EQUALITY & DIVERSITY PROGRESS REPORT 2008


EXECUTIVE SUMMARY
Introduction

This report provides an overview of the work that Swansea College has undertaken during 2007-2008 to meet our legislative requirements.
Race Equality Duty 

We are implementing and monitoring progress with our Race Equality Action Plan. Our Race Equality Policy and action plan will be reviewed next academic year.  
Disability Equality Duty 

We are implementing and monitoring progress with our Disability Equality Scheme and action plan. 
Gender Equality Duty 

We have involved learners, staff and other key stakeholders in the development of our Gender Equality Scheme and action plan. We are at the final consultation stage with our draft Scheme and action plan and due to publish these in April.
Employment Equality (Age) Regulations 

We have reviewed our Recruitment and Selection Policy, marketing literature and other policies to identify potentially discriminatory practices/language. We promote awareness through staff training events, induction, workshops for learners and resources on Moodle (our Virtual Learning Environment).
Employment Equality (Religion or Belief) Regulations 

We promote awareness through celebrating religious festivals, staff training events, induction, workshops for learners and resources on Moodle. We also provide a prayer room.

Employment Equality (Sexual Orientation) Regulations

We network with organisations promoting gay rights to identify good practice and promote awareness through staff training events, induction and resources on Moodle.
CHALLENGES AND RECOMMENDATIONS
1. Gathering and Using Information and Data

Gather data on recruitment, successful completion and feedback from learners by ethnicity, gender, age and disability/learning difficulty to measure representation, progress and satisfaction levels of different groups. Use this to inform strategic, operational, quality and curriculum planning. 
2. Monitoring Progress and Disseminating Good Practice

Monitor progress with schemes, action plans, impact assessments and embedding equality and diversity in teaching and learning as part of our quality cycle to help ensure ownership of equality and diversity as an integral aspect of quality education and service delivery.

3. Partnership, Collaboration and Promotional Activity

Develop more effective partnership activity to meet the needs of under-represented groups/sectors of the community and promote positive attitudes to diversity.Ensure more effective internal collaboration across different curriculum and functional areas to deal with cross-departmental equality issues.

4. Impact Assessment 
Ensure that impact assessment is incorporated into policy development and review processes and findings/recommendations are fedback and actioned. 

5. Gender Equality Scheme
Ensure that staff are aware of their responsibilities in relation to implementing our Scheme and action plan and undertake any relevant training. Review and report on progress as part of this annual report.
6. Single Equality Scheme
Review existing equality schemes, action plans, policies, promotional and partnership activity relating to different equality strands and issues, with the aim of incorporating priority areas from these into a Single Equality Scheme and action plan. Involve learners, staff and other key stakeholders in the development of this Scheme and action plan and publish in 2009.
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Introduction 
This report provides an overview of the work that Swansea College has undertaken during 2007-08 in order to meet our legislative requirements relating to equality and diversity. It outlines actions, challenges and future priorities in implementing the Equality Act 2006 and meeting our responsibilities under the:

· Race Equality Duty; 
· Disability Equality Duty; 

· Gender Equality Duty; 
· Employment Equality (Age) Regulations; 
· Employment Equality (Religion or Belief) Regulations; 
· Employment Equality (Sexual Orientation) Regulations.
Race Equality Duty
Under the Race Relations (Amendment) Act we have a general duty to:

· promote equality of opportunity; 

· promote good relations between people of different racial groups;
· eliminate unlawful discrimination. 
This applies to all functions, services, policies and employment practices. 
We also have specific duties to:
· prepare a race equality policy;
· assess the impact of our policies on students and staff of different racial groups;
· arrange to publish our policy and the results of assessments and monitoring;
· monitor student admission and progress and staff recruitment and career progress by racial group.
Implementing the Duty 

