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Background 
 
The College is committed to creating and sustaining a positive and supportive 
working environment for our staff, and an excellent teaching and learning 
experience for our students. As a provider of employment and education, we 
value the diversity of our staff and students. We perceive bullying, harassment 
and victimisation of any individual as contradictory to our aspirations for a 
supportive working environment and will not be tolerated. Any allegations of 
such behaviour will be investigated, and ultimately disciplined, in accordance 
with the College policies. 

We value diversity and we recognise that different people bring different 
perspectives, ideas, knowledge and culture, and that this difference brings 
great strength. We believe that discrimination or exclusion based on individual 
characteristics and circumstances, such as age; disability; caring or 
dependency responsibilities; gender or gender reassignment, identity or 
expression; marriage and civil partnership status; political opinion; pregnancy 
and maternity; race, colour, nationality, ethnic or national origin; religion or 
belief; sexual orientation; socio-economic background; trade union 
membership status or other distinctions, represents a waste of talent and a 
denial of opportunity for self-fulfilment. 

The College's mission is to invest in and provide open-access, flexible, life-
time learning creating an environment that supports all students to study and 
work here. 
 
The principles and practice of an equality of opportunity underpin all areas of 
the College work either within the College itself or within the community it 
serves, our aim is to provide a quality in education so that every person is 
empowered to reach their full potential and thus able to contribute to the local, 
regional and national economy. 
 
Harnessing and unlocking the skills, talents and potential of all staff and 
students is a key tool to help the College drive and deliver its mission, as well 
as being a requirement to fulfil specific legislative duties. 
 
Position 
 
The College’s overall staffing profile is 46.9% Black Minority Ethnic (BME) 
compared to 70.6% BME in the student population.  There has been a 
decrease in the overall number of BME staff in the last year, although only 
minimal decreases in the actual number of Asia, Black and Mixed staff leading 
to an overall reduction of 1.3%. 
 
65% of our employees are female and 61.7% of our students are female. The 
gender breakdown has remained fairly static since last year. There was a dip 
in 2015/16 of male employees but this has increased in 2016/17. This year 
has seen an introduction of employees not declaring male or female identity 
and this is due to the high profile trans work that the College has undertaken 
in the last year.  



 
 
5.4% of our staff have a declared disability compared with 9.6% of our 
students. The three year trend shows that there has been an increase in 
disclosure of mental health over the last two years and this can be attributed 
to the high profile work undertaken within the College such as Mental Health 
Awareness Week, Mental Health First Aid for front line staff and national 
awareness raising that HRH Prince William and Kate have undertaken. 
 
There has been a significant increase (of 1.3%) of staff who are lesbian, gay 
or bisexual and the College profile is currently 3%. This has been due to the 
high profile coverage of LGB within the College and the College’s ranking in 
the Stonewall 2017 Workplace Equality Index, which has resulted in people 
declaring their sexual orientation through self service. The three year trend 
supports this with a decline in the number of unknown. This is compared with 
1% of the student population.  
 
The College has self-assessed its equality and diversity as a Grade 1 for 
2016/17. This is due to: 
 

• Launch of a comprehensive equality and diversity dashboard to 
monitor staff and students by their particular characteristics to 
understand any trends emerging and to support teachers in the 
classroom to enable all students to achieve.  

• External recognition of the College’s achievements in Equality and 
Diversity. 

• Extensive awareness campaigns across a range of areas throughout 
the year for staff and students including Black History Month, Disability 
awareness, Mental Health awareness week and LGBT history month.  

• Robust and externally scrutinised suite of equality and diversity 
policies.  

• Dedicated equality and diversity support for curriculum. 
 

Ofsted Recommendations 
 
The April 2016 Ofsted Inspection Report identified that there was a need for 
improving embedding in Equality and Diversity within the classroom, 
particularly with adult learners, excluding ESOL.  The College has continued 
to address these recommendations with the following actions: 
 

• A resource has also been developed for students, particularly around 
the College’s secular policy and the prevent agenda.   
 

• Sharing good practice monthly quiz including themes on “Embedding 
equality and diversity into the curriculum” and “Promoting LGBT in the 
classroom” implemented.  The winning applicants’ examples of good 
practice are available for peers to review via the sharing good practice 
page on the College Virtual Learning Environment (VLE).  
 

• Equality and diversity Newsletters produce termly and good practice 
video available on VLE.  



