclusive culture free from discrimination and based upon the values of dignity, courtesy and respect. 

The University is in the process of developing a Religion and Belief policy and guidelines to ensure that an individual’s rights in relation to religion and philosophical belief are respected within the University environment. 

Cardiff University will aim to implement good practice recommendations for promoting good campus relations found in the Department for Innovation, Universities & Skills guidance on Promoting good campus relations. The University will also aim to implement good practice from the Equality Challenge Unit’s Guidance on Inclusive Campus: Accommodation and Social Space and Promoting good campus relations – an institutional imperative.

Cardiff University’s Positive Working Environment initiative aims to promote equality and diversity and to provide an environment based on dignity and respect for all staff. The goal of Positive Working Environment is to create an atmosphere where all members of staff feel valued, supported and encouraged to reach their full potential. The University will develop a positive working environment for all of our employees where:

- People feel valued and enjoy positive working relationships;

- People work in a safe, supportive, responsive and accessible environment;

- The health and wellbeing of employees is promoted and supported.

All staff are treated fairly and with dignity, courtesy and respect, and where diversity is celebrated. The University has also developed a Dignity at Work and Study Policy and guidelines. Its objectives are to: 

· promote a positive University environment in which people are treated fairly and with respect;

· encourage all university staff and students to play a role in creating and maintaining an environment in which harassment, bullying and victimisation are understood to be unacceptable forms of behaviour;

· provide a framework of support for University staff and students who feel that they have been the subject of harassment, bullying or victimisation;

· ensure that allegations of harassment, bullying or victimisation are addressed fairly, with respect for the rights and dignity of all those involved; and

· identify the appropriate formal processes by which complaints can be raised.

Section 14 – Complaints, dealing with harassment & bullying  

Complaints 

Harassment, bullying, victimisation and discrimination are unacceptable forms of behaviour which will not be tolerated by Cardiff University. 

A copy of the Procedures for the Resolution of Students' Concerns/Issues is available from the Governance and Compliance Division and through the appropriate web link: http://www.cardiff.ac.uk/cocom/student/index.html. Information for students about making a complaint is also available in the Student Complaints Procedure in the Academic regulations Handbook http://www.cf.ac.uk/regis/sfs/regs/index.html or the Residences and Catering Customer Care Policy on the Residence and Catering website: http://www.cf.ac.uk/resid/resources/Customer%20Care%20Policy.pdf.

The Dignity at work and study policy is available on http://www.cf.ac.uk/cocom/equalityanddiversity/dignityatwork/index.html and the staff grievance policy and procedure is available on http://www.cf.ac.uk/humrs/staffinfo/policyprocedures/index.html. 

Racial harassment and bullying 

Any member of staff or student who believes that they are being harassed or bullied on the grounds of race should follow the procedure laid out in the Dignity at Work and Study Policy.

Cardiff University will take action to eliminate racist behaviour against individuals or groups including harassment and bullying. The University will deal promptly with any incidents that are reported to the University in accordance with its Dignity at Work and Study Policy and Procedure. 

The University offers support and advice for students and staff who believe that they have been harassed, bullied or discriminated against. This includes advice on making a formal complaint. Students can seek advice from heads of department, student support, the students union or the Equality and Diversity Unit, Governance and Compliance Division. 

Members of staff can seek advice from dignity advisors, the Equality and Diversity Manager in the Human Resources Directorate, Trade Unions or line managers/senior managers. 

A Counselling Service is available to all staff and students and offers confidential advice and support. Counsellors within the service come from a wide range of ethnic and cultural backgrounds. 

Any incident of discrimination, harassment or victimisation against an individual or group will be treated seriously and may result in disciplinary action being taken. The appropriate disciplinary action may result in sanctions up to and including expulsion or dismissal from the University. 

Section 15 – Publishing, monitoring and revision

Publishing

This Scheme will be made available on the University’s web site and will be available in hard or electronic copy (including in specific formats) from the Governance and Compliance Division. A summary version of the Scheme will also be available. 

