EQUALITY & DIVERSITY PROGRESS REPORT 2009


EXECUTIVE SUMMARY
Introduction 

This report provides an overview of the work that Swansea College has undertaken during 2008-2009 to meet our legislative requirements and embed equality and diversity across the organisation.

Race Equality Duty 

Our Race Equality Policy and action plan has been monitored and reviewed. Key objectives/outstanding actions have been identified and will be incorporated into our Single Equality Scheme (following further consultation) to be published in July 2009.

Disability Equality Duty 

Approximately 250 staff have undertaken training this year on our legislative duties and implementing our key objectives. Progress with implementing our action plan has been reviewed and priority areas for improvement/actions have been disseminated to relevant areas to take forward. Key objectives and actions will be incorporated into our Single Equality Scheme.

Gender Equality Duty 

Our Gender Equality Scheme and action plan was published in April 2008, following consultation with staff, learners and other key stakeholders. Approximately 250 staff have undertaken training this year on our legislative duties and implementing our objectives. Key objectives and actions will be incorporated into our Single Equality Scheme (following further consultation and review).

Equality and Diversity all Strands (including Age, Sexual Orientation, Religion & Beliefs)
We impact assess policies and review our literature to identify potentially discriminatory practices and ensure non-discriminatory language and non-stereotypical images are used. We promote awareness through staff training events, induction, events for learners and resources on Moodle (on our Virtual Learning Zone). We also network with representative groups, organisations, local schools and employers to share good practice and promote awareness through partnership events/activities such as our annual Diversity Fayre, Fresher’s Fayre and fashion show.

A session on embedding equality and diversity in the curriculum was held this November with Curriculum Team Leaders to review progress and identify and share good practice. A training session for senior and middle managers in January also explored discrimination and harassment in employment practices and good practice in dealing with/preventing this. 
CHALLENGES AND RECOMMENDATIONS
1. Gathering and Using Information to Measure Progress

Use data and feedback from learners and staff more effectively to measure representation, progress and satisfaction levels of different groups and 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, service delivery and employment practices.

3. Partnership, Collaboration and Promotional Activity

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

4. Impact Assessment 

Ensure that impact assessment is fully incorporated into policy development and review processes. Findings/recommendations from all impact assessments to be fedback to the Equality and Diversity Group and Senior Management Team for action/approval and published alongside policies as part of the policy development and review process. Progress with this to be monitored by the Quality Unit.

5. Single Equality Scheme

Review our existing equality schemes, action plans, policies (race, disability and gender) and promotional and partnership activity relating to different equality strands and issues (including age, sexual orientation, religion and beliefs). Incorporate priority areas from these into our Single Equality Scheme and action plan. Involve learners, staff and other key stakeholders in the development of the Single Equality Scheme and action plan and publish in July 2009. 
Deliver a programme of staff training as part of the launch of the Single Equality Scheme to ensure that staff are aware of their responsibilities in relation to implementing the scheme. Explore good practice/issues and monitor progress/actions taken to meet our objectives more regularly at team, departmental and Senior Management Team meetings.
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Introduction 
This report provides an overview of the work that Swansea College has undertaken during 2008-9 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 and 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:
· publish a race equality policy;
· assess the impact of our policies on students and staff of different racial groups and publish the results of assessments;
· monitor and publish student admission and progress and staff recruitment and career progress by racial group. 
Implementing the Duty 

Our Race Equality Policy and action plan are available on the College website. Progress with implementing our objectives is monitored and fed back through the Equality and Diversity Group and Senior Management Team meetings and progress update reports. Following a review of the policy and action plan in January 2009, key objectives/outstanding actions have been identified which will be incorporated into our Single Equality Scheme (following further consultation). This is due to be published in July 2009.

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, representative organisations and over a thousand learners participating), the 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 culturally appropriate advice and support for black and minority ethnic learners, particularly those at risk. 
Our Child Protection and Vulnerable Adult Policy has been impact assessed and updated to include procedures for dealing with forced marriage and identifying those at risk. A programme of staff training on this is currently being delivered.
Our International Office has organised a series of visits and exchanges this year with teachers from Korea and Vietnam to share  good practice in teaching methodology. Korean teachers also worked in local primary schools as part of the programme.

