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1.0 Introduction and Overview of Progress 2015/16 
 

1.1 Throughout the 2015/16 academic year the Diversity Group and other members of staff 

and students continued to arrange events, activities and initiatives to promote and raise 

awareness of themes related to equality, diversity and inclusion (EDI).  Having achieved 

the prestigious Leaders in Diversity award in December 2014, we continued to work on 

our action plan, with particular emphasis on extending partnership working with external 

organisations, as well as increasing student representation and involvement in our EDI 

work.   

 

Throughout the year the various events and initiatives implemented reinforced the 

College’s proactive approach to promoting equality, diversity and inclusion, and raising 

awareness of wider issues such as those related to mental health and wellbeing, gender 

and gender identity, and sexual orientation.  Events included charity fundraising, our 

inaugural ‘Rainbow Run’ and ‘Love has no Labels’ events to raise awareness of LGBT 

History Month, and our third Diversity in Music event, which provided an opportunity for 

our own students to showcase their talents in a range of musical genres. 

 

We retained the ‘Positive about Disabled People’ (two ticks) award, for our commitment 

to ensuring candidates with a disability who meet the essential criteria for a role are 

guaranteed an interview.  Going forward, this award has migrated to a new ‘Disability 

Confident’ award.  The government has made a commitment to halve the employment 

gap for disabled people and to achieve this ambition the Department for Work and 

Pensions is working closely with disabled people, disability organisations and other key 

stakeholders. Together, they have developed a new Disability Confident scheme, that 

builds on the best practices of the ‘two ticks’ model, whilst providing online, practical advice 

and guidance that helps employers to attract, recruit and retain disabled talent in a modern 

day setting. 

  

The new Disability Confident scheme consists of a three-level business model; we have 

migrated to the new scheme at Level Two, which means we are a Disability Confident 

Employer.  Over the next year we will be working to achieve Level Three, which is that of 

Disability Confident Leader.  
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We have continued to review our promotional literature with the aim of making information 

about equality and diversity accessible and user friendly, and in the autumn term we 

published an equality and diversity guide for students.  We have also further developed 

the equality and diversity section of the College’s website.  Angela Dalgleish, one of our 

Diversity Champions has worked closely with the Equality and Diversity Manager and the 

Marketing Team to update the EDI pocket guide for staff and to develop an EDI pocket 

guide for Governors, both of which will be ready for distribution within the autumn term of 

the 2016/17 academic year. 

 

Further detail of the highlights of the year will be provided in this report.  The report also 

aims to provide an analysis of relevant staff and student data, and information regarding 

how our equality and diversity vision will continue to evolve.   

 

2.0 Equality and Diversity and the Organisational Structure 

 
2.1 The remit of the College’s Diversity Group has consistently been to lead and manage the 

promotion of equality, diversity and inclusion, through a range of events, initiatives and 

awards.  Members of the group also have specific responsibilities to ensure the College 

operates in a fair, equitable and legally compliant manner. 

 

As in previous years, there has been some turnover in the Diversity Group.  While there 

is no desire to lose passion and expertise from the team, when individuals decide to move 

on from the group this presents an opportunity for the team to evolve and for new ideas to 

be taken forward.  In June/July 2016 we were in the extremely fortunate position of 

receiving 11 letters of application to join the Diversity Group and we were able to appoint 

three people, to replace those who have now left the group.  The level of interest from staff 

wanting to join the group was unprecedented but also a reflection of how much progress 

has been made in relation to the profile of the group. 

 

 

 

 

 

 



 5 
 

Current staff representation in the Diversity Group, as at October 2016, is reflected in the 

photograph below. 
 

Figure 1 – The Diversity Group 

 

Back Row, left to right: Angela Dalgleish, Matthew Burton, Gary Eastwood, Drew Norbury, Zoe Shackleton 

Front Row, left to right: Alicia Holdsworth, Erika Montgomery, Jessica Law, Emma Fisher, Anna Butterfield 

Not pictured: Jo Caton 

 

Student representation within the Diversity Group throughout 2015/16 also grew 

exponentially, from two Student Diversity Champions at the beginning of the year to over 

20 by the end of the year.  We have received over 40 expressions of interest from students 

wishing to become Student Diversity Champions for the 2016/17 academic year. The 

Student Diversity Champions have been a great asset to the group, helping to organise 

and run a number of events and taking on other roles according to their individual skills 

and interests, for example, as journalists, videographers and photographers to capture 

and showcase events and activities that we have organised.   
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3.0 The Legal Context 
 

3.1 On 1st October 2010 the main provisions of the Equality Act 2010 became law.  The 

Equality Act combines many separate pieces of legislation into one single Act, 

consolidating and extending anti-discrimination law. The aim of the Act was and is to 

simplify and strengthen the law, and remove inconsistencies.   

 

3.2 The General Equality Duty 

As a public sector body we have particular responsibilities under the Equality Act 2010.  

The public sector equality duty consists of a general equality duty, which is set out in 

section 149 of the Equality Act 2010 itself, and specific duties which are imposed by 

secondary legislation. The general equality duty came into force on 5 April 2011. 

 

The broad purpose of the equality duty is to integrate consideration of equality and good 

relations into the day-to-day business of public authorities.  The general equality duty 

therefore requires organisations to consider how they could positively contribute to the 

advancement of equality and good relations. It requires equality considerations to be 

reflected into the design of policies and the delivery of services, including internal policies, 

and for these issues to be kept under review.   

 

Compliance with the general equality duty is a legal obligation, but is also intrinsic to the 

College’s mission and values. It is our aim that in providing services to meet the diverse 

needs of our community we should be able to deliver our core business more efficiently.  

 

3.3 Amendments to Equality Legislation 
Since the Equality Act 2010 became law, there have been some amendments to the 

original Act.  Below is an overview of the amendments to the Equality Act since the last 

Equality and Diversity Annual Summary report was published. 
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Caste Discrimination 
Caste discrimination is not currently expressly prohibited under UK equality legislation, 

although section 9 of the Equality Act 2010, as amended, requires the Government to 

introduce secondary legislation to make caste an aspect of race, thereby making caste 

discrimination a form of race discrimination (section 9 is the part of the Act that defines 

‘race’ for the purposes of prohibiting race discrimination).  In 2014 the Government 

indicated that this legislation would be introduced to Parliament during the summer of 

2015.  Further updates were anticipated in 2015/2016 and have not yet materialised. 
 

Gender Pay Gap Reporting 
The gender pay gap is the average difference between men and women’s aggregate 

hourly pay.  This gap is due to a number of reasons, such as differences in job and 

industry, differences in the types of jobs carried out by men and women and differences 

in the length of the working week. 

