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Single Equality Report: January 2019

This Report should be read in conjunction with the New College Stamford Single Equality
Scheme and Equality and Diversity Action Plan.

Overview

This report describes and shows how we actively work to advance Equality and Diversity and
eliminate any form of discrimination in line with our College Mission, Values, Culture, Policies and
Procedures and in compliance with The Single Equality Act 2010.

The College strives to use the principles, ethos and values of Equality and Diversity to underpin
and drive the enhancement and improvement of an inclusive, welcoming, inspiring and safe College
culture whose core purpose is to improve outcomes that raise standards and improve lives of
individuals.

We welcome, value, respect and foster understanding between and protect the characteristics of:

Age

Disability

Gender re-assignment
Marriage/Civil Partnership
Pregnancy/Maternity
Race/Ethnicity
Religion/Faith/Belief or None
Sexual Orientation

Sex

=4 =4 -8 _-_8_-9_-9_-9_-92_-2

We monitor and analyse statistics in relation to staff and students against the protected
characteristics in order to eliminate any potential discrimination and action plan to develop any
reasonable improvements and services and close any achievement gaps.

New College Stamford proactively seeks to work with staff, students, families, employers and other
stakeholders and partners to advance the understanding of equality and diversity, to foster good
relationships and consult about our plans, procedures and developments.

We formally assess the impact that all new and updated policies may have on any of the protected
characteristics and look for all opportunities to advance and foster equality and diversity. We embed
the whole concept of Equality and Diversity deeply within our culture and our activities and
procedures for all staff and students, partners as well as work and external business links.

The College endeavours to ensure that students and staff are not discriminated against because
of their gender, race, disability, sex, gender reassignment, sexual orientation, religion or belief (or
none), social disadvantage, maternity, paternity or age and will be monitored by the Equality,
Diversity and Safeguarding Committee.

New College Stamford recognises and celebrates the diversity of individuals in the College
community of students and staff. The College is totally opposed to any form of discrimination and
will take appropriate action if discrimination takes place.

The Senior Leadership Team are informed of progress towards developments and improvements
via feedback from the Equality, Diversity and Safeguarding Committee. Governors are informed
through Corporation meetings.
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We invite, encourage and welcome all suggestions, queries and contributions to improve our
services and advance our equality and diversity work within College and the contributions we can
make to the wider community,

The Purpose of the Single Equality Report

The Equality, Diversity and Safeguarding Committee have reviewed and updated the 2017-2020
Action Plan of key objectives in relation to the General Duties of the Single Equality Act 2010: to
eliminate discrimination, advance Equality and Diversity and foster good relationships in
compliance with The Single Equality Act 2010 Specific Duty to publish related and meaningful
objectives and Action Plan.

The Action Plan is based on the analysis within this report and the progress made against the
previous Action Plan for 2017-2018. Appropriate actions continue and are ongoing in 2018-2019.

This Action Plan will:

1 Ensure compliance to legal requirements and promote equality and diversity in all College
activities and links with community partners.

1 Monitor how effectively New College Stamford is narrowing achievement gaps, as required by
Ofsted.

1 Monitor how effectively New College Stamford promotes Equality and Diversity and tackles
discrimination.

1 Monitor the achievements of groups with protected characteristics.

1 Assess and monitor the impact of policies and processes and action plan to make any
recommended improvements.

1 Monitor the effectiveness and impact of staff and student training, on the understanding of roles
and responsibilities in relation to Equality and Diversity.

i Policies are in place to ensure protection from harassment, bullying, victimisation and
discrimination for staff and students.

1 Suggestions and complaints are analysed by protected characteristics and acted upon.

9 Set challenging targets and use of data to monitor, analyse and improve engagement and
performance by different groups of learners.

Involving People
1 The College operates an Equality, Diversity and Safeguarding Committee which consists of
Senior Managers, Curriculum Managers, Business Support Managers and representation of

staff from other areas of the College.

1 Consultations for developments to the action plan come through the Equality, Diversity and
Safeguarding Committee and Student Voice Activities.

i Students are involved in promoting Equality and Diversity via Induction, Departments
(Curriculum), Teaching and Learning, Passport Plus and cross-college Enrichment Activities.
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Monitoring

Staff

i Statistics are produced on staff by application and recruitment by gender, age, disability and
race.

9 Statistics are produced on the current staff profile, staff category length of service and staff
leavers by gender, age, disability, sexual orientation and race.

9 Statistics are produced on disciplinaries, capability, grievance, maternity, paternity, adoption
and flexible working.

1 Where monitoring indicates gaps or potential problems the responsible staff will investigate
further and take remedial action as necessary.

1 Training and development reviews will be undertaken annually to identify the training and
development needs of College staff.

1 Equality and Diversity has been introduced and embedded as a crucial part of the Teaching,
Learning and Assessment Strategy, Learning Improvement Model and Curriculum Area Review
Process.

Students

9 Statistics are produced on student recruitment, retention and achievement by gender, age,
disability and ethnicity.

1 Where monitoring indicates wide differences between College statistics and national averages
the College will investigate further and take remedial action as necessary.

1 Students are invited to comment on the equality of opportunity through Student Voice activities.

1 Equipment, software and technical requirements for students with Learning Difficulties or
Disabilities is reviewed on an individual basis.

1 Students will be challenged for using inappropriate language or behaving inappropriately.
Disciplinary action will be monitored for any equality and diversity aspects and appropriate
action will be taken. There is also scope within the disciplinary policy and procedures to ensure
that referrals for support are made where a disability may be contributing to inappropriate
behaviour.

General

1 All policies will be impact assessed and revised where deemed appropriate.

1 The Action Plan will be reviewed by the Equality, Diversity and Safeguarding Committee and
approved by the Board of Governors on an annual basis (February 2018).

1 The Action Plan will not be static but will change and develop over time as new issues arise
and tasks are completed. Updates will also be on the College Website.

College Context

New College Stamford is a £14m turnover General Further Education College (GFEC) located in
the sout hwest corner of Lincolnshire. The Coll e
authorities: Rutland, Peterborough, Cambridgeshire, Leicestershire and Northamptonshire.
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Student transport is provided and subsidised (£250k pa) to meet the needs of learners in this rural
setting.

The total population of 751,200 in Lincolnshire comprises 448,600 people aged 16-64, of whom
32,300 have no qualifications which is 7.8% of the population compared to the national figure of
8%.

Lincolnshire has lower levels of residents with level 4 or higher qualifications, with only 124,200
individuals, which represent 28.4%, educated to level 4 and above, versus a national average of
38.6%. This indicates the need for a high quality level 4 and above curriculum offer which is a key
strategic objective for the college.

According to the Indices of Deprivation 2015, South Kesteven ranks 226th out of 326 local authority
districts where 1 is the most deprived and 326 the least deprived. However, the College recruits
from a more affluent profile of students than is the norm for a GFEC. The number of people living
in South Kesteven as a percentage of persons living in Lincolnshire is 19%.

The unemployment rate in Lincolnshire is 3.3% compared with a national average of 4.2%. In the
South Kesteven area unemployment was 3% with 1,695 people of working age claiming
unemployment benefits.

In2017-18, pupi | sb& per fshiremtkeystage 4 measuredoe Rrdgmress 8 attainment
was 46.4%, in line with the national average of 46.4% for all England state funded schools. In
2016-17, the Department for Education data on young people not in education, employment or
training (NEET) by local authority shows that Lincolnshire had around 1,790 young people aged
16-18 in the NEET category which was 10.4% of the population in this age group. This is a

significant increase of 5.8% on the figures reported in 2015-16. Overaquar t er of t

enrolments come from Peterborough where the percentage of people without qualifications is 5.6%
above the national average. Attainment in English and maths is 7.5% below the national average
and school performance for Progress 8 is 41.9. Deprivation indices show Peterborough to be one
of the most deprived Local Authorities nationally, e.g. lowest 10% decile.