Monitoring

Progress with this Scheme will be monitored on a regular basis and an annual progress report will be considered by the Equality and Diversity Committee. 

Revision

This Scheme will be revised at least every 3 years in line with the statutory requirements. 

January 2009 
Appendix 1 – Glossary of terms and definitions 
Equality – The provision of equality or equal opportunities aims to ensure that everyone has fair access, treatment and outcomes that take into account their specific needs. Equality is about looking at opportunities and outcomes and addressing any adverse treatment, barriers or negative differential treatment to promote equal access to opportunities. This term covers the work carried out by the organisation to promote equal opportunities and challenge discrimination, in employment and in carrying out functions and delivering services. It encompasses the legal obligation to comply with anti-discrimination legislation and to promote equality of opportunity recognising the equal worth of every individual, as reflected in human rights principles. 
Equal Society
 - An equal society recognises people’s different needs, situations and goals and removes the barriers that limit what people can do and can be. An equal society protects and promotes equal, real freedom and substantive opportunity to live in the ways people value and would choose, so that everyone can flourish. 

Diversity - Diversity encompasses visible and non-visible individual differences. They may include, but are not limited to, differences protected by anti-discrimination legislation. Appreciating diversity goes beyond the mere recognition that everyone is different; it is about valuing and celebrating difference and recognising that everyone through their unique mixture of skills and experience has their own valuable contribution to make.
Ethnicity - There are many different definitions of ethnicity. The word ‘ethnicity’ can be used to describe how people are defined and differentiated based on shared physical or cultural characteristics. Ethnicity can also be used in reference to a consciously shared system of beliefs, values, practices and loyalties shared by members of a group. Ethnicity can essentially be thought of as an attachment that a person or a group feels towards a common cultural heritage.
Racial Group –The Race Relations Act states that “a racial group” means a group of persons defined by colour, race, nationality, or ethnic or national origins. All racial groups are protected from unlawful racial discrimination under the Race Relations Act. The House of Lords gave a comprehensive definition of a racial group in Mandla v Dowell-Lee which included a long shared history and a cultural tradition of its own. Romany Gypsies, Irish Travellers, Jews and Sikhs have been explicitly recognised by the courts as constituting racial groups for the purpose of the RRA. A person may fall into more than one racial group.
Black and Minority Ethnic people (BME) - Term currently used to describe range of minority ethnic communities and groups in the UK – it can be used to mean the main Black and Asian and Mixed racial minority communities or it can be used to include all minority communities, including white minority communities. The term minority ethnic people refer to groups of people who share historical, cultural, or national origins and who are numerically a minority in this society. There is some debate that the term ‘Global Majority Groups’  would be more appropriate, however as BME is currently a term that is in widespread usage the University has used this terminology for its Race Equality Scheme
. 
Nationality - Relates to the country of which the person is a citizen by birth, by naturalisation or by other legal right.
National origin- Relates to the country where someone was born or the national origin that someone identifies, regardless of where they are now living and their current citizenship. The Scottish Court of Session identified that National Origin could include: 'identifiable elements, both historically and geographically, which at least at some point in time reveals the existence of a nation'. 
Multi-cultural - Of, or relating to many cultures; including people who have many different customs and beliefs.
Intersectionalities – a term to describe the different aspects of an identity. An inclusive equality approach is about recognising that there are various parts to our identities and looking at different aspects of identity together recognising that while it is useful to look at certain aspects of identity separately e.g. ethnic origin, we risk misrepresenting the ways in which various parts of our identities are connected to one another if we only look at this in isolation. It is important to also look at multiple-identity issues when considering monitoring data to identify possible multiple discrimination/disadvantage issues. 

General Duty - The Race Relations (Amendment) Act 2000 placed a statutory general duty on the University as a public to promote race equality in all its functions. There are three parts to the duty:
1. Eliminate unlawful racial discrimination;
2. Promote equality of opportunity;
3. Promote good relations between persons of different racial groups.

