TACKLING UNDER-REPRESENTATION: A CHECKLIST OF OPTIONS

ACTION PLAN TIPS AND STRATEGIES

TARGETED ADVERTISING
	Where minority ethnic groups are under-represented in the local population, target governor and staff recruitment initiatives in towns or cities with more sizeable communities
	

	Include a standard statement in all College advertisements welcoming applications from ethnic minorities and other under-represented groups
	

	Target recruitment materials at universities, Colleges and private training providers with significant numbers of Black and other minority students
	

	Send staff into local schools, universities or those in nearby cities to talk about the work of the College and provide careers information on the full range of College employment opportunities
	

	Advertise vacant posts in the local press and through local voluntary agencies, advice and guidance agencies, Adult & Community Learning networks and other local providers
	

	Use Community Liaison Officers, Outreach workers and others with a similar remit to circulate information
	

	Try using alternative media most likely to attract ethnic minority applicants – for example, local radio stations that target minority audiences, Community
	

	Information websites, Cable TV and the internet
	

	Promote the College as a potential employer in communications with ethnic minority groups and organisations using targeted literature, posters in local community venues and recruitment stalls at local careers events
	

	Consider other ways of reaching Black and other minorities such as targeted open evenings, careers or ‘taster’ events
	

	Use inductions, tutorials, student newsletters or other appropriate contexts to encourage students to consider FE as a potential career option
	

	Use staff newsletters and professional networks

	


RECRUITMENT
	Make active use of monitored data to inform planning and set recruitment targets
	

	Make tackling under-representation and/or awareness of diversity an explicit requirement when negotiating external contracts
	

	Consult with existing Black and ethnic minority staff about ways of targeting ads and improving the recruitment and selection process
	

	Include positive messages about diversity in College mission statement, recruitment packs and other promotional literature
	

	Produce recruitment material that includes welcoming messages in relevant community languages to give a positive message to potential applicants Encourage existing Black and ethnic minority staff to apply, particularly part-timers, staff on fractional appointments, contracted staff and support staff who have expressed an interest in progression
	

	Actively encourage former students from minority groups to consider applying for full-time vacancies
	

	Offer pre and post-entry training opportunities in work or specialist vocational areas where Black and other ethnic minority staff are underrepresented, using the Standards Fund or TPI (Teachers’ Pay Initiative) where appropriate
	

	Use Section 5(2d) of the RRA to specify language or cultural requirements in  job descriptions and advertisements, where appropriate
	

	List publications used for advertising vacancies on the College website
	

	Highlight vacancies and secondments in staff newsletters and on the College intranet
	

	Headhunt Black people with particular skills or qualities and encourage them to apply
	


RECRUITING TO SENIOR POSTS
	Provide governor training to raise awareness of their role in tackling Underrepresentation in 1st, 2nd and 3rd tier management posts
	

	Develop and maintain active links with Black professional networks, using them to circulate information about management vacancies
	

	Include the College’s commitment to tackling under-representation and promoting Race Equality when specifying the College’s requirements to professional recruitment agencies
	

	Review job requirements and relocation policies to ensure that they do not actively discourage or discriminate against ethnic minority candidates
	

	Consider alternative incentives or options for Black candidates who may be reluctant to relocate families and children to predominantly White locations
	

	Use the appraisal process to encourage potential managers to take up relevant management training opportunities, using Standards Fund where appropriate
	

	NOTES:




The counter-arguments

The reasons for under-representation are complex. Although individual managers may be fully committed to tackling under-representation, institutional complacency still exists. 
The jargon used in recruitment literature and the wording of advertisements may unwittingly exclude people, especially where potential candidates have past experience of Colleges as unwelcoming or isolating. These barriers can be tackled if there is sufficient will to do so. However, the barriers posed by managers themselves may be harder to counter. Some may argue that nothing they or the College does can change things. Others may have found that, despite their best efforts, Black applicants have proved difficult to attract, particularly into teaching and managerial posts. The cost of advertising in ethnic minority newspapers is quoted as an added disincentive where response rates may not justify the outlay. 
Others argue that ethnic minorities are not attracted to jobs or salaries in FE, aren’t sufficiently qualified or are more likely to be interested in support roles. In institutions where local demography or low staff turnover is an issue, these counter-arguments often provide the excuse for doing nothing. Yet Colleges and other organisations with similar concerns have found some innovative ways around them

Promoting positive action

Positive action strategies such as LSIS’S Introduction to Leadership and First Steps to Leadership programme, other staff mentoring schemes and moves to train and recruit more Black managers, lecturers and support staff are beginning to make an impact on the sector, albeit slowly. Yet Black staff often find they have to defend their entitlement to take part in such initiatives to colleagues or line managers. 
This ‘backlash’ can be avoided if managers are sensitive to levels of awareness amongst their staff, and give clear, unambiguous messages about the need and rationale for Positive Action. Their messages can be backed by quotes from the College’s Race & Equalities policy, statistical evidence, success stories or other forms of internal marketing. 
External trainers can be given the information and encouraged to make use of it in their training. It can also be used by mentors and line managers. The aim is to promote awareness of the important difference between Positive Action, which is legal and positive discrimination, which is not.

Strategies for improving representation  -  Two case studies
Outcomes of a recruitment & selection review
‘The College has carried out a review of the advertising media it uses for  vacancies. Vacancies are now routinely sent to a variety of Black community groups in the city. Our Equal Opportunities statement has been revised and is now included in all external advertisements, welcoming candidates from all sections of the community. Revised recruitment monitoring data is being collected, to enable the College to analyse recruitment by ethnicity, gender and disability. All job descriptions for posts with a line management responsibility include responsibility for Equal Opportunities. The person specification pro-forma has been revised to include a category asking for an understanding and awareness of equal opportunities issues and guidance has been issued to managers on reviewing the person specification more carefully each time they recruit for a vacancy. All job applicants now receive a guidance document drawing their attention to the significance of certain parts of the application form and encouraging them to complete it fully. A core of Black workers will be trained within an overall recruitment and selection training programme in order to achieve more balance in representation on interview panels’.

Targeting funding

‘The College managed to increase the number of Black staff considerably over the years, appointing two Black senior management team members (out of nine members altogether), along with four Black heads of department. These changes were driven by specific initiatives, including a specially funded project working with Black communities. There was an opportunity for the College to access ‘growth funding’ for new initiatives in the community. This enabled the College to establish new centres in the heart of the community and classes were run in public and religious buildings, closer to people’s homes. Teaching staff were employed under a direct contract and the number of Black staff went up during this period’.
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