Curriculum Offer

New College Stamford offers courses in 14 out of 15 sector subject areas, from entry to degree
level, as well as apprenticeships and community learning. The breadth of offer is influenced by a
very wide catchment area. In 2017/18 only 38 % o f t he -C&yedr eldserésided 6
Lincolnshire with 32% from Peterborough, 9% from Rutland, 7% from Northamptonshire, 4% from
Cambridgeshire, 6% from Leicestershire and 4% other.

Apprenticeships have previously been an area of under-development but are now a key aspect of
the College growth strategy. New College Stamford has worked with an independent consultancy

firm O6THI NK6 to analyse the current empl oyer

Levy. Vector Labour Market Intelligence tools have also been used to establish projected
employment opportunities in the area. Building on this work and the Greater Lincolnshire Local
Enterprise Partnership (GLLEP) Strategic Economic Plan, the College Apprenticeship Growth
Strategy has been formulated and sets out clear targets for growth in apprenticeships. An action
plan has been produced to ensure progress towards the strategy and this is updated monthly and
monitored by the Board of Governors. The impact of this is that Apprenticeship starts have grown
by 8% in 2017/18.

There is a lack of higher skills provision in the area and New College Stamford is developing plans
for higher and degree level apprenticeships; we are currently building capacity for staff to meet
projected growth as well as the transition from Frameworks to Standards. The College is targeting
health and care and management (both GLLEP priorities) as well as the education sector.
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New College Stamford has a strong reputation in the Creative Arts (Greater Cambridge Greater
Peterborough LEP priority) at both FE and HE, with many students moving out of the area to study
or work in London.

In 2017/18 the College delivered Higher Education to 219 learners on both direct and partner
delivered programmes. Programmes included Animal Management, Computing and Systems
Development, Business, Construction, Counselling, Graphics, Photography, Professional Studies,
Music and Teacher Education. Validating Partners include Bishop Grosseteste University and the
University of Bedfordshire who validate all of our Foundation Degrees and Teacher Education
programmes, and Pearson who validate our HNC/D programmes. As a college-based HE provider,
widening participation is at the core of our service. The College serves many priority group students
including mature learners and those from low participation polar regions in the south-east of the
county and Peterborough. These students would be unable to access HE if it was not available at
a local, small and cost-effective institution.

Further information on how the College meets local and regional needs and the Local Enterprise
Partnership Priorities can be found in the Colle

Summary College Self-Assessment Report

Key Strengths i related to equality and diversity

1 Good promotion of equality and diversity resulting in an inclusive, welcoming and
supportive environment for learners

Ofsted report, Feb 2017, confirms that equality and diversity is promoted well. Learner surveys
confirm that students feel safe at college 96.65% and feel they are treated fairly 92.97%.

1 Very good arrangements for the care and support of high needs students which enables
very good outcomes

Outcomes for high needs students are very good with an achievement rate of 85.3% compared to
84.2% for the whole college. SEND growth has accelerated (159% growth 2016/17 to 2017/18
reflecting the trust and support of the five local authorities with whom the College works) and is
outstripping that of other local colleges. High Needs section in 7 of the 9 Curriculum Area Reviews
undertaken identified the quality of learning experience as good or better.

1 Very good behaviour ensures learners develop a cooperative ethos and have a positive
attitude

Learners have very high standards of behaviour and show high levels of respect for each other and
towards staff and visitors. The College has high expectations of learners and a robust Student
Behaviour and Disciplinary procedure and Code of Conduct. 90% of learners said teachers
encourage them to behave well and work hard.

i Safeguarding is highly effective and well managed and learners feel safe and comment
positively on the absence of bullying and discrimination

90% of learners feel safe. Safeguarding is effective and well managed. The college has in place a
comprehensive safeguarding policy and detailed procedure that successfully ensure that staff know

what to do if they are concerned about a | earn
procedure follows best practice and is very effective in ensuring safe recruitment. The College has
developed a detailed Safeguarding Action Plan, and a separate Prevent Action Plan and Risk
Assessment, that are regularly reviewed and updated.
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I Leaders ensure that the College offers a very inclusive, welcoming environment

Student service staff work effectively with teachers and provide very good welfare and pastoral
support particularly for learners identified as at risk or vulnerable groups. Young Carers and
Lesbian, Gay, Bisexual and Transgender (LGBT+) students are well supported with clearly
structured policies and opportunities to engage in network groups.

1 Excellent opportunities for learners to explore personal, ethical and social issues

Learners develop excellent employability skills and work readiness through a range of course
related activities as well as the Passport Plus. In 2017/18, 1932 learners achieved either Bronze,
Silver or Gold Passport Plus, and over 200 learners participated in the National Citizen Service or
Duke of Edinburgh Award. Learners develop excellent skills that allow them to work quickly and
accurately in their chosen fields. Live briefs are used very well to facilitate high levels of
engagement and learning, in particular in the Creative Arts and Technology areas. Learners are
given a brief and have to pitch their ideas, projects and/or designs to the person and organisation
who has commissioned the work.

1 Exceptional preparation and organisation of individual learning plans leading to
excellent outcomes for students with high needs

Overall achievement for students with Educational Health Care Plans is 84.2%, matching the
achievement for students who do not have an Education, Health Care Plan. Retention of high needs
students sits at 92.7%; retention is 3.4% higher than those students without high needs.

1 Excellent transition enables high needs students to access both discrete and main
provision to achieve positive outcomes

Open days, taster sessionsandpart-t i me cour ses help to build |
of the College prior to joining. Well-developed systems for learning support to enable learners to
achieve and progress to independence and adulthood.

Key Actions for Improvement
T Continue to devel op al | | earner so and a
extremism and the Prevent agenda

All staff are very aware of the need to protect learners from radicalisation and extremism. Learners
know how to keep themselves safe including when online. However, further development of all
| earnersd enhanced understanding of radicali

1 Continued development of assistive technology to support learners with learning
disabilities

Too few staff in Skills for Working Living accessing and using Google Education Suite particularly

with ongoing development of specific multi-sensory apps
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Student Data Tables Extractedfr om T h e

Co | {Assgsenient R8po1it 2017-18

Table8.10: Achievement, Retention and Pass Rates by Gender and Ethnicity Gr@uprall- Enrolments

17/18 16/17 15/16
Female Leavers|Ach% Ret% |Pass% Leavers|Ach% Ret% |Pass% Leavers| Ach% |Ret% |Pass%
Any Other 51 88.2 961 918 33 75.8 848 893 37 865 919 941
Bangladeshi 20 80.0 850 941 15 93.3 933 100.0 6 100.0 100.0 100.0
Black African 64 85.9 90.6 9438 43 884 90.7 974 31 80.6 87.1 926
Black Caribbea 9 100.0 100.0 100.0 2 100.0 100.0 100.0 11 90.9 909 100.0
Black Other 31 80.6 87.1 926 45 911 933 976 35 829 829 100.0
Chinese 26 84.6 84.6 100.0 7 100.0 100.0 100.0 7 100.0 100.0 100.0
Indian 51 94.1 941 100.0 29 93.1 100.0 93.1 29 89.7 89.7 100.0
Mixed 100 920 95.0 96.8 133 86.5 925 935 87 85.1 90.8 937
Other Asian 72 944 944 100.0 58 914 914 100.0 78 91.0 923 98.6
Pakistani 184 940 946 994 131 90.1 939 959 78 82.1 91.0 90.1
Unknown 5 80.0 80.0 100.0 6 100.0 100.0 100.0 3 100.0 100.0 100.0
White 2382 856 89.8 953 2333 837 884 947 2789 85.6 90.3 947
Total 2995 86.7 905 958 2835 846 892 949 3191 856 90.3 9438
17/18 16/17 15/16

