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1. Introduction    
 

Joseph Chamberlain is a highly successful and inclusive sixth form college located in 
inner-city Birmingham. It is a popular college and is the first choice for most applicants.  

Students are predominantly drawn from within a 5-mile radius of the college, with the 
majority coming from the immediate area. In terms of the CDRC Index of Multiple 
Deprivation, the nearest areas to college - Balsall Heath, Highgate, Sparkbrook, 

Bordesley, Small Heath and Bordesley Green, all rate as areas in decile 1 (the highest 
level of deprivation). There are more than 2600 full time students between the ages of 

16-19 taught at the main college site on Belgrave Road and over 800 adult learners 
taught at a specialist adult learning centre on Moseley Road and at local community 
venues. For many years the college has ensured that students achieve exceptional results 

and in its last inspection, it was graded as outstanding by Ofsted. As the report stated: 
 

Leaders and managers, by promoting strongly the college’s core values, have created a 
harmonious and positive culture of mutual respect and fairness in which students are able 

to express themselves and debate ideas and values in a supportive environment 
  
Joseph Chamberlain College is proud of its community of staff and students and is 

committed to creating a positive environment where everybody is treated with dignity, 
respect and is enabled to excel.  Every year the college reports key information relating to 

Equality and Diversity in order to monitor our activity and to drive our processes of 
improvement. We continue to build and maintain our strong links with the local 
community and remain the provider of choice in our locality, as seen in the high level of 

applications to the college and a stable student roll, year on year.  
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1.2 The college governors, management team, and staff actively work toward achieving 

equality for all and the college ensures that it discharges its duties under the Equalities 
Act 2010 by: 

 
 
• Actively promoting equality, valuing diversity and seeking to eradicate bullying, 

discrimination, radicalisation and extremism.  
• Embedding equality and diversity into all areas of the college curriculum and all aspects 

of college life.  
• Monitoring and addressing any gaps in the satisfaction, retention, achievement and 
success of any identified group of staff and students. 

• Taking positive action to address any under-representation or stereotyping of staff or 
students. 

• Improving access to the college in order to attract staff and students from a wide range 
of backgrounds in order to widen participation.  
• Developing an inclusive and safe environment where the voice of staff, students, and 

other stakeholders, (particularly those from groups with protected characteristics), is 
heard and acted upon.  

• Celebrating, supporting and valuing the diversity brought to the organisation by 
individual students and members of staff.  

 

 

 
 
 

1.3 Equality pledges: 
 

In its commitment to students, the college will undertake to:  
 
• Ensure the curriculum offer reflects the needs of potential and existing students, and 

has equality and diversity principles embedded within it. 
• Promote styles of teaching and learning that support students’ individual needs.  

• Provide appropriate support to assist all students in achieving their potential and 
closing any achievement gaps.  
• Make clear the college’s expectations and commitments to equality and diversity in 

marketing materials, at events, and throughout the student’s journey through the college. 
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In its commitment to staff the college will undertake to:  
 

• Ensure all staff policies and procedures promote equality of opportunity and are not 
discriminatory in their implementation. 
• Work towards the achievement of a workforce that is representative of the local 

community.  
• Ensure training, development and progression opportunities are available to all staff.  

• Arrange training for staff on relevant equality and diversity issues and include 
equalities issues in training on employment practices.  
• Consult with appropriate staff to identify any potential barriers to recruitment, 

promotion and retention.  

 

1.4 The college senior management team have created several mechanisms to 

oversee Equality, Diversity and Inclusion. The Assistant Principal supported by the 

Equality & Diversity Committee are responsible for implementing, promoting, and 

embedding Equality and Diversity across the college, and monitoring and evaluating the 

impact.  The Committee is responsible for ensuring that the college actively promotes 

equality and diversity, is tackling bullying and discrimination, and that the college is 

working to narrow any identified achievement gaps and maintain positive staffing ratios, 

in terms of equality objectives, while also contributing to the development of ‘best 

practice’ across the college.  
 