 

Subject to the approval of Parliament, the Gender Pay Gap Reporting Regulations 
are likely to come into force in December 2016.  The regulations will require employers 

to calculate gender pay gaps using data from a specific pay period, expected to be 30th 

April, commencing from 2017.  Employers will have up to 12 months to choose when they 

publish this information.  

 

Key Points 

• The gender pay gap is not the same as equal pay or pay discrimination. 

• The Equality Act 2010 requires all employers who employ 250 or more to 

calculate the hourly pay for women in comparison to the hourly rate for men. 

• Employers are required to publish the figures on the organisation’s website and 

submit evidence of compliance annually to the Government. 

 

The Equality Act 2010 requires employers to report on gender pay gap to help greater 

transparency and fairness between the genders. This can also help with an organisation’s 

reputation with both existing and potential employees. 
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The gender pay gap differs from equal pay as it is concerned with the differences in the 

average pay between men and women over a period of time and irrespective of their role.  

Equal pay addresses the pay differences between men and women who carry out the 

same or similar jobs. Organisations that have a higher level of men in senior jobs and 

women in junior roles are more likely to have a gender pay gap.  

 

4.0 National Centre for Diversity Grand Awards January 2016 and Leaders in Diversity 
 

4.1 Following on from achieving the Leaders in Diversity award in December 2014, in 

December 2015 we received news from the National Centre for Diversity that we had been 

nominated for three awards in the first NCFD Grand Awards.  We were nominated in the 

following categories: 

 

  Principal of the Year   Angela Williams 
  Chief Executive of the Year  Angela Williams 
  EDI Lead of the Year   Zoe Shackleton 
 

 Angela and Zoe attended the awards ceremony at the Birmingham ICC on 20th January 

2016, at which Angela also delivered an inspirational speech about her own commitment 

to EDI, at the request of Solat Choudhary, Chief Executive of the National Centre for 

Diversity. 

 

 While we did not win the awards it was an honour to be nominated and to be recognised 

for our ongoing commitment to EDI. 
 

Figure 2 – Angela and Zoe at the NCFD Grand Awards 

 



 9 
 

 Following the event, Angela also received many well-deserved comments regarding her 

speech, including this one sent by email from Panna Asher, Equality and Diversity Projects 

Coordinator, National Centre for Diversity. 

 

Hi Angela 
 
I hope you are well. 
 
Thank you very much for attending our event last night.  I hope you enjoyed the evening 
and didn’t find the speech too nerve racking. It certainly didn’t show! 
 

I wanted to send you a personal email 
about your speech. I found it so inspiring. 
 
I completely believe that education can 
change your life and open so many 
opportunities for an individual. I also come 
from a working class background and in 
my home there was no high value on 
education for girls so I started working at 
aged 16.  I also spent the first two years of 
school in remedial classes as growing up 
English wasn’t my first language as my 
parents immigrated to this country and 
English wasn’t spoken at home. By the 
time I started school I was already ‘behind’ 
compared to the other children. Last year I 
graduated with a BA in Language and 
Related Studies (in Spanish) from Leeds 
Beckett University. I spent 10 years at 
night school studying towards this whilst 
working full time. 
 
I graduated one day before my 43rd 
birthday and I can honestly say it was a 
proudest day of my life. 

 
Your story was so inspiring and reinforced how important education is. 
 
Congratulations again to your achievements and career. I’m really glad to have met you. 
 
Take care.  
 
Panna 
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We are now actively working towards the Leaders in Diversity reassessment, which will 

take place in December 2016.  We have continued to work hard on developing external 

partnerships, which is a fundamental aspect of being a Leader in Diversity, and have 

worked with a range of external organisations to support them with their own work on 

themes such as EDI and more recently, PREVENT. 

 
5.0    Workplace Wellbeing Charter Standard Framework 

 
5.1 Early in the 2015/16 academic year the College’s Wellbeing Group took the lead on 

working towards the fulfilling the eight standards set out in the Workplace Wellbeing 

Charter Standard Framework. 

 

 The Wellbeing Group consists of a group of staff volunteers, led by Zoe Shackleton, and 

each member of the group took responsibility for working on one or more aspect of the 

framework in accordance with their own interests. 

 

 The eight standards are: Leadership; Absence Management; Health and Safety; Mental 

Health; Smoking and Tobacco; Physical Activity; Health Eating, and Alcohol and 

Substance Misuse. 

 

 Within each of the eight standards it was possible to receive one of three levels of 

accreditation, those being the ‘Commitment Award’, ‘Achievement Award’ and ‘Excellence 

Award’. 

 

 The initial assessment took place in January 2016 and we received highly positive 

feedback and advice on additional evidence we needed to present.  The final assessment 

took place on 9th February 2016 and consisted of interviews with staff who were selected 

at random by the assessor, and a final review of our evidence portfolio.  Following this 

final review we were delighted to be informed that we had received the ‘Excellence Award’ 

for five of the standards and the ‘Achievement Award’ for three of the standards. 

 

 Below is an extract from the final report. 
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Many strengths and areas of good practice arose during the course of this accreditation. 

It was clear that the organisation had fully integrated policies and procedures and that 

these had been cascaded to all employees; indeed evidence showed that employees 

are engaged at the start of employment about the ethos of the organisation and the 

support that is available.  

 

All those interviewed expressed how much they appreciate their job and role. They all 

spoke highly of their line management and how well supported they are; but more 

importantly, how appreciated they felt. This indicates that Huddersfield New College 

values their employees and understands that the employees are the biggest asset of 

the organisation. In order to support the employees, Huddersfield New College offers 

a generous benefits package; aimed at alleviating the burden of stress on employees.   

 

Absence management procedures are in place and from the interviews; it was indicated 

that their experiences with absence has been a supportive one. The appropriate 

procedures are used and all employees are aware of what is expected of them. The 

attitude of all employees needs to be commended.  Their appreciation of the support 

given to them by the organisation is evident and the support shown by managers to 

encourage this; shows their commitment to ensure Huddersfield New College remains 

a success.  

 

As we have detailed previously, gaining the Workplace Wellbeing Charter 

demonstrates how well you treat and support your staff. The evidence you provided 

and the interviews that were held; all provided assurance that Huddersfield New 

College is an employer of choice, that is totally committed to investing in employees in 

order to ensure that Huddersfield New College remains a successful and happy place 

of work.  

Assessor Signature: G Maxwell-Barrett Date: 11th February 2016 
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 We have continued to take forward initiatives to support staff wellbeing and to work in 

partnership with external organisations.  Further to our assessment against the Workplace 

Wellbeing Charter Standards we were asked to become co-chairs of the Wellbeing 

Managers Forum, which is a group of leaders and managers in a wide range of 

organisations, who are committed to supporting and developing best practice in terms of 

employee health and wellbeing initiatives.  We hosted a Wellbeing Managers meeting at 

the College on 2nd March 2016. 