Specific Duty - In addition to the general duty to promote race equality under the Race Relations (Amendment) Act 2000 the Home Secretary also placed specific duties on many public authorities. As a University, our specific duties are to:
- Publish a Race Equality Policy/Scheme 
- Assess the impact of its policies and functions upon people of different racial groups.
- Monitor by racial group the recruitment and career progression of staff and the recruitment and progress of students, and publish the results.
-Train employees on race equality issues.

Race Equality Scheme - a coherent strategy and action plan which explains how the University will meet both their general and specific duties under the Race Relations (Amendment) Act 

Impact Assessment - An Equality Impact Assessment (EIA) is a way of systematically and thoroughly assessing the effects that a policy, procedure or project is likely to have on different groups. Policies will affect different people in different ways. It is possible that they have the potential to discriminate against certain groups, even if this is not an intention. An EIA will ensure that equality is considered as a core part of the planning process.
Direct Discrimination - Treating a person less favourably than others are treated, or would be treated, on the grounds of race, gender, disability, religious or philosophical belief, sexual orientation or age. 
Indirect Discrimination - Applying a provision, criterion or practice which disadvantages people of a particular group (defined by sex, race, disability, sexual orientation, religion or belief or age) and which cannot be justified as a proportionate means of achieving a legitimate aim. 

Racial discrimination - The Race Relations Act makes racial discrimination unlawful in employment, training and related matters, in education, in the provision of goods, facilities and services, and in the disposal and management of premises. 
Racism - This term is used to describe a whole range of prejudices, stereotypes, myths, ideas and attitudes that are used to justify placing a particular racial group or particular racial groups in an inferior position to another/others. These negative attitudes often lead to discriminatory or oppressive behaviour. Black and minority ethnic people can experience racism in all aspects of their lives. 

Institutional Racism - Institutional racism is concerned with racial discrimination which has been incorporated into structures, processes and procedures of organisations, either because of racial prejudice or because of a failure to take into account the particular needs of Black and minority ethnic people. Essentially it is the design and support of systems and procedures that exclude or limit services, jobs and opportunities to Black and minority ethnic people. It has been defined as: 
“The collective failure of an organisation to provide an appropriate and professional service to people because of their colour, race, culture or ethnic origin. It can be seen or detected in processes, attitudes and behaviour which amount to discrimination through unwitting prejudice, ignorance, thoughtlessness and racist stereotyping which disadvantages minority ethnic people” (MacPherson Report 1999).

Harassment - This is unwanted behaviour which has the purpose or effect of violating the dignity of a person on grounds of racial or ethnic origin, sex, religion or belief, disability, age or sexual orientation. Harassment often creates “intimidating, hostile, degrading, humiliating, or offensive environment for the victim.

Victimisation - Treating an individual less favourably than another because they have brought or supported a complaint of discrimination.

Multiple disadvantage – the idea that having more than one characteristic typically associated with a disadvantage increases an individual’s likelihood of experiencing that disadvantage. 

Multiple discrimination – experiencing less favourable treatment in relation to more than one aspect of identity.

Prejudice - An unfavourable feeling or attitude based on partial/ faulty or no knowledge which may result in hostility towards certain individuals or groups.

Stereotypes - Generalisations concerning perceived characteristics of all members of a group.

Positive action – sets out the ways in which an organisation can lawfully seek to overcome the effects of past discrimination against disadvantaged groups, or under-representation in the provision of services and in the employment of staff.
Mainstreaming - 'Mainstreaming' equality is concerned with the integration of equality and diversity principles, strategies and practices into the every day work of the University from the outset. It puts people, and their diverse needs and experiences, at the heart of policy-making.
Monitoring - The term is used here to refer to the process of collecting information to use in evaluating access to services, service outcomes and employment opportunities. 
Social Inclusion - is about removing the barriers and factors which lead to exclusion so people can participate.
Community Cohesion - is about recognising, supporting and celebrating diversity. It is about creating an environment where there is mutual respect and appreciation of the similarities and differences that make people unique.
Procurement - obtaining (whether by purchasing, lease, hire or other legal means) the services, equipment, materials or supplies.