1.5 The committee has cross-college representation in line with our intentions to 

ensure broad responsibility of equality and diversity matters that is available to everyone 

within the organisation. The governing body leads the way in the promotion of equality 

and diversity and receives training and information on the statutory legislation within the 

college as appropriate.  

 
 

1.6 Membership of the Equality, Diversity and Inclusion Committee   

         2022-22: 

 

Current Role 

Assistant Principal (College Operations) 

Inclusive Learning Coordinator 

Teaching Staff (Academic) 

Teaching Staff (Vocational) 

Teaching Staff (Adult Learning) 

Marketing Officer 

Learning Centre Manager 

Student Representative 

Student Representative 

HR Advisor 
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Purpose of the Committee: 

• To advise and report to the Senior Leadership of the College on policies and good 
practice in relation to equalities, diversity and community cohesion; and to provide 
them with minutes of all meetings. 

• To agree an annual action plan that includes any review of equality policies and 
plans, in conjunction with the Clerk of the Corporation. 

• To review and monitor the implementation of the College’s Equality, Diversity and 
Inclusion Policy and Plan and all related Equality, Diversity and Inclusion policies 
and action plans and to determine Codes of Practice and other guidance. 

• To raise awareness of, and comment on, new national policies and statutory 
requirements in relation to Equality, Diversity and Inclusion; and to advise the 

College on their compliance. 
• To advise on the strategy for raising awareness of equalities and diversity issues 

through staff development and other activities. 

• To commission and agree the Annual Report on Equality, Diversity and Inclusion for 
the Governors (to include the progress on the Plan). 

• To undertake any other task within the broad remit of the Committee. 

 

2. Student Equality & Diversity Statistics (2021-22)   

 

 
 

 

2.1  During the application and enrolment process information regarding gender, 

age, disability and ethnicity is collected, stored and analysed. We do not currently collect 

information regarding gender reassignment. 

 

2.2  The data shown below reflects the diversity of our student population and the 

monitoring that we undertake. This monitoring is carried out throughout each academic 

year enabling us to track progression of our students and to take positive action in 

dealing with any inequalities faced by disadvantaged groups.   
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2.3  Joseph Chamberlain College is a sixth form college and the majority of full-time 

students are aged 16-18 years, in addition to this, 24% of our students are undertaking 

part-time adult learning courses.  This represents 12% of our overall provision as a 

college in terms of our funding. 

 

2.4  There is a majority of female students 

in the college overall, at a rate of 64% female 

to 36% male, partly resulting from data 

relating to students in adult learning where 92 

% of students are female. This figure in adult 

learning numbers has increased from 88% 

female students in the previous year. 

 

         

 

The 16 – 18 gender data shows a 55% female and 45% male split. This figure is the 

same as the figure for 2020 – 2021. 

 

2.5   The vast majority of the students aged 16 – 18 and in Adult Learning are from a 

BAME background. All college figures shown below:  
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For sixth form students, the largest ethnic group is Pakistani followed by Bangladeshi, 

African and Arab students (further details in table . In adult learning, the ethnic origin of 

students follows a similar pattern: 

 

 

 

2.6  Overall - 14% of students disclose a Learning Need or Disability this figure is 1% 

below the previous year 2020 – 2021.   
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A high proportion, nearly 50% of our sixth form 

students, are entitled to financial support either 

through a Bursary payment, free meals or both. This 

is a significant increase:  

 

 

This current financial support figure of 49% 

compares to: 

 39% in 2020-2021  

 39% in 2019–2020      

  and   

 30% in 2018–2019. 

 

In 2021/2022 Free college meals were provided to 1,060 students, a proportion which 

comprised 41.2% of our 16 – 18 student cohort. 