 

Figure 3 – Presentation of the Workplace Wellbeing Charter Standard Award to 
Huddersfield New College 

 
Left to right: Peter Kennedy (Deputy Principal), Zoe Shackleton (Assistant Principal), 

Maria Dean (Director of CPD), Gillian Maxwell-Barrett (Better Health at Work Manager) 
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6.0 OfSTED Inspection April 2016 
 

6.1 In April 2016 we received notification of a four-day OfSTED Inspection.  This took place 

from 12th – 15th April 2016 inclusive. 

 

 The inspection provided many opportunities to showcase our outstanding College and the 

final judgement of ‘outstanding’ reflects many years of hard work and dedication to being 

the best we can be and to providing consistently high quality education to young people. 

 

 Huddersfield New College became the: 

 

• First Sixth Form College to be judged Outstanding under the new OfSTED Inspection 

framework 

• First Sixth Form College to be judged Outstanding for the Personal Development, 

Behaviour and Welfare of students 

• First College nationally to be judged as having ‘no significant weaknesses’ 

 

 With regard to equality, diversity and inclusion, this was assessed in the context of 

Leadership and Management.  Below are extracts from the final OfSTED report that reflect 

the College’s commitment to EDI. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

The promotion of equality of opportunity and 
understanding of diversity are exemplary; learners 
celebrate and welcome their differences and feel 

extremely comfortable at college. They appreciate a 
culture in which they are valued for who they are. For 
example, gender-neutral toilets exist throughout the 
college. Because leaders have developed a highly 

inclusive college ethos, learners exemplify the very 
best of British values. 
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Equality of opportunity is central to the College’s 
mission.  Learners are valued for who they are and 
this in turn results in a respectful and harmonious 

learner community, in which all members accept each 
other’s differences. 

A central and highly successful feature of the College 
ethos is that all learners, irrespective of background or 

barriers to learning, should have the very best 
opportunities to achieve and develop into confident 

young adults.  Strategies to promote personal 
development are exemplary and the impact on 

learners’ development is hugely beneficial. 

Within the College different groups of learners accept 
each other’s differences and learn to co-exist 

harmoniously.  Events such as Black History Month, 
Lesbian, Gay, Bisexual and Transgender (LGBT) 

activities and anti-bullying week promote 
understanding effectively. 

Learners develop into confident, articulate, respectful 
young adults who are very well prepared for their next 

steps. 
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Figure 4 – Celebration of OfSTED ‘Outstanding’ 

 
7.0   Fundraising and Events 

 
7.1    This section details events and achievements throughout the 2014/15 academic year, to 

highlight the variety of ways in which our commitment to equality, diversity and inclusion 

is manifested. 

 

7.2    MacMillan Coffee Morning 
The College’s Student Support Manager – Student Health and Wellbeing, organised the 

MacMillan Coffee Morning, which was held in the main college dining room.  Members of 

the Diversity Group also helped to set up and supported this event.  Staff made or donated 

cakes/buns and Taylor Shaw, the College’s onsite catering company, kindly donated 

tea/coffee.  This is an annual fundraising event at the College are we are committed to 

continuing to support this worthwhile cause.  We raised over £120 for the charity. 
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MacMillan Coffee Morning September 2015 

 

7.3 NC/DC Halloween Party 
In October 2015 the College’s NC/DC Coordinator arranged a Halloween party for the 

group members.  NC/DC is a group for students who may experience difficulties with social 

interaction and is a valuable form of support for some of our most vulnerable students.  

Throughout the year NC/DC members raised £40 to fund their social activities. 

 
NC/DC Halloween Party 
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7.4 National Anti-Bullying Week 2015 
The College held its third ‘tree of kindness’ event to promote National Anti-Bullying week.   

Through our event we encouraged our students to think about expressing messages of 

kindness in the knowledge that these would be displayed on our tree.  The message below 

epitomises how our students embrace the College’s approach to equality of opportunity 

and valuing differences. 

 
The Tree of Kindness 

 

We also collaborated with the College’s NC/DC members to raise monies for NC/DC social 

activities and the Diana Award Anti-Bullying Campaign.  We raised £40 for the Diana 

Award charity. 

 

7.5 Children in Need 
The Early Years team took the lead on raising money for Children in need through a cake 

and bun sale.  We had the privilege of being visited by not one but four Pudsey bears! 

  

 
Children in Need 2015 
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7.6 Diversity in Religion and Belief 
In December 2015 we held our second event to celebrate diversity in faith and belief.  The 

event was held in the foyer to the College and attracted significant interest and 

participation from our students, as well as promoting healthy and insightful debate about 

different aspects of faith/belief. 

 

 
Celebrating Diversity in Faith and Belief 

Students and staff were invited to write a kind and/or religious message on our special 

tags, and these were displayed among the brightly coloured baubles, as shown above and 

below. 

 
A Message for the Display 
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7.7 Love Has No Labels 
To mark LGBT History Month, which runs annually throughout the month of February, our 

Diversity Champions Alicia and Emma organised an event in accordance with the national 

‘Love Has No Labels’ campaign.  Staff and students were invited to write messages of 

kindness and love on our special heart-shaped labels, which were subsequently hung on 

the ubiquitous tree of kindness.  We also sold cakes and buns to raise money for the Albert 

Kennedy Trust.  In total we raised £128 for this organisation. 

 

 
Love Has No Labels Event 
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7.8 The Rainbow Run    

On 12th February 2016 we had our very first Rainbow Run, which was also held to mark 

LGBT History Month.  The event was a true celebration of diversity and individuality, and 

included a guest appearance from a celebrity!  Staff and students joined in the fun by 

wearing fancy dress and sporting rainbow face paint. 

 

 
Erika Montgomery, Equality and Diversity Manager, with Ali G and Bat Woman 
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Angela Williams, Principal, with Ali G (aka Peter Kennedy, Deputy Principal) 

 

These photographs reflect how EDI is led by the College’s Senior Leadership Team and 

is embraced by all individuals and teams. 

 

 
The Business Team Dress for the Occasion 

 

 



 22 
 

7.9 Disability Awareness Event 
In April 2016 we welcomed both Guide Dogs and Hearing Dogs to the College.  We also 

had a sensory unit on site, which enabled students and staff to experience what it is 

potentially like to live with a visual impairment.  The dogs and puppies were a hit with 

everyone!  Fundraising took place alongside this event and we were able to make a 

donation of £100 to the Guide Dogs Association, to support funding for training, and a 

separate donation of £100 to the Hearing Dogs Association, again to support training. 

 

 
The Mobile Sensory Unit 

 
The Stars of the Show 
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7.10 Diversity in Music Event 
On 23rd June 2016 we hosted our third Diversity in Music event, to promote World Music 

Day and to showcase the variety of musical styles from which we might gain pleasure.  