 
• Equality and diversity learning walks carried out by Heads of School.  

Good practice shared with peers and support identified for relevant 
teachers 

 
• All Advanced Practitioner one-to-one support sessions with teaching 

staff include support with embedding E&D.   
 

• A handbook for teaching staff is being developed to give new staff, as 
well as those in need of support and guidance, the tools to creatively 
embed Equality and Diversity in their sessions.  The teaching guide will 
be made available to all staff on the VLE. 

 
As a result of the various sharing good practice initiatives and support 
provided by Advanced Practitioners, 67% of OTL carried out in 16/17 were 
judged to be good or better in embedding and promoting of equality and 
diversity, in comparison to 15/16 where this figure was 46%.  
 
 

 
 

The promotion and monitoring of Equality and Diversity remains good and is 
reinforced by a well-planned and comprehensive staff training programme, 
and through schemes of work in curriculum areas; however teachers do not 
optimise the opportunities for understanding diversity consistently and 
imaginatively enough in lessons. 
 
The College has taken swift and well thought out action to close the small 
differences in outcomes between students from minority ethnic backgrounds. 
 
Policies 
 
The College has a comprehensive suite of Equality and Diversity Policies 
which are updated annually, along with a single Equality Action Plan to ensure 
Equality and Diversity continues to be embedded in every aspect of the 
College’s work.  These documents also enable the College to meet the legal 
requirements of the public sector equality duty and are published on the 
College’s external website for public viewing. 
 
The College continues to undertake equality analysis assessments whenever 
a policy is updated; this includes engaging with external groups which 
represent different protective characteristics in order to establish the impact of 
the policy. 
 
 
Equality and Diversity Strategy 2017-2020 
  
The Equality and Diversity Strategy has been developed to provide a clear 
framework for applying best practice at Newham College, it illustrates how the 
College plans to ensure the Equality and Diversity is fully embedded into all 



aspects of the College and that staff are aware of the benefits of a fully 
diverse environment. 
 
Curriculum 
 
The observations scheme makes judgement on promotion of Equality and 
Diversity and evidence of embedding Equality and Diversity in the classroom; 
it also includes effective use of learners experience in relation to the nine 
protected characteristics (race or ethnic origin, disability, sex, age, religion or 
belief, sexual orientation, gender status, pregnancy or maternity, marriage 
and civil partnerships). 
 
At this stage of the year, success rates are still being finalised.  However, 
analysis of 2016-17 attendance and retention provides an accurate and useful 
indication of any emerging gaps or anomalies in student performance. 
Students with a disability had a retention rate of 91% which was the same as 
students with no declared learning difficulties, although the attendance of 
disabled students was 3% higher than students with no disabilities. 
 
Female retention was 93% compared to 90% for male students.  Female 
attendance was 95%, 5% higher than attendance of male students. 
 
Black minority ethnic retention was 93%, compared to 91% for white 
students.  There were three ethnic groups with retention at least 5% below the 
College average of 92%: Caribbean students (306 leavers) with retention of 
86%; White/Black Caribbean (97 leavers) had a retention rate of 85%; and 
White British students (580 leavers) also with retention of 85%. 
 
All curriculum provision is analysed to ascertain the success retention and 
achievement by ethnic group, disability, learning need and gender.  Action 
planning in relation to this is incorporated into course reviews and curriculum 
development plans.  
  
Equality and Diversity is well promoted in the workplace and equality issues 
are discussed during on-site reviews. 
 
Equality and Diversity Committee 
 
The Equality and Diversity Committee provides a focus for leading the 
College’s approach to Equality and Diversity and particularly focuses on 
performance management - in terms of the curriculum areas and recruitment.  
This approach involves focus action at School level and a whole College 
approach, the group is chaired by Olivia Besly, Director of HR & Legal 
Services, who is responsible for Equality and Diversity for staff.  The 
membership of this committee has recently been reviewed to ensure that all 
curriculum and support areas are represented.   
 
Items that have been discussed during 2016 -17 include: 
 

• Investors in diversity  
• Ofsted 
• Embedding Equality and Diversity in the classroom 



• The Secular Policy 
• The SAR for Equality and Diversity 
• Monitoring of the Equality and Diversity Quality Improvement Plan 
• Analysis of poor performing groups against all strands 
• The role of the advanced practitioner and Equality and Diversity  
• British values, staff recruitment, and training 

 
The Lesbian, Gay, Bisexual and Transgender (LGBT) Committee has been 
leading the College’s approach to LGBT, in particular in relation to trans 
awareness following an increase in the recruitment of students who are 
gender fluid. The Committee is co- chaired by Olivia Besly (Director of HR and 
Legal Services) and Clive Ansell (Director of Student Services). 
 