Our Race Equality Policy and action plan, published in May 2005 are available on the College website. Progress with implementation is monitored and fed back through the Equality and Diversity Group and Senior Management Team meetings and progress update reports. Many of the specific actions and developments have either been successfully implemented or are in the process of being implemented. These are due to be reviewed and updated with a view to incorporating outstanding actions and any new objectives into a Single Equality Scheme. 
Positive race relations and cultural diversity are promoted through cross-College events and activities such as our Celebrating Diversity Fayre (with a range of community groups and over a thousand learners participating), Kenya Project, Holocaust Memorial Day and Refugee Week activities. 
Ongoing partnership activity with EYST (Ethnic Youth Support Team) and MEWN (Minority Ethnic Women’s Network) includes providing drop in services on site, giving culturally appropriate advice and support to black and minority ethnic learners, particularly for those at risk. Representatives from MEWN and EYST have also participated in impact assessments of key policies and procedures, including our Recruitment and Selection and Child Protection Policy impact assessments to help ensure that the specific issues affecting black and minority ethnic groups are addressed.
We monitor learner recruitment by ethnicity and by faculty, programme area and course level and mode of study (full and part time). Approximately 12% of our 2006-2007 cohort were from black and minority ethnic groups. We also monitor recruitment by gender and ethnicity. 
We also monitor applications and staff representation and modes of employment by ethnicity.

Further details of our equality monitoring can be found in Appendices 1 and 2.
Disability Equality Duty
The Disability Equality Duty came into force in December 2006. We have a general duty to:

· promote equality of opportunity between people with disabilities and other people;
· eliminate discrimination that is unlawful under the Disability Discrimination Act;
· eliminate harassment of people with disabilities (related to their disabilities);
· promote positive attitudes towards people with disabilities;
· encourage participation by people with disabilities in public life;
· take steps to take account of people’s disabilities, even where that involves treating people who are disabled more favourably than other people.

This applies to all functions, services, policies and employment practices. 

We also have specific duties to:

· produce and publish a Disability Equality Scheme;
· implement certain aspects of the Scheme;
· report on it.

Implementing the Duty

Our Disability Equality Scheme and action plan, published in December 2006 are available on the College website. Progress with implementing our disability equality objectives is monitored and reported on through progress updates to SMT and the Equality and Diversity Group. 

Main areas of progress:
· greater promotion of disability equality, positive attitudes to disability and participation of learners with disabilities in cross-College events;

· improving disclosure, referral, planning and support mechanisms for learners with disabilities;
· staff training on the Disability Equality Duty and related responsibilities and good practice; 
· completion of risk assessments (where appropriate) with full involvement from learners and other stakeholders;
· reviewing work experience procedures to ensure processes are in place to enable learners with disabilities to access work experience opportunities and report discriminatory practices/treatment;
· involving representatives from disability groups (Shaw Trust) in the impact assessment and review of our Recruitment and Selection Policy to help ensure that the needs of applicants with different disabilities are taken into account;

· monitoring applications from staff by disability and identifying support needs on applications to help ensure that any necessary adjustments can be put in place;
· monitoring recruitment and support by disability, faculty and mode of study and disability, gender and faculty to identify representation and take up of support in across different areas and identify any significant disparities/issues.
Main areas for improvement:
· ensuring delivery and support staff work together more effectively to provide support and adjustments which meet learner’s specific needs and promote independence and participation;
· providing targeted training on specific aspects of disability equality for particular teams/roles;
· providing information in accessible language and alternative formats;
· improving disclosure, referral, planning and support mechanisms, particularly for part time learners and part time staff;
· developing more effective partnerships with disability groups;
· reviewing numbers of learners with disabilities on Work Based Learning, Job Centre Plus, Business College and other vocational programmes and working with employers to identify barriers;
· effective monitoring and implementation of risk assessments and evacuation plans;
· gathering and using data to measure our progress and to make comparisons between progress of learners with disabilities and other learners.
Gender Equality Duty
This came into force in April 2007. Our general duty is to:

· eliminate unlawful discrimination and harassment;
· promote equality of opportunity between men and women.
This applies to the delivery of all our functions and services and employment practices. It includes harassment or discrimination on the grounds that a person is married or a civil partner, pregnant, on maternity leave or transsexual.
We also have specific duties to prepare and publish a Gender Equality Scheme by April 2008 and report on progress with implementing this.
Our Scheme should demonstrate how we intend to fulfil our general and specific duties, including how we have:

· identified our gender equality objectives and how we intend to implement them (our action plan) 

· consulted with and involved key stakeholders in the development of our Scheme and objectives

· taken into account information gathered or considered relevant on the effect of our policies and practices on men and women.