The event was organised by Erika Montgomery and Paul Hewitt and provided an 

opportunity for students throughout the College to showcase their musical talents.  We 

also raised a small amount of money (£20) for the Music for the Deaf charity. 

 

 
Paul Hewitt, Course Leader (Music Technology and Music Performance) and 

Master of Ceremonies 
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‘Dirty Gemma’ Performing Original Material 

 
7.11 Equality and Diversity Cultural Showcase / Conscious Youth Project 

Throughout the academic year, Erika worked with a group of students on the Conscious 

Youth Project, in partnership with Serena Johnson, Kirklees Community Engagement 

Officer.  The students met regularly throughout the year to explore their cultural heritage 

and their work culminated in an event at the University of Huddersfield, on 2nd July 2016, 

at which they presented the projects on which they had been working. 

 

Many thanks go to Erika for her hard work in supporting the students throughout the year 

and for giving up her own time to attend the event in July and to support the students at 

this. 

 
Students Representing HNC at the Conscious Youth Presentation 
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8.0   Staff Recruitment and Selection Monitoring Data (2015/16) 
Using recruitment and selection data for the period September 2015 to August 2016 

inclusive, the tables below show the characteristics of those applying for and being 

appointed to a role.   

 

8.1       Applicants’ Gender 
 

Figure 5 
Applicants’ Gender – Three Year Comparison 
 

 
Number of 
Applicants 

2013/14 

% Of Total 
Applications 

2013/14 

Number of 
Applicants 

2014/15 

% Of Total 
Applications 

2014/15 

Number of 
Applicants 

2015/16 

% Of Total 
Applications 

2015/16 

Male 130 39% 282 45% 210 51% 

Female 205 61% 321 51% 194 47% 

Not Known / 
Not Stated 0 - 21 4% 11 2% 

Totals 335 100% 624 100% 415 100% 

 

• Applications for employment were received from 194 women (47%) and 210 men 

(51%).  These statistics reflect a significant increase in the percentage of male 

applicants across a three year period, which is encouraging in terms of the staff 

gender balance.  The number of applicants choosing not to disclose their gender 

has decreased slightly (although in percentage terms, this decrease is not 

considered to be statistically significant).  Of the applicants who were appointed 

(62 in total including casual staff), 30 (48%) are female and 32 (52%) are male.  

The gender of appointed applicants represents a significant change from previous 

years in which the balance of appointed candidates has been weighted towards 

females.  Developments over the past three years are encouraging in terms of 

more equal distribution of gender as an outcome of the College’s recruitment and 

selection processes.  In 2014/15, 55% of those appointed were female and 45% 

were male.   
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Statistically this shows that in 2015/16 the ratio of female to male applicants is 

consistent with the gender ratio of those appointed, and this is a continuing trend. 

 

Figure 6 
Gender of Appointed Applicants – Three Year Comparison 

Gender of Appointed External Applicants 

Gender 
Number and % of 

Appointed External 
Applicants 2013/14 

Number and % of 
Appointed External 
Applicants 2014/15 

Number and % of 
Appointed External 
Applicants 2015/16 

Female 48 (81.0%) 22 (55.0%) 30 (48.0%) 

Male 11 (19.0%) 18 (45.0%) 32 (52.0%) 

Total 59 (100%) 40 (100%) 62 (100%) 

 

• The increase in the number of new appointments (62 in 2015/16 compared to 40 

in 2014/15) is attributed to the following factors: 

 

• Replacement staff as required when others have left the college. 

• An increase in ‘pool staff’ appointments (casual staff) to enhance support to 

our Estates and Examinations teams in times of need and as an alternative to 

using more costly agency staff. 
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8.2 Applicants’ Age 
 
Figure 7  
Applicants’ Age - Three Year Comparison 

 

 Number of 
Applicants 

2013/14 

% Of Total 
Applications 

2013/14 

Number of 
Applicants 

2014/15 

% Of Total 
Applications 

2014/15 

Number of 
Applicants 

2015/16 

% Of Total 
Applications 

2015/16 
Under 25 95 28.4% 163 26.1% 91 21.9% 

25-34 65 19.4% 160 25.6% 152 36.6% 

35-44 60 17.8% 111 17.8% 73 17.6% 

45-54 62 18.5% 107 17.1% 52 12.5% 

55-64 25 7.5% 44 7.1% 31 7.5% 

65+ 3 0.9% 5 0.8% 2 0.5% 

Not known 25 7.5% 34 5.4% 14 3.4% 

Totals 335 100% 624 100% 415 100% 

 

• Figure 7 above shows that in 2015/16 applicants in the 25-34 age category form 

the largest group of all applicants, which is a change from the previous two years 

in which the largest group of applicants were under 25.  We have continued to 

attract a high number of applicants in each age range and the number of applicants 

choosing not to disclose their age has decreased slightly.        

 

• Figure 8 highlights that of the 62 applicants appointed, the majority fall into the 25-

34 category, which is consistent with the overall applicant profile and encouraging 

in terms of balance within the College’s staff age profile.  There is a fairly even 

distribution across all other age categories with the exception of the 65+ age group. 
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Figure 8  
Age of Appointed Applicants – Three Year Comparison 
 

Age Range of Appointed External Applicants 

Age Category 
Number and % of 

Appointed External 
Applicants 2013/14 

Number and % of 
Appointed External 
Applicants 2014/15 

Number and % of 
Appointed External 
Applicants 2015/16 

Under 25 18 (30.5%) 12 (30.0%) 13 (21.0%) 

25-34 13 (22.0%) 8 (20.0%) 20 (32.3%) 

35-44 9 (15.3%) 7 (17.5%) 9 (14.5%) 

45-54 14 (23.7%) 9 (22.5%) 11 (17.7%) 

55-64 5 (8.5%) 4 (10.0%) 8 (12.9%) 

65+ - - 1 (1.6%) 

Total 59 (100%) 40 (100%) 62 (100%) 
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8.3 Applicants’ Disability 
 
 Figure 9  

Applicants’ Disability – Three Year Comparison 
 

 
Number of 
Applicants 

2013/14 

% Of Total 
Applications 

2013/14 

Number of 
Applicants 

2014/15 

% Of Total 
Applications 

2014/15 

Number of 
Applicants 

2015/16 

% Of Total 
Applications 

2015/16 

No 301 89.8% 552 88.5% 336 81.0% 

Yes – 
learning 
difficulty 

3 0.9% 7 1.1% 8 1.9% 

Yes – mental 
ill health 0 0.0% 4 0.6% 2 0.5% 

Yes – 
physical 
impairment 

8 2.4% 19 3.0% 6 1.4% 

Yes – rather 
not say 1 0.3% 4 0.6% 4 1.0% 

Not known 22 6.6% 38 6.1% 59 14.2% 

Total 335 100% 624 100% 415 100% 

 