 

 

 

2.5  Student outcomes 

 

 

2.5.1- General  

 

Based on an analysis of the College’s curriculum performance in 2021/22  

(using the QAR tables in the appendix) it is evident that achievement levels for all groups 

continue to remain very high and well above both national rates and the rates of the 

provider group. This is especially true of the 16-18 year-old cohort.  
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2.5.2 Gender 

 

In the last two years, any gap in achievement had narrowed – with achievement between 

male and female students last year at 91.2%.  This position has now altered – with a 

gender achievement gap of 3.8% whereby the female students outperform the male 

students across all ages (adult and 16 – 18 provision combined) and also reflects the fact 

that nationally females also outperform males – see table below: 

 

 

All ages data:

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

However, it is worthy of note that both genders achieve significantly above the national 

and provider group averages. 

 

This gap is noted in the annual Provision Type SAR and is identified as a key area for 

development by Assistant Principals and Heads of subject/department. 
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2.5.3 Ethnicity 
 

No significant achievement gaps exist for identifiable groups based on ethnicity, with all 

groups achieving around 90%.   
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2.5.4 Disability or other health difficulty 

 

Our achievement rate for students in this category is 5.5% above the provider group rate.  

There is a no significant achievement gap between students with and without disabilities 

in a context of college outcomes for these students which are far higher than both sector 

figures and national figures. These small differences in the figures are explained by 

individuals with specific circumstances.  
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2.5.5  Learning Difficulty 
 

Achievement rates for almost all identified categories are well above the provider rates 

and national rates.  In one case where rates are slightly lower, the small number and 

individual circumstances make statistical significance of the figure unlikely – but Learning 

Support staff are nonetheless monitoring this. (Numbers relate to course enrolments not 

individual students.) 
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2.5.6 Disadvantage 

 

Students receiving financial support through the bursary performed even better than 

those not in receipt of such payments in 2021/2022.  

 
 
          
 

Level ->  

Group 

Leavers Retained 
Retention  

Rate  

Pass Pass Rate High Pass 
High 

Pass Rate 

Achievement 

Rate 

 

Level 3 5138 4900 95.4% 4669 95.3% 2511 51.2% 90.9% 

 Bursary 2509 2433 97.0% 2331 95.8% 1322 54.3% 92.9% 

 Non-Bursary 2629 2467 93.8% 2338 94.8% 1189 48.2% 88.9% 

 Level 2 581 563 96.9% 553 98.2% 243 43.2% 95.2% 

 Bursary 239 234 97.9% 231 98.7% 110 47.0% 96.7% 

 Non-Bursary 342 329 96.2% 322 97.9% 133 40.4% 94.2% 
 

A similar pattern of high performance for disadvantaged students is also seen using the free 

school meals data table: 

 

Level ->  

Group 

Leavers Retained 
Retention  

Rate  

Pass Pass Rate High Pass 
High 

Pass Rate 

Achievement 

Rate 

Free School Meals 1111 1071 96.4% 1035 96.6% 550 51.4% 93.2% 

Not Free School 

Meals 

4823 4588 95.1% 4342 94.6% 2204 48.0% 90.0% 

 
 

Level ->  

Group 

Leavers Retained 
Retention  

Rate  

Pass Pass Rate High Pass 
High 

Pass Rate 

Achievement 

Rate 

 

Level 3 5138 4900 95.4% 4669 95.3% 2511 51.2% 90.9% 

 Free School Meals 955 922 96.5% 892 96.7% 501 54.3% 93.4% 

 Not Free School Meals 4183 3978 95.1% 3777 94.9% 2010 50.5% 90.3% 

 Level 2 581 563 96.9% 553 98.2% 243 43.2% 95.2% 

 Free School Meals 101 100 99.0% 100 100.0% 49 49.0% 99.0% 

 Not Free School Meals 480 463 96.5% 453 97.8% 194 41.9% 94.4% 
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2. 6 Student destinations 

 

2.6.1  The number of sixth form students who achieve positive destinations is extremely 

high: 

 

• In 2021/2022 the college captured 2395 destinations for 16–18 students which 

represents 97.1% of the 16-18 student cohort.  This compares to the 6th Form College 

benchmark of 95.5%. 