It should also describe how we will:

· gather information on and assess the impact of current and future policies and practices on men and women

· review progress with implementing our scheme objectives

· report on progress (annually)

· revise our scheme (every three years).
Implementing the Duty

Our Gender Equality Scheme and action plan are due to be published and will be available on our website in April. We have actively involved staff, learners and other stakeholders in the development of our Scheme and action plan. This engagement will continue in relation to its implementation and reviewing our progress.
Our Scheme and action plan outline measures in place to meet our general and specific duties, how we intend to build on existing good practice and new measures we will introduce to promote gender equality in the organisation and wider community. 

Recent measures taken to improve gender equality include:

· ongoing partnership work with JIVE (Joint Intervention Wales’ Resource Centre for Women in Science, Engineering and Technology), the University of Wales, Swansea and local schools to tackle gender stereotyping in career and subject choice and eliminate occupational segregation;
· awareness raising events, including taster sessions for pupils from local schools, promoting non-traditional subject/career choices such as engineering for girls and session swaps between learners taking male and female dominated programmes (including hair, beauty, electronics, plumbing, electrical and childcare) to challenge preconceptions about men’s and women’s skills and abilities. 

· introducing a flexi-time scheme to provide more family friendly working practices; 

· revising our Parental Leave Policy to make available the opportunity to request parental leave to parents of older children and also informal carers of children;
· reviewing our Maternity Policy and introducing more flexible return to work provisions;
· analysing gender representation across different types of roles, employment status (full time/part time) and salary bands, to identify representation and any significant disparities/issues.

Employment Equality (Age) Regulations 
These came into force in October 2006. The regulations make it unlawful to discriminate or indirectly, harass or victimise someone on the basis of age.
The regulations apply to all employers and training providers, trade unions and occupational pension schemes. They cover employment practices and all forms of FE and HE vocational training. They do not cover provision of goods and services.

The regulations also:

· remove upper age limits for unfair dismissal and redundancy; 
· make compulsory retirement below sixty five unlawful;
· give employees the right to request to work beyond retirement age. 
Age discrimination can be justified if employers are able to provide evidence of a genuine occupational requirement or that it is a proportionate way of achieving a legitimate aim. This means proving that there is no alternative, less discriminatory way of achieving the aims and that the benefits significantly outweigh discriminatory effects.
Implementing the Duty

We review policies and procedures to identify any potentially discriminatory practices. Recent activity includes:

· reviewing recruitment and selection procedures and revising application forms and job descriptions to ensure there is no age related criteria or age bias in use of language;
· monitoring applications by age and recording this information separately from the application to ensure applicants are not discriminated against on these grounds;
· reviewing fees and admissions policies and course entry requirements for age related criteria/restrictions;
· reviewing marketing literature and course information for ageist language and age bias in images.
Employment Equality (Religion or Belief) Regulations 

These regulations came into effect in 2003 and prohibit direct and indirect discrimination, victimisation and harassment in employment on grounds of religion or belief. This includes employment practices and vocational training. The term religion or belief is defined as being any religion, religious belief or similar philosophical belief. This does not include philosophical or political beliefs unless they are similar to a religious belief.