• Of the 415 applications received, 20 (4.8%) disclosed that they have a disability, which is 

slightly less than the percentage of disabled applicants in 2014/15 (5.4%).  Of those 

applicants who were appointed, two have a disability (learning difficulty) and three have 

declined to disclose.   The number of successful applicants with a disability in the 2015/16 

academic year is consistent with those from the previous two years, although the overall 

percentage of appointed applicants with a disability is lower than in the previous reporting 

periods. 
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Figure 10 
Disability of Appointed Applicants – Three Year Comparison 
 

Disability of Appointed External Applicants 

Disability 
Number and % of 

Appointed 
Applicants’ 2013/14 

Number and % of 
Appointed 

Applicants’ 2014/15 

Number and % of 
Appointed 

Applicants’ 2015/16 

No 55 (93.2%) 34 (85.0%) 57 (92.0%) 

Yes – learning 
difficulty 

1 (1.7%) 0 (0.0%) 2 (3.2%) 

Yes – mental ill 
health 

0 (0.0%) 0 (0.0%) 0 (0.0%) 

Yes – physical 
impairment 

2 (3.4%) 3 (7.5%) 0 (0.0%) 

Yes – rather not say 1 (1.7%) 0 (0.0%) 0 (0.0%0 

Not known / prefer 
not to say 

0 (0.0%) 3 (7.5%) 3 (4.8%) 

Total 59 (100%) 40 (100%) 62 (100%) 
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8.4  Applicants’ Ethnicity 
 

Figure 11  
Applicants’ Ethnicity – Three Year Comparison 
 

 Number of 
Applicants 

2013/14 

% Of Total 
Applications 

2013/14 

Number of 
Applicants 

2014/15 

% Of Total 
Applications 

2014/15 

Number of 
Applicants 

2015/16 

% Of Total 
Applications 

2015/16 
Asian/Asian British – 
any other 3 0.9% 7 1.1% 3 0.7% 

Asian/Asian British – 
Bangladeshi 0 0.0% 9 1.4% 2 0.5% 

Asian/Asian British - 
Indian 6 1.8% 8 1.3% 9 2.2% 

Asian/Asian British - 
Pakistani 19 5.7% 45 7.2% 37 8.9% 

Black/Black British – 
African 10 3.0% 9 1.4% 15 3.6% 

Black/Black British – 
any other 2 0.6% 2 0.3% 4 1.0% 

Black/Black British – 
Caribbean 7 2.1% 16 2.6% 9 2.2% 

Chinese 1 0.3% 3 0.5% 0 0.0% 

Mixed – any other 4 1.2% 4 0.6% 3 0.7% 

Mixed – White and 
Asian 1 0.3% 1 0.2% 3 0.7% 

Mixed – White and 
Black African 0 0.0% 4 0.6% 1 0.2% 

Mixed – White and 
Black Caribbean 5 1.5% 11 1.8% 9 2.2% 

Not known/not 
provided 33 9.8% 60 9.6% 29 7.0% 

Any other 1 0.3% 3 0.5% 4 1.0% 

White – any other 7 2.1% 12 1.9% 11 2.7% 

White – British 222 66.3% 413 66.2% 259 62.4% 

White – Irish 2 0.6% 2 0.3% 5 1.2% 

White – other European 12 3.5% 15 2.4% 12 2.8% 

Total 335 100% 624 100% 415 100% 
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• In 2015/16 applicants’ ethnicity was mixed and covered a wide range of groups.  

Figure 11 shows the numbers of applicants from different ethnic groups across a 

three year period.  The largest pool of applicants has consistently been those 

described as White – British, and 22.9% of applicants were from Black and Minority 

Ethnic groups (which is slightly higher than 2014/15 when 21.5% of applicants 

were from BME groups, and 2013/14 when 19.4% of applicants were from BME 

groups). 
 

• The ethnicity of those appointed is reflected in Figure 12 below. 
 

Figure 12 
Ethnicity of Appointed Applicants – Three Year Comparison 

  

 

Ethnicity of Appointed External Applicants 

Ethnicity 
Number and % of 

Appointed Applicants 
2013/14 

Number and % of 
Appointed Applicants 

2014/15 

Number and % of 
Appointed Applicants 

2015/16 
Asian/Asian British – 
Indian 1 (1.7%) 0 (0.0%) 0 (0.0%) 

Asian/Asian British – 
Pakistani 1 (1.7%) 0 (0.0%) 4 (6.5%) 

Black/Black British – 
African 1 (1.7%) 0 (0.0%) 3 (4.9%) 

Black/Black British – 
any other 1 (1.7%) 0 (0.0%) 1 (1.6%) 

Black/Black British – 
Caribbean 3 (5.1%) 2 (5.0%) 1 (1.6%) 

Not known/not 
provided 4 (6.8%) 0 (0.0%) 0 (0.0%) 

White – any other 1 (1.7%) 0 (0.0%) 1 (1.6%) 

White – British 42 (71.1%) 37 (92.5%) 47 (75.8%) 

White – Irish 1 (1.7%) 0 (0.0%) 1 (1.6%) 

White – other European 4 (6.8%) 0 (0.0%) 2 (3.2%) 
Mixed – White and 
Black Caribbean 0 (0.0%) 1 (2.5%) 1 (1.6%) 

Mixed – White and 
Asian 0 (0.0%) 0 (0.0%) 1 (1.6%) 

Total 59 (100%) 40 (100%) 62 (100%) 
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• The 2011 census data for Kirklees shows that the locality comprises 16.5% of 

people from Black and Minority Ethnic groups therefore our monitoring data for 

applicants reflects that for the past three years we have attracted a higher 

percentage of applicants from minority groups. 

 

• Figure 12 highlights that in 2015/16 17.7% of appointed applicants are from 

minority groups, in contrast with 2014/15 (7.5%) and 2013/14 (18.6%). 