We monitor learner recruitment by ethnicity and by faculty, programme area and course level and mode of study (full and part time). Approximately 7% of our 2007-2008 cohort classed themselves as being from black and minority ethnic groups; 88% as classed themselves as white and approximately 5% did not provide this information. 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 the Senior Management Team and the Equality and Diversity Group.  A review this year has highlighted the following areas of progress and improvement.
Main areas of progress:
· greater promotion of awareness of disability equality issues, positive attitudes to disability and participation of disabled learners in cross-College events and local campaigns (such as Scope’s Time to Get Equal campaign and involving the RNIB Cymru in our annual Diversity Fayre);
· raising awareness of, and making improvements to disclosure, referral and support mechanisms for learners with disabilities;
· involvement of learners and other stakeholders (where appropriate) in completion of their risk assessments;
· staff training on implementing our Disability Equality Scheme and action plan (250 staff) and targeted training, for example on supporting learners with specific learning disabilities; 

· reviewing quality and benefits of in-class support for disabled learners, with very positive feedback from learners and staff;
· raising awareness of disclosure procedures and support for disabled staff and applicants to help ensure that any necessary adjustments/support can be put in place;
· improved monitoring of implementation of support/ reasonable adjustments put in place for disabled staff;

· impact assessing and revising our Short and Long Term Absence Policy and procedures, taking into account potential disability related issues;
· improved recording and collection of data on disabled staff;

· 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 different areas and identify any significant disparities/issues.
Main areas for improvement:
· better cross-departmental teamwork and communication to plan support and adjustments in advance, particularly for part time learners; 

· more effective planning, implementation and monitoring of individual risk assessments and evacuation plans;
· improving disclosure, referral, planning and support mechanisms for disabled staff and applicants; 
· providing targeted and responsive training on specific aspects of disability equality for particular teams/roles, particularly on health and safety issues such as emergency evacuations and risk assessments for disabled learners;

· improving accessibility of facilities to enable equal access for disabled learners – better planning in advance;

· developing more effective partnerships with disability groups, employers and other local organisations to support progression/transition to employment and support in the work place;
· gathering and using data to measure progress of disabled learners in comparison with other learners;
· gathering and using data to measure progress of disabled applicants through recruitment and selection process;
· providing information in accessible language and alternative formats.
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 transgender.
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 was published in April 2008 is available on our website. We have actively involved staff, learners and other stakeholders in the development of our Scheme and action plan. Approximately 250 staff to date have undertaken training on implementing our Gender Equality Scheme and objectives.
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 work to 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 (for example hair, beauty, electronics and plumbing) to challenge preconceptions about men’s and women’s skills and abilities;
· making our flexi-time scheme more widely available across the organisation; 
· reviewing our Paternity Leave Policy to look into introducing paid paternity leave;
· reviewing our Maternity Policy and introducing more flexible return to work provisions and support systems;

· exploring positive action strategies to improve representation of female staff in Engineering;
· starting to analyse 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 against, 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, further and higher education and 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;

· updating 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 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;
· provision of all forms of vocational training (including access to facilities, guidance, work experience etc).
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, how to deal with discriminatory behaviour and promote equality for gay people;
· highlighting homophobic bullying and language in induction and in diversity workshops for learners;
· updating resources and links to sources of information and support on Moodle (including information on local support groups, networks and events);
· networking with local organisations such as Stonewall Cymru, the Terrence Higgins Trust and Safer Wales to identify good practice in tackling homophobia and promoting equality for gay people and involving them in events such as our Diversity Fayre and Fresher’s Fayre;
· taking part in campaigns/events such as LGBT (Lesbian, Gay, Bisexual and Transgender) History Month (February) and IDAHO (International Day Against Homophobia (May17th).

CHALLENGES AND RECOMMENDATIONS
1. Gathering and Using Information and Data

Use data and feedback from learners and staff more effectively to measure representation, progress and satisfaction levels of different groups and to inform strategic, operational, quality and curriculum planning. 