Male Leavers|Ach% Ret% |Pass% Leavers|Ach% Ret% |Pass% Leavers| Ach% |Ret% |Pass%
Any Other 27 88.9 926 96.0 27 85.2 85.2 100.0 15 66.7 733 90.9
Bangladeshi 5 100.0 100.0 100.0 3 100.0 100.0 100.0 4 100.0 100.0 100.0
Black African 47 936 979 957 22 77.3 77.3 100.0 21 714 857 833
Black Caribbea 1 100.0 100.0 100.0 3 100.0 100.0 100.0 2 100.0 100.0 100.0
Black Other 15 86.7 86.7 100.0 12 100.0 100.0 100.0 12 75.0 833 90.0
Chinese 10 100.0 100.0 100.0 5 80.0 100.0 80.0 8 875 87.5 100.0
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Indian

Mixed

Other Asian

Pakistani

White

Total

40

76

18

51

2257

2547

92.5

84.2

61.1

78.4

86.2

86.2 90.7

92.5

86.8

66.7

82.4

91.0

100.0

97.0

91.7

95.2

94.7

95.0

(NB: Data Source taken from ProAchieve 17/18)
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21

83

14

30

2017

2237

85.7

77.1

92.9

80.0

83.5

83.4

95.2

86.7

92.9

80.0

88.6

88.5

90.0 16
88.9 91
100.0 28
100.0 34
942 1976
942 2207

81.3

90.1

92.9

44.1

82.2

81.9

87.5

92.3

96.4

73.5

90.5

90.2

92.9

97.6

96.3

60.0

90.8

90.8



Table 8.11: Achievement , Retention and Pass Rates by Ages and Ethnicity Gdeepall- Enrolments

17/18 16/17 15/16
Under 19 Leavers Ach%) Ret% | PassY%|Leavers Ach%|Ret%|Pass% |Leavers Ach% Ret%| Pass%
Any Other 12 50.0 83.3 60.0 9 55.6 55.6 100.0 14 64.3 85.7 75.0
Bangladeshi 4 75.0 100.0 75.0 4 100.0 100.0 100.0
Black African 29  93.1 100.0 93.1 27 815 852 95.7 15 533 86.7 61.5
Black 4 100.0 100.0 100.0 2 100.0 100.0  100.0 2 100.0 100.0  100.0
Caribbean
Black Other 9 100.0 100.0 100.0 12 91.7 917 100.0 11 63.6 727 87.5
Chinese 3 66.7 66.7 100.0 2 100.0 100.0  100.0 6 100.0 100.0 100.0
Indian 17 94.1 94.1 100.0 30 86.7 96.7 89.7 14 64.3 714 90.0
Mixed 121 86.8 90.1 96.3 128 75.0 875 85.7 123 88.6 92.7 95.6
Other Asian 13 76.9 84.6 909 13 92.3 923 100.0 26 80.8 80.8 100.0
Pakistani 50 80.0 86.0 93.0 26 57.7 76.9 75.0 34 412 70.6 58.3
Unknown 5 80.0 80.0 100.0 6 100.0 100.0  100.0
White 3206 842 89.7 939 3224 822 882 93.3 3195 816 89.8 90.9
Total 3473 84.2 89.7 939 3483 819 881 93.0 3440 81.1 89.5 90.7

17/18 16/17 15/16

Over 19 Leavers|Ach% |Ret% |Pass% Leavers| Ach% |Ret% |Pass% Leavers|Ach% |Ret% |Pass%
Any Other 66 955 970 984 51 843 90.2 935 38 86.8 86.8 100.0
Bangladeshi 21 85.7 85.7 100.0 14 929 929 1000 10 100.0 100.0 100.0
Black African 82 87.8 915 96.0 38 86.8 86.8 100.0 37 86.5 86.5 100.0
Black Caribbea 6 100.0 100.0 100.0 3 100.0 100.0 100.0 11 90.9 90.9 100.0
Black Other 37 784 838 935 45 933 956 97.7 36 86.1 86.1 100.0
Chinese 33 90.9 909 100.0 10 90.0 100.0 90.0 9 88.9 889 100.0
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Indian 74

Mixed 55
Other Asian 77
Pakistani 185
Unknown

White 1433
Total 2069

93.2

92.7

89.6

93.5

89.7

90.2

93.2

94.5

89.6

93.5

92.0

92.1

100.0

98.1

100.0

100.0

97.5

97.9

(NB: Data Source taken from ProAchieve 17/18)
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88

59

135

1126

1589

11

95.0

94.3

91.5

94.1

87.6

88.9

100.0 95.0

94.3

91.5

94.1

89.4

90.6

100.0

100.0

100.0

97.9

98.1

31

55

80

78

1570

1958

96.8 96.8

855 89.1
95.0 975
833 923
100.0 100.0
89.5 917

89.4 91.7

100.0

95.9

97.4

90.3

100.0

97.6

97.4



Table 8.12: Achievement , Retention and Pass Rates by Learning Difficulty or Disafiligrall- Enrolments

17/18 16/17 15/16
Leavers |Ach% |Ret% |Pass% Leavers |Ach% |Ret% |Pass% Leavers|Ach% |Ret% |Pass%
LLD-No 3833 879 915 96.0 3548 851 889 957 4022 840 894 939
LLD Yes 1694 83.3 88.6 94.0 1517 817 88.7 921 1372 845 929 910
LLD- Unknown 15 80.0 86.7 923 7 85.7 100.0 85.7 4 100.0 100.0 100.0
Total 5542 86.5 90.6 954 5072 84.1 889 946 5398 84.1 90.3 93.2

(NB: Data Source taken from ProAchieve 17/18)

Table 8.13: Achievement , Retention and Pass RateEdhycational HealtiCare Plar Overall- 16-24

17/18 16/17 15/16
EHCP Lvrs | Ach% Ret%|Pass¥ Lvrs |Ach% Ret%| Pass% |Lvrs|Ach%| Ret%| Pass%
Yes 500 842 920 915 367 86.6 94.0 92.2 136 88.2 95.6 92.3
No 3604 84.2 89.2 945 3676 821 87.7 93.6 3934 81.8 895 91.4
Total 4104 84.2 89.5 94.1 4043 825 88.3 93.5 4070 82.0 89.7 91.4
(NB: Data Source taken from ProAchieve 17/18)
Table 8.14: Achievement , Retention and Pass Ratesrners with High NeedsOverall- 16-24
17/18 16/17 15/16
HNS Lvrs Ach%)| Ret% |Pass¥ Lvrs | Ach%| Ret% |Pass% Lvrs | Ach%| Ret% | Pass?
Yes 245 85.3 927 921 151 86.1 921 935 98 86.7 959 904
No 3859 842 893 943 3892 824 881 935 3972 819 896 914
Total 4104 84.2 895 941 4043 825 88.3 935 4070 82.0 89.7 914