In very limited circumstances it will be lawful for an employer to treat people differently if there is a genuine occupational requirement that the job holder must be of a particular religion or belief.
Implementing the Duty

We are currently reviewing policies and procedures to identify any potentially discriminatory practices. Recent actions taken to prevent discrimination and promote awareness of different religions and beliefs include:

· staff training on our legislative responsibilities, guidance on commonly practised religions, including rules in relation food and clothing;

· events and workshops for learners promoting awareness of cultural diversity, religious beliefs and practices;
· partnership activity with the Interfaith Swansea and Peace Mala to promote positive relations between people of different faiths and cultures;
· highlighting bullying and harassment on grounds of religion and belief in induction;

· developing a selection of resources and links to sources of information and support on Moodle (our Virtual Learning Environment).
Employment Equality (Sexual Orientation) Regulations
These regulations came into force in 2003. They prohibit direct and indirect discrimination, victimisation and harassment in employment and vocational training on grounds of sexual orientation. 
Organisations may be held responsible for the actions of their staff as well as staff being individually responsible.

This applies to:

· harassment in the workplace or workplace related activities/ events (e.g. social events);
· discrimination, harassment or victimisation following the end of a working relationship;
· written or verbal references.

In very limited circumstances it is lawful for an employer to treat people differently if it is a genuine occupational requirement that the job holder must be of a particular sexual orientation.

Implementing the Duty
We are reviewing polices and procedures to identify any potentially discriminatory practices. Specific actions include:

· staff training on legislative duties and how to deal with discriminatory behaviour;
· highlighting bullying and harassment in relation to sexual orientation in induction and in diversity workshops for learners;
· developing a selection of resources and links to sources of information and support on Moodle (including information on local support groups, networks and events);
· networking with organisations such as Stonewall Cymru, the Terrence Higgins Trust and Safer Wales and the LGBT Excellence Centre to identify good practice in tackling homophobia and promoting equality for gay people and to plan training and awareness raising activity.
CHALLENGES AND RECOMMENDATIONS
1. Gathering and Using Information and Data

Gather and use data and information more effectively to inform planning and decision making as part of our strategic, operational and quality planning. 

Gather and use data relating to recruitment and successful completion by gender, ethnicity, age group and disability/learning difficulty. This will help us to measure and compare representation, progress and achievement of different groups across different curriculum areas and modes of study and identify any patterns, significant differences and progress. Using this data, together with information relating to learners’ satisfaction rates/perceptions and so on, will help us to asses how effectively we meet the needs of different groups and identify areas for improvement. 

2. Monitoring Progress and Disseminating Good Practice

Monitor progress with schemes, action plans, impact assessments and embedding equality and diversity in teaching and learning as part of the quality cycle. 

This is crucial to ensuring recognition and ownership of equality and diversity as an integral aspect of quality service and educational provision across the organisation, at all levels.

Better representation on the Equality and Diversity Group to ensure more effective identification and dissemination of issues and good practice across each department.
More focus should also be given to sharing good practice across areas via staff development activities, meeting slots and other communication channels.
3. Partnership, Collaboration and Promotional Activity

Develop more effective partnership activity to meet the needs of under-represented groups/sectors of the community and promote positive attitudes to diversity. 
Particular attention should be given to forging more effective partnerships with disability groups/organisations and support networks/groups promoting equality for gay people and working closely with schools and other partners to tackle gender and cultural stereotyping in subject and career choices.
Ensure more effective internal collaboration across different curriculum and functional areas to deal with cross-departmental equality issues. 

Particular attention should be given to improving teamwork and communication between delivery staff and staff providing support for learners with disabilities/learning difficulties and Estates to ensure that support/ adjustment meets specific needs and that health and safety issues are addressed. 
More focus should also be given to collaboration between different curriculum teams and functional areas to address and promote particular equality issues.
4. Impact Assessment 

Incorporate impact assessment into the policy development and review process more effectively. Lead persons responsible for policies to ensure that findings and recommendations from impact assessments are fedback to the Equality and Diversity Group and Senior Management Team promptly and actioned accordingly. 
5. Gender Equality Scheme

Publish our Gender Equality Scheme and action plan by April 2008. Ensure this is launched effectively across College and that staff are aware of their responsibilities in relation to implementing the Scheme and action plan and undertake any relevant training. Review and report on progress as part of this annual equality and diversity progress report.

6. Single Equality Scheme
Review existing equality schemes, action plans, policies, promotional and partnership activity relating to different equality strands and issues, with the aim of incorporating priority areas from these into a Single Equality Scheme and action plan. Involve learners, staff and other key stakeholders in the development of this Scheme and action plan and publish in 2009.