 

• Of the known outcomes 98.3% of students in 2021/2022 have a positive destination 

which is an increase of 2.5% compared to 2020/2021. 

 

 

 
 

       

2.6.2    For adult students, the number progressing internally at JCC remains 

consistently a pattern of increase, as the tables below show: 
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Of the known outcomes, the positive outcomes rose in terms of those employed; the 

numbers progressing into employment have increased slightly over three years. NEET 

figures which rose in 2020, perhaps linked to the pandemic factors, have again fallen to 

very low percentages. 

 

2.6.3 16 – 18 Destinations by Gender 

 

 2020 2021 

 Female Male Female Male 

Continuing at JCC 759 606 681 527 

Education or Training 590 450 553 425 

Gap year 30 31 42 30 

In Employment 20 15 39 33 

NEET 22 28 14 25 

Voluntary Work   1     

Other - Not Listed 27 24 15 11 

Unknown 4 10 21 20 

Other - Unable to Contact 6 7 15 14 

Grand Total 1458 1172 1380 1085 

 

• 97.6% of male students have a positive destination in 2021/2022 compared to 98.9% 

for females in the same academic year which is a difference of 1.3%. 

• 91.8% of females are remaining in education this academic year compared to 90.5% of 

males. For females the national benchmark is 55.7% and for males this benchmark is 

currently 48.1% 

• 3.1% of female students has decided to take a gap year this academic year which 

compares to 2% in the previous academic year. 2.8% of males have decided to take a gap 

year this academic year compared to 2.6 in the previous academic year.   

• 2.3% of males are NEET compared to 1% of females. This compares to 2.4% for males 

and  1.5% for females in the previous academic year. 

 

2.6.4 16 – 18 Destinations by Ethnicity 

 Any Other Black African / 

Caribbean 

Chinese Mixed Not Provided Arab O - Asian Pakistani White 

Continuing at JCC 22 186 6 45 4 111 238 715 38 

Education or 

Training 13 126 2 34 22 67 159 598 19 

Gap year 0 8 0 5 2 7 9 30 

 

 

In Employment 0 7 0 1 1 2 4 19 1 

NEET 0 2 0 2 1 6 10 27 2 

Voluntary Work 0 0 0 0 0 0 0 1 0 

Other - Not Listed 4 6 0 3 1 5 9 22 1 

Unknown 1 2 0 1 0 0 3 7 0 

Other - Unable to 

Contact 0 5 0 0 0   8 0 

Grand Total 40 342 8 91 31 198 432 1427 61 

 

• Students of all ethnicities show highly positive destinations.  

• Students that declare themselves within the mixed ethnic background have the 

lowest progression into education training.  

• Arab students have the highest NEET figures. 
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2.6.5 16 – 18 Destinations by Learning Difficulty & Disability 

 

 2020 2021 

 LLDD NON LLDD LLDD NON LLDD 

Continuing at JCC 268 1097 199 1009 

Education or 

Training 151 889 193 785 

Gap year 9 52 12 60 

In Employment 8 27 16 56 

NEET 11 39 5 34 

Voluntary Work  1   

Other - Not Listed 12 39 13 13 

Unknown 3 11 7 34 

Other - Unable to 

Contact 4 9 4 25 

Grand Total 466 2164 449 2016 

 

 

• It is pleasing to see that 98.8% of students that have disclosed LLDD had a 

positive destination 2021/2022 this compares to 98.2% for students without 

LLDD. In 2020/2021 97.6% of LLDD students had a positive destination 

compared to 98.1% of non LLDD students.  

• 89.4% of LLDD students continued in education and training compared to 91.6% 

of students without LLDD. The current national benchmark for LLDD students is 

53% 

• 1.1% of LLDD students are NEET in 2021/2022 and this compares to 1.7% of 

Non LLDD students being NEET.  