We currently gather data on recruitment and information relating to learner’s satisfaction rates/perceptions by gender, ethnicity, age group and disability/learning difficulty (for example, via Student’s Talking Surveys). This helps us to measure and compare representation and satisfaction rates of different groups across different curriculum areas and modes of study and to identify any patterns and significant differences. We also need to gather and use data on achievement by these categories to measure and compare progress of different groups and to help us identify areas for improvement.
We gather data on staff applications, representation and satisfaction rates/perceptions by these categories (via our Staff Perception and Internal Customer Care Surveys) and information on equality related grievances/issues. We also need to use this information more effectively to target areas for improvement. We also need to further develop our data capture to record and monitor progression of applicants through the recruitment and selection process and reasons leaving the organisation by these categories.
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, service delivery and employment practices.

Reviewing progress and share good practice across areas more regularly via staff development activities, meeting slots and other communication channels.

Improve representation on the Equality and Diversity Group and the effectiveness of group members in promoting awareness and identifying progress across different areas. 
3. Partnership, Collaboration and Promotional Activity

Develop more targeted partnership activity to meet the needs of under-represented groups/sectors of the community and promote positive attitudes to diversity in the College and the wider community. 
Forge more effective partnerships with disability groups/ organisations to support progression and transition to employment.  Work more closely with support groups/organisations promoting equality for gay people and with schools and other partners to tackle stereotyping in subject and career choices.
Ensure more effective internal collaboration across different curriculum and functional areas to deal with cross-departmental equality issues and promotional activity. Improve teamwork and communication between delivery, support staff and Estates to plan support/adjustments for disabled learners and staff in advance, address health and safety issues and monitor progress with this.

4. Impact Assessment 

Ensure that impact assessment is incorporated into policy development and review processes more effectively. Findings/recommendations from all impact assessments to be fedback to the Equality and Diversity Group and Senior Management Team for action/approval and published alongside policies as part of the policy development and review process. Progress with this to be monitored by the Quality Unit.

5. Single Equality Scheme
Review our existing equality schemes, action plans, policies (race, disability and gender) and promotional and partnership activity relating to different equality strands and issues (including age, sexual orientation, religion and beliefs). Incorporate priority areas from these into our Single Equality Scheme and action plan. Involve learners, staff and other key stakeholders in the development of the Single Equality Scheme and action plan and publish in July 2009.
Deliver a programme of staff training as part of the launch of the Single Equality Scheme to ensure that staff are aware of their responsibilities in relation to implementing the scheme. Explore good practices/issues and monitor progress/actions taken to meet our objectives more regularly at team, departmental and Senior Management Team meetings.

Appendix 1 - Learner Data (2007-2008)
1.1 Learner Cohort by Gender 
In 2007/08 our learner cohort was 13,858. Approximately 54% of our learner cohort was female and 46% male. This indicates a slight increase on numbers from the previous year (13837 in 2006/07) but the proportions of male and female learners have not changed. These figures reflect 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.

	

	Cohort By Gender
	Learner Count
	Percentage
	

	Total
	13858
	
	

	Male
	6309
	46
	

	Female
	7549
	54
	


1.2 Learner Cohort by Disability, Learning Difficulty & Gender
Approximately 8% of learners disclosed that they have a disability and approximately 6% disclosed that they have a learning difficulty. Approximately 20% of learners did not provide this information so the number of learners with a disability or learning difficulty could be higher than this. The percentage of learners providing information on any disability or learning difficulties has risen by 2% compared with 2006/07 as a result of improvements in disclosure procedures.
The most common disabilities disclosed are mental health difficulties (162 learners); hearing impairments (138 learners) and speech, language and communication difficulties (118 learners). Proportions of male and female learners with different disabilities generally reflect the overall representation of male and female learners across college. However there are significantly more male learners with speech, language and communication difficulties than female learners (72 male compared with 47 female).
The most common learning difficulties disclosed are dyslexia (392 learners); moderate learning difficulties (233 learners) and severe learning difficulties (151 learners). Proportions of male and female learners with different learning difficulties also generally reflect the overall representation of male and female learners across college. However there are more male learners with severe learning difficulties (91 male compared with 60 female) and with moderate learning difficulties (132 male compared with 101 female).  
Learner Cohort by Disability
	