Appendix 1 - Learner Data

1.1 Cohort by Gender 2006-2007

	Female 7516   (54%)   Male     6321   (46%)     Total   13837

In 2006/07 approximately 54% of our student cohort was female and 46% male. This reflects national trends. Statistics published by WAG, for example, indicate that the representation of learners in FE, HE and WBL enrolled at F.E. institutions in 05/06 was 58% female and 42% male. This includes community learning where learners were enrolled in an F.E. institution.

1.2 Cohort by Disability/Learning Difficulty & Gender 2006/07

	
	
	
	

	Disability
	Total Student Count
	Female
	Male

	disability affecting mobility
	26
	17
	9

	emotional /behavioural difficulties
	11
	5
	6

	hearing impairment
	146
	82
	64

	mental ill health
	134
	68
	66

	no disability
	9830
	5407
	4423

	not known / information not provided/required
	3069
	1630
	1439

	other
	508
	248
	260

	other medical condition (e.g. epilepsy, diabetes)
	12
	7
	5

	other physical disability
	20
	11
	9

	profound and multiple disabilities
	2
	2
	 

	stroke/aphasia;
	2
	 
	2

	temporary disability after illness (e.g.post-viral)
	2
	2
	 

	visual impairment
	75
	37
	38

	Total
	13837
	7516
	6321

	Learning Difficulty
	Total Student Count
	Female
	Male

	aspergers/autism
	9
	2
	7

	attention deficit disorder (ADD) / attention deficit hyperac
	2
	 
	2

	dyscalculia
	1
	1
	 

	dyslexia
	353
	162
	191

	moderate learning difficulty
	288
	127
	161

	no learning difficulty
	9788
	5431
	4357

	not known / information not available/required.
	3195
	1710
	1485

	other
	76
	31
	45

	other specific learning difficulty
	3
	 
	3

	severe learning difficulty
	121
	51
	70

	severe learning difficulty
	121
	51
	70

	specific language impairment
	1
	1
	 

	Total
	13837
	7516
	6321

	Approximately 7% of male learners and 6% of female learners disclosed on enrolment that they have a disability and 8% of male learners and 5% of female learners have disclosed that they have a learning difficulty/disability. Approximately 22% of learners did not provide information, so the number of learners with a learning difficulty or disability could be higher than this. 

Proportions of male and female learners with different disabilities generally reflect the overall representation of male and female learners across college, although there are more male learners with specific learning difficulties such as aspergers syndrome, autism, ADD and ADHD and more female learners with mobility difficulties.

1.3 Cohort by Gender and Ethnicity 2006/07

	
	
	
	

	Ethnic Origin
	Total Student Count
	Female
	Male

	Asian - Bangladeshi
	130
	61
	69

	Asian - Indian
	42
	18
	24

	Asian - Pakistani
	58
	34
	24

	Black - African
	133
	83
	50

	Black - Caribbean
	18
	5
	13

	Chinese
	67
	45
	22

	information refused
	57
	30
	27

	mixed - White and Asian
	27
	11
	16

	mixed - White and Black African
	21
	11
	10

	mixed - White and Black Caribbean
	10
	6
	4

	not known
	685
	346
	339

	other Asian background
	183
	92
	91

	other Black background
	8
	3
	5

	other Ethnic background
	142
	61
	81

	other Mixed background
	33
	12
	21

	White
	12223
	6698
	5525

	Total
	13837
	7516
	6321

	Approximately 88% of learners are white, with approximately 55% of these being female and 45% male, reflecting the overall gender representation.