• 3.6% of LLDD students have progressed into employment this academic year 

which compares to 2.8% of non LLDD students. 

• 2.7% of LLDD students have chosen to take a gap year this year compared to 

3% of non LLDD students 
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2.6.6 Destinations of 16 – 18 Bursary Students 

 2020 2021 

 Bursary Non-Bursary Bursary Non-Bursary 

Continuing at JCC 684 681 569 639 

Education or Training 506 534 502 476 

Gap year 26 35 36 36 

In Employment 11 24 34 38 

NEET 20 30 12 27 

Voluntary Work  1   

Other - Not Listed 19 32 11 15 

Unknown 5 9 20 21 

Other - Unable to Contact 3 10 12 17 

Grand Total 1274 1356 1196 1269 

 

• 98.9% students claiming the bursary have a positive destination which compares to 

97.8% for non-bursary students. This compares to 98.4% for bursary students and 97.9% 

for non-bursary students in 2020/2021. 

• 98% of bursary students have positive education employment and training destinations 

in 2021/2022 compared to 96.5% of non-bursary students.  

 

 

3. Staff Equality & Diversity  

3.1 Introduction 

 

In terms of the staff profile in college, the data suggests that there is a diverse and 

representative staff body contributing to a highly inclusive and successful institution. Data 

is obtained as part of the recruitment and selection process and upon promotion.  Data is 

currently only displayed for age, gender and ethnicity. Plans are in place to introduce an 

Employee Self Check system to collect additional equality information in terms of gender 

identity, sexual orientation and staff will be able to amend their personal information to 

ensure its accuracy.  
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3.2. Gender 

In common with many other educational establishments there is a higher proportion of 

female staff in the college workforce - at 57.1%. This figure remains the same as last 

year. 

 

Gender Number Percentage 

Male 96 42.9 

Female 128 57.1 

Total 224 100 

 

As the chart below shows, the higher proportion of female staff is reflected in most work 

areas in the College with 56% of middle management being female in curriculum and in 

support areas overall.   The proportion of female/male in the Senior Leadership Team 

reflects this with a larger number of female than male SLT members : 

 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Workforce Profile Female Male Total Female Male Female Male

Gender

Percentage 

within the same 

gender group

Percentage 

within the 

same gender 

group

Percentage 

of gender 

group 

compared 

to the entire 

workforce

Percentage of 

gender group 

compared to 

the entire 

workforce

Teachers 60 52 112 46.5 54.2 26.7 23.1

Teaching Management 15 11 26 11.6 11.5 6.7 4.9

SLT 5 4 9 3.9 4.2 2.2 1.8

Support 42 23 65 32.6 24.0 18.7 10.2

Support Management 7 6 13 5.4 6.3 3.1 2.7

Total 129 96 225 100.0 100.0 57.3 42.7
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3.3. Ethnicity 
 

3.3.1  The Post 16 sector 

 

Nationally, the ethnic profile of employees in the FE Sector remains predominately White 

British at 85% of the total workforce. The data below, taken from the Sixth Form College 

Association report in November 2020, demonstrates this:  

 
• Senior post holders:  

91% White British, 2% White Irish, 2% Other White, 1% Indian, 1% Pakistani, 3% others  

• Teachers:  

85% White British, 4% White Other, 2% Pakistani, 2% Indian, 1% Black African, 6% others  

• All staff incl. support staff:  

85% White British, followed by 5% Asian excl. Chinese, 5% White Other, 3% Black. 

 

3.3.2- JCC staff data 

The comparative data for the College’s work force shows that around 40% of the college 

staff are of BAME ethnicity. This contrasts favourably with the national figures quoted 

above and reflects well the population of Birmingham, as reported in the last census 

(2011) which is ethnically diverse with approximately 58% of the population from white 

backgrounds, 26.6% of Asian origin (13.6% Pakistan) and approximately 9% black. Last 

year’s census figures are not yet fully released but it is very likely that once available, the 

BAME population for the Birmingham area will have risen in the last ten years. 