Items that have been discussed during 2016 -17 include: 

• The SAR for Equality and Diversity 
• Monitoring of the Equality and Diversity Quality Improvement Plan 
• Supporting the local community 
• Analysis of poor performing groups, in particular LGBT students  
• Cross College training on trans awareness  

 
 

Promotion 
 
The College continues to promote Equality and Diversity across all areas.  
Student support team continue to promote Equality and Diversity awareness 
month such as Black History, including quizzes and other activities for 
students to participate in. 
 
The College operates a three stage marketing approval process ensuring 
materials actively reflect the diversity of the community we serve; alternative 
formats are available within the College and are easily accessible. 
 
The College received a lot of publicity when it changed its College logo to the 
rainbow colours during LGBT History Month in February.  
 
Staff Recruitment 
 
Recruitment 
 
There were 137 vacancies advertised in 2016-17 between 1 September and 
31 August, this includes 72 HPL. This is higher than the previous year of 87, 
including 18 HPL. The increase in HPL recruitment has been to ensure that 
the HPL talent pool is continually refreshed and has fully vetted staff who are 
ready to accept the short term assignments offered. 
 
A total of 1311 applicants applied for these vacancies which is a decrease 
from the previous year. The reduction in applications can be attributed to the 
more concise job descriptions which reduce the number of speculative 
applications.  
 
Ethnicity 
 



The total percentage of black minority ethnic applicants has remained static in 
2016-17 at 62.4%. There is currently a review of the recruitment process and 
part of that review is whether the current assessments may be causing 
barriers to BME candidates, in particular where English is not their first 
language. 59.6 % of new starters in 2016-17 were BME applicants. 
 
Gender 
 
59.4% of applicants were female in 2016-17 which is a slight increase from 
2015-16.  Of the new starters, 60.6% were female. The College will be 
amending its gender criteria in line with best practise to include prefer to self 
describe.  
 
Disability 
 
There has been a decrease in the number of declared disabled applicants 
from 4.4% in 2015-16 to 4.3% in 2016-17. 5.8 % of new starters declared a 
disability in 2016-17. 
 
Sexual Orientation 
There has been a decrease of 0.4% in the number of applicants who have 
declared their sexual orientation to 2.6% in 2016-17. As part of the review of 
recruitment processes, where we advertise will be reviewed to ensure we are 
actively encouraging applications from under-represented groups. 3.8% of 
new starters identified as Lesbian Gay Bisexual (LGB). Although the number 
of LGB applicants is lower than in 2015-16, there has been a higher propotion 
appointed in 2016-17. 
 
Age 
The biggest increase in 2016-17 is in 20-29 year olds applying for vacancies. 
The Graduate scheme is popular and so this will explain the higher number of 
applicants from this age group.  
 
Training and Development 
 
The College ran a large number of equality and diversity related training 
throughout the year. The staff development day in February was themed 
’Equality and Diversity’.  A full list is available in Appendix 5. 
 
The impact has been an increased awareness of trans issues in order to 
support students who are gender fluid, or questioning their gender identity. 
This has resulted in those students feeding back how supportive the College 
is and how knowledgeable and supportive the staff are.  
 
 
College achievements  
 
 
Awareness Raising Events 
 
Black History Month – activities included Capoeira, London Black woman’s project 
stall and workshop, Black hero and heroine workshops, dance performance & taste 



of food, cooking session, film screening, African drumming workshop, Zumba and 
African Dance workshop. BHM promotional display in both Flexes 
 
International Disability Day – activities included hand simulation and the 
Braille machine, Focus students made and sold bread, plants, cards and 
decorations, and  there was a mentoring ‘workshop’ with paralympian and ex-
paratrooper Scott Meenagh, who attended as part of the Mintridge Mentoring 
Programme.  
 