 

8.5 Applicants’ Sexual Orientation  
 

Figure 13  
Applicants’ Sexual Orientation – Three Year Comparison 
 

 Number of 
Applicants 

2013/14 

% Of Total 
Applications 

2013/14 

Number of 
Applicants 

2014/15 

% Of Total 
Applications 

2014/15 

Number of 
Applicants 

2015/16 

% Of Total 
Applications 

2015/16 

Bisexual 5 1.5% 6 1.0% 4 1.0% 

Gay Man 2 0.6% 8 1.3% 5 1.2% 

Heterosexual 291 86.9% 540 86.5% 358 86.3% 

Lesbian 2 0.6% 5 0.8% 3 0.7% 

Not Known/ 
Prefer not to 
say 

35 10.4% 65 10.4% 45 10.8% 

Total 335 100% 624 100% 415 100% 

 

• With regard to sexual orientation, 89.2% of applicants made a disclosure, which is 

consistent with the disclosure rate as in the previous monitoring periods.  10.8% 

either did not respond or indicated that they would prefer not to disclose.  The 

sexual orientation of appointed applicants can be seen in Figure 14 below. 
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Figure 14 
Sexual Orientation of Appointed Applicants – Three Year Comparison 

 

Sexual Orientation of Appointed External Applicants 

Sexual Orientation 
Number and % of 

Appointed 
Applicants’ 2013/14 

Number and % of 
Appointed 

Applicants’ 2014/15 

Number and % of 
Appointed 

Applicants’ 2015/16 

Bisexual 0 (0.0%) 1 (2.5%) 1 (1.6%) 

Gay Man 1 (1.7%) 0 (0.0%) 1 (1.6%) 

Heterosexual 53 (89.8%) 37 (92.5%) 56 (90.3%) 

Not known/not 
provided 

5 (8.5%) 2 (5.0%) 4 (6.5%) 

Total 59 (100%) 40 (100%) 62 (100%) 

 

• It can be seen that the majority of appointed applicants continue to express their 

sexuality as heterosexual.  We are continuing to encourage and support a culture 

in which disclosure in relation to sexual orientation is welcomed and in which 

everyone is valued for their individuality and difference.  Events such as the ‘Love 

Has No Labels’ campaign and the ‘Rainbow Run’ reflect our commitment to 

diversity in sexual orientation.  
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8.6 Applicants’ Religion/Belief  
 
Figure 15  
 
Applicants’ Religion/Belief – Three Year Comparison 
 

 
Number of 
Applicants 

2013/14 

% Of Total 
Applications 

2013/14 

Number of 
Applicants 

2014/15 

% Of Total 
Applications 

2014/15 

Number of 
Applicants 

2015/16 

% Of Total 
Applications 

2015/16 

Atheist 23 6.9% 59 9.5% 68 16.4% 

Buddhism 2 0.6% 2 0.3% 1 0.2% 

Christianity 
(including 
Catholicism) 

126 37.6% 248 39.7% 164 39.5% 

Hinduism 0 0.0% 5 0.8% 2 0.5% 

Judaism 0 0.0% 2 0.3% 0 0.0% 

Muslim 21 6.3% 63 10.1% 51 12.3% 

Not 
known/prefer 
not to say 

40 11.9% 86 13.8% 65 15.7% 

Other 
(including no 
religion) 

118 35.2% 158 25.3% 61 14.7% 

Sikhism 5 1.5% 1 0.2% 3 0.7% 

Total 335 100% 624 100% 415 100% 

 

• Applicants’ disclosure of religion or belief continues to be high, with 84.3% of 

applicants making a disclosure.  The applicant profile by religion/belief is reflected 

in Figure 15 above.  In the category of ‘Other’, applicants with no religion are 

included, and we saw an increase in this category from 2012/13 onwards, although 

this reduced in 2015/16 and the number of applicants expressing their 

religion/belief as ‘Atheist’ has increased.   Figure 15 below shows the religion/belief 

of those appointed. 
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Figure 16 
Religion/Belief of Appointed Applicants – Three Year Comparison  

 

Religion/Belief of Appointed External Applicants 

Religion / Belief 
Number and % of 

Appointed 
Applicants’ 2013/14 

Number and % of 
Appointed 

Applicants’ 2014/15 

Number and % of 
Appointed 

Applicants’ 2015/16 

Agnostic 0 (0.0%) 1 (2.5%) 3 (4.8%) 

Atheist 5 (8.5%) 3 (7.5%) 4 (6.5%) 

Christianity 23 (38.9%) 18 (45.0%) 35 (56.4%) 

Muslim 1 (1.7%) 0 (0.0%) 4 (6.5%) 

Not known/prefer 
not to say 

4 (6.8%) 5 (12.5%) 4 (6.5%) 

Other (including no 
religion) 

25 (42.4%) 13 (32.5%) 12 (19.3%) 

Sikhism 1 (1.7%) 0 (0.0%) 0 (0.0%) 

Total 59 (100%) 40 (100%) 62 (100%) 

 

• The College is confident in its approach to recruitment and selection in terms of 

embracing and valuing the different characteristics of applicants for vacant roles.  

All advertisements, whether online or in print media, contain an equal opportunities 

statement to encourage applications from under-represented and minority ethnic 

groups, and this has been the case for a number of years.  In comparison with the 

demography of Kirklees, the applicant profile indicates that we are continuing to 

make progress in relation to receiving applications from under-represented ethnic 

groups. 
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• In 2015/16 we introduced an online recruitment portal through which individuals 

can apply for advertised positions.  We are monitoring the impact of this 

fundamental change, however, early indications are that we are receiving better 

quality applications as the portal lends itself to applications being directly 

correlated to the requirements set out on person specifications.  We are sensitive 

to the likely pool of applicants for particular roles are we are making adjustments 

to the application process as may be deemed necessary for particular roles, 

especially those that would not naturally involve use of IT skills (e.g. cleaning and 

invigilation positions). 

 

• Figure 17 below details the number of applicants obtaining vacancy information 

from different media sources. 

 

Figure 17 
Advertising Data  
 

Vacancy Source Number and % of 
Applicants 2013/14 

Number and % of 
Applicants 2014/15 

Number and % of 
Applicants 2015/16 

Job Centre 12 (3.6%) 9 (1.4%) 0 (0.0%) 

FE Jobs (web) 42 (12.5%) 110 (17.6%) 88 (21.2%) 

HNC Website (web) 106 (31.6%) 154 (24.7%) 74 (17.8%) 

Huddersfield 
Examiner 0 (0.0%) 13 (2.1%) 1 (0.2%) 

TES (print and web) 51 (15.2%) 100 (16.0%) 35 (8.4%) 

Word of Mouth 24 (7.2%) 13 (2.1%) 21 (5.1%) 

Other  
(web including 
social media) 

83 (24.8%) 174 (27.9%) 94 (22.7%) 

Not 
known/specified 17 (5.1%) 51 (8.2%) 102 (24.6%) 

Total 335 (100%) 624 (100%) 415 (100%) 
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• In this table the three main vehicles through which information about career 

opportunities within the College are being accessed have been accentuated in 

pink.  There is a long established link between the College’s own website and FE 

Jobs in that when vacancy details are entered to the FE Jobs site they 

automatically drop into the job vacancy section of the HNC website.  Without the 

FE Jobs account, exposure to opportunities and traffic to our website would be 

reduced.   