	
	
	
	

	Disability
	Total
	%
	Female
	Male

	learner is assessed as having no disability
	10189
	73.5
	5661
	4528

	Not Disclosed
	511
	3.7
	319
	192

	not known/information not provided/not required
	2080
	15.0
	1034
	1046

	visual impairment
	85
	0.6
	49
	36

	hearing impairment
	138
	1.0
	71
	67

	physical difficulty 
	103
	0.7
	66
	37

	emotional/behavioural difficulties
	33
	0.2
	13
	20

	mental ill health
	162
	1.2
	85
	77

	multi-sensory impairment 
	7
	0.1
	6
	1

	autistic spectrum disorder
	23
	0.2
	5
	18

	speech, language & communication difficulty
	119
	0.9
	47
	72

	other
	408
	2.9
	193
	215

	
	
	
	
	

	Learner Cohort by Learning Difficulty


	Learning Difficulty
	Total
	%
	Female
	Male

	no learning difficulty
	9924
	71.6
	5549
	4375

	Not Provided
	619
	4.5
	369
	250

	Not Known
	2434
	17.6
	1234
	1200

	moderate learning difficulty
	233
	1.7
	101
	132

	severe learning difficulty
	151
	1.1
	60
	91

	other specific learning difficulty
	24
	0.2
	12
	12

	aspergers/autism
	5
	0.0
	2
	3

	attention deficit disorder (ADD) or ADAH
	4
	0.0
	0
	4

	dyslexia
	392
	2.8
	193
	199

	specific language impairment
	2
	0.0
	1
	1

	other
	70
	0.5
	28
	42


1.3 Learner Cohort by Ethnicity and Gender
Approximately 88% of learners are white – the same percentage as in 2006/07. For other ethnic groups, the largest groups are Asian Bangladeshi (168); Black African (143) and other Asian (218). 635 people did not provide this information. Proportions of male and female learners from different ethnic groups also generally reflect the overall representation of male and female learners across college. However there are more male Asian Bangladeshi learners (99 male compared with 69 female) and Black African learners (77 male compared with 66 female).

	Learner Cohort by Ethnicity and Gender


	Ethnic Origin
	Total
	%
	Female
	Male

	Asian - Bangladeshi
	168
	1.2
	69
	99

	Asian - Indian
	50
	0.4
	22
	28

	Asian - Pakistani
	56
	0.4
	29
	27

	Black - African
	143
	1.0
	66
	77

	Black - Caribbean
	18
	0.1
	5
	13

	Chinese
	92
	0.7
	55
	37

	information refused
	64
	0.5
	30
	34

	mixed - White and Asian
	27
	0.2
	11
	16

	mixed - White and Black African
	23
	0.2
	12
	11

	mixed - White and Black Caribbean
	18
	0.1
	9
	9

	not known
	571
	4.1
	275
	296

	other Asian background
	218
	1.6
	111
	107

	other Black background
	7
	0.1
	3
	4

	other Ethnic background
	114
	0.8
	52
	62

	other Mixed background
	31
	0.2
	16
	15

	White
	12258
	88.5
	6784
	5474


1.4 Learner Cohort by Age Group and Gender
The largest number of learners are in the 30-39 age group. There are 2,622 learners in this age group. The second largest age group is 16-19, with 2,591 learners in this group. There are more males than females in this age group (1,341 males compared with 1,250 females). There are more females than males in all the other age groups.