LGBT History Month – activities included Pledge #NoBystanders – Over 500 
rainbow wristbands handed out to students in exchange for pledge, Councillor 
Steve Brayshaw delivered Challenging Homophobia Workshop to students at 
Stratford Campus, LGBT Police Team workshops, Transgender Awareness 
Workshops, LGBT Student Union Neon Glow in Dark ‘Rave’ at Stratford 
Campus, fine dining event hosted by the LGBT Committee and changing the 
external College logo at East Ham Campus to a rainbow logo for the duration 
of LGBT history month. Councillors Rachel Tripp and Steve Brayshaw 
unveiled the logo on 1st February 2017. 
 
International Womens Day – activities included workshops young women and 
girls meet female role models in male dominated industries. Launch of 
#Thisnewhamgirlcan again this year building up to the launch of our very own 
advert, to encourage women to participate in activities. Posters displaying 
images around the College of positive female role models and linking up with 
the #BeboldforChangeCampaign  which is about asking women to show your 
commitment to helping accelerate gender parity and encourage others to take 
bold actions too.  
 
Mental Health Awareness week – this was promoted through workshops to 
raise awareness for the week. The theme was from Surviving to Thriving, and 
focused on how learners can be supported to look after themselves and their 
mental health, reducing the potential for mental health issues becoming 
manifest, and also reaching out and enabling support to learners who find it 
hard to open up about difficulties or choose not to disclose (especially as a 
result of the stigma attached to mental health needs).  
 
Deaf Awareness week – activities included various leaflets on a stand about 
British Sign Language and other modes of communication, plus 
advice.   Names were collected to start a group to learn British sign language. 
In 17/18.   
 
International Day against Homophobia, Biphobia and Transphobia 
(IDAHOBIT) – information distributed around the role of families in particular 
the well-being of their LGBTIQ members and right of LGBTIQ families. 
(rainbow families)  
 
PRIDE – Representatives from the College marched with Stonewall in PRIDE 
London on 8 July.  
 
Trans awareness – at the staff conference in July,  the College invited a guest 
speaker in to talk to all staff about trans awareness. Catherine Tonry from 
Greenwich University talked to staff about her journey and how colleagues 

http://stonewall.us8.list-manage.com/track/click?u=80f234ec11c28a7a8408eaaea&id=b080676cbb&e=c395b70259


can support. Gendered Intelligence also ran workshops for staff and students 
on trans awareness.  
 
Stonewall Workplace Equality Index 2017 

The College was ranked number 71 in the Stonewall Workplace Index 2017. 
The Index scrutinises a number of practises including policies, engagement, 
procurement and work in the community. The College was one of the highest 
scoring in the Stonewall Top 100 Equality Index 2017 in the policy section.   

Investors in Diversity National Awards  
 
The Investors in Diversity national awards were held in November 2016 and 
the College won the London FE Provider of the Year, Martin Cumella was 
awarded FE Governor of the Year and Pat Edwards won CEO of the Year. 
Four employees were nominated by the College for FE Employee of the Year 
and the Investor in Diversity Assessor nominated one employee for the FE 
Lead of the Year. 
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1. Current Staffing 
1.1 Ethnicity 

 
Ethnicity Overall 

College 
Statistics 
(%) 

Teaching 
& 
Learning 
Staff (%) 

Business 
Support 
Staff (%) 

 Category Newham 
College 
BME 
Profile 
(%) 

Asian 25.5 32.7 18.4  Overall 46.9 
Black 16.9 18.4 17.8  Teaching 52 
Chinese 0.4 1.5 0.8  Business 

Support 
47 

Mixed 1.6 2 3.5    
White  40.4 42.3 39.4    
Other 2.5 2.6 2.9    
Prefer not to 
Say 

0.7 0.5 0.3    

Not 
Known/Not 
Provided 

12 0 17    

 
Trends: 
The current BME profile is 46.9%. There has been a decrease in the overall 
number of BME staff in the last year, although only minimal decreases in the 
actual number of Asia, Black and Mixed staff leading to an overall reduction of 
1.3%. 
There has been a significant increase in the last year whereby the ethnicity of 
staff is unknown.   
The BME profile for London Borough of Newham is at 62%1.   
 
Actions to be taken: 
• Targeted activity to encourage staff to declare their ethnicity. This will 

include amending through the self service function. 
• Completion of recruitment review to identify if there are any unintentional 

barriers for BME applicants.  
 