(NB: Data Source taken from ProAchieve 17/18)
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https://ncs-srv-mis02.ncs.local/ReportServer?%2FTribal_ebs4Live%2FFEA%2FInspection%2FSARDrilldown_EHCP&paramCLSummary=1450&paramHybridEndYr=17%2F18&paramStructure3=1&paramStructure3=10&paramStructure3=11&paramStructure3=13&paramStructure3=14&paramStructure3=18&paramStructure3=19&paramStructure3=2&paramStructure3=21&paramStructure3=22&paramStructure3=24&paramStructure3=3&paramStructure3=32&paramStructure3=33&paramStructure3=34&paramStructure3=35&paramStructure3=36&paramStructure3=37&paramStructure3=39&paramStructure3=40&paramStructure3=41&paramStructure3=42&paramStructure3=8&paramStructure3=9&paramStructure3=ADS&paramStructure3=ASP&paramStructure3=CC&paramStructure3=ES&paramStructure3=GL&paramStructure3=LC&paramStructure3=LG&paramStructure3=S79&paramStructure3=WC&rs%3AParameterLanguage=
https://ncs-srv-mis02.ncs.local/ReportServer?%2FTribal_ebs4Live%2FFEA%2FInspection%2FSARDrilldown_EHCP&paramCLSummary=1450&paramHybridEndYr=16%2F17&paramStructure3=1&paramStructure3=10&paramStructure3=11&paramStructure3=13&paramStructure3=14&paramStructure3=18&paramStructure3=19&paramStructure3=2&paramStructure3=21&paramStructure3=22&paramStructure3=24&paramStructure3=3&paramStructure3=32&paramStructure3=33&paramStructure3=34&paramStructure3=35&paramStructure3=36&paramStructure3=37&paramStructure3=39&paramStructure3=40&paramStructure3=41&paramStructure3=42&paramStructure3=8&paramStructure3=9&paramStructure3=ADS&paramStructure3=ASP&paramStructure3=CC&paramStructure3=ES&paramStructure3=GL&paramStructure3=LC&paramStructure3=LG&paramStructure3=S79&paramStructure3=WC&rs%3AParameterLanguage=
https://ncs-srv-mis02.ncs.local/ReportServer?%2FTribal_ebs4Live%2FFEA%2FInspection%2FSARDrilldown_EHCP&paramCLSummary=1450&paramHybridEndYr=15%2F16&paramStructure3=1&paramStructure3=10&paramStructure3=11&paramStructure3=13&paramStructure3=14&paramStructure3=18&paramStructure3=19&paramStructure3=2&paramStructure3=21&paramStructure3=22&paramStructure3=24&paramStructure3=3&paramStructure3=32&paramStructure3=33&paramStructure3=34&paramStructure3=35&paramStructure3=36&paramStructure3=37&paramStructure3=39&paramStructure3=40&paramStructure3=41&paramStructure3=42&paramStructure3=8&paramStructure3=9&paramStructure3=ADS&paramStructure3=ASP&paramStructure3=CC&paramStructure3=ES&paramStructure3=GL&paramStructure3=LC&paramStructure3=LG&paramStructure3=S79&paramStructure3=WC&rs%3AParameterLanguage=
https://ncs-srv-mis02.ncs.local/ReportServer?%2FTribal_ebs4Live%2FFEA%2FInspection%2FSARDrilldown_EHCP&paramCLSummary=1450&paramHybridEndYr=17%2F18&paramStructure3=1&paramStructure3=10&paramStructure3=11&paramStructure3=13&paramStructure3=14&paramStructure3=18&paramStructure3=19&paramStructure3=2&paramStructure3=21&paramStructure3=22&paramStructure3=24&paramStructure3=3&paramStructure3=32&paramStructure3=33&paramStructure3=34&paramStructure3=35&paramStructure3=36&paramStructure3=37&paramStructure3=39&paramStructure3=40&paramStructure3=41&paramStructure3=42&paramStructure3=8&paramStructure3=9&paramStructure3=ADS&paramStructure3=ASP&paramStructure3=CC&paramStructure3=ES&paramStructure3=GL&paramStructure3=LC&paramStructure3=LG&paramStructure3=S79&paramStructure3=WC&rs%3AParameterLanguage=
https://ncs-srv-mis02.ncs.local/ReportServer?%2FTribal_ebs4Live%2FFEA%2FInspection%2FSARDrilldown_EHCP&paramCLSummary=1450&paramHybridEndYr=16%2F17&paramStructure3=1&paramStructure3=10&paramStructure3=11&paramStructure3=13&paramStructure3=14&paramStructure3=18&paramStructure3=19&paramStructure3=2&paramStructure3=21&paramStructure3=22&paramStructure3=24&paramStructure3=3&paramStructure3=32&paramStructure3=33&paramStructure3=34&paramStructure3=35&paramStructure3=36&paramStructure3=37&paramStructure3=39&paramStructure3=40&paramStructure3=41&paramStructure3=42&paramStructure3=8&paramStructure3=9&paramStructure3=ADS&paramStructure3=ASP&paramStructure3=CC&paramStructure3=ES&paramStructure3=GL&paramStructure3=LC&paramStructure3=LG&paramStructure3=S79&paramStructure3=WC&rs%3AParameterLanguage=
https://ncs-srv-mis02.ncs.local/ReportServer?%2FTribal_ebs4Live%2FFEA%2FInspection%2FSARDrilldown_EHCP&paramCLSummary=1450&paramHybridEndYr=15%2F16&paramStructure3=1&paramStructure3=10&paramStructure3=11&paramStructure3=13&paramStructure3=14&paramStructure3=18&paramStructure3=19&paramStructure3=2&paramStructure3=21&paramStructure3=22&paramStructure3=24&paramStructure3=3&paramStructure3=32&paramStructure3=33&paramStructure3=34&paramStructure3=35&paramStructure3=36&paramStructure3=37&paramStructure3=39&paramStructure3=40&paramStructure3=41&paramStructure3=42&paramStructure3=8&paramStructure3=9&paramStructure3=ADS&paramStructure3=ASP&paramStructure3=CC&paramStructure3=ES&paramStructure3=GL&paramStructure3=LC&paramStructure3=LG&paramStructure3=S79&paramStructure3=WC&rs%3AParameterLanguage=
https://ncs-srv-mis02.ncs.local/ReportServer?%2FTribal_ebs4Live%2FFEA%2FInspection%2FSARDrilldown_HNS&paramCLSummary=1450&paramHybridEndYr=17%2F18&paramStructure3=1&paramStructure3=10&paramStructure3=11&paramStructure3=13&paramStructure3=14&paramStructure3=18&paramStructure3=19&paramStructure3=2&paramStructure3=21&paramStructure3=22&paramStructure3=24&paramStructure3=3&paramStructure3=32&paramStructure3=33&paramStructure3=34&paramStructure3=35&paramStructure3=36&paramStructure3=37&paramStructure3=39&paramStructure3=40&paramStructure3=41&paramStructure3=42&paramStructure3=8&paramStructure3=9&paramStructure3=ADS&paramStructure3=ASP&paramStructure3=CC&paramStructure3=ES&paramStructure3=GL&paramStructure3=LC&paramStructure3=LG&paramStructure3=S79&paramStructure3=WC&rs%3AParameterLanguage=
https://ncs-srv-mis02.ncs.local/ReportServer?%2FTribal_ebs4Live%2FFEA%2FInspection%2FSARDrilldown_HNS&paramCLSummary=1450&paramHybridEndYr=16%2F17&paramStructure3=1&paramStructure3=10&paramStructure3=11&paramStructure3=13&paramStructure3=14&paramStructure3=18&paramStructure3=19&paramStructure3=2&paramStructure3=21&paramStructure3=22&paramStructure3=24&paramStructure3=3&paramStructure3=32&paramStructure3=33&paramStructure3=34&paramStructure3=35&paramStructure3=36&paramStructure3=37&paramStructure3=39&paramStructure3=40&paramStructure3=41&paramStructure3=42&paramStructure3=8&paramStructure3=9&paramStructure3=ADS&paramStructure3=ASP&paramStructure3=CC&paramStructure3=ES&paramStructure3=GL&paramStructure3=LC&paramStructure3=LG&paramStructure3=S79&paramStructure3=WC&rs%3AParameterLanguage=
https://ncs-srv-mis02.ncs.local/ReportServer?%2FTribal_ebs4Live%2FFEA%2FInspection%2FSARDrilldown_HNS&paramCLSummary=1450&paramHybridEndYr=15%2F16&paramStructure3=1&paramStructure3=10&paramStructure3=11&paramStructure3=13&paramStructure3=14&paramStructure3=18&paramStructure3=19&paramStructure3=2&paramStructure3=21&paramStructure3=22&paramStructure3=24&paramStructure3=3&paramStructure3=32&paramStructure3=33&paramStructure3=34&paramStructure3=35&paramStructure3=36&paramStructure3=37&paramStructure3=39&paramStructure3=40&paramStructure3=41&paramStructure3=42&paramStructure3=8&paramStructure3=9&paramStructure3=ADS&paramStructure3=ASP&paramStructure3=CC&paramStructure3=ES&paramStructure3=GL&paramStructure3=LC&paramStructure3=LG&paramStructure3=S79&paramStructure3=WC&rs%3AParameterLanguage=
https://ncs-srv-mis02.ncs.local/ReportServer?%2FTribal_ebs4Live%2FFEA%2FInspection%2FSARDrilldown_HNS&paramCLSummary=1450&paramHybridEndYr=17%2F18&paramStructure3=1&paramStructure3=10&paramStructure3=11&paramStructure3=13&paramStructure3=14&paramStructure3=18&paramStructure3=19&paramStructure3=2&paramStructure3=21&paramStructure3=22&paramStructure3=24&paramStructure3=3&paramStructure3=32&paramStructure3=33&paramStructure3=34&paramStructure3=35&paramStructure3=36&paramStructure3=37&paramStructure3=39&paramStructure3=40&paramStructure3=41&paramStructure3=42&paramStructure3=8&paramStructure3=9&paramStructure3=ADS&paramStructure3=ASP&paramStructure3=CC&paramStructure3=ES&paramStructure3=GL&paramStructure3=LC&paramStructure3=LG&paramStructure3=S79&paramStructure3=WC&rs%3AParameterLanguage=
https://ncs-srv-mis02.ncs.local/ReportServer?%2FTribal_ebs4Live%2FFEA%2FInspection%2FSARDrilldown_HNS&paramCLSummary=1450&paramHybridEndYr=16%2F17&paramStructure3=1&paramStructure3=10&paramStructure3=11&paramStructure3=13&paramStructure3=14&paramStructure3=18&paramStructure3=19&paramStructure3=2&paramStructure3=21&paramStructure3=22&paramStructure3=24&paramStructure3=3&paramStructure3=32&paramStructure3=33&paramStructure3=34&paramStructure3=35&paramStructure3=36&paramStructure3=37&paramStructure3=39&paramStructure3=40&paramStructure3=41&paramStructure3=42&paramStructure3=8&paramStructure3=9&paramStructure3=ADS&paramStructure3=ASP&paramStructure3=CC&paramStructure3=ES&paramStructure3=GL&paramStructure3=LC&paramStructure3=LG&paramStructure3=S79&paramStructure3=WC&rs%3AParameterLanguage=
https://ncs-srv-mis02.ncs.local/ReportServer?%2FTribal_ebs4Live%2FFEA%2FInspection%2FSARDrilldown_HNS&paramCLSummary=1450&paramHybridEndYr=15%2F16&paramStructure3=1&paramStructure3=10&paramStructure3=11&paramStructure3=13&paramStructure3=14&paramStructure3=18&paramStructure3=19&paramStructure3=2&paramStructure3=21&paramStructure3=22&paramStructure3=24&paramStructure3=3&paramStructure3=32&paramStructure3=33&paramStructure3=34&paramStructure3=35&paramStructure3=36&paramStructure3=37&paramStructure3=39&paramStructure3=40&paramStructure3=41&paramStructure3=42&paramStructure3=8&paramStructure3=9&paramStructure3=ADS&paramStructure3=ASP&paramStructure3=CC&paramStructure3=ES&paramStructure3=GL&paramStructure3=LC&paramStructure3=LG&paramStructure3=S79&paramStructure3=WC&rs%3AParameterLanguage=