 

• The number of applicants responding to vacancies advertised online has continued 

to increase.  We have seen that other job boards, such as ‘Indeed’, copy our job 

vacancies from FE Jobs in order to feature them on their site.  This does not 

generate any additional cost in terms of advertising but does generate interest in 

our vacancies.  Within the category of ‘Other’, 78 of the 94 applicants expressed 

that they saw a vacancy advertised on Indeed.  Conversely, the number of 

applicants applying for a vacancy via the TES (traditionally one of the main 

vehicles for advertising teaching roles, in particular) has decreased by almost 50% 

in comparison with the 2014/15 statistics (as a percentage of the whole).  It is 

therefore proposed to be selective as to which positions are advertised in the TES 

in order to maximise the recruitment advertising budget. 

 

• The applicant data considered in this section demonstrates that the College is 

attracting a diverse range of people to advertised career opportunities without 

recourse to more niche and/or specialist advertising media.   

 

9.0 Data Analysis – Employees 
 
In this section the staff profile by different protected characteristics will be presented and 

discussed in relation to the 2011 census where possible.  There is no reliable sector 

benchmarking data for comparison with other colleges, as the SIR (Staff Individualised 

Record) return is not compulsory and many colleges do not complete the return. 
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9.1 Employee Data by Protected Characteristics 
 
 Employees’ Gender 
 

Figure 18 

 
From Figure 18 above it can be seen that the College’s gender profile for staff has not 

changed significantly in the past three years.  At the end of the 2014/15 academic year 

female employees represented 64% of the total workforce compared to 36% of male 

employees.   

 

At the end of the 2015/16 academic year the workforce comprises 62% female employees 

and 37% male employees. The 2011 census data tells us that the Kirklees population 

comprises 49% males and 51% females; therefore, as a College and in relation to gender 

distribution, our workforce remains weighted towards females. 
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9.2 Employees’ Age 
 

Figure 19 

 
 

Figure 19 shows the age profile of the College’s workforce over the past three academic 

years, 2013/14, 2014/15 and 2015/16.  In the three year period the age profile has 

remained consistent across all of the age categories, with the exception of the under 25 

category, which increased in the 2014/15 academic year and which reduced again in 

2015/16.  This can most likely be attributed to some people leaving the College and some 

having a birthday that has taken them into the next age category. 
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9.3 Employees’ Disability 
 
Figure 20 

 
 

In comparison with the data for 2013/14 and 2014/15, there are slightly higher numbers of 

employees who have selected the ‘prefer not to say’ option or have not made a disclosure.  

The number of employees who have disclosed a disability has remained constant across 

the three year period at around 17/18 employees.  The College has maintained the 

standards related to the ‘Positive about Disabled People’ award for a number of years, 

and we have now migrated to the new ‘Disability Confident Campaign’, which is a revised 

standard to which employers can work in terms of facilitating employment opportunities 

for candidates with a disability. 
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9.4 Employees’ Ethnicity 
 
 Figure 21 

 
 

The population of Kirklees comprises 83.5% of people in the category of White - British 

and 16.5% of people in Black and Minority Ethnic groups.  The College’s current staff 

profile shows that 79% are in the White – British category, which is a 7% reduction from 

the 2014/15 academic year when the proportion of employees in this category was 86%.  

Excluding the White – British category and those who have not disclosed their ethnicity, 

14.8% of the College’s employees are from Black and Minority Ethnic groups, which is still 

slightly below the percentage for Kirklees as a borough, but is higher than it has been in 

previous years (13.6% in 2014/15) and reflects that our staff profile in terms of ethnicity is 

gradually becoming more representative of our local community. 
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9.5 Employees’ Sexual Orientation 
 

Figure 22 

 
 

The data for the past three academic years show that disclosure of sexual orientation is 

consistently high, although the 2015/16 data reflects an increase in the number of 

employees’ whose sexuality is ‘not known’.  Three employees have disclosed a sexual 

orientation other than Heterosexual; one of these individuals was appointed in the course 

of the 2015/16 academic year.  The College has continued to actively promote its 

commitment to sexual orientation equality through training and awareness-raising, 

particularly in relation to LGBT History Month (in 2015/16 the ‘Love Has No Labels’ and 

‘Rainbow Run’ events). 

 

We organised a staff training session on transgender issues, which took place in the 

autumn term of the 2015/16 academic year. 
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9.6 Employees’ Religion/Belief 
 

 Figure 23 
 

 
From Figure 23 it can be seen that a proportion of the workforce has not disclosed a 

religion/belief, which is consistent with the picture over the past three years.  Overall the 

data has changed very little in the past three years.   

 

Employees’ religion/belief broadly reflects the College’s staff ethnicity profile.   

As a borough, religion/belief within Kirklees (as at the 2011 census) is reflected below: 

 
• Christian    67.2% 
• No religion   14% 
• Muslim   10.1% 
• Not known   7.3% 
• Sikh   0.7% 
• Hindu   0.3% 
• Other Religions   0.2% 
• Buddhist   0.1% 
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In relation to all employee equality monitoring data detailed in section 9, individual 

employees are able to update their details at any time through the College’s HR self-

service system; therefore, any changes year on year highlighted in this section may also 

be accounted for in terms of employees taking responsibility for managing and updating 

the information held on them. 

 
10.0 Leavers 
 

In the course of the 2015/16 academic year 51 employees left the College (including 5 

casual staff); this is 21 more than in the previous reporting period.  The reasons for leaving 

were varied and a reflection of both individual circumstances and College imperatives 

related to making necessary efficiency savings. 
 

The reasons for leaving are summarised in the table below, and can be viewed in the 

context of the information for the previous academic year. 

 
Figure 24 
 

Reason for Leaving Number of employees 
2013/14 

Number of employees 
2014/15 

Number of employees 
2015/16 

Other reason  2 4 3 

Death in Service 0 0 1 

Ill Health Retirement 0 0 1 

Did not pass probation 0 0 2 

Dismissed 0 0 2 

End of Fixed-term Contract  3 5 7 

Interests of efficiency 
(voluntary) 7 4 2 

Employee Resignation  14 17 33 

Sabbatical  1 0 0 

Total  27 30 51 
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The pie charts below show the equality and diversity monitoring categories for those who left the 

College in the 2015/16 academic year. 
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11.0 Data Analysis – Governors 
Since the previous equality and diversity annual summary report was published, there 

have been further changes to the composition of the board of Governors, in terms of those 

who have either resigned or whose term of office has come to an end and those newly 

appointed.   

 

There are currently 14 Governors and two vacancies, one for a parent Governor and one 

for an external Governor. 