1.2 Gender 
 
Gender College 

Statistics (%) 
Teaching & 
Learning 
Staff (%) 

Business 
Support Staff 
(%) 

Male 35.3 38.1 36.8 
Female 64.5 60.5 63.2 
Unknown 0.2 1.4 0 
 
Trends: 
The gender breakdown has remained fairly static since last year. There was a 
dip in 2015/16 of male employees but this has increased in 2016/17. This year 
                                                 
1 2011 Census 



has seen an introduction of employees not declaring male or female identity 
and this is due to the high profile trans work that the College has undertaken 
in the last year.  
 
Actions to be taken: 

• Continue to encourage men to apply for all posts in the College. 
• Continue targeted campaigns to recruit role models into key positions 

e.g. women into Engineering, men into Early Years. 
• Look at all systems to ensure that gender identity questions and 

recording of information are in line with best practise and amend as 
necessary.  

 
 
 

1.3 Gender Identity 
 
The College implemented a Transitioning at Work policy along with a 
guidance booklet for managers and colleagues to support transitioning staff 
(and students).  An optional question has been added to the Application Form 
for people to declare in confidence if their gender identity is the same as the 
gender they were assigned at birth. This data is for monitoring purposes only. 
 

1.4 Disability 

Disability College 
Statistics 
(%) 

Teaching 
& 
Learning 
Staff (%) 

Business 
Support 
Staff (%) 

 Category Newham 
College 
Disability 
Profile 
(%) 

Yes - 
learning 
difficulty 1.4 1.2 1.5 

 Overall 5.4 

Yes - mental 
ill health 0.7 0 1.1 

 Teaching 5.6 

Yes - 
physical 
impairment 1.9 2.5 1.5 

 Business 
Support 

5.2 

Yes - rather 
not say 1.4 1.9 1.1 

   

No 91.9 93.2 91    
Prefer not to 
say 1.4 1.2 1.5 

   

Unknown 1.4 0 2.2    
 
Trends: 
Currently 5.4% of staff have a declared disability which is a 0.2% increase 
from last year. The number of unknown has remained very small at just 1.4%. 
The three year trend shows that there has been an increase in disclosure of 
mental health over the last two years and this can be attributed to the high 
profile work undertaken within the College such as Mental Health Awareness 
Week, Mental Health First Aid for front line staff and national awareness 
raising that HRH Prince William and Kate have undertaken. 



Self referrals to occupational health has remained high and this has 
contributed to a high disclosure rate. 
 
Actions to be taken: 

• Continue to be accredited by the government Disability Confident 
scheme (replacement of the Two Ticks). 

• Continued awareness raising following the national campaigns around 
disability awareness. 

• Proactive health and well-being campaigns across the year to support 
staff to understand their health. 

 
1.5 Sexual Orientation 

Sexual 
Orientation 

College 
Statistics 
(%) 

Teaching 
& 
Learning 
Staff (%) 

Business 
Support 
Staff (%) 

 Category Newham 
College 
LGB 
Profile 
(%) 

Lesbian Gay 
Bisexual 
(LGB) 3 1.9 3.7 

 Overall 3 

Heterosexual 
/ Straight 81 78.4 82.1 

 Teaching 1.9 

Prefer to self-
describe 0.2 0 0.4 

 Business 
Support 

3.7 

Prefer not to 
say 5.8 5.6 6 

   

Unknown 10 14.2 7.8    
  
  
 
Trends: 
The LGB (Lesbian Gay Bisexual) profile has increased significantly over the 
last year by 1.3%. This has been due to the high profile coverage of LGB 
within the College and the College’s ranking in the Stonewall 2017 Workplace 
Equality Index, which has resulted in people declaring their sexual orientation 
through self service. The three year trend supports this with a decline in the 
number of unknown.  
 
Actions to be taken:  

• Continue to analyse policies and procedures to ensure they are not 
discriminating against any particular group. 

• High profile speakers to celebrate LGBT History Month. 
• Advertising in LGBT media to attract LGBT applicants for Newham 

College positions. 
• Participation in the Stonewall Top 100 Workplace Equality Index 2018. 



 
1.6 Religious Belief 

Religious 
Belief 

College 
Statistics 
(%) 

Teaching 
& 
Learning 
Staff (%) 

Business 
Support 
Staff (%) 

  

Christian 32.9 31.4 33.7 
Hindu 4.9 5.9 3.9 
Muslim 21.3 20.1 20.4 
No religion 7.7 4.1 8.8 
Sikh 4.7 4.7 1.5 
Other 9 10.1 14 
Prefer not to 
say 5.3 3.6 6 
Unknown 16 20.1 11.9 
  
  
Trends: 
The disclosure rate has increased significantly since last year. The three year 
trend shows that the religious profile has remained fairly static over three 
years.  
 