Table 8.15: Achievement , Retention and Pass Rates Learngth Free Meal Eligibility Overall16-20

Free Meal Eligibility Leavers
No 3606
Yes 213
Total 3819

(NB: Data Source taken from ProAchieve 17/18)

Ach Rate Retention Rate Pass Rate
83.9% 89.3% 94.0%
83.1% 89.7% 92.7%
83.9% 89.3% 94.0%

Table 8.16: Achievement , Retention and Pass Rates for Looked after Child Leateesall- 16-20

Looked After Child Leavers
No 5501
Yes 41
Total 5542

(NB: Data Source taken from ProAchieve 17/18)

Equality & Diversity Report 2017-18

Ach Rate Retention Rate Pass Rate
86.6% 90.8% 95.4%
65.9% 70.7% 93.1%
86.5% 90.6% 95.4%
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https://ncs-srv-mis02.ncs.local/ReportServer?%2FTribal_ebs4Live%2FFEA%2FInspection%2FSARDrilldown_FME&paramCLSummary=1450&paramHybridEndYr=17%2F18&paramStructure3=1&paramStructure3=10&paramStructure3=11&paramStructure3=13&paramStructure3=14&paramStructure3=18&paramStructure3=19&paramStructure3=2&paramStructure3=21&paramStructure3=22&paramStructure3=24&paramStructure3=3&paramStructure3=32&paramStructure3=33&paramStructure3=34&paramStructure3=35&paramStructure3=36&paramStructure3=37&paramStructure3=39&paramStructure3=40&paramStructure3=41&paramStructure3=42&paramStructure3=8&paramStructure3=9&paramStructure3=ADS&paramStructure3=ASP&paramStructure3=CC&paramStructure3=ES&paramStructure3=GL&paramStructure3=LC&paramStructure3=LG&paramStructure3=S79&paramStructure3=WC&rs%3AParameterLanguage=
https://ncs-srv-mis02.ncs.local/ReportServer?%2FTribal_ebs4Live%2FFEA%2FInspection%2FSARDrilldown_FME&paramCLSummary=1450&paramHybridEndYr=17%2F18&paramStructure3=1&paramStructure3=10&paramStructure3=11&paramStructure3=13&paramStructure3=14&paramStructure3=18&paramStructure3=19&paramStructure3=2&paramStructure3=21&paramStructure3=22&paramStructure3=24&paramStructure3=3&paramStructure3=32&paramStructure3=33&paramStructure3=34&paramStructure3=35&paramStructure3=36&paramStructure3=37&paramStructure3=39&paramStructure3=40&paramStructure3=41&paramStructure3=42&paramStructure3=8&paramStructure3=9&paramStructure3=ADS&paramStructure3=ASP&paramStructure3=CC&paramStructure3=ES&paramStructure3=GL&paramStructure3=LC&paramStructure3=LG&paramStructure3=S79&paramStructure3=WC&rs%3AParameterLanguage=
https://ncs-srv-mis02.ncs.local/ReportServer?%2FTribal_ebs4Live%2FFEA%2FInspection%2FSARDrilldown_LAC&paramCLSummary=1450&paramHybridEndYr=17%2F18&paramStructure3=1&paramStructure3=10&paramStructure3=11&paramStructure3=13&paramStructure3=14&paramStructure3=18&paramStructure3=19&paramStructure3=2&paramStructure3=21&paramStructure3=22&paramStructure3=24&paramStructure3=3&paramStructure3=32&paramStructure3=33&paramStructure3=34&paramStructure3=35&paramStructure3=36&paramStructure3=37&paramStructure3=39&paramStructure3=40&paramStructure3=41&paramStructure3=42&paramStructure3=8&paramStructure3=9&paramStructure3=ADS&paramStructure3=ASP&paramStructure3=CC&paramStructure3=ES&paramStructure3=GL&paramStructure3=LC&paramStructure3=LG&paramStructure3=S79&paramStructure3=WC&rs%3AParameterLanguage=
https://ncs-srv-mis02.ncs.local/ReportServer?%2FTribal_ebs4Live%2FFEA%2FInspection%2FSARDrilldown_LAC&paramCLSummary=1450&paramHybridEndYr=17%2F18&paramStructure3=1&paramStructure3=10&paramStructure3=11&paramStructure3=13&paramStructure3=14&paramStructure3=18&paramStructure3=19&paramStructure3=2&paramStructure3=21&paramStructure3=22&paramStructure3=24&paramStructure3=3&paramStructure3=32&paramStructure3=33&paramStructure3=34&paramStructure3=35&paramStructure3=36&paramStructure3=37&paramStructure3=39&paramStructure3=40&paramStructure3=41&paramStructure3=42&paramStructure3=8&paramStructure3=9&paramStructure3=ADS&paramStructure3=ASP&paramStructure3=CC&paramStructure3=ES&paramStructure3=GL&paramStructure3=LC&paramStructure3=LG&paramStructure3=S79&paramStructure3=WC&rs%3AParameterLanguage=