Appendix 2

Staff Monitoring Data

September 2007

Cardiff University Staff Demographics

1. Staff Profile 
Definition of Black and Minority Ethnic (BME) 

For the purposes of this monitoring data the category of BME will include the following groups: Asian, Black, Mixed, Chinese and Other Ethnicity. The definition does not currently include any of the ‘White’ groups under the Black and Minority Ethnic heading. It is recognised that this definition does not take into account the minority status of some of the groups included in the ‘white’ headings however the categories have been arranged in this way in order to comply with the requirements of regulating bodies e.g. HESA, HEFCW/HEFCE and in order to benchmark against other information that use the same definitions. It is envisaged that in the future this situation may change. 

The staff profile, as at September 2007 was as follows:

	Career Pathway
	No. of staff

	Senior Management
	44

	Management, Professional & Specialist Staff
	1402

	Teaching and Research
(Professors, Readers, Senior Lecturers, Lecturers)
	1459

	Teaching and Scholarship
(including 267 part-time tutors)
	486

	Research
	869

	Support Staff
(Administrative, Technical, Operational Services)
	1700

	Total
	5960


The Race and Ethnicity profile was as follows:

Academic Staff (all staff excluding Support Staff)

	International
	 
	14.87%

	UK
	BME
	3.55%

	 
	Other White
	2.73%

	 
	Unknown
	3.69%

	 
	White British
	75.16%

	UK Total
	 
	85.13%

	Grand Total
	 
	100.00%


Support Staff

	International
	 
	7.00%

	UK
	BME
	3.06%

	 
	Other White
	1.65%

	 
	Unknown
	1.94%

	 
	White British
	86.35%

	UK Total
	 
	93.00%

	Grand Total
	 
	100.00%


2. Race and Ethnicity Data by Career Pathway  - Teaching and Research
	International
	
	Total

	 
	Professor
	2.88%

	
	Reader
	0.21%

	 
	Senior Lecturer
	3.91%

	 
	Lecturer
	6.65%

	Total International
	 
	13.65%


	 UK
	
	Ethnic Group
	Total

	 
	Professor
	BME
	1.10%

	 
	 
	Other White
	0.75%

	 
	 
	Unknown
	1.51%

	 
	 
	White
	22.17%

	
	Reader
	White
	0.96%

	 
	Senior Lecturer
	BME
	1.17%

	 
	 
	Other White
	0.82%

	 
	 
	Unknown
	1.24%

	 
	 
	White
	23.88%

	
	Lecturer
	BME
	1.58%

	 
	 
	Other White
	0.82%

	
	 
	Unknown
	1.10%

	
	 
	White
	29.24%

	UK Total
	 
	 
	86.34%

	Grand Total
	 
	 
	100.00%


Research Staff

	
	Ethnic Group
	Total

	International Total
	 
	33.95%

	UK
	BME
	4.50%

	 
	Other White
	2.54%

	 
	Unknown
	2.31%

	 
	White
	56.70%

	UK Total
	 
	66.05%

	Grand Total
	 
	100.00%


Teaching & Scholarship

	
	Ethnic Group
	Total

	International Total
	 
	16.91%

	UK
	BME
	3.51%

	 
	Other White
	5.36%

	 
	Unknown
	8.87%

	 
	White
	65.36%

	UK Total
	 
	83.09%

	Grand Total
	 
	100.00%


Management, Professional and Specialist Staff (including Senior Management)
	
	Ethnic Group
	Total

	International Total
	 
	3.81%

	UK
	BME
	2.06%

	 
	Other White
	2.54%

	 
	Unknown
	2.38%

	 
	White
	89.21%

	UK Total
	 
	96.19%

	Grand Total
	 
	100.00%


Support Staff

	
	Ethnic Group
	Total

	International Total
	 
	7.00%

	UK
	BME
	3.06%

	 
	Other White
	1.65%

	 
	Unknown
	1.94%

	 
	White
	86.35%

	UK Total
	 
	93.00%

	Grand Total
	 
	100.00%
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Employee Diversity – Black or Minority Ethnic (BME) staff 

Commentary:

The University overall has a lower 

percentage of BME staff than the 

average of contributing HEI’s. CU is 

in the 2

nd

quartile of contributing 

HEI’s

Whilst the overall BME population

$i

in Wales is 2%, the equivalent 

Cardiff BME population is ~8.4%. 