	Learner Cohort By Age Group


	Age Group
	Total
	%
	Female
	Male

	Age 13-15
	392
	2.8
	202
	190

	Age 16-19
	2591
	18.7
	1250
	1341

	Age 20-24
	2009
	14.5
	971
	1038

	Age 25-29
	1541
	11.1
	862
	679

	Age 30-39
	2622
	18.9
	1486
	1136

	Age 40-49
	2443
	17.6
	1460
	983

	Age 50-59
	1439
	10.4
	846
	593

	Age 60-69
	558
	4.0
	316
	242

	Age 70+
	236
	1.7
	141
	95

	Unknown
	27
	0.2
	15
	12
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1.5 Full and Part Time Enrolments by Faculty and Gender
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 with 54% (734) female learners and 46% (617) male learners. Within Sport Lifestyle and Business the proportion of males is higher (58% male; 265 male and 195 female learners).  Social and Vocational Studies is female dominated (85% female; 691 female and 124 male learners) and Engineering and IT is male dominated (92% male; 419 male and 38 female learners). This represents a slight change from 2006/07 (A Level and the Arts 53% female; 47% male; Sports Lifestyle and Business 56% male; 44% female; Social and Vocational Studies 84% female; 16% male and Engineering and IT 93% male; 7% female).
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 (67% female). However for Engineering and IT the gender gap decreases (with 61% male and 39% 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 (48% male, 52% female) and there are more male learners on Skill Seeker programmes (60% male). Compared with 2006/07 this indicates a decrease in the proportion of part time female enrolments (down by 6%) for Sport, Lifestyle and Business and an increase in the proportion of part time female enrolments for Engineering and IT (up by 6%). There are no significant changes for other areas.
	Enrolments by Gender

Full Time

Part Time

Male

Female

Male

Female

Cross College

1520

1788

8676

9703

Full Time

Part Time

By Faculty

Male

Female

Male

Female

A'level and the Arts

617

734

1168

2256

Engineering and IT

419

38

1781

1150

Sport, Lifestyle and Business

265

195

279

566

Social and Vocational Studies

124

691

159

834

Business College

2043

2237

Skill Seekers

1338

884

ABE

374

463
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1.6 Full and Part Time Enrolments by Programme Area and Gender 
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, female dominated programmes such as Hair and Beauty (HBT) have seen an increase in the percentage of part time male enrolments (up by 3%). Within the programme area of Independent Living Skills (ILS) there are more male learners (56% male; compared with 60% male in 2006/07). Similarly, although on the whole Engineering and IT is a male dominated area, the number of part time female enrolments on Engineering courses has increased from 59 in 2006/07 to 94 in 2007/08. There are also more female learners on part time IT courses (65% female; compared with 72% in 2006/07).
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 some part time programmes, the balance shifts significantly. For example, in Hospitality and Catering (HCS) the percentage of female enrolments increases from 30% full time to 72% part time. Business, Administration and Accounting (BAA) part time enrolments also increase from 49% full time (42% in 2006/7) to 73% part time. However there are no significant differences between full and part time enrolments for Sport, Lifestyle and Travel.
Maths and Science and ESOL show similar patterns to 2006/07, with full time female enrolments at approximately 40%, rising to 60% for part time. Arts subjects increase from 53% to 74%.
Full and Part Time Enrolments by Programme Area and Gender
	
	
	
	
	

	
	Full Time
	Part Time

	Programme Area
	Male
	Female
	Male
	Female

	AMP
	136
	152
	225
	651

	HSS
	200
	377
	550
	1014

	MS
	169
	126
	146
	219

	ESOL
	112
	79
	247
	372

	
	
	
	
	

	ENG
	325
	9
	1194
	94

	IT
	94
	29
	587
	1056

	
	
	
	
	

	BAA
	54
	53
	121
	325

	HCS
	33
	14
	66
	173

	SLT
	178
	128
	92
	68

	
	
	
	
	

	HBT
	9
	233
	36
	386

	ILS
	84
	66
	71
	28

	SEY
	31
	392
	52
	420
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Appendix 2 - Staff Data

2.1 Diversity of the Workforce 

2.1.1
Gender  

The split of female / male staff employed has remained fairly constant over the last 3 years. 