For other ethnic groups, the relative numbers of males and females are also roughly equal, with the exception of Chinese learners (67% female, 33% male) and Black African (62% female, 38 % male) and Black Caribbean learners (28% female, 72% male).
1.4 Cohort by Age & Gender 2006/07



	Age at Sept 06
	Total Student Count
	Female
	Male

	13-15
	300
	171
	129

	16-19
	2812
	1292
	1520

	20-24
	2046
	989
	1057

	25-29
	1461
	801
	660

	30-39
	2615
	1485
	1130

	40-49
	2354
	1424
	930

	50-59
	1372
	850
	522

	60-69
	556
	317
	239

	70+
	260
	160
	100

	Unknown
	61
	27
	34

	Total
	13837
	7516
	6321

	
	
	
	


With regards to age and gender, the largest number of learners are in the 16-19 age group (2812) and there are more males than females in this age group (54% male, 46% female). There are also more male students in the 20-24 age group. There are more females than males in all age groups from 25 onwards. 
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1.5 Total Enrolments by Gender 2006-07
	Gender

	Total


	Female

	11288


	Male

	10694



	
	 

	1.6 Full Time and Part Time Enrolments by Faculty and Gender 06/07
 

Full Time

Part Time

By Faculty

Male

Female

Male

Female

A'level and the Arts

680

764

1213

2359

Engineering and IT

459

33

1046

508

Sport, Lifestyle and Business

273

213

198

521

Social and Vocational Studies

137

706

67

722

Business College

 

 

2003

2577

Skill Seekers

 

 

1076

742

ABE

 

 

364

418
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With regards to full time enrolments by faculty and gender, we can see that figures within A level and the Arts reflect the gender representation of the college overall (47% male and 53% female). Within Sport Lifestyle and Business the percentage of males is slightly higher (56% male).  Social and Vocational Studies is female dominated (84% female) and Engineering and IT is male dominated (93% male).
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For part time enrolments by faculty and gender the differentials change. In A level and the Arts, for example the differential increases (66% female) and in Sport, Lifestyle and Business there is significant increase in the percentage of female enrolments (73% female). However for Engineering and IT the gender gap decreases (with 67% male and 33% female). For Social and Vocational Studies there is no significant difference between full and part time representation. Business College figures  reflect the overall gender representation (44% male, 56% female) and there are more male learners on Skill Seeker programmes (59% male).

1.7 Full Time and Part Time Enrolments by Programme Area & Gender 2006/07
	 
	Full Time
	Part Time

	By Programme Area
	Male
	Female
	Male
	Female

	AMP
	170
	208
	267
	676

	HSS
	209
	357
	599
	1106

	MS
	171
	116
	154
	253

	ESOL
	130
	83
	193
	324

	 
	 
	 
	 
	 

	ENG
	372
	14
	823
	59

	IT
	87
	19
	223
	449

	 
	 
	 
	 
	 

	BAA
	63
	46
	120
	314

	HCS
	30
	18
	34
	116

	SLT
	180
	149
	44
	91

	 
	 
	 
	 
	 

	HBT
	12
	261
	20
	322

	ILS
	87
	57
	 
	 

	SEY
	38
	388
	47
	400
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When looking at enrolments by programme area and gender, we can see the differences in representation for particular programmes more clearly. For example, although Social and Vocational Studies is a female dominated faculty, within the programme area of Independent Living Skills (ILS) there are more male learners (60% male). Similarly, although on the whole Engineering and IT is a male dominated area, there are more female learners on part time IT courses (72% female). 

For other programme areas there are also significant differences when we compare full and part time enrolments, reflecting the higher number of female learners studying part time. For example, in the faculty of Sport, Lifestyle and Business, there is a higher percentage of males studying full time in all programme areas. However, when we look at part time programmes, the balance shifts significantly. For example, in Business, Administration and Accounting (BAA), the percentage of female enrolments increases from 42% to 72%. Hospitality and Catering and Sport, Lifestyle and Travel show similar increases. 

Maths and Science and ESOL show similar patterns, with full time female enrolments at approximately 40%, rising to over 60% for part time. Arts subjects increase from 55% to 72%.

Appendix 2- Staff Data

2.1 Applications by Gender
The gender split of overall applications shifted considerably compared with 2005/6 to a higher majority of 67% applications coming from females with only 32% male applications, this is likely to be linked to the higher proportion of casual and part-time jobs advertised during 2006/07.