 

Composition of the Board of Governors is: 
 

 2013/14 2014/15 2015/16 

Gender 

10 female members 

(71%), 4 male 

members (29%) 

 

9 female members 

(64%), 5 male 

members (36%) 

10 female members 

(71%), 4 male 

members (29%) 

Age 

• 40 and under 

(36%) 

• 41-49 (36%) 

• 50-59 (21%) 

• 60-69 (7%) 

• 40 and under 

(13%) 

• 41–49 (29%) 

• 50-59 (29%) 

• 60-69 (29%) 

• 40 and under 

(21%) 

• 41 – 49 (29%) 

• 50-59 (21%) 

• 60-69 (29%) 

Ethnicity 

• White British (72%) 

• Black/Black British 

– Caribbean (7%) 

• Asian/Asian British 

– Pakistani (7%) 

• Asian / Asian 

British – Indian 

(7%) 

• White – any other 

(7%) 

• White British 

(78%) 

• Black/Black British 

– Caribbean (14%) 

• White – any other 

(8%) 

• White British 

(71%) 

• Black/Black British 

– Caribbean (15%) 

• White – any other 

(7%) 

• Not known / prefer 

not to say (7%) 
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The Corporation continues to work towards extending diversity amongst its Governors. All 

recruitment campaigns encourage applicants from Black and Minority Ethnic groups who 

continue to be under-represented on the Governing Body. 

 

100% of the members of the Governing Body do not consider themselves to be a disabled 
person. 

 

12.0 Data Analysis - Students  
 

12.1 A full and thorough analysis of student performance in respect of gender, ethnicity and 

disability and/or learning difficulty has been undertaken, the results of which have been 

published in the Deputy Principal’s outcomes report.   

 

 Performance of Different Groups of Learners 2015/16 
 
The College analyses the performance of different groups of learners, according to: 

incoming attainment; gender; ethnicity; learning difficulty, and disability. Any performance 

differences are further analysed at course level to identify any areas for concern and 

remedial action. These are reported in curriculum Self-Assessment Reports and actions 

to address any issues noted in the Quality Improvement Plans. 

 

From the 2015/16 student outcomes data there do not appear to be any significant 

differences in performance between different groups of learners and learners on different 

types of courses. 

 

However, it is notable that the provision of additional and/or specialist support to identified 

groups of learners has a significant impact in terms of student achievement.  The College 

has a national reputation for its inclusive approach in supporting all students and 

particularly vulnerable students. Students previously in receipt of free school meals for 

example, 13% of the College’s cohort, perform as well as their peers, a feature of the 

College that was felt by Inspectors in the recent OfSTED inspection to be particularly 

outstanding, given the national performance of this group of vulnerable young people.  
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The same is true for ‘Looked-After’ Children (or Care Leavers) and Young Carers as well 

as those who require specific additional support. In a college with such strong raw 

outcome performance, this represents life-changing educational success for young 

people who often find they perform less well than their peers. The College’s commitment 

and outstanding success in this area was noted in the 2015 DfE SEND audit and in the 

April 2016 OfSTED Report: 

 

 

 

 

 

 

 

 
 
 
 
 
 

 

Figure 25 - E&D Success Rate Monitoring: A2 Level 2015/16 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

The progress from their starting points of learners known 
to have been eligible for free school meals has improved 
very significantly in recent years. These learners achieve 

exceptionally well on vocational courses.  

Support arrangements for all learners, including those 
with high needs and other vulnerable groups, are 

exceptionally effective, enabling learners on different 
courses and from different backgrounds to achieve very 

well. 
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Figure 26 - Value Added FSM/Non-FSM Vocational Level 3 Programmes 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

More detailed analysis of student attainment will be set out in the College’s self-

assessment report and any actions required to address and improve student achievement 

will be detailed on the College’s Quality Improvement Plan. 

 

12.2 Student Profile 
 

The table below shows a three year trend in terms of the College’s student profile, for 

comparison against the community and staff profiles.  It is evident that the profile has 

changed only slightly since the last period of monitoring, predominantly in relation to a 

slight increase in the percentage of students from Black and Minority Ethnic groups.  
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 Figure 27 
 

Equality and 
Diversity 
Summary 

Gender Ethnicity LD&D Postcode 

Student Cohort 
2016/17  
(as at October 
2016)* 

45% male 
55% female 

32% black or 
ethnic minority 

19% with 
disclosed 
learning 
difficulties or 
disabilities 

37% from 
postcode areas 
described as 
deprived 

Student Cohort 
2015/16  
 

47% male 
53% female 

32% black or 
ethnic minority 

17% with 
disclosed 
learning 
difficulties or 
disabilities* 

33% from 
postcode areas 
described as 
deprived 

Student Cohort 
2014/15 

48% male 
52% female 

28% black or 
ethnic minority  

18% with 
disclosed 
learning 
difficulties or 
disabilities 

32% from 
postcode areas 
described as 
deprived 

 

* This figure will be monitored throughout the 2016/17 academic year and may be 

adjusted. 

 

13.0 Plans for 2016/17 
The College’s equality objectives action plan will be updated to reflect progress made on 

previously published objectives and to reflect new goals. This section provides a brief 

summary of planned initiatives and events related to equality and diversity, for the 2016/17 

academic year. 

 

• The Equality and Diversity Manager is responsible for the operational aspects of 

the College’s approach to equality and diversity, supported by the Assistant 

Principal – People and Place. 

 

• Notable dates, e.g. religious and cultural celebrations, international days of 

celebration etc. will continue to be promoted through a series of planned events.   

The events calendar for 2016/17 has been prepared and disseminated to all staff. 
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• A number of equality and diversity themes will continue to be promoted through 

the tutorial curriculum.   

 

• We will continue to review methods of attracting applicants for job vacancies 

generally, making better use of social media in particular, with a view to increasing 

as far as possible the percentage of appointments made from under-represented 

Black and Minority Ethnic groups.  We will continue to monitor the recently 

implemented recruitment portal in terms of quality of applications and whether this 

presents any barriers to application.  We will adapt the application process as 

necessary according to role. 

 

• We are preparing for the Leaders in Diversity reassessment.  A series of meetings 

have been scheduled and the final review will take place on 7th December 2016. 

 

• The Equality and Diversity Manager and Assistant Principal will work with new and 

established members of the Diversity Group on projects and areas of personal 

interest for them as Diversity Champions. 

 

• We will submit an update on our progress in terms of the Mindful Employer 

standards (autumn term 2016/17) in order to remain on the Charter. 

 
• We will prepare for the introduction of gender pay audits. 

 
• We will continue to explore and maximise opportunities to work with external 

partners to support them with their EDI journey as relevant, starting with a training 

session with Locala (September 2016) to facilitate their plans to establish teams 

of staff and student Diversity Champions. 

 
• We will explore options for delivering training on Unconscious Bias for Governors 

and staff as appropriate to role. 
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Summary 
Our plans for 2016/17, and our overall approach and commitment to equality and diversity 

are set out in full in the following documents: 

 

Self-Assessment Report 2015/16 

Quality Improvement Plan 2016/17 

Equality Objectives Action Plan 2015-2018 (currently being updated) 

Leaders in Diversity Action Plan 

Equal Opportunities Policy 

Equality and Diversity Annual Summary Report 
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