Table 8.16a: Achievement, Retention and Pass Rates for Pupil Premium (Bursary)

17/18 16/17
Support Reason Age Grp | Leavers Ach Ret Pass Ach
Overall Overall Overall Overall% | Overall %
% %
No Support 16-18 2,705 84.4 89.7 94.0 81.9
Guaranteed Bursary 16-18 43 65.1 69.8 93.3 58.5
Discretionary Bursary 16-18 725 85.1 90.9 93.6 82.7
Care2Learn 16-18 44.2
17/18 16/17
Support Reason Age Grp | Leavers Ach Ret Pass Ach
Overall Overall  Overall Overall % | Overall %
% %
No Support 19+ 2,015 90.5 92.4 98.0 89.1
Discretionary Bursary 19+ 20 85.0 85.0 100.0
19+ Hardship 19+ 34 735 79.4 92.6 83.3
20+ Childcare 19+ 100
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Introduction

This report analyses New College Stamfordds
characteristics against a number of Human Resource stages, processes and procedures, in an
attempt to identify any issues or trends which may exist that require action to be taken to enable
New College Stamford to continue to strive towards meeting our Equality and Diversity
Objectives.

The data captured for the academic year 2017/18 from the HR and Recruitment modules of the

Coll egebébs HR information system for staff, [

have provided an analysis of the comparisons over the past six reporting periods. Our aim is to
continue to capture this data annually to compare year on year and to analyse the statistics and
trends in order to identify any positive action measures or appropriate targets that may need to be
incorporated into our Single Equality action plan.

Executive Summary
Current Workforce

From a relatively stable workforce profile in terms of Full Time Equivalents, this report shows very
little shift towards a younger workforce as is our longer term aim, to support our student first
ethos. There is evidence of recruiting a similar staff age and gender ratio to previous years, but
there has been a shift towards recruiting male managers. Staff ethnicity remains indicative of the
South Kesteven community and that of our Governing Body, but does not reflect the ethnicity of
our students, who travel from further afield, including the City of Peterborough. This reporting
period saw no real change in the staff disability statistics and the gender ratio has also been fairly
static over the past 3 years.

Leavers

The age bracket for the highest percentage of leavers at 25.6 % was between 45 and 54, which is
an increase on previous years, but probably reflects normal job progression or variation.
However, we also recruited a significant number of new staff within this age bracket, resulting in
no real change to the workforce age profile. Leavers in the age bracket between 55 and 64 has
reduced considerably in this reporting period from the last, suggesting some stability in staffing
towards the end of their career. The number of leavers aged 25 to 34 has increased steadily over
the past 3 years, but the age profile has remained static. This reflects a healthy turnover rate of
staff fairly early in their careers. The ethnicity and disability of leavers shows very little change.
More leavers were male in this reporting period, which mirrors the female to male ratio of the staff
profile in general.

Length of Service

The highest percentage length of service was between 2 and 5 years for business support staff
and for part time staff, but there is a more even spread of service for full time staff, which
suggests a higher turnover of part time staff in support role, but with many remaining at NCS for a
good few years longer in both categories, particularly full time staff. The high numbers of
managers who have between10and 15 yearsdé service, woul d
settled and progressing to managerial roles in their careers.
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Recruitment

Application numbers were down by 4% from the previous reporting period from 273 to 262.
However, we appointed 53 new staff in this period, an increase of almost 4% from the 51 new
staff, appointed in the previous period. This suggests that although we are continuing to find it
hard to attract pools of potential staff, from which to select, we are able to shortlist candidates fit
to fill a similar number of vacancies to the previous year. We do know however, that we have
some extremely hard to fill teaching areas, but this situation is ongoing and is not affecting our
profile. Comparison between the age of applicants and that of the staff appointed in the reporting
period shows a similarity within nearly all the age ranges, but a higher percentage were appointed
aged between 25 and 34 than the percentage who applied in that age range, which reflects our
aim to reduce the age profile of our staff to support a student first ethos. We did however, also
appoint a higher percentage of applicants aged 45 i 54 than in the previous year, which is seen
in the increase in this age group in our staff profile. The number appointed under 25 compared to
the number who applied in that age group was down, which is disappointing, but is a possible
reflection on the relatively slow uptake of apprenticeships.

Ethnicity and disability recruitment statistics remain stable. However, there was a shift in the
gender ratio of applicants in the reporting period, with fewer applications from male candidates,
but the appointment statistics remain in line with the 65/35 ratio of females to males within the
workforce profile. Whilst this ratio is indicative of the FE sector, we are still hoping to move
towards a more even balance.
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Workforce Summary

Figure 1 shows the Full Time Equivalent (FTE) totals for staff employed during the reporting
period 2017/18 by staff category. The total FTEs of all categories remains reasonably stable
throughout t he vyaenar ;S ewit tdighthawgddigitesdbeing representative of
the recruitment drive typically preceding and at the start of the academic year.

Figure 1
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Staff Profile

This section looks at the characteristics of staff employed during the academic year 2017/18,
using an average headcount of 257 as the total number of staff, against which percentages were
calculated. Data was taken from the HR database. Our managed services company Quality
Resourcing Solutions (QRS) hourly paid associates were not included in the data collection as
they are not employed by NCS and their profile changes significantly throughout the reporting
period. However, staff employed through QRS on salaried contracts were included.

Age

A comparison of Figure 2b (2017/18) to the previous year shown in Figure 2a shows that the
highest percentage of staff aged between 55 and 64 has widened slightly and the next age group
down, age group 45 to 54 has reduced slightly, reflecting a stable workforce that is obviously
aging. The under 25 age group has gone down by 1% and the age group 25 to 34 has gone up
by 1%, again reflecting a stable workforce. The percentages over 65 has remained static, as has
the age group 35 to 44. Overall, the age profile of staff remains static and is not reducing as we
would have hoped, in order to support our student first ethos.