BME staff are under represented 

compared with the local population.

There are currently 198 (3.4%) 

employees for whom we have no 

Ethnic information.
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Employee Diversity – BME staff 

(Academic / Managerial & Professional)

Commentary:

The University overall has a lower 

percentage of BME Managerial / 

Professional staff than the 

average of contributing HEI’s. 

Overall we are in the 2

nd

quartile 

of contributing HEI’s.

BME staff are under represented 

within Directorate Academic / 

Managerial and Professional staff. 

There are no BME senior 

managers or staff within 

Directorates.
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Employee Diversity – BME staff 

(Operational / Support)

Commentary:

The University overall has a 

lower percentage of BME 

Operational / Support staff  

than the average of 

contributing HEI’s. The figures 

indicate that CU falls within the 

2nd quartile of contributing 

HEI’s.

BME staff are under 

represented within Operational 

/ Support staff in comparison 

with the local BME population.
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4.6%

4.7%

10.1%
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Student Monitoring Data

Student Demographics 

Definition of Black and Minority Ethnic (BME) 

For the purposes of this monitoring data the category of BME will include the following groups: Asian, Black, Mixed, Chinese and Other Ethnicity. The definition does not currently include any of the ‘White’ groups under the Black and Minority Ethnic heading. It is recognised that this definition does not take into account the minority status of some of the groups included in the ‘white’ headings however the categories have been arranged in this way in order to comply with the requirements of regulating bodies e.g. HESA, HEFCW/HEFCE and in order to benchmark against other information that use the same definitions. It is envisaged that in the future this situation may change. 

The student population 

18.6% of all students (includes international students) at Cardiff University are from black and minority ethnic groups. (3.9% ethnicity unknown). This indicates a small rise in percentage on an annual basis compared to the figures for 2006/07, 2005/06, 2004/05 and 2003/04 that were 17.8%, 16.3%, 15.2% and 14.5% respectively.  Data for 2007/08 indicated that the highest represented ethnic origins (other than the ‘white’ groups) were Indian and Chinese. The percentage for postgraduate BME students (2007/08) is significantly higher than undergraduates at 25.8% and 13% respectively. 

A high percentage of BME students are concentrated in the science/health related professional vocational courses with the percentage of the undergraduate students being the highest in the following schools: The School of Optometry and Vision Services: 37%, Dental School: 25.7%, School of Medicine: 18.8%, School of Pharmacy 33.3%. The post graduate figures show similar percentages: The School of Optometry and Vision Services: 20.5%, Dental School: 30%, School of Medicine: 27.4%, School of Pharmacy: 37.5%. 
All Students Data

	
	2007/8
	%
	2006/7
	%
	2005/6
	%
	2004/5
	%
	2003/4
	%

	White
	18,694
	77.5
	18,292
	77.5
	17,953
	79.2
	17,894
	79.4
	16,899
	79.3

	Black & Minority Ethnic 
	4,481
	18.6
	4,211
	17.8
	3,704
	16.3
	3,435
	15.2
	3,095
	14.5

	Not Known
	946
	3.9
	1,113
	4.7
	1,025
	4.5
	1,208
	5.4
	1,314
	6.2

	Total
	24,121
	100.0
	23,616
	100.0
	22,682
	100.0
	22,537
	100.0
	21,308
	100.0


Undergraduate Student Data 

	 
	2007/8
	%
	2006/7
	%
	2005/6
	%
	2004/5
	%
	2003/4
	%

	White
	14,552
	84.1
	14,543
	84.2
	14,431
	85.2
	14,591 
	85.8
	13,803
	86.3

	Black & Minority Ethnic 
	2,244
	13.0
	2,129
	12.3
	1,951
	11.5
	1,868
	11.0
	1,700
	10.6