 

Ethnicity 
Number 
2020 - 21 

Percentage 
2020 - 21 

Number 
2021 - 22 

Percentage 
2021 – 22 

11 Asian or British Asian – Bangladeshi   8 3.57 11 4.91 

12 Asian or British Asian – Indian   14 6.25 18 8.04 

13 Asian or British Asian – Pakistani   33 14.73 24 10.71 

14 Asian or British Asian – other Asian 6 2.68 8 3.57 

15 Black or British Black – African   2 0.89 2 0.89 

16 Black or British Black – Caribbean 11 4.91 9 4.02 

17 Black or British Black – other Black 1 0.45 1 0.45 

18 Chinese 5 2.23 6 2.68 

19 Mixed – White and Asian  0 0.00 5 2.23 

20 Mixed – White and Black African  0 0.00 0 0.00 

21 Mixed – White and Black Caribbean 1 0.45 1 0.45 

22 Mixed – White and other Mixed 0 0.00 0 0.00 

Any other ethnic background  14 6.25 4 1.79 

23 White – British  111 49.55 116 51.79 

24 White – Irish  4 1.79 3 1.34 

25 White – other White background  8 3.57 10 4.46 

Don’t Know 6 2.68 6 2.68 

Total 224 100.0 224 100.0 
 

  Total white background 123 54.91% 129 57.59% 

  Total BAME background 95 42.41% 89 39.74% 
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3.4. Age 
 

The majority of staff are teachers and over 30% of the full staff body is under 30. The 

small number of older staff are predominantly support staff. The age profile of college 

employees is well spread across all age ranges, and is different to other colleges where 

employees tend towards the older ranges. 

 

Age Number Percentage 

20-30 69 30.8 

31-40 61 27.2 

41-50 36 16.1 

51-60 39 17.4 

61-70 15 6.7 

Over 70 4 1.8 

Total 224 100 

 
 

Workforce Profile 20-
30 % 

31-
40 % 

41-
50 % 

51-
60 % 

61-
70 % 

Over 
70 % 

Age                         

Teachers 45 65.2 24 39.3 23 63.9 16 41.0 2 13.3 2 50.0 

Teaching 
Management 4 5.8 14 23.0 3 8.3 5 12.8 0 0.0 0 0.0 

SLT 0 0.0 1 1.6 3 8.3 3 7.7 1 6.7 0 0.0 

Support 18 26.1 16 26.2 5 13.9 13 33.3 11 73.3 2 50.0 

Support 
Management 2 2.9 6 9.8 2 5.6 2 5.1 1 6.7 0 0.0 

Total 69.0 100.0 61.0 100.0 36.0 100.0 39.0 100.0 15.0 100.0 4.0 100.0 

Total out of the 
Workforce of 224 30.8   27.2   16.1   17.4   6.7   1.8   

 

 

 

 

 

Gender Pay information  

 

The Office for National Statistics, states that : 
 
“in 2021, the gap among full-time employees was 7.9%, up from 7.0% in 2020. This is 

still below the gap of 9.0% before the coronavirus (COVID-19) pandemic in 2019, and so 
the downward trend is continuing…. Among all employees, the gender pay gap increased 

to 15.4%, from 14.9% in 2020, but is still down from 17.4% in 2019…..  The clearest 
insight into the gender pay gap is provided by analysis across age groups. For age groups 
under 40 years, the gender pay gap for full-time employees (which is a more 

homogenous basis than all employees for measuring differences in hourly pay) is low, at 
3% or below. This has been the case since 2017.  However, for age groups 40 to 49 years 

and older, the gender pay gap for full-time employees is much higher, at approximately 
12%. 
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Nationally, FE teaching professionals have a gender pay gap as follows: 

 
Women earn 5.0% less than men 

Women earn £20.05 per hour 

Men earn £21.10 per hour 

 
Methodology - Making your gender pay gap calculations - GOV.UK (www.gov.uk) 