Actions to be taken: 

• Continue to analyse policies and procedures to ensure they are not 
discriminating against any particular group. 

• Continue the secular policy training for all new staff and students. 
 

 
1.7 Age 

 
Age 
Bracket 

College 
Statistics 
(%) 

Teaching 
& 
Learning 
Staff (%) 

Business 
Support 
Staff (%) 

   

Under 20 1.4 2 0    
20-29 16.2 22.7 1.5    
30-39 27.6 27.4 28.2    
40-49 22.3 20.7 26    
50-59 24.8 21.1 32.8    
60-65 5.8 4.7 8.4    
65+ 1.9 1.3 3.1    
 
Trends: 
There are a higher number of workers under 30 years old working in the 
student support category. The profile of the age proportion of lecturing staff 
mirrors that of academic management. The highest proportion of our staff are 
between 30-39 and 50-59 years old. 
 
Actions to be taken: 
Identifying areas where staff are 50-59 to start succession planning (in 
particular where lecturing staff can potentially retire at 60).  



Continue to analyse policies and procedures to ensure they are not 
discriminating against any particular age group. 
 

2. Leavers 
 

A total of 88 people left the organisation between September 2016 and 
August 2017. This is a decrease of 25 leavers on the previous year.  

 
 Ethnicity      Gender          Disability 
Ethnicity College 

Statistics 
(%) 

 Gender College 
Statistics 
(%) 

 Disability College 
Statistics 
(%) 

Asian 23  Female 65.9  No 88.6 

Black 21 
 

Male 34.1 
 Prefer not to 

say 2.3 

Mixed 3 

    Yes - 
physical 
impairment 3.4 

White  
34 

 
    

Unknown 2.3 
Any other 4     Unknown 3.4 
Prefer not 
to say 1 

      

Unknown 2 
 
 

     

 
Sexual Orientation            Age                 Religion or Religious Belief 
Sexual 
Orientation 

College 
Statistics 
(%) 

 Age College 
Statistics 
(%) 

 Religious 
Belief 

College 
Statistics 
(%) 

LGB 3.4 

 Less 
than 
20 1.8 

 

Christian 30.7 
Heterosexual 
/ Straight 80.7 

 20-29 
28.3 

 
Hindu 3.4 

Prefer to self-
describe 1.1 

 30-39 
19.5 

 
Muslim 23.9 

Prefer not to 
say 3.4 

 40-49 
23.9 

 
Buddhism 1.1 

Unknown 11.4  50-59 15.9  No religion 4.5 

  
 

60-65 8.8 
 Prefer not 

to say 11.4 

  
 Over 

65 1.8 
 

Other 9.1 
  Unknown 15.9 
 
Trends: 

• 57.9% of leavers were BME. This is a higher number than last year by 
6.3%. 

• 65.9% of leavers were female. This is on par with the previous year 
(65.5%). 



• 5.7% of leavers had a declared disability. This is a higher number than 
last year by 3%. 

• 3.4% of leavers identified as LGB which is consistent with the figure for 
2015-16.  

• The percentage of leavers who identify as Christian is consistent with 
2015-16.  

• There has been a high proportion of leavers who identify as Muslim 
than 2015-16.   

• The highest proportion of academic leavers are in the 20-29 category 
which is expected as people progress in their careers and are 
promoted in other organisations.  
 

3. Applicants 
 
In the last 12 months, a total of 1311 applicants applied for positions at the 
College. This is a decrease of 861 (2172) applicants from the previous year. 
 