	Not Known
	510
	2.9
	608
	3.5
	553
	3.3
	549
	3.2
	483
	3.0

	Total
	17,306
	100.0
	17,280
	100.0
	16,935
	100.0
	17,008
	100.0
	15,986
	100.0


Postgraduate Data

	 
	2007/8
	%
	2006/7
	%
	2005/6
	%
	2004/5
	%
	2003/4
	%

	White 
	958   
	 65.9
	980
	65.8
	917
	66.6
	893
	67.2
	855
	68.2

	Black & Minority Ethnic 
	    377
	25.9
	385
	25.8
	317
	23.0
	318
	23.9
	305
	24.3

	Not Known
	    119
	8.2
	125
	8.4
	142
	10.3
	118
	8.9
	94
	7.5

	Total
	1,490
	100.0
	1,506
	100.0
	1,376
	100.0
	1,329
	100.0
	1,254
	100.0


Breakdown of information - BME groups 

	 
	2007/8
	%
	2006/7
	%
	2005/6
	%
	2004/5
	%
	2003/4
	%

	Arab
	-
	-
	28
	0.7
	94
	2.5
	82
	2.4
	30
	1.0

	Asian - Bangladeshi
	93
	2.1
	103
	2.4
	66
	1.8
	54
	1.6
	43
	1.4

	Asian - Chinese
	1,218
	27.2
	1,135
	27.0
	1,014
	27.4
	931
	27.1
	757
	24.5

	Asian - Indian
	1,053
	23.5
	965
	22.9
	873
	23.6
	810
	23.6
	767
	24.8

	Asian - Pakistani
	292
	6.5
	287
	6.8
	234
	6.3
	210
	6.1
	203
	6.6

	Black or Black British - African
	316
	7.1
	278
	6.6
	249
	6.7
	247
	7.2
	248
	8.0

	Black or Black British - Caribbean
	76
	1.7
	57
	1.4
	45
	1.2
	47
	1.4
	45
	1.5

	Mixed Background - Other
	207
	4.6
	177
	4.2
	147
	4.0
	117
	3.4
	89
	2.9

	Mixed background - White and Asian
	170
	3.8
	158
	3.8
	139
	3.8
	133
	3.9
	111
	3.6

	Mixed background - White and Black African
	60
	1.3
	53
	1.3
	37
	1.0
	36
	1.0
	40
	1.3

	Mixed background - White and Black Carribean
	45
	1.0
	43
	1.0
	32
	0.9
	41
	1.2
	20
	0.6

	Other Asian Background
	648
	14.5
	608
	14.4
	515
	13.9
	503
	14.6
	500
	16.2

	Other Black Background
	47
	1.0
	51
	1.2
	58
	1.6
	47
	1.4
	45
	1.5

	Other Ethnic Background
	256
	5.7
	268
	6.4
	201
	5.4
	177
	5.2
	197
	6.4

	Total
	4,481
	100.0
	4,211
	100.0
	3,704
	100.0
	3,435
	100.0
	3,095
	100.0


Breakdown of Undergraduate information - White groups 

	
	2007/8
	%
	2006/7
	%
	2005/6
	%
	2004/5
	%
	2003/4
	%

	Irish
	18
	0.1
	160
	0.9
	196
	1.1
	248
	1.4
	184
	1.1

	Other White Background
	49
	0.3
	957
	5.2
	976
	5.4
	1,068
	6.0
	1,003
	5.9

	White
	18,554
	99.3
	16,705
	91.3
	16,468
	91.7
	16,249
	90.8
	15,688
	92.8

	White Scottish
	7
	0.0
	45
	0.2
	9
	0.1
	7
	0.0
	2
	0.0

	White Welsh
	66
	0.4
	425
	2.3
	304
	1.7
	322
	1.8
	22
	0.1

	Total
	18,694
	100.0
	18,292
	100.0
	17,953
	100.0
	17,894
	100.0
	16,899
	100.0


Applications & admissions 2007/08

Monitoring data indicated that 7.08% of home students who enrolled with Cardiff University in the academic year of 2007/08 were from BME backgrounds (2.43% ethnicity unknown). This is similar to figures for the previous year (7.2%). A high percentage of these enrolments were concentrated in the science/health related professional vocational courses (The School of Optometry and Vision Services: 25.96%, Dental School: 23.48%, School of Medicine: 13.53%, School of Pharmacy: 23.07%). 