Table 1: Gender split – all staff 

	Number of Staff

	Year  
	Female 
	Male 
	Total 

	2007/8
	615 (65%)
	337 (35%)
	952

	2006/07
	691 (65%)
	371 (35%)
	1062

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

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

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


Table 2: Gender split – teaching staff 

	
	Number of  Teaching Staff

	Year
	Female 
	Male 
	Total 

	2007/08
	274 (60%)
	180 (40%)
	454

	2006/07
	310 (60%)
	203 (39.5%) 
	513

	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


Female teachers make up 60% of the total teaching staff body and male represent 40%, however the gender split of salaried teachers 2007-08 is slightly more balanced with 55% female, 45% male. 

Looking more closely at the gender profile of the teaching body, 73%of the part-time permanent salaried teachers 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. 

2.1.2    Age 
There has been little change in the overall age profile of staff over recent years.  Figures for 2007/8 are not yet published, however the below estimate indicates a drop of 7% from the 20-29 bracket and a 10% increase in the proportion of staff over 40.  
Table 3: Age profile of total staff 

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

	2007/8
	2.5%
	16%
	25%
	25%
	23%
	7%

	2006/7
	3%
	18%
	25%
	25%
	21%
	6%

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

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

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


On closer scrutiny of the age distribution of salaried teaching staff by gender, it is evident that the proportion of female teachers is significantly higher in the 25-34 bracket (63% female, only 38% male), indicating perhaps that teaching as a career is less attractive to men than it is to women. This information will be used to inform areas for recruitment focus as part of the Gender Equality Action Plan. 
2.1.3  Ethnicity 

The number of black or ethnic minority staff employed at the College in 2007/8 represents 2.7% of the total workforce.  This figure is broadly in proportion with the percentage of the population in Wales from an ethnic minority group. 
 
Table 4: % of BME staff 

	 
	White 
	total 
	No. of BME Staff 
	% BME Staff

	2007/08
	923
	956
	26
	2.71%

	2006/07
	1025
	1062
	31
	2.91%

	2005/06
	1042
	1082
	30
	2.77%

	2004/05
	1035
	1081
	19
	1.76%

	2003/04
	1066
	1109
	25
	2.25%


2.1.4  Disability 

The % of staff currently identified as having a disability as defined by Disability Discrimination Act is 2.3%. 
2.2
Recruitment 

2.2.1
  Gender 

The gender split of overall vacancy applications was 70% female, 
30% male. These figures indicate a slight increase in the  percentage of applications from female applicants compared with 2006/07. 

Table 5: Gender split of applications 

	
	% female applicants
	% male applicants 

	2007-8
	70%
	30%

	2006-7
	67%
	32%

	2005-6
	55%
	45%


2.2.2
 Age Profile of Applicants  

Table 6: Age profile of applicants 
	Year 
	16-24
	25-35
	36-45
	46-55
	56+
	Unknown

	07/08
	19%
	27%
	21%
	21%
	6%
	6%

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

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


The proportion of applications received from individuals over the age of 45 rose increased for the second consecutive year, with 27% of applicants falling in this age bracket.  The proportion of applicants between 16 and 24 increased, whilst the percentage  of applicants aged between 25 and 45 dropped by 14.5%
2.2.3
 Ethnic profile of applicants 

Table 7: No. of Black or Minority Ethnic Applications

	 
	BME 
	Total 
	% BME

	 
	Applications 
	Applications
	Applications 

	2007-08
	52
	754
	6.8%

	2006-07
	52
	978
	5.3%

	2005-06
	88
	1202
	7.3%


During 2007/08, there was a slight increase in the percentage of applications received from black or ethnic minority applicants, representing 6.8% compared with 5.3% in 2006/07.  

2.2.4
 Disability Disclosure 

Out of a total of 754 applications, only 4 applicants disclosed a disability. 

Table 8: No. of applicants disclosing disability 

	 
	Disability 
	% Disability 

	 
	Applications 
	Applications 

	2007/08
	4
	0.53%

	2006/07
	11
	1.12%

	2005/06
	6
	0.64%


2.3 Grievances / Complaints 

During 2007/08 the College dealt with three formal grievances.  Two of these grievances were due to disability discrimination and the third was linked to discrimination on the grounds of race, and part-time status.  
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