 
     Ethnicity                     Gender                                Disability 
Ethnicity College 

Statistics 
(%) 

 Gender College 
Statistics 
(%) 

 Disability College 
Statistics 
(%) 

Asian 30.8 

 Female 59.4  Yes – 
rather not 
say 

1.6 

Black 24.1 

 Male 34.6  Yes – 
Learning 
Difficulty 

1.2 

Chinese 0.8 

 Unknown 6  Yes – 
Mental 
illness 

0.3 

Mixed  3.9 

    Yes – 
Physical 
impairment 

1.2 

Prefer not 
to say 2.7 

    
No 

87.9 

White  28.5 
    Prefer Not 

to Say 
1.3 

Any other 2.8     Unknown 6.5 
Unknown 6.3       
 
Sexual Orientation       Age             Religion or Religious Belief 
Sexual 
Orientation 

College 
Statistics 
(%) 

 Age College 
Statistics 
(%) 

 Religious 
Belief 

College 
Statistics 
(%) 

Lesbian Gay 
Bisexual 2.6 

 Under 
20 6.4 

 
Christian 

37.3 

Heterosexual / 
Straight 85.7 

 
20 - 29 38.9 

 
Hindu 

3.4 

Prefer to self-
describe 0.5 

 
30 - 39 26.6 

 
Muslim 

25.9 

Prefer not to 4.5  40 - 49 15.4  No religion 9.9 



say 
Unknown 6.7  50 - 59 10.5  Sikh 1.1 
   60 - 65 1.7  Other 4.5 

  
 

65 + 0.5 
 Prefer not 

to say 
11.8 

      Unknown 6.2 
 
Trends: 

• 62.4% of applicants were from BME backgrounds. 
• The applications appear to be relatively stable over three years from all 

ethnic backgrounds with the largest proportion from Asian background.  
• 59.4% of applicants were female. Prefer to self-describe will be added 

as a category for those who identify as non-binary. 
• There has been an increase in the number of female applicants 

corresponding with a slight decrease in male applications and those 
unknown.  

• There has been a slight decrease in the number of people who have 
not identified whether they have a disability or not (unknown). There 
has been an increase in people preferring not to disclose. Some 
reasons for this maybe poor experiences in the past with an employer 
or not sure of the support available. Once new staff are aware through 
induction of the support available, they can either self-declare through 
the HR self-service or identify themselves to their line manager or HR. 

• 4.3% of applicants declared a disability, this is comparable with 2015-
16 where it was 4.4%.  

• There has been a slight decrease in the number of applicants where 
their sexual orientation is unknown or prefer not to say, and this 
correlates with a slight increase in those identifying as heterosexual 
and a minimal increase in those preferring to self-describe.  

• 2.6% of applicants identify as LGB which is slightly less than 2015-16 
where is was 3%. 

• The biggest increase in 2016-17 is in 20-29 year olds applying for 
vacancies. The Graduate scheme is popular and so this will explain the 
higher number of applicants from this age group.  

•  
 
 
 
 

4. New Starters 
 
In the last 12 months, a total of 104 employees have started with the College. 
This is comparable to the previous year (105).  
 
 
Ethnicity                           Gender                                  Disability 
Ethnicity College 

Statistics 
(%) 

 Gender College 
Statistics 
(%) 

 Disability College 
Statistics 
(%) 

Asian 25  Female 60.6  Unknown 3.8 
Black 26  Male 39.4  No 90.4 
Mixed 3.8     Prefer not to 0 



say 

White 33.7 

    Yes - 
learning 
difficulty 0 

Prefer not 
to say 1.0 

    Yes - mental 
ill health 1.0 

Any other 4.8 

    Yes - 
physical 
impairment 4.8 

Unknown 5.7       
 
Sexual Orientation                     Age        Religion or Religious Belief 
Sexual 
Orientation 

College 
Statistics 
(%) 

 Age College 
Statistics 
(%) 

 Religious 
Belief 

College 
Statistics 
(%) 

Lesbian Gay 
Bisexual 3.8 

 Under 
20 6.7 

 
Christian 29.8 

Heterosexual 
/ Straight 85.6 

 20-29 
33.7 

 
Hindu 2.9 

Prefer not to 
say 3.8 

 30-39 
26 

 
Muslim 23.1 

Unknown 7  40-49 11.5  No religion 11.5 
   50-59 15.4  Sikh 1 
   60-65 3.8  Other 8.7 

  
 

65+ 2.9 
 Prefer not 

to say 8.7 
      Unknown 14.3 
    
    
    
 

Trends 
• 59.6% of new starters were from BME backgrounds. This is 

comparable with last year where the figure was 60.1%. 
• 62.4% of applicants were from BME backgrounds and so the success 

rate is high. 
• The highest proportion of new starters were female (60.6%) and 

although this is repreesentiave of the overall College breakdown of 
gender, it is lower than last year by 12.7%. 