	ETHNICITY SUMMARY                                                                                                      (FTE, joint courses split across Schools)
Data for 2007/08 Enrolments of Home Undergraduate Students Only 
	 
	 

	 
	 
	 
	 
	 
	 
	 
	 
	 

	 
	Ethnic Minority
	Percentage
	Not Known
	Percentage
	White
	Percentage
	Total
	Dept as % of Total

	ARCHI
	22.50
	8.33 %
	11.00
	4.07 %
	236.50
	87.59 %
	270.00
	1.56 %

	BIOSI
	76.00
	7.36 %
	22.00
	2.13 %
	934.00
	90.50 %
	1032.00
	5.97 %

	CARBS
	137.00
	9.27 %
	22.50
	1.52 %
	1319.00
	89.21 %
	1478.50
	8.55 %

	CARDF
	-
	-
	2.50
	35.71 %
	4.50
	64.29 %
	7.00
	0.04 %

	CHEMY
	23.00
	7.14 %
	7.00
	2.17 %
	292.00
	90.68 %
	322.00
	1.86 %

	CLAWS
	41.50
	6.76 %
	5.00
	0.81 %
	567.25
	92.42 %
	613.75
	3.55 %

	COMSC
	34.25
	8.05 %
	15.00
	3.53 %
	376.00
	88.42 %
	425.25
	2.46 %

	CPLAN
	7.00
	2.68 %
	4.00
	1.53 %
	250.00
	95.79 %
	261.00
	1.51 %

	DENTL
	83.00
	23.48 %
	8.00
	2.26 %
	262.50
	74.26 %
	353.50
	2.04 %

	EARTH
	5.00
	1.03 %
	10.50
	2.16 %
	469.50
	96.80 %
	485.00
	2.81 %

	ENCAP
	46.00
	3.82 %
	38.75
	3.22 %
	1118.00
	92.95 %
	1202.75
	6.96 %

	ENGIN
	77.75
	8.17 %
	20.00
	2.10 %
	853.50
	89.72 %
	951.25
	5.50 %

	(continued…)
	Ethnic Minority
	Percentage
	Not Known
	Percentage
	White
	Percentage
	Total
	Dept as % of Total