 
The UK’s gender pay gap remains in favour of men, despite equal pay legislation having 
been in place for 45 years. In the education sector, despite having a majority of female 

staff, the pay of female staff remains below that of their male colleagues, as the recent 
(Jan 2020) DFE report shows: 

 
4.2 At Joseph Chamberlain College the gender pay gap is smaller than the average 

within the education sector. With less than 250 employees, reporting on gender pay 

information and any gender pay gap is not a legal requirement but we are reporting it 

here as best practice. 
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Interestingly the data shows that the largest proportion of our part time support staff are 
female, whilst the largest proportion of our part time teaching staff are male.    

 
However, overall 28.5% of our female staff are part time and 13% of our male staff are 

part time. 
 
At Joseph Chamberlain College, males and females receive the same pay in terms of the 

median figure: 
 

 

 
 
 

Males receive 1.36% more than females in terms of the mean figure: 
 

 
 

Analysis of the salary quartiles shows that women are not predominantly concentrated in 
lower quartiles, and a larger proportion of female staff are represented in the upper 
quartiles, reflecting there is career development available to all college staff. 

 

 
 

 
 

 
 

 

Median Gender Pay in hourly pay

Females median (£) 22.71

Males median (£) 22.71

Males median hourly rate minus females median hourly rate 0

B268 divided by median hourly rate for men 0.00

Median gender pay gap (%) 0.00

Mean Gender Pay in hourly pay

Females mean (£) 22.52

Males mean (£) 22.83

Males mean hourly rate minus females mean hourly rate 0.31

B257 divided by mean hourly rate for men 0.01

Mean gender pay gap (%) 1.36

Proportion of genders in each pay 

quartile Males Females

Lower quartile within the same 

quartile 42.86 57.14

Lower quartile compared to total 

number in quartile population 10.84 14.45

Lower middle quartile within the 

same quartile 43.55 56.45

Lower middle quartile compared to 

total number in quartiles 

population 10.84 14.05

Upper middle quartile within the 

same quartile 43.55 56.45

Upper middle quartile compared to 

total number in quartiles 

population 10.84 13.65

Upper quartile within the same 

quartile 41.94 58.06

Upper  quartile compared to total 

number in quartiles population 10.44 14.46
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4.3 Bonus payments relate to payments made to support staff at Christmas. 
 

 
Bonus pay in 2022 : 
 

 
 

 

 

 

 

5. Key Actions 2021-22 

 

 

Every year the College reviews and sets targets within the College’s EDI action plan to 

improve the equality of opportunity for our College community. The actions below were 

planned for 2021-2022 and reviewed at the year end. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Proportion of Gender Pay in bonus payments Internal information

Proportion of females receiving bonus 

payment (%) 28.2% 40/142 x 100 females

Proportion of males receiving bonus 

payment (%) 23.4% 25/107 x100 males

Difference between females and males 

receiving the bonus payment (%) -4.80%

4.80% of females received more 

bonuses than the males.

Mean Gender Pay in bonus payments

Mean gender pay gap in bonus pay (%) -16.88

16.88% of females received more 

bonuses than males. 

Median Gender Pay in bonus payments

Median gender pay gap in bonus pay 

females (£) 285.38 SSSP payments

Median gender pay gap in bonus pay 

males (£) 287.20 SSSP payments

Median gender pay gap in bonus pay (%) 0.63

0.63% difference in the median bonus 

pay between males and females. 
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Equality and Diversity Action Plan 2021/2022 
 

Key Actions Responsibility Timescale Achieved 

EDI Committee Chair to review whole 

college annual data for protected 

characteristics to identify any 

achievement gaps and if any are 

identified, to recommend to Assistant 

Principals (Curriculum) that action be 

taken to remove these. 

 Rosie Shale Autumn term Achieved 

College SAR and improvement plans to 

report on EDI issues and include actions 

if required. 