Equality & Diversity Report 2017-18 18



Figure 2a

Staff Profile - Age 2016/17

65 & over Under 25
2% 5%

Figure 2b
Staff Profile - Age 2017/18
65 & over Under 25
2% 4%
Ethnicity

Figure 3 shows that the vast majority of staff during the reporting period 2017/18 categorised

themselves as White British. The percentage from Black and Minority Ethnic (BME) backgrounds

has reduced over the past 3 years. This ratio is still indicative of South Kesteven area, in which

98.4% of the population were White British in the same reporting period and was mirrored in our

overall Governing Body profile of 86.7%, The Col |l egeb6s target is to b
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with that of our students, who are brought in from further afield, as Stamford is a relatively small
rural town.

Figure 3

Staff Profile - Ethnicity

B % 2015/16 W% 2016/17 Mm% 2017/18

White BME Prefer not to say

Disability

97.7% of staff during 2017/18 declared no disability, an increase of 6% since the last reporting

period and 4% increase over the past 3 years i see Figure 4. We note that the percentage of

staff reporting physical impairments has risen slightly over the years, as has those who preferred

not to say. As a o6Disability Confidentd Coll ege
concerned, with many internal mechanisms to support staff and make reasonable adjustments.

Trust over declaring a disability will continue to be closely monitored during this academic year.
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Figure 4

Staff Profile - Disability

W% 2015/16 W% 2016/17 [E% 2017/18

No Yes - Learning Yes - Physical Yes - Rather not Prefer not to say
Difficulty Impairment say

Gender

The gender profile at New College Stamford for 2017/18 continues to be quite typical to education
as a whole, with 65% female against 35% male i see Figure 5. This ratio has remained
relatively static over the past 3 reporting years, with no change at all since the last reporting
period.

Figure 5

Staff Profile - Gender 2017/18

Other
0%
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Management Team

The College-wide management team profile has shifted slightly from the gender ratio of the whole
staff profile for the reporting period 2017/18 i see Figure 6, with the number of males in the team
increasing by 8%. The total number of managers has increased by 2 posts since the last
reporting period, due to the introduction of commercial ventures; both appointments being male.

Figure 6

Management Team - Gender 2017/18

|

Staff Profile - Category 2016/17

M Business Support M Teaching Staff M Support to Direct Learning M Manager

Category
Figure 7a

From the previous reporting period to this, there was a slight increase in teaching staff and an
insignificant decrease in business support and support to direct learning i see Figure 7a and
Figure 7b. The increase in teaching staff relates to the successful recruitment in some hard to fill
areas, previously covered by agency associates. Despite the increase in the number of
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managers, the overall increase in staff numbers meant the percentage of managers within the
profile remained the same.

Figure 7b

Staff Profile - Category 2017/18

M Business Support  H Teaching Staff & Support to Direct Learning  ® Manager

Sexual Orientation

Figure 8 shows the sexual orientation within the staff profile for the reporting period 2017/18
compared to the previous periods.

Staff Profile - Sexual Orientation

W% 2015/16 W% 2016/17 Mm% 2017/18

5246
0 0 0 2.62.123 171708 3.5
P ———— e ___ - o
Heterosexual Bisexual Lesbian Gay Man Prefer not to

say

The percentage of employees who have preferred not to declare their sexual orientation since
2015/16 has reduced each year and in 2017/18 was just 3.5%, which suggests we are continuing
to remove barriers. This is still a relatively new question asked on the Staff Individual Record
(SIR) and the expectation is that this information will continue to be given more freely in the
future.
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Staff Leavers

This section looks at the characteristics of staff who left during the reporting period 2017/18, using
a headcount of 39 as the total number of staff, against whom percentages were calculated, one
less than the previous reporting period. QRS hourly paid associates were not included in the data
collection due to the nature of the use of agency staff on a temporary basis. However, staff
employed through QRS on salaried contracts were included.

Age
Figure 9

Leavers - Age Comparison

35 32.5

Under 25 25-34 35-44 45 -54 55-64 65 and over

W% 2015/16 W% 2016/17 m@% 2017/18

Figure 9 shows that the age distribution of leavers was fairly even between the ages of 25 and
64, having little impact on the staff profile.

Leavers under the age of 25 decreased to 2.6% from10%, but numbers in this age group were
small and our overall numbers in this age group have remained fairly static. Staff over 65 leaving
has increased, but again, numbers are small and the retention of the over 65 age bracket has
also remained static in the overall staff profile.

Ethnicity

Figure 10 shows that 92.3% of leavers within this reporting period declared themselves as White
British, which is similar to the previous two years and reflects the staff profile for 2017/18. The
increased percentage in leavers of BME category represents a headcount of one person.
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Figure 10

Leavers - Ethnicity Comparison

White BME Prefer not to say

W% 2015/16 W% 2016/17 M@ % 2017/18

Disability

Figure 11 shows that the percentage of leavers with no disability increased slightly during
2017/18. 2.6% of staff leaving had a physical disability, comparing to 2.4% of staff in that
category within the staff profile. 2.5% had a learning difficulty compared to 0.4% within the staff
profile. The 2 leavers who had disabilities, left for reasons unrelated to their impairments. Itis
not felt that these statistics raise any concerns that staff with disabilities are leaving NCS for
reasons relating to their disabilities and it is encouraging that no staff left who had a disability, but
had chosen not to give details.
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Figure 11

Leavers - Disability Comparison

No Yes - Learning Yes - Physical Yes - Rather not  Prefer not to say
Difficulty Impairment say

W% 2015/16 W% 2016/17 M@% 2017/18

Gender

Figure 12 shows there has been a decrease in female leavers and an increase in male leavers,
but the overall staff profile has not changed, which is reflected in the recruitment statistics. This
suggests a natural attrition pattern over the 3 years.

Figure 12

Leavers - Gender Comparison

70.0
60.0
50.0
40.0
30.0
20.0

10.0

0.0

Male Female Other

B % 2015/16 W% 2016/17 [@% 2017/18
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Category

Figure 13 shows a comparison of the distribution of leavers by staff category across the three
reporting periods.

Figure 13

Leavers - Staff Category Comparison

70
60
50
40
30
20

10

Business Support Teaching Staff Manager

W% 2015/16 W% 2016/17 Mm% 2017/18

The majority of leavers in the academic year 2017/18 were business support; up from 62.5.7% to
69.2% showing a slight increase over the past 3 years, also reflected in a slight decrease in the
staff profile. There was a further decrease in teaching staff leavers of 14.5%; but there was a
decrease in teaching staff in the staff profile of only 1%, suggesting the teaching profile is fairly
static. The increase in the turnover of managers in the reporting period 2017/18 is only 3 in
number and included one redundancy.

Sexual Orientation

Figure 14 shows a decrease to zero of staff leavers who were bisexual, lesbian or preferred not
to say, which suggests there is no cause for concern within these categories and staff do not
appear to be leaving for reasons linked to their sexual orientation. The decrease from 2.5% to
zero who preferred not to say is encouraging and suggests an openness to declaring sexual
orientation. These statistics will continue to be monitored during the next reporting period, as we
wish to continue to strive towards achieving an open, prejudice free environment.
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Figure 14

Leavers - Sexual Orientation Comparison

97.4

100 6.2 90
90
80
70
60
50
40
30
20

52 7.3 5.2
10 3 34725

A

Heterosexual Bisexual Lesbian Gay Man Prefer not to
say

W% 2015/16 W% 2016/17 m% 2017/18

Disciplinary, Grievance and Capability

This section looks at the characteristics of staff who were involved in either a disciplinary,
grievance or capability procedure during the academic year 2017/18. New College Stamford
handled 2 formal disciplinary, 2 capabilities and 1 formal grievance within the reporting period.
The disciplinaries involved 1 female and 1 male member of staff, the capability procedure was
used for 1 female and 1 male on probation and the grievance procedure was used by 1 female,
but as the numbers are so few and none related to protected characteristics, no further analysis
has been carried out on this data.