• 59.4% of applicants identified as female which is comparable to 60.6% 
of new starters identifying as female. 

• Prefer to self-describe will be added as a category for those who 
identify as non-binary.  

• 5.8% of new starters declared a disability which is 1.9% higher than in 
2015-16. 

• 4.3% of applicants declared a disability, so the success rate is good of 
those who have a declared disability.   

• 3.8% of new starters declared their sexual orientation as LGB which is 
0.6% higher than in 2015-16. 

• Although the number of LGB applicants is lower than in 2015-16, there 
has been a higher propotion appointed in 2016-17. 



• The highest proportion of new starters were in the 20-29 age cateogry. 
This is attributed to the Graduate Scheme and the recruitment drive for 
support workers. 

• The highest proportion of new starters identiifed as Christian and 
Muslim. This is consistent with 2015-16. 
 

 
 

5. Promotions 
 
In the last 12 months, a total of 41 employees have been promoted. This is a 
decrease of (27) employees on the previous year. 
 
  Ethnicity                                    Gender                                 Disability 
Ethnicity College 

Statistics 
(%) 

 Gender College 
Statistics 
(%) 

 Disability College 
Statistics 
(%) 

Asian 31.7 

 

Male 31.7 

 Yes - 
physical 
impairment 2.4 

Black  2.4 

 

Female 68.3 

 Yes – 
mental ill 
health 2.4 

White 61 
 

  
 Yes – rather 

not say 2.4 
Any other 4.9     No 92.8 
 
Sexual Orientation                        Age             Religion or Religious Belief 
Sexual 
Orientation 

College 
Statistics 
(%) 

 Age College 
Statistics 
(%) 

 Religious 
Belief 

College 
Statistics 
(%) 

Heterosexual 
/ Straight 92.7 

 20-29 
12.2 

 
Christian 12.2 

Lesbian Gay 
Bisexual 4.9 

 30-39 
39 

 
Hindu 4.9 

Unknown 2.4  40-49 24.4  Muslim 12.2 
   50-59 24.4  No religion 7.3 
      Other 4.9 
      Prefer not 

to say 7.3 
      Unknown 51.2 
 
Trends: 

• The highest proportion of those promoted were White (60.9%) with 
34.1% of BME being promoted. 

• This is a decline compared to 55.5% of BME staff being promoted in 
the previous year. 

• The highest proportion of those promoted were female (68.3%). 
• This is a decline compared to 74.1% of female staff being promoted in 

the previous year. 
• 7.2% of those promoted had declared a disability. 



• 4.9% of staff who identify as LGB were promoted. This is 1.1% higher 
than the figures for 2015-16.  

• Those that identify as Christian (12.2%) and Muslim (12.2%) were the 
highest proportion of staff promoted. This has changed from the 
previous year where those promoted identified as Christian (18.5%) 
and Muslim (7.4%). 

• The highest proportion of those promoted were in the 30-39 category. 
 
 

Training and Development undertaken 2016-17 
 
The College expects all its staff to attend the mandatory equality and diversity 
training and it is currently at 100%. In addition, staff attend other related 
courses. The College development day in February 2017 was themed equality 
and diversity. 
 
Session  Session date Number of attendees  
Mandatory Equality and 
Diversity 

27/06/17 18 
29/06/17 18 
30/06/17 30 
4/07/17 34 
29/07/17 5 
09/09/17 9 
09/09/16 3 
Jan 2016 61 
19/09/16 15 
06/06/17 14 
08/06/17 7 
09/06/17 22 
21/10/16 17 

External - Advance and 
Equality and Diversity 

26/07/17 1  

E&D Quiz 
X6 workshops 

10/02/17 101 

Unconscious bias 
workshop 

10/02/17 55 

Creative resources to 
incorporate LGBT into 
lessons  

10/02/17 14 

Embedding LGBT 
inclusion in a College 
environment 

10/02/17 10 

Celebrating Difference 
 

10/02/17 38 

Embedding E&D – good 
practice 

10/02/17 19 

Mental Health: Making 
Reasonable Adjustments 

10/02/17 46 

Secular Policy 
 

10/02/17 32 

Mental Health: Making 
Reasonable Adjustments 
  

10/02/17 46 

ESOL Approaches to 10/02/17 16 



English and Maths 
LGBT film screening 
 

10/02/17 51 

MIS – E&D dashboard 
 

10/02/17 20 

 
 