 Rosie Shale Autumn term Achieved 

Draw attention to the celebration of the 

many cultures contained in the College 

via an event group who will plan a 

monthly calendar of events. 

 

Olivia Edmonds 

Minerva Ocolisan 

Wes Martin 

Michael Storer 

Hannah 

Geoghegan 

Autumn term Achieved 

Monthly Calendar of EDI Events 

celebrating different cultural events and 

guest speakers to be produced. 

 

Olivia Edmonds 

Minerva Ocolisan 

Wes Martin 

Michael Storer 

Hannah 

Geoghegan 

Monthly Achieved 

EDI events to be promoted via student 

newsletter for 16 – 19 age group. 

EDI events to be promoted via newsletter 

for adult students. 

Zoe James 

Olivia Edmonds 

Anna Richards 

Minerva Ocolisan 

Monthly Achieved 

 

Not 

Achieved 

Student council reps appointed for both 

for 16 – 19 age group and adult students 

to gain student council support for EDI 

initiatives. 

Hannah 

Geoghegan 

To attend each 

meeting. 

Yes (main Site) 

 

Not 

achieved 

(Adults) 

Committee to liaise with Director of 

Teacher Development to create whole 

staff EDI training event. 

Tom Williams 

Rosie Shale 

 

Plan in Spring 
term. 

Training in 

Summer term. 

Achieved 

A subgroup, comprising one member of 
SLT and a member of the EDI committee, 
to meet on a ½ termly basis to review 
policy or procedural changes to ensure 
that that there are no potential negative 
impacts on any group. 

Rosie Shale 

Laura Ellis 

Lailah Rashid 

Jeannette Oldridge 

Half termly Achieved 

Consideration of EDI training for 
governors to be provided in Summer 
term. 

Tony Day 
Sue Anderson 
Anne Barker 
Hayley Griffiths 
Rosie Shale  

Plan in Spring 
term. 

 

Training in 
Summer term. 

Not yet 

achieved 
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The action plan for the coming year will need to review and re-visit these areas which 

were not competed: 

 

• EDI training for governors 
• Adult student representation on the committee 

• EDI event promotion for adult staff and students 

 

 

Diversity calendar  2021  - 2022 

 

The following list of events were promoted / celebrated / commemorated in college this 

year - 

 

2021 - 2022 EDI 

September • Rosh Hashanah/Yom Kippur 

October • Black History Month 

• Dyslexia Awareness 

• Breast Cancer Awareness 

• National Domestic Violence 

November • Remembrance 

• Movember – Men’s Health 

December • Celebrations (Hanukah/Diwali/Christmas) 

• International Day of Disabilities 

January • World Braille Day 

• Holocaust Memorial Day 

February • Chinese New Year 

• LGBT Month 

• World Hijab Day 

March • World Book Day 

• International Women’s Day 

• St Patrick’s Day 

April • National Autism Awareness Month 

• Easter/Passover 

• Ramadan 

May • Deaf Awareness Week (Combined with JCC 

We Care) 

June • PRIDE 

(To include Disability PRIDE) 

 

     These cross-college events were coordinated by various members of the teaching 

staff, the marketing and events team, library team and pastoral team. 
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6.  Next Steps 

 

Cross-college objectives, have been set to drive forward Equality Diversity and Inclusion 

in college: 
 

• Develop an understanding of equality and diversity college-wide, ensuring its 
importance and relevance to all staff and students.  

 
• Fully embed an understanding of equality and diversity in the work of the college.  
 

• Ensure staff and learner induction promotes understanding and implementation of 
College policies on equality and diversity. 

 
• Provide staff training to support understanding of equality issues amongst students. 

 

• Support the personal development of learners in tutorials so that they can respect 
others and contribute to wider society and life in Britain.  

 
• Promote appreciation of different cultures and develop students’ understanding of 

life in modern Britain and roles of different groups within it. 

 

 

 

 

 