Maternity/Paternity/Adoption

Through the reporting period 2017/18, 12 members of staff went on maternity leave, 3 teachers, 2
managers and 7 business support. 1 male staff considered paternity leave, but chose to take
annual leave as an alternative as having a baby is considered exceptional circumstances for
taking annual leave during term time. There were no requests for adoption leave in this reporting
period.

Flexible Working Requests

There was one formal flexible working request during the reporting period for a member of staff
returning after maternity leave, which was accepted. There were continuations of formal flexible
working arrangements made in the previous reporting period for one manager. We do also have
a flexible approach to the work patterns agreed for new staff and for staff whose circumstances
change. There was a local informal agreement was made within a support to direct learning
department, with HR taking an advisory role.
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Length of Service

This section looks at the characteristics of staff in relation to their length of service during the

academic year 2016/17. As the staff profile changes during the year, data at a fixed point of 31

January 2016 was used as this was mid-way through the academic year, with a total of 241

employees. The same date was used as last year for direct comparison. Data was taken from
the HR database. QRS hourly paid associates were not included in the data collection as they

are a subsidiary of NCS and their profile changes significantly throughout the reporting period.
However, staff employed through QRS on salaried contracts were included.

Category

There is a fairly regular pattern to length of service in relation to staff category bearing in mind the

proportionate split between business support, teaching staff and managers i see Figure 15.

Figure 15

Length of Service by Staff Category 2017/18

W Business Support B Teaching Staff [ Managers

Number of Staff

Lessthan 6 6 monthsto Between2 Between5 Between 10 Between 15 20vyears &

months 2 years and 5 years and 10 and 15 and 20 over
years years years
A large proportion of businesssupport staff és | enghyearspwhictsdeesvi c e

not correlate to the proportion of business support leavers but does mirror the number of younger

staff, generally in business support positions. As a whole, the majority of staff remain at New

College Stamford between 2 and 5 years, which suggests stability. It is encouraging that many

stay for a good few years longer in most categories.

The figures for managers between 10 and 15 years is indicative succession planning and the
promotion of some longer standing staff to management positions.
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Full Time/Part Time Status

The pattern in Figure 16 is fairly consistent with the length of service by category data, with a

steady increase in the bracket between 6 monthsand5y ear sé service, with th
staff being business support and part time. The balance between part time and full time staff has

levelled off over the past few years, with fewer posts linked to term time and an increase in posts
requiredally ear round and therefore full ti me. These
commercial businesses, work experience and Education and Healthcare Plans. The length of

service peak for part time staff between 15 and 20 years and is far higher than for full time staff

within the same bracket of service. This may be due to a number of factors including the use of
flexible working contracts at this stage-tmen st af
lecturing role with family commitments. However, it may also be natural attrition and staff pursuing

their careers.

Figure 16

Length of ServiceFull/Part Time 2017/18

MW Part Time Staff mFull Time Staff

35

Number of Staff
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Age

Figure 17 shows that within the majority of staff who remain at New College Stamford between 6
months and 5 years, with a fairly even distribution of age. The age bracket of between 35 and 44
years of age is high for the length of service of less than 6 months, but mirrors the increase in
recruitment of that age bracket during this reporting period.

The high numbers of staff aged 45 to 64 with service between 6 months and 5 years through this
reporting year mirror the age distribution of our staff profile and suggests that as staff are leaving,
we are not replacing them with younger staff. The higher numbers of staff aged between 45 and
54 who have between 10 and 15y e ar s 0 , reflects ¥the moen for staff settled in their careers.
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Figure 17

Length of Service by Age 2017/18
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Recruitment

This section looks at the characteristics of staff who applied and those recruited during the
academic year 2017/18 from external recruitment campaigns. Application numbers were down
slightly this year in relation to the previous reporting period from 273 to 262. However, we
appointed 53 new staff in this period, 2 more than the previous period. This indicates we had
slightly fewer applicants to consider for shortlisting for interview in relation to vacancies, but were
able to successfully appoint to fill a similar number of roles. We continue to struggle to recruit in
the Construction curriculum area and in IT Support and Finance.

Data was taken from the recruitment module of the HR database and includes data collected
through our e-recruitment platform. QRS hourly paid associates were not included in the data
collection. All our vacancies that are advertised externally are advertised internally.

The data reported as Opreferred not to sayé,
accepted and Equality and Diversity data was not captured at the time.

Age

Figure 18 shows a fairly even distribution of ages within our field of applicants for 2018/18.

However, the percentage of applicants aged between 25 and 34 dropped by 8% and between 45
and 54 increased by 5%.
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Figure 18

Applied - % Age Range Comparison

W% 2015/16
W% 2016/17
m% 2017/18

Under 25 25-34 35-44 45 - 54 55-64 65+ Prefer not
to say

Figure 19 shows that the age range of those appointed is similar to those who applied within
most age groups. However, we have appointed a lower percentage of applicants aged under 25
over the past 2 years, which suggests our aim to reduce the age profile of our staff to support a
student first ethos was not achieved again this year. We appointed a higher percentage than
applied in the age brackets 35 to 44, but the same percentage in the age range 45 to 54.

Figure 19

Appointed - % Age Comparison

32

W% 2015/16
W% 2016/17
% 2017/18

Under 25 25-34 35-44 45-54 55-64 65+ Prefer not
to say

Ethnicity

Figure 20 table shows a significant majority of applications were from White British, with a similar
percentage of applications from BME candidates to the last reporting period. We continue to
monitor advertising opportunities in order to target ethnic minority groups and have maintained
the interest, but are restricted by costs.
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Figure 20

Applied - % Ethnicity Comparison

g6 58

W% 2015/16
B % 2016/17
W% 2017/18

White British BME Prefer not to say

Figure 21 shows a slight increase in the appointment of BME candidates in relation to the
percentage who applied and suggests there is no reason to suspect any discrimination. 9%
compares to the 5.8 % of BME in our staff profile for the same reporting period 2017/18.

Figure 21

Appointed - % Ethnicity Comparison

g 88 89

W% 2015/16
W% 2016/17
W% 2017/18

White British BME Prefer not to say

Disability

Figure 22 shows the majority of applicants declared no disability, although this is down by 14%
from the previous reporting period. The data for those who preferred not to say, is skewed
slightly by applications made by CVs where data was not captured.
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Figure 22

Applied - % Disability Comparison

89 38

B % 2015/16
B % 2016/17
0% 2017/18

No Yes- Yes - Physical Yes-Rather Prefer notto
Learning impairment not say say
difficulty

Figure 23 shows a very similar profile of those who were appointed in the reporting period to
those who were invited to interview. This suggests neither positive nor negative influence when
making selection decisions.

Figure 23

Appointed - % Disability Comparison

| % 2015/16
m% 2016/17
m% 2017/18

No Yes - Yes - Physical Yes- Rather Prefer notto
Learning impairment not say say
difficulty

Gender

Figure 24 shows that the gender profile of our applicants is even less balanced than the ratio of
65% to 35% within our workforce profile for the same reporting period a trend which continues.
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Figure 24

Applied - % Gender Comparison

68 638

W% 2015/16
W% 2016/17
% 2017/18

Male Female Prefer not to say

Of those appointed, Figure 25 shows that the ratio of females to males appointed, 72% to 28%
continues to worsen the gender balance of our workforce profile.

Figure 25

Appointed - % Gender Comparison

B % 2015/16
B % 2016/17
@ % 2017/18

Male Female Prefer not to say

Through the recruitment process we look to ensure that there is no discrimination; one means of
checking is through the analysis of annual Equality and Diversity data contained in this report.
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