	EUROS
	33.00
	4.07 %
	23.75
	2.93 %
	753.25
	92.99 %
	810.00
	4.69 %

	HISAR
	19.00
	2.88 %
	18.50
	2.81 %
	621.75
	94.31 %
	659.25
	3.81 %

	JOMEC
	16.00
	4.37 %
	4.50
	1.23 %
	345.50
	94.40 %
	366.00
	2.12 %

	MATHS
	27.00
	5.98 %
	10.00
	2.21 %
	414.75
	91.81 %
	451.75
	2.61 %

	MEDIC
	203.00
	13.53 %
	36.00
	2.40 %
	1261.50
	84.07 %
	1500.50
	8.68 %

	MUSIC
	9.00
	4.24 %
	3.50
	1.65 %
	200.00
	94.12 %
	212.50
	1.23 %

	OPTOM
	54.00
	25.96 %
	2.00
	0.96 %
	152.00
	73.08 %
	208.00
	1.20 %

	PHRMY
	85.00
	23.07 %
	6.00
	1.63 %
	277.50
	75.31 %
	368.50
	2.13 %

	PHYSX
	17.00
	6.20 %
	13.50
	4.92 %
	243.75
	88.88 %
	274.25
	1.59 %

	PSYCH
	27.00
	4.11 %
	9.00
	1.37 %
	620.75
	94.52 %
	656.75
	3.80 %

	RELIG
	9.50
	3.70 %
	13.00
	5.06 %
	234.25
	91.24 %
	256.75
	1.49 %

	SOCSI
	55.50
	6.80 %
	7.00
	0.86 %
	753.50
	92.34 %
	816.00
	4.72 %

	SOHCS
	32.00
	4.25 %
	14.50
	1.93 %
	706.50
	93.82 %
	753.00
	4.36 %

	SONMS
	83.50
	3.40 %
	86.50
	3.52 %
	2288.50
	93.09 %
	2458.50
	14.22 %

	WELSH
	0.50
	0.53 %
	6.00
	6.33 %
	88.25
	93.14 %
	94.75
	0.55 %

	Total
	1224.00
	7.08 %
	420.00
	2.43 %
	15644.50
	90.49 %
	
	 


Applications and admissions overview 2005/06 and 2006/07

Monitoring data collected for 2005/06 and 06/07 on applications from home students indicates that Cardiff University receives an average of 10.9% applications from BME groups per year. This number has stayed much the same over the two years. The data for 2006/07 indicated that the majority of schools received applications from people from BME backgrounds ranging from 5% to 12%. Exceptions included OPTOM (58.0%), PHRMY (39.2%)  DENTL (38.8%), and MEDIC (19.2%).  Monitoring data also indicates that the success rate for BME applicants drop slightly at each stage of the admissions procedure, however, this may be explained by a number of relevant factors and further analysis of this information is required to identify any specific issues. 

Applications & Admissions overview 2006/07

	
	Applications
	Offers
	Accepted
	Definites 
	Enrolments 

	All BME groups
	10.9%
	8.6%
	8%
	6.8%
	7.2%

	All White groups 
	81.2%
	87.6%
	88.9%
	90.5%
	90.7%

	Other ethnicity
	0.7%
	0.4%
	0.4%
	0.4%
	0.3%

	Ethnicity Unknown
	7.9%
	3.9%
	3.3%
	2.8%
	2.3%


Applications & Admissions overview 2005/06

	
	Applications
	Offers
	Accepted
	Definites 
	Enrolments 

	All BME groups
	10.9%
	8.6%
	7.5%
	6.3%
	6.4%

	All White groups 
	82.3%
	87.7%
	90%
	91.7%
	92%

	Other ethnicity
	0.6%
	0.4%
	0.3%
	0.3%
	0.3%

	Ethnicity Unknown
	6.9%
	3.8%
	2.7%
	2.2%
	1.8%


Appendix 3 - Key Functions relevant to the Race Equality Duty 
The University has identified the following key areas which qualify as race equality relevant:

Staff Related:

· staff recruitment, selection and promotion

· career development

· teaching and learning

· retention

· remuneration

· training 

· discipline, grievance and dismissal

Student Related:

· student recruitment, admission and retention

· curriculum design 

· student career planning, academic progression and achievement

· student assessment

· students complaints procedure, appeals, discipline and unfair practice

· student support services

· community links

· stakeholders

· public relations

· teaching and learning

· partnerships, collaborations and contractual agreements.

· residences and catering

Governance and Management: 

· strategic planning

· public relations

· community links

· stakeholders

· procurement

· partnerships, collaborations and contractual agreements

� See appendix 1 for definitions. 


� ‘Ethnicity, Muslims and higher education in Britain’ Modood, (2006)


� Monitoring data for 2007/08. This figure does not distinguish between home and international students. 





� The Equality Challenge Unit, Ethnicity, Gender and Degree Attainment Project


� Staff management information COMPEL data for September 2007 


� The Equality Challenge Unit, Ethnicity, Gender and Degree Attainment Project





� Definition found in the Equalities Review Report - Fairness and Freedom: The Final Report of the Equalities Review 





� Please note that the groups currently included by regulatory bodies e.g. HESA, HEFCW/HEFCE  in the BME definition does not currently include any of the white categories therefore when the University talks about BME groups in monitoring data this will not include figures for white minority groups unless otherwise stated to ensure effective comparisons and benchmarking can be carried out. 
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