2.2 Age profile of Applicants 05/06 & 06/07
	Year 
	16-24
	25-35
	36-45
	46-55
	56+
	Unknown

	05/06
	17%
	21%
	19%
	8%
	4%
	31%

	06/07
	17.5%
	31.5%
	25%
	16%
	7%
	3%


The total number of applications received from individuals over the age of 45 rose from 12% in 2005/06 to 23% in 2006/07.  This is likely to be linked to the introduction of new age discrimination legislation outlawing the discrimination on the grounds of age in the consideration of job applicants. 

During 2006/07, there was a drop in applications received from black or ethnic minority applicants, representing 5.3% compared with 9.4% the previous year. An impact assessment conducted during the course of 2006/07 has identified a number of positive action steps that will assist in increasing this number moving forward.  
2.3 Black or Minority Ethnic Applications

	 
	BME 
	Total 
	% BME

	 
	Applications 
	Applications
	Applications 

	2005-06
	88
	938
	9.4%

	2006-07
	52
	978
	5.3%


The number of applications received from applicants who disclosed a disability increased in 2006/07 from 6 the previous year to 11.     
2.4 No. of Applications disclosing disability 

	 
	Disability 
	% Disability 

	 
	Applications 
	Applications 

	2006/07
	11
	1.12%

	2005/06
	6
	0.64%


2.5 Gender Profile 
The split of female / male staff employed has remained constant over the last 3 years, with 64% of staff employed female and 36% of staff employed male. 

Gender split – all staff 

	Number of Staff

	Year  
	Female 
	Male 
	Total 

	2005/06
	692 (64%)
	389 (36%)
	1081 

	2004/05
	691 (64%)
	385(36%)
	1076

	2003/04
	711(64%) 
	398(36%) 
	1109


Female teachers make up 60% of the total teaching staff body and male represent 40%.  This is exactly in line with the gender profile published in the FE Workforce Data for England for 2005/06. 

Gender split – teaching staff 

	
	Number of  Teaching Staff

	Year
	Female 
	Male 
	Total 

	2005/6
	331 (60%)
	217 (39.5%)
	548

	2004/5
	320 (58.6%)
	226 (41.4%)
	546

	2003/4
	350 (58.7%)
	246 (41.3%)
	596


The split amongst salaried teachers in terms of gender for 2006-07 is slightly more balanced with 55% female, 45% male. 
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Looking more closely at the gender profile of the teaching body, it is evenly distributed for full-time teaching posts, with 83 male teachers and 80 female teachers.  Of the part-time permanent salaried teachers 73% are female, indicating that flexibility of working on a part-time basis is clearly more attractive to female teachers than it is to male teachers. 

2.6 Age Profile 
There has been little change in the overall age profile of staff over recent years. 
Age profile of total staff 

	 
	<20
	20-29
	30-39
	40-49
	50-59
	60+

	2005/6
	4%
	19%
	25%
	26%
	21%
	5%

	2004/5
	3%
	19%
	24%
	26%
	19%
	6%

	2003/4
	6%
	20%
	26%
	27%
	17%
	5%


The average age of teaching staff as at the date of the report was 44.0 this is exactly the same as the average age of teaching staff in England published for 2005/06.  
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On closer scrutiny of the age distribution of salaried teaching staff by gender, it is evident that the proportion of female teachers is higher most noticeably in the age ranges 35-44. This information will be used to inform areas for recruitment focus as part of the Gender Equality Action Plan. 
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2.7 Ethnicity Profile 
The number of black or ethnic minority staff employed at the College during 2005/06 was this represents 2.77%.  This compares favourably with the data for 2004/05 where just 1.76% of staff were from a black or ethnic minority background, however it is still lower that the BME community in Wales, where in the 2001 where 96% of population gave their ethnic origin as White British. 

Percentages of BME staff 

	 
	White 
	total 
	No. of BME Staff 
	% BME Staff

	2005/06
	1042
	1082
	30
	2.77%

	2004/05
	1035
	1081
	19
	1.76%

	2003/04
	1066
	1109
	25
	2